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FOREWARD

The University of Nairobi promotes Gender Equity and Women’s Empowerment (GEWE). This
Gender Baseline Study (GBS) is a milestone for self-assessment on how UoN is integrating
GEWE in policies, regulations, administrative procedures and practices. The study is part
of the Engineering and Science Complex (ESC) supported by French Government through
its development agency (Agence Francaise de Développement — AFD). The study analyses
key areas of university operations, namely: effect of domestic responsibilities on education
and work, design of courses and accessibility, teaching and learning environment, gender
sensitization and awareness, completion rate, alcohol and drug abuse and mental health.

The study findings reveal that gendered self-concepts and motivations have slight differences
between females and males. While this is attributed to levels of education and income, it is
also a good indication of the progress UoN is making in bridging the gender gap in policies
and practices. This notwithstanding, a third of the UoN community struggle with child care and
domestic responsibilities due to lack of child care facilities and dedicated accommodation for
young mothers. The UoN collaboration with the French Government through AFD has a plan
to provide the first child care facility at UoN. In addition, the UoN is working towards providing
accommodation for young mothers and ensuring their reintegration and progression after
child birth.

On teaching and learning environment a lot has been done but deficit exists in regard to
equity and inclusion, in particular of People Living With Disabilities (PLWDs) as well as those
with special needs. The UoN management acknowledges that there are areas and courses
that are inaccessible to PLWDs due to limitation of resources. For example, interactive
curricula and appropriate software applications and interfaces for students with cognitive
disabilities, and well equipped laboratories are areas the UoN continues to address.

The study findings show the poor participation of UoN community in gender sensitization
and awareness creation. This is attributed to poor communication channels, packing,
dissemination and enforcement of gender related policies. The UoN management will
address these shortcomings by embedding gender sensitization in university calendar and
ensuring appropriate packaging and communication channels.

Completion rate, in particular of post graduate students is a concern to the UoN community.
This is attributed to poor tracking and weak mentorship. The management will oversee
the intensification of efforts in monitoring the implementation of the tracking system and
mentorship of students. Relatedly, drug, alcohol abuse and mental health are issues of
concern. Policies are in place alongside facilities, including a Wellness Center. However,
the stigma associated to these health problems is a major bottleneck that require continual
joint efforts of the UoN community, parents, guardians and other professional stakeholders.

Overall, the UoN has made progress in advancing GEWE and | am confident that going
forward the management will work with UoN community and other partners to address the
issues identified in this study.

Prof. Margaret Jesang Hutchinson
Ag VC, University of Nairobi
June, 2025
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EXECUTIVE SUMMARY

The Gender Baseline Study (GBS) documents and analyses gender issues at the University
of Nairobi (UoN), but with a special focus on the faculties of Engineering, and Science
and Technology. It is the first gender baseline survey of the university covering all the ten
faculties, including outside campuses located in Mombasa, Kisumu and Koitalel. Apart from
gathering data on general gender issues, the research was aimed at gathering date that
would inform the design and implementation of the Engineering and Science Complex (ESC).
This exercise involved engaging with programmers and designers of the ESC, university
community and other stakeholders.

The research methodology included sampling of the population to be engaged in the survey,
recruitment of research assistants and supervisors, training of the research team, planning
for the research, conducting the research using documentary evidence, Focus Group
Discussions (FGD), Round Table Discussions (RTD), Key Informant Interviews (Klls) and
analysis of data that informs this study. These methods were used to investigate the following
issues: gender self-concepts on STEM education; effect of domestic responsibilities on
education and work; design of courses and accessibility; teaching and learning environment;
gender sensitization and awareness; completion rate; and alcohol and drug abuse.

Gender Self-Concepts

The findings reveal that gendered self-concepts and motivations have slight differences
between males and females. This cut across the categories of respondents, levels of
study and faculties. However, sociocultural reasons emanating from the family as well as
institutional levels seem to explain the minor differences.

Effect of Domestic Responsibility on Education and Work

The research found that a majority of students and staff can balance academic, work and
family responsibilities using various support systems. However, a third of the university
community struggles with childcare and domestic responsibilities. This group has to go
the extra mile to balance academic and work responsibilities alongside domestic chores
and demands. Female students and female members of staff are the most disadvantaged
among this group. The university regulations and policies have gaps in comprehensiveness
and implementation with regard to catering for the accommodation, child support and
reintegration after childbirth. These issues need to be addressed through a review of policies
and administrative procedures to ensure the inclusion and progression of students and staff.

Teaching and Learning Environment

With regards to infrastructure and science-based teaching environment, the limitations in
equipment and facilities, as well as the issues of low-quality, cut across the university faculties.
The same gap exists with regards to equity and inclusion, in particular for persons living with
disabilities (PLWDs). Even the recently built infrastructure, the University of Nairobi Tower,
lacks facilities for mobility beyond level 1 for PLWDs in case of power failures. The gender
and equity sensitivities for equipment in classrooms, theatres and computer laboratories
further attest to the challenges of inclusion at UoN.

The UoN embraces principles of Universal Design for learning to benefit all students, including
those with disabilities. The courses are open to all students. However, at a practical level
there are gaps in integrating special needs students, staff and new methods of delivering
STEM courses, due to inadequate resources. Although there are ambitious curricula, there
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are no interactive curricula and appropriate software applications and interfaces for students
with cognitive disabilities. To address some of the deficits in the delivery of courses, UoN
collaborates with industry. This ensures the relevance of graduates, including guaranteeing
that the skills and competencies of graduates match the dynamic field of STEM. Going
forward, UoN should invest in teaching and learning infrastructure and facilities, including
well-equipped laboratories.

Gender Sensitization and Awareness

The gaps in facilities and infrastructure are exacerbated by weaknesses in knowledge and
application of university policies. Although there are policies on gender and development,
Work Place Policy on Gender Based Violence and Sexual Harassment Prevention and
Procedure, which a majority of students and staff are aware of, the application of these
policies is an issue of concern. There is poor attendance of sensitization forums largely
due to poor communication and scheduling. The management is well-intentioned and there
is an eagerness to get things right on gender parity and justice. However, there is a deficit
in the communication, packaging, dissemination and enforcement of the policies. The
study recommends appropriate scheduling of gender sensitization forums by taking into
consideration the university calendar; students and staff schedules; appropriate packaging
of information; and use of effective communication channels, including sieving relevant
information and relaying it through faculties and departments.

Completion Rate

Completion of studies is a major issue that cuts across the entire university, although the
situationisintense for undergraduates. The problem affects all faculties, with minor differences
between females and males. A tracking system is in place but the findings show limited use
at the postgraduate level and poor monitoring. Mentorship is also important for the career
development of students and staff. UoN has many mentorship programs going on, albeit
in an ad hoc manner. These programs require consolidation and efficient management.
Progressive mentorship includes pairing students with the industry, junior staff with senior
staff and PhD students supporting research and teaching. This notwithstanding, students
contend that they do not get adequate mentorship, with some noting that they got better
mentorship in high school and online mentorship programmes. The study recommends
effective implementation of the tracking and reporting system, and close monitoring of the
system to enhance completion rate. The monitoring should be accompanied by regular
departmental and faculty review of student progress. The study further recommends the
development of a policy on mentorship; a closer relationship between supervisors, mentors
and students; building of a supportive mentorship culture; exposing students to opportunities
and improving supervision through an efficient student tracking system.

Alcohol and Drug Abuse

Alcohol, drug abuse and mental health compound the gender justice issues. These issues
are related and affect both students and staff, with a majority of the students and staff
acknowledging the existence of the problem. Policies are in place alongside a Wellness
Centre. But only afew of the university community use the facility, largely due to low awareness
and stigma associated with health problems. The measures to address alcohol and drug
abuse need improvements in terms of greater connection to the students, youth and gender
friendliness of the approaches used, as well as using students and staff representatives to
reach targeted audiences.
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Conclusion

Based on the findings, the study concludes that although there has been progress within the
UoN with regards to the formulation of appropriate gender justice policies, other mechanisms
and efforts aimed at integrating gender into UoN operations needs to be instituted and made.
Deficits exist in equipment and facilities, in particular in the faculties of engineering, science
and technology, as well as in areas of gender equity. Contrary to conventional literature,
gender inequalities at UoN are minimal according to the survey respondents. This reality
is demonstrated in most research questions in which the responses of females and males
were almost similar. This outcome can be attributed to the education and income levels.
The two factors contribute to high levels of gender awareness, empowerment, and ability to
leverage family, networks and hired support. This cushions a majority of the students and
staff, in particular women, in balancing work, study and family responsibilities.

The study recommends that the university addresses institutional issues that undermine
learning and research, including embedding gender responsive pedagogy in policies and
practices, training lecturers in gender responsive teaching methods, improving the learning
infrastructure and facilities, and monitoring and evaluation of the student tracking system.
This should be done in tandem with the provision of a safe supportive environment for
women, including breastfeeding spaces and childcare facilities in all campuses; adequate
toilets and ramps for PLWDs; equal female representation in all aspects of university life;
and enhanced interventions in cases of alcohol and drug abuse, using a holistic approach,
which includes extra-curriculum activities, sensitization, peer-to-peer counselling, gender
responsive counselling, socioeconomic support and comprehensive clinical management.
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Gender equality and women’s empowerment (GEWE) remain a global concern, despite the
many interventions being made by governments and development agencies. Worldwide,
more women than ever before are completing higher education, resulting in better job
opportunities, increased independence, and new status and roles in their families and society
(ILO, undated). This notwithstanding, women lag behind men in almost every respect. ILO
observes that 2.7 billion women are restricted from having the same choice of jobs as men.
Among the 190 economies assessed in 2023, more than one-third have laws constraining
women’s decision to work; and 43 economies have no laws on sexual harassment in work
place. Policy and legal frameworks, economic, culture and leadership, among factors,
contribute to only 46.4 per cent of working age women worldwide being employed compared
to 69.5 per cent of men (ILO, 2023). O’Connor (2019) observes that existing structures and
culture are created by men for men.

Education is considered a key ingredient in bridging the gender equality gap. However,
literature reveals that universities remain both gendered and gendering organizations
(Rodrigo et al, 2020). Globally, women have achieved parity at the Bachelor’s (45-55) and
Master’s levels of study and are at the cusp at the PhD level (44%). There are regional
variations, and the gender gap tends to widen as graduates pursue their careers (UNESCO,
2021). In Kenya, although the gender education gap is almost closing at the secondary
school level, more males than females are enrolled in Kenyan universities (CUE, 2024).
However, the numbers are lower for women in STEM subjects. Yet, these are foundations of
innovation and creativity, and women’s absence reduces their engagement and contribution
to the development of the society. This concern drives the push for women to embrace STEM
subjects at all levels of learning, a push that requires support in the form of infrastructure,
facilities, services and gender sensitization. In response to this problem, the University of
Nairobi (UoN) nurtured a partnership with the French Government through its development
agency (Agence Francaise de Développement — AFD) to address the gender gap in STEM
at the UoN, beginning with a Gender Baseline Study (GBS).

This GBS is the first baseline survey for the UoN aimed at informing the development of
a Gender Action Plan, and providing a point of reference for future assessment of how
UoN is performing on GEWE. The GBS is part of the ESC, a project that aims at creating
state of the art sustainable buildings for teaching, training, research, and innovation and
student life at the UoN, as well as nurturing cooperation with French Schools for purposes of
reviewing curriculum, enhancing industry relations and joint research initiatives. The gender
component aims at supporting women in STEM and raising awareness on gender sensitive
issues, including ensuring that building designs are gender sensitive with safe spaces,
including childcare facilities. Consequently, this study establishes the basis for measuring
progress and performance during the implementation of the ESC.

This report is based on primary information gathered from all faculties and campuses of the
UoN, including the three campuses (Mombasa, Kisumu and Koitalel) located outside Nairobi.
Issues investigated included: gender self-concept on STEM education; effect of domestic
responsibilities on education and work; design of courses and accessibility; teaching and
learning environment; gender sensitization and awareness; completion rates; and alcohol
and drug abuse.
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Planning and undertaking the GBS involved an elaborate and complex methodology, which
ensured comprehensive and reliable data collection across four respondent categories.
The survey was structured to capture quantitative and qualitative data through a standard
questionnaire (appendix 1) and interactive discussions. The methodology included
sampling of the population to be engaged in the study, recruitment of research assistants
and supervisors, training of the research team, planning of the research, conducting the
research using Focus Group Discussions (FGD) (appendix 2), Round Table Discussions
(RTD) (appendix 3), Key Informant Interviews (KlIs) (appendix 4), and analysis of data that
informs this study. The composition of FGDs, RTDs and Klls was encompassing and included
students, teaching staff, and non-teaching staff, including senior management (appendix 5).

2l

Sampling

The target population for the GBS included 2,200 students and staff drawn
from the University of Nairobi’s 10 faculties (Table 1). Of this sample, 2000 was
dedicated to UoN campuses located in Nairobi, while 200 was split among the
three UoN campuses located outside Nairobi - Mombasa, Kisumu and Koitalel.
The population across the faculties and campuses was stratified into four key
categories: undergraduate students, graduate students; teaching staff, and non-
teaching staff. To ensure representativeness, a stratified sampling technique was
employed, with proportional allocation based on the size of each subgroup within
the total population as shown on Table 1.

Table 1: Target Population

Students Staff

Total Target Total TOTAL

Target Target |TargetSample| Target sample Target Target
Sample Sample | Undergraduat| Sample Non- Sample |sample per

Main Campuses Students | Graduate e Teaching | teaching Staff Faculty
1 Engineering 350 21 329 52 98 150 500
2 Science and Technology 350 31 319 52 98 150 500
Total 700 52 648 104 196 300 1000
3 Agriculture 31 2 26 3 9 13 44
4 Built Environment and Desig 31 ] 27 5 3 13 a4
5 Business and management 162 67 55 24 45 70 232
6 Education 76 3 73 11 21 32 108
7 FASS 226 33 193 34 63 97 323
8 Health Sciences 104 22 82 16 29 45 149
9 Law 56 12 a4 8 16 24 80
10 Veterinary Medicine 14 2 12 2 4 6 20
Total 700 148 552 105 195 300 1000
GRAND TOTAL 1,400 200 1,200 209 391 600 2000

Students Staff
Total Total |Total
Target Target |TargetSample| Target target |Target
sample Sample |Undergraduat| Sample |[TargetNon{ Sample [Sample per
Campuses Students | Graduate e Teaching | teaching Staff Campus
1 Koitalel 20 3 17 3 7 10 30
2 Mombasa 69 15 54 10 21 31 100
3 Kisumu 48 7 41 7 15 22 70
Total 200
UNIVERSITY OF NAIROBI 4 | GENDER BASELINE STUDY



2.2.

2.3.

Where access to participants proved challenging, particularly for academic staff
and graduate students, a snowball sampling method was utilized to identify
additional respondents through referrals.

Recruitment of Research Assistants and Training

The GBS was conducted by an internal UoN team with the Institute for Development
Studies (IDS), UNESCO UNITWIN and the Engineering team leading the process.
Postgraduate students were recruited as research assistants with the support
of the respective Deans of Faculties from various campuses. They constituted
the team of 33 research assistants, while a total of 5 supervisors were drawn
from a pool of experienced IDS post-graduate researchers. In total, 38 Master’s
students were seconded to the research team. These students were selected
based on their academic qualifications and their availability to participate in the
study. The inclusion of representatives from all faculties ensured a diverse and
multidisciplinary team, which was essential for the successful execution of the
survey across the university’s faculties and campuses.

To ensure quality output, the research team underwent a two-day training on the
6th and 7th of June 2024, at the University of Nairobi Tower. This comprehensive
program aimed to equip the research assistants with the necessary skills
and knowledge to administer the GBS questionnaire effectively. The training
commenced with an introduction session during which participants were oriented in
the goals and processes of the GBS, which was meant to highlight its significance
within the broader context of the ESC initiative. This session also served to align
the expectations of the research assistants with the objectives of the study and to
highlight the importance of the survey in addressing gender-related issues. The
main components of the training included: ethics and basics of research; basic
tenets of diversity, equity and inclusion; training on the survey questionnaire; and
training on electronic data capture.

On Ethics and Basics of Research, ethical considerations and the fundamental
principles of conducting research were addressed to ensure that all participants
adhered to high standards of integrity and ethics throughout the data collection
process. On the basic tenets of Diversity, Equity and Inclusion, participants were
introduced to the core concepts of diversity, equity, and inclusion. The relevance
of these concepts was emphasized not only within the GBS but also in fostering
an inclusive university environment.

A significant portion of the training was dedicated to the survey questionnaire and
electronicdata capture. The researchteamwas exposedto the survey questionnaire
in order to ensure that each member of the team understood the structure, content
and administration process of the questionnaire. A comprehensive session on
electronic data capture was conducted. This included hands-on practice with
data collection devices and software, to ensure that participants were proficient
in using the tools required for efficient and accurate data collection. By the end of
the two-day program, the 38 research assistants were prepared well to conduct
the GBS across the University of Nairobi campuses, including in those located
outside Nairobi.

Planning of the Fieldwork
The research assistants were organized into teams to facilitate the data collection
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2.4.

process across the faculties and campuses. This was aimed at ensuring a
comprehensive coverage and efficient execution of the survey. Each team was
assigned a supervisor. The team was supported with logistics, including digital
devices for online interviews. Supervisors played a critical role in coordinating
activities, addressing challenges and ensuring adherence to the survey protocol.
The Principal Investigator (Pl) and the two Co-Pls, with the support of a project
assistant, were in charge of the entire fieldwork. Meetings between the supervisors
and research assistants took place daily, with the project assistant providing
oversight, while meetings between supervisors and the principal investigators
took place every five days or whenever necessary.

The FGDs, RTDs and Klls were conducted by the principal investigators who
were supported by the project assistant, a rapporteur and a student mobiliser,
who ensured that the selected participants were informed and participated. A
significant percentage of the participants were drawn from the respondents to
the questionnaire who had indicated an interest in participating in further GBS
research.

Data Collection Process

The research began with a pretesting of the questionnaire on the 8" and 9" of
June, 2024, before the main survey. This exercise provided valuable insights
that informed the refinement of the survey tool in readiness for the main survey.
The data collection exercise for the main survey was initially scheduled to
take place over 15 days, from June 10th to July 11th, 2024. However, due to
logistical challenges, an extension of 6 days in July 2024 was granted to ensure
a comprehensive coverage of the target sample. Additionally, the faculties of
Science and Technology, and Engineering had an extra 7 days in September
2024 because students and staff were unavailable during the first round of the
survey.

The exercise involved the collection of data covering the undergraduate and
postgraduate students, teaching staff and non-teaching staff using a questionnaire.
The questionnaire covered the following thematic areas: (i) self-concept and
STEM education; (ii) balancing academic/work and family responsibilities; (iii)
gender perceptions of STEM; (iv) design of STEM courses and accessibility;
(v) learning environment and teaching practices; (vi) learning infrastructure and
resources; (vii) mentorship and career development; (viii) gender sensitization
and awareness; and (ix) completion rate.

The second phase of the survey, which involved FGDs, RTDs and Klls, was
conducted from September 13th to December 6th, 2024, across various
campuses and faculties of the University of Nairobi. Participants were drawn from
specific groups, which included mixed-gender groups, female-only groups, and
faculty administrators. A checklist of issues revolving around the nine thematic
areas in the questionnaire was used to engage the participants. Issues such as
discrimination, mentorship, balancing academic and family responsibilities, and
infrastructure challenges attracted intense discussions. In total, 15 FGDs were
conducted, 12 in Nairobi, each covering male and female students, as well as
administrators. Of these groups, 4 were exclusively female, 4 were mixed-gender
groups, and 4 consisted of administrators. In the Mombasa, Kisumu, and Koitalel
arap Samoei campuses, 1 mixed-gender FGD was conducted in each campus.
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2.5.

2.6.

RTDs involved senior university management, including deans, heads of
departments, senior members of staff and gender committees. In total 6 RTD were
conducted, with 3 being in Nairobi and 3 in campuses located outside Nairobi,
with each campus having 1 RTD. The aim of the sessions was to get deeper
insights on research issues from those who are in management, those who have
exited management positions, and those with in-depth knowledge and experience
regarding gender issues within UoN.

The survey, FGDs and RTDs were complemented by Klls, which were conducted
with individuals with in-depth knowledge and experience regarding gender issues.
Such individuals included those chairing Gender Committees, those researching
gender issues, and senior scholars and administrators with a wealth of knowledge
on gender issues.

The data collection process adopted a hybrid approach, combining face-to-
face interactions with virtual methods to accommodate logistical challenges
and few respondents’ preferences. Face-to-face was the primary method used,
particularly for undergraduate students and on-campus non-teaching staff.
Research Assistants (RAs) conducted interviews in strategic locations such as
faculty offices, lecture halls, libraries, student hostels and open spaces within
the university. In a few cases where face-to-face interviews were not possible,
especially for academic staff and postgraduate students, data collection was
conducted via virtual platforms, including Google Meet, Zoom and telephone
interviews.

Recognizing the busy schedules of some respondents, interviews and discussions
were scheduled during evenings and weekends. This approach was particularly
effective for graduate students in evening programs and academic staff with
limited daytime availability.

Data Management

All data collected during the survey were handled with strict confidentiality, which
was clearly communicated to the participants as part of the introduction and
consent seeking process. Respondents’ personal details were anonymized, and
unique codes were assigned to ensure that individual responses could not be
traced back to specific participants. Data quality was assured by daily checks of
submitted data for consistency and completeness. The duration of each interview
was also checked to ascertain that interviewers were asking all questions and not
rushing through the survey. Each team had their meetings every evening to review
the data and address comments raised from data quality checks. In addition, the
supervisors and the research team had frequent debriefing meetings to ensure
the study remained on track and to address any challenges or issues that arose
during the data collection process.

Ethical Considerations

The survey adhered to ethical research standards, including voluntary participation,
informed consent, and respect for respondents’ time and privacy. Before each
interview, participants were briefed on the purpose of the study and assured that
their responses would remain confidential. Participation was entirely voluntary
and respondents were free to withdraw from the interviews at any time.
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2.7.

2.8.

Challenges and Mitigation Strategies

The main challenge that faced the GBS was timing conflicts and limitations. The
survey coincided with exam periods and a long holiday, making it difficult to engage
all the sampled undergraduate students and academic staff. To mitigate this, the
field team focused on accessible groups during exams and conducted follow-up
interviews in the evenings and on weekends. A further mitigation measure was to
postpone some interviews in Engineering, and Science and Technology faculties
to the September, 2024 semester.

Academic staff, citing busy schedules, were often unavailable for face-to-face
interviews. To address this challenge, the team employed telephone interviews,
virtual platforms and flexible scheduling. Additionally, prior appointments were
booked to secure participation, with the principal investigators assisting in making
appointments.

In addition to timing conflicts and limitations, some sampled respondents
hesitated to participate due to concerns about anonymity and the perceived
length of the questionnaire. To address this, the team emphasized the survey’s
confidentiality and significance while offering options for rescheduling interviews
at the convenience of the respondents.

Lessons Learned
There are a few lessons from the research process, which include the following:

i.  The timing of surveys is critical - future exercises should avoid periods of high
activity, such as exams or holidays;

ii. Flexibility in methodology, including the use of virtual platforms, significantly
enhances participation rates;

iii. Effective communication and prior notification to the target population are
essential to increase awareness and participation.

Overall, the methodology adopted for the GBS was comprehensive and adaptive,
ensuring robust data collection despite logistical and contextual challenges.
The combination of stratified sampling, hybrid data collection methods, and a
committed field team contributed to the successful completion of the survey. The
insights and lessons learned from this exercise will inform future similar research
endeavours and ensure greater efficiency and effectiveness.
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Self-concept refers to how individuals perceive themselves and others in relation to various
aspects. In this case, the beginning of understanding the relationship between gender and
STEM was to check with the university community about their own and others’ concepts of
gender. It is mainly the belief in the ability of oneself (the respondent) and others to pursue
science subjects. A 2021 study by Betz and others in the United States observed that self-
confidence in the sciences does influence how well students take up and succeed in STEM.
An earlier study by Franks and Capraro (2019), also in the United States, identified the same
aspect of belief in the self, that contributes to motivation for STEM.

In general, the view of science is positive as exemplified by more than two-thirds of the
respondents across the faculties and categories. STEM faculties, including engineering, and
science and technology, had slightly higher scores (Figure 1) of around 90%. The gender
differences on how the participants perceive themselves in relation to sciences were slight
at around 7 points - for example, the perceived ease of STEM had 88% among males and
81% among females. The questions asked related to the ease of STEM, ease of learning,
quick learning and giving the right answers. Other aspects included understanding concepts,
a grasp of ideas and liking STEM. Across these aspects, the perception was similar for both
males and females, as well as across the faculties.

Veterinary Medicine
Science and Technology
Health Sciences

Graduate student

Law
Engineering m Ease of STEM
Education I .
. m Fase of Learning
Business and Management. . . .
Built Environment and Design = Quick learning
Arts and Social Sciences Gave right answers
Agriculture —‘ m Concepts understanding
Non-academic Staff | ® Understood ideas
Academic staff I I

Liking STEM

Undergraduate student Others

Female
Male
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T T T T T

0% 20% 40% 60%  80%

|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
1

100%

Figure 1 : Views of Seiences

From FGDs and RTDs, sciences are not strongly viewed as hard, mainly due to the
strides made in sensitization on and promotion of STEM in the education sector. Gender
empowerment and mainstreaming advocacy groups have been active in the country, working
towards changing the self-image and esteem of women, and calling for a level playing ground
in education and other sectors. In some faculties, like Law, the enrolment is actually higher
for females compared to males.

Moreover, the education strongly emphasises science subjects. Students expressed
observations such as these ones:
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“...Sciences are heavily graded and one has to perform well in sciences even to
attain the University of Nairobi admission.” (Female FGD participant; FGDKOM,
03/10/2024)

“...Even at the clustering point, in almost all the faculties, one must have performed
well in at least one or two of the science subjects in high school.” (Male FGD
participant. FGDKOM, 03/10/2024)

The 8-4-4 education system in Kenya, which was introduced in the 1980s, made science
subjects compulsory at high school. Significant efforts have been made to ensure that there
are qualified teachers, appropriate spaces, equipment, and other resources necessary to
facilitate effective learning in secondary schools. As a result, by the time the students reach
university, they have all been exposed to the sciences, as observed by a student:

“...0ver the years there has been a lot of encouragement, motivation and even
support especially for the females. These efforts have resulted to increased
females in the sciences and even more confidence for them to compete fairly with
their male counterparts.” (Male RTD participant; RTDKO, 14/10/2024)

The issues limiting the pursuit of sciences have mainly been related to livelihood aspects.
Students who are mostly from poor families often face difficulties supporting themselves
and their dependents, including children for a few. This situation of self-support for the
students has been going on for more than three decades. It overwhelms the students and
enhances gender-based vulnerability as noted by a female student: “...some students are
overwhelmed by looking for their food and the child’s needs and some even approach staff
for assistance” (FGDFEM, 31/10/2024).

Besides the financial struggles, there are two outstanding observations around cultural
barriers, which may affect the self-concept in STEM among females. These are local
traditions and socialization. Local traditions and cultural expectations often impose strict
limitations on female education, for example, within the Muslim community, which leads
to a preference for girls to study in closer proximity to home, where they can be closely
supervised. Consequently, this circumstance significantly impacts the enrolment of female
students in STEM courses in the Mombasa Campus where the courses are unavailable.
For UoN, STEM courses are predominantly offered at the main Campus in Nairobi. Related
to this barrier is the lack of role models to look up to in the STEM field. This issue can be
discouraging as noted by a female engineering student in a FGD, “there are few women
who have achieved great success in this area of expertise, yet they do not return to mentor
others” ( FGDFEM, 31/10/2024).

Certain academic disciplines are frequently discouraged by societal norms, with certain
fields like Law being deemed as unsuitable (‘haran’), and STEM subjects being perceived
as masculine. Consequently, many prospective women learners steer clear of such areas
that are stigmatized or deemed too challenging for them. For instance, the representation
is heavily skewed towards males in physics, with no female lecturers in the department.
Attempts were made to address this issue at a higher management level but the one female
lecturer who was on the staff was released due to her inability to complete her PhD as per
the university employment regulations. The regulations in question are gender unaware and
do not recognize the struggles facing female students and staff. For students the choice of
sciences comes with negative perceptions by the society, “When a girl chooses to study
sciences, she is often viewed as being out of place or trying to challenge men,” said a key
informant (KIIFE2, 08/11/2024).
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Self-doubt is also expressed in an observation by one female FGD participant in the
Faculty of Engineering (FGDFEF, 30/10/2024). Thus, pursuing certain STEM disciplines,
like physics, as a lady, made others think that one was imitating male traits or competing
with men, which created self-doubt. Mentorship, which would guide female students on
STEM subjects, within the university is not seen as normal compared to the situation in high
school. This may discourage students pursuing STEM subjects as observed by a female
engineering student: At high school teachers were more involved and guided students more
actively in their academic pursuit. But at university lecturers only contribute 30% to learning,
leaving 70% to students to do independent research and initiatives (FGDFEF, 30/10/2024)).

Other observations around this encouragement at high schools as opposed to the university
level included:

“There is minimal guidance from professors and a greater emphasis on personal
responsibility.” (RTDFSTFE, 08/11/2024)

“I am generally a slow learner. But once | grasp concepts, | excel. The high
school institution offered extra support to enhance understanding.” (RTDFSTFE,
08/11/2024)

“Science in high school had good facilities and knowledgeable teachers in some
schools made it easier to grasp science subjects.” (RTDFSTFE, 08/11/2024)

In conclusion, although there are no serious gender differences in terms of studying STEM
subjects, the small proportion of students who find it hard to pursue sciences for one or the
other sociocultural reason deserves more attention at the university level. The orientation
of the world towards a knowledge society and problem-solving calls for all-around learning,
especially with regard to the sciences.
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Only a third of respondents had domestic responsibilities affecting their education and work.
One of the studies motivating this aspect of the study was a 2014 study by Saad in Nigeria,
which found that although married women faced numerous challenges in balancing domestic
work and learning, they struggled and managed to still perform as well as their non-married
classmates. Yet, part of these responsibilities also include mentorship and foundational
education for the children (Gann and Carpenter, 2017).

In this survey, the main effects investigated were child care, ilinesses of children, family
members and family responsibilities (figure 2). Only a third of the students and staff struggled
with domestic and family responsibilities. This finding is not surprising since the majority of the
students are single and without children or families to support. Furthermore, both students
and staff across the faculties can balance their work/studies and domestic responsibilities.
There is a common term (hustling) used for situations where someone engages in odd,
casual jobs, or business as they struggle to perform their other or main duties. However,
female students are the most affected when it comes to childcare, as exemplified by the
survey results percentages of 32% (child care) and 20% (studies), respectively. Mothers get
the bulk of responsibility for child care and other domestic responsibilities as also found out
in the Nigerian study (Saad, 2014).

Strongly agree

Agree
Female
Neutral (DNR) = Mal
ale
] M Total

Strongly disagree

-
-
i

0% 10% 20% 30% 40% 50%

Figure 2: Missing School/work due to child care

One female student narrated how a student couple from a science faculty had to decide to
defer the studies of the young mother as she took care of their child, as the father continued
with his studies. Interestingly, but not surprising given the equally high self-concept of the
young lady, they would later have a misunderstanding as the female fell behind in her studies
since the man had proceeded with his studies. This brings into focus the need to have
gender justice and a mutual understanding of how best to deal with these sorts of situations.

In balancing domestic and academic pursuits, many students find themselves taking care
of their younger family members. A female student in the faculty of science and technology
commented, “/ frequently encountered difficulties in getting to my laboratory sessions on
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time because | had to ensure the well-being of my younger siblings, and regrettably, my
performance in the course suffered as a result.” (FGDFSTF, 06/11/2024)

Other students are living with very strict caregivers, including step-parents. They do not
facilitate the learners well enough for them to attend classes, as noted by a female respondent
in an FGD for administrators in Science and Technology who said, “/ encountered a student
who regularly arrived late to school. When | asked about it, he explained that he lives with
his stepmother and has a curfew of leaving home no earlier than 6:00 am and returning no
later than 6:00 pm, despite living in an area with heavy traffic.” (FGDFSTM, 05/11/2024)

From the FGDs & RTDs, many students find it difficult to deal with these challenges. Those
living alone have to deal with demands of self-catering and accommodation due to the hard
economic times affecting their parents who are largely economically disadvantaged. This
situation may predispose some students to gender-based violence as they interact with
others within and outside the university campuses. Notably, the university accommodation
is not able to house and cater to the needs of all the students. This forces some students to
rely on housing and food vendors in their neighbourhoods for survival.

A common issue affecting many women across different sectors, including higher education
institutions, is the challenge of balancing gender responsibilities with work and student life.
This imbalance creates a significant barrier for both staff and students, particularly women,
as they strive to fulfil their roles. Female students and staff must juggle family obligations
alongside their academic or professional duties. If not managed carefully, this can lead to
feelings of being overwhelmed and perceptions of falling short of expectations. Some of the
challenges and support systems available at the family level can be seen in the observations
below:

“In some departments that usually work late hours, there is usually unwritten rule where
ladies are released early to go and assume family and care giving responsibilities, while
men are told to stay late hours, to which I think is unfair.” (RTDM, 18/09/2024)

‘My parents are very supportive. | communicate my academic obligations to them and
schedule times to assist them.” (FGDFEF, 30/10/2024)

“Engaging in online learning while at home can present challenges, as the environment may
not be conducive for it.” (FGDFEF, 30/10/2024)

“There were instances when | was heading to work and my nanny said she had to go. It is
important to provide resources like childcare to improve concentration and productivity in the
work place.” (FGDFEA, 04/11/2024)

“Balancing motherhood and PhD studies for future employment as a lecturer is challenging
for women; measures to support women will make a difference.” (KIIFST2, 12/11/2024)

“I spend so much time at school that my family often complain that | never come home.”
(FGDFEM, 30/10/2024)

“Students who study while commuting from home and receive substantial family support
may find it easier to balance academia and familial responsibility. In contrast those without
support, particularly women may face notable difficulties while also fulfilling their academic
commitments.” (FGDFEM, 30/10/2024)

“l come from a divorced family. | try to remain neutral by visiting each parent and managing
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home responsibilities, but it leaves me with little time for myself and my studies.” (GDFEM,
30/10/2024)

“It is difficult for student mothers to juggle between motherhood and studies. However, they
have managed to graduate.” (RTDKO, 04/10/2024)

Relationship issues also have a bearing on university life, including within STEM. According
to a faculty member from the Faculty of Science and Technology:

“...Young scholars, especially those under 30, face unique challenges in higher
education, particularly women dealing with relationships and family responsibilities.
These factors greatly impact their academic pursuits, causing some to drop
out. Men have an easier time managing these responsibilities...” (KIIFSTH,
06/11/2024).

A significant obstacle faced by staff of the University of Nairobi is the criteria for career
advancement, which include factors such as publications, supervision and community
service. This can be particularly challenging for female faculty members, who often have to
balance the efforts to meet these requirements and family responsibilities. Writing papers
for publication demands extra time outside of regular working hours, which can interfere with
family time, especially for early-career faculty members who are still in the phase of raising
children.

The findings suggest that most students and staff do not have a problem with balancing
their studies and work with domestic responsibilities. However, the few who are struggling
need to be supported with self-catering facilities and spaces within the university campuses.
In addition, the university Wellness Centre needs to liaise with other students and student
leaders, as well as faculty, to identify and follow up on struggling students. Later in the
report, there is an analysis of the responsiveness of such programs at the Gender Desk and
Wellness Centre with regard to handling the issues facing students and staff. However, UoN
has made strides in enhancing the work-life balance and these efforts and achievements
need to be boosted.
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This section focuses on three key areas: (a) the design of STEM courses and accessibility to
them in promoting diversity, equity and inclusion in learning; (b) the learning environment and
teaching practices that foster gender equality and inclusion by utilizing non-discriminatory
pedagogical approaches, including teaching materials, demonstrations and the overall
engagement of genders; and (c) the suitability and relevance of learning infrastructure and
resources, such as lecture rooms, laboratories and equipment.

Dl ]

Design of STEM Courses and Accessibility

Research underpins the importance of accessibility and effective design of
STEM courses with an emphasis on integrating active learning activities,
interactive engagement strategies, and robust assessment designs, to enhance
student learning and satisfaction (Chen et al., 2018). One of the strategies that
is advanced for the process described above to succeed is the implementation
of Universal Design for Learning (UDL) principles whose focus is to benefit all
students, including those with disabilities (Chen et al., 2018). Further, efforts to
increase STEM accessibility for students with cognitive disabilities through an
interactive curriculum and appropriate software applications and interfaces
have shown promise (Danahy, 2011). Another strategy involves the design of
specialized training programs, such as the Accessibility Course for Education
(ACE), that support faculty in creating accessible Open Educational Resources
(OER) for STEM disciplines, thus addressing unique challenges like mathematical
equations, tables, graphs, and diagrams (Vuletich et al., 2012). There is no one fit
for purpose strategy, which means that an ecosystem of initiatives is necessary to
collectively contribute to a more inclusive and engaging STEM education for the
diverse student populations.

In this study, several metrics were used to assess the design and accessibility
of STEM courses at the university, namely information accessibility, promotion
of science education, encouragement and motivation, requirements to pursue
science courses for both males and females, the role of families and community,
including barriers to pursuing science education. The inclusion of PLWDs and how
institutions prepare to ensure no one is left behind with respect to accessing and
pursuing science education were also assessed. Figure 3 a, b, ¢, and d shows:
(a) the overall responses; (b) by sex; (c) by categories; and (d) by faculty, to the
question asking respondents whether there is encouragement to pursue science
courses for both females and males.

Female l12%4% 48%

) ) 0% 20% 40% 60% 80% 100%
m Strongly disagree m Disagree
Neutral (DNR) Agree B Strongly disagree W Disagree Neutral (DNR)

m Strongly agree = DK (DNR) Agree m Strongly agree

(a) Encouragement to pursue science (b) Encouragement to pursue science
courses overall responses. courses responses by sex.
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Figure 3 a, b, ¢, d: Encouragement to Pursue Science Courses.

It was observed that encouragement to both sex was evident with an overall score
of 82 per cent. The scores were equally high among females (78%) and males
(85%). With regards to categories of respondents, undergraduates and graduates
scored 82 and 77 per cent, respectively. The teaching and non-teaching staff
scored 82 and 84 per cent, respectively. At the faculty level, Engineering, and
Science and Technology scored 78 and 86 per cent, respectively. In general, across
the various levels, a cumulative score of more than 70 per cent was recorded for
Agreed and Strongly Agreed, implying that when it comes to encouraging both
females and males to pursue science courses, there is minimal discrimination.
However, the encouragement to pursue science courses can be viewed at different
levels, namely family, society and institutional. At the family level a Kll noted: “As
a father, I involve my daughters in my career in the engineering space, showing
them that gender does not limit their ambitions” (FGDFEA 4/11/2024). At the
society level, another Kll observed that “When a girl chooses to study sciences,
She is often viewed as being out of place or trying to challenge men” (KIIFST2
(12/11/2024). Institutions also play a major role, particularly in providing support
and encouragement as shared by a Kll: “Recently, | visited a girl’s school. Unlike the
neighbouring boys’ school, they lack a physics teacher and necessary resources,
suggesting that society underestimate girls’ ability in science. Additionally, high
school students lack information on engineering and career prospects” (KIIFE2,
8/11/2024).

The overall ratings with regard to requirements to pursue science courses being
the same for females and males had a score of 75 per cent (Figure 4). There is
hardly any difference between females (76%), males (75%) and undergraduates
(75%), while graduates had a lower score of 63%.in this regard.
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Figure 4 a, b, ¢, d: Requirements to Pursue Science Courses.

With regards to the faculty rating, both Engineering, and Science & Technology are
largely similar, scoring 76 and 80 per cent, respectively. Overall, this suggests that
the requirements to pursue science courses treat everyone equally regardless of
gender, although there is a national affirmative action for gender. Equal treatment
has been the norm in Kenya’s education system since the 1980s when the
recently-ended 8-4-4 education system was introduced. In addition, university-
level exposure and other higher levels of education contribute to bridging the
gender gap. There is a need to work towards closing the remaining 15 per cent
gap in equality in the requirements to pursue sciences. Indeed, the affirmative
action of KUCCPS on admission of female students into regular undergraduate
programs with. one point less has resulted only in 34 per cent enrolment of female
students (UoN 2022, Policy on Gender and Development). The provision takes
more students into some programs and does not effectively address gender
imbalances, especially in STEM subjects.

An overview of enrolment in Engineering, and Science and Technology in UoN
between 2017/2018 and 2021 shows how enrolment is skewed towards male
students as shown in table 2 below.
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Table 2: Enrolment in Engineering, and Science and Technology

2019/20 2018/19

2017/18

2020/21

Engineering 3,178 439 3,659 506 3,862 556 3,613 539 3,594 5,067
Science & 3,486 1,472 5,251 2,065 5,440 2,162 5,563 2,341 590 2,257
Technology

Source: UoN. 2022. Teaching and Learning Consolidated Data

There were mixed results on the question asking whether families give same
opportunities for science education to both females and males (Figure 5) with 52 per
cent of the total sample agreeing and 38 per cent disagreeing. A significant percentage
of disagreement was also observed among females (40%) and males (36%).
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Figure 5 a ,b, ¢ ,d : Family Support for Science Education,

Undergraduates and graduates scored 37 and 35 per cent, respectively, on
disagreeing with the statement. A similar trend was observed in the Faculties
of Engineering, and Science & Technology with scores of 44 and 36 per cent,
respectively. The family factor cannot be ignored when it comes to influencing the
choice and support of science education for both males and females. There are
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instances cited in FGDs and Klls of families considering the abilities of different
children as opposed to just the equal opportunities factor. Other families force
their children to pursue sciences to emulate parents, who may, for instance, have
studied STEM courses, while in other cases families discourage females from
pursuing science courses for parochial gender related reasons.

There were mixed reactions on whether society places cultural barriers on science
education for both males and females. A total of 30 per cent of the respondents
disagreed while 40 per cent agreed with the statement as shown in figure 6.
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Figure 6 a,b,c,d: Society Barriers to Science Education

The lowest disagreement was registered by the Faculty of the Built Environment
and Design at 16 per cent and the highest, at 37 per cent, by the Faculty of
Health Sciences. Disaggregated responses by sex show males and females
concurring at 27 per cent each on disagreement with the statement. A similar
pattern was observed for undergraduates (38%) and graduates (34%). The
faculties of Engineering, and Science and Technology scored 35 and 43 per cent,
respectively. The findings confirm that society still plays a role in choosing who
pursues science education for both males and females by placing barriers on the
option.

Understanding the nature of societal and cultural barriers in different settings is
critical for designing targeted strategies to dismantle barriers. Some of the barriers
at the society level include the expectation of girls to undertake reproductive roles
in the event that they get pregnant and conceive, or when a family member falls
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sick. In addition, when the society or the family is not able to afford the more
expensive science courses, the expectation is for the student to take the relatively
affordable choices. This can be contrary to the interests of the student. There are
also cases of girls being perceived as challenging men and boys if they choose
science-related courses and careers. There are many cases of people getting
shocked in Kenya when they see a female, for instance, working as a mechanic
or public service vehicle driver, signifying that the female is behaving atypical.

The responses to whether societies, schools and universities consider PLWDs
in designing science courses had an overall score of 48 per cent, with 38 and 10
per cent, respectively, agreeing and strongly agreeing (Figure 7). Disaggregated
female and male were also low at 47 and 40 per cent respectively.

4%

\

oo NSRS xR
v EERINEES% % O

0% 20% 40% 60% 80% 100%
5%
| Strongly disagree m Disagree W Strongly disagree M Disagree
Neutral (DNR) Agree Neutral (DNR) Agree
M Strongly agree H DK (DNR) M Strongly agree M DK (DNR)
(a) Design of sciences courses (b) Design of science courses
consider PWD overall responses. consider PWD responses by sex.
100%
| |

Non-academic Staff _ 0% I I I l I I I

60%

—
Graduate student _

40%
N I I I I I I I I
Undergraduate student _ - 0%

Agri Arts Built Busi Edu Eng Law HS ST Vet

0% 20% 40% 60% 80% 100%

M Strongly disagree M Disagree
Neutral (DNR) Agree
M Strongly agree M DK (DNR)

M Strongly disagree M Disagree
Neutral (DNR) Agree
W Strongly agree M DK (DNR)

(c) Design of science courses (d) Design of science courses
consider PWD responses by consider PWD responses by
category. faculty.

Figure 7a, b, c , d : Design of Science Courses Consider PLWD.

Undergraduates had a higher score of 53 per cent compared to 38 per cent of
graduates. Academic and non-teaching staff had 36 and 45 per cent levels of
agreement, respectively. The responses at the faculty level demonstrates varied
observations with Engineering, and Science and Technology agreeing at 32 and
56 per cent, respectively. These findings highlight a major gap in the design of
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the science courses, which needs urgent attention to ensure science programs
are inclusive by embracing all, including PLWDs. Attention to the issue of PLWDs
introduces an opportunity to link the findings of this study with the macro-
environment in Kenya, where PLWDs still face difficulties regarding inclusion.
However, the University of Nairobi provides support to PLWDs, such as transport
to the lecture venues and access ramps to buildings. But gaps such as inadequate
assistive technology resources remain unaddressed. Still, many buildings and
facilities across the faculties are not inclusive and tend to marginalize PLWDs.

The design of STEM programs at UoN should involve all the relevant stakeholders,
particularly the industry. Working closely with the industry ensures the relevance
of graduates, including ensuring that their skills and competencies match the
dynamic field of STEM. Further probe with Klls and in FGDs revealed gaps
in provision and community attitude towards science. To address barriers that
prevent women from pursuing STEM courses, there is a need to ensure support
at various levels, namely family, society and institution, as illustrated by a
participant in a FGD: “When | informed my family about my intention to pursue
mechanical engineering, they questioned whether | would only be involved in
vehicle mechanics, not realizing the diverse career opportunities within the field”
(female participant, FGDFEF, 31/10/2024). Another participant illustrated the
challenges thus: “I frequently encountered difficulties in getting to my laboratory
sessions on time because | had to ensure the well-being of my younger siblings,
and regrettably, my performance in the course suffered as a result” (FGDFSTF,
6/11/2024).

Learning Environment

The learning environment for STEM is designed to facilitate hands on and project-
based experiences. It fosters student engagement through innovative teaching
methods and inclusive practices (Alom & Ranjan, 2024) by integrating multiple
STEM disciplines to solve realistic problems, thus promoting student-centered
instruction and collaboration (Rusydiyah et al., 2021; Struyf et al., 2019). Further,
teacher facilitation and mentorship play crucial roles in guiding students and
inspiring curiosity (Alom & Ranjan, 2024). Realistic STEM learning environments
offer benefits such as increased skill transfer, task value and motivation (Koretsky
et al., 2014). In order to effectively implement STEM learning environments, there
is a need for proper training and a curriculum focused on STEM pedagogical
approaches (Rusydiyah et al., 2021).

In this study, several areas were investigated to assess whether females and
males get equal opportunities in STEM learning environments. These areas
included: gender equality in working groups; gender awareness among lecturers
and researchers; curriculum content that promotes gender equality; and if the
environment for gender equality and inclusiveness is positive. A majority (80%)
of the respondents acknowledged that equal opportunity exists for females and
males as shown in Figure 8.
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Figure 8 a, b, ¢ & d: Equal Opportunity for Females and Males.

There was no major difference in positive response of males (81%) and females
(77%), although the females recorded a slightly lower score. A similar pattern was
observed across the categories of respondents with graduate students scoring
68 per cent. At the faculty level, Veterinary Medicine agreed at 62 per cent, with
the faculties of Engineering, Science and Technology agreeing at 81 and 82 per
cent, respectively. The high levels of agreement reveal that equal opportunities
exist for both females and males. It is not surprising that the closer one gets to the
core sciences, the higher the agreement on equal opportunities. This is due to the
promotion of STEM subjects accompanied by campaigns on women’s education.
Gender equality also exist in working groups (73%) as shown in Figure 9.
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Figure 9 a, b, ¢, d: Gender Equality in Working Groups.

The level of agreement on the existence of gender equality was higher for males
(77%) compared to females (68%). A lower score by the females implies that
there are still challenges in ensuring a balance in working groups. Graduate
students rates this at 57 per cent, with the other categories recording between
73 and 7 per cent. At the faculty level, Engineering and Science and Technology
tie at 75 per cent, with the faculties of Veterinary Medicine, the Built Environment
and Design, and Arts and Social Sciences scoring 62, 67 and 68 per cent, in that
order. The high scores are a demonstration that efforts are being made to ensure
gender representation in working groups but there is room for improvement,
which should be addressed, at the faculty and discipline levels. The government
of Kenya and state agencies such as UoN and KUCCPS should have policies and
legal instruments that provide for gender equality. Later in this study, there is a
discussion of the university policies relating to gender equality, which may not be
well internalized but do work where and when implemented.

Gender awareness among lecturers and researchers scored above 80 per cent
as reflected in Figure 10.
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Figure 10: a, b, ¢, d, Gender Awareness among Lecturers and Researchers.

There are subtle differences in gender awareness among lecturers and researchers
by sex, with males and females scoring 76 and 71 per cent, respectively. A
similar trend is observed in the category of respondents with an awareness,
undergraduate and non-teaching staff scoring 81 per cent, while teaching staff
and graduate students scored 84 and 78 per cent, respectively. At the faculty
level, all the faculties register a rating above 70 per cent. Overall, there appears
to be a good level of gender awareness across genders, different categories of
respondents and at the faculty level. However, scores of 20 per cent and above
indicate a lack of awareness, and demand an intentional and targeted strategy
to ensure maximum reach of the concerned parties. This seemingly minor level
of gender-unaware faculty and researchers could be a matter of lack of interest
to learn or being in areas where individuals focus on their core competencies
as opposed to other societal aspects of their workplace, including gender and
inclusion.

A probe into whether curriculum content promotes gender equality had a positive
response of 83 per cent. (Figure 11)
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Figure 11 a, b, ¢, d: Curriculum Content Promotes Gender Equality.

There appears to be some shared common understanding of the importance of
promoting gender equality in the curriculum. This is observed by sex where there
is minimal difference between males (85%) and females (81%). Similar high
scores of 80 per cent and more is in the faculties and categories of respondents,
with Engineering, and Science and Technology scoring 79 and 86 per cent,
respectively. However, there is a need to review the existing curricula, including
those that promote gender equality to ensure incorporation of gender aspirations
and pedagogy.

The study investigated whether the university environment was positive for gender
equality, and a majority of the respondents (88%) were in agreement as shown in
Figure 12.
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Figure 12 a,b,c,d: The Environment for Gender Equality and Inclusion is Positive.

The differences between males (89%) and females (86%) were minor. Across the
different categories of respondents and faculties, there were more than 80 per cent
ratings with much higher levels for science faculties. Engineering, Science and
Technology scored 91 and 90 per cent, respectively, while Veterinary Medicine had
a lower score of 76 per cent. Thus, there is a convergence regarding the learning
environment being positive for gender and inclusion. This demonstrates that UoN
does not discriminate between genders and endeavours to create a positive
and inclusive environment for all to succeed. However, insecurity due to lack of
proper lighting, CCTVs and unmanned entrances to some buildings undermines
opportunities for female students and staff to work and study long hours in their
office, laboratories and libraries, as noted by a female FGD participant: “The
institution should prioritize accessibility for individuals with disabilities and ensure
hallway lighting for safety” (FGDFSTF, 6/11/2024).

Teaching Practices

Teaching practices play a crucial role in shaping students’ learning experiences,
motivation, and achievement (Vieluf et al., 2012; Sonja et al., 2012). Evidently,
effective teaching practices involve facilitating student inquiry, allowing learners
to develop solutions independently, and encouraging active participation in
instructional activities (Cishe et al., 2015). In order to improve educational
processes, it is imperative for teachers to focus on collaborative practices because
this tends to enhance their interactions with students (Vieluf et al., 2012; Sonja
et al., 2012). It is also important for the professional development of teachers
to be approached from a post-positivist perspective, whose emphasis is on
social practice theories and viewing learners as active participants in knowledge
acquisition (Cishe et al., 2015). Furthermore, understanding teaching practices
and participation in professional learning communities, both nationally and
internationally, provides valuable information for policymakers and stakeholders
in monitoring the education system (Vieluf et al., 2012; Sonja et al., 2012).

This section discusses lecturers’ behavior in promoting gender equality; lecturers’
use of stereotypes in class; gender disparities in class activities; whether lecturers’
expectations of females and males are the same; and whether there is bias
in tests, examinations and grading. This aspect was inspired by a conceptual
understanding of how good practices in learning do affect the classroom and other
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learning environments (Salvo-Garrido et. al. 2022). The focus of this Southern
Chile study was on a pedagogical approach, cultural sensitivity, and socio-
emotional and management competencies. Negative perceptions and, at times,
use of stereotypes begin early in a teacher’s and lecturer’s life.! It is possible that
lecturers may view the ability and performance of males as emanating from innate
qualities as opposed to the females’ performance, which could be seen as coming
from effort and hard work. For this baseline study, the focus was on teaching
practices and gender awareness.

With regard to the lecturers’ behavior in promoting gender equality, varied views
were registered by sex, category of respondents and faculty. The trend is that
half to two-thirds of the lecturers were noted to promote gender equality. This
finding cuts across faculties and categories of respondents. It implies that there is
unfinished business in lecturers’ promotion of gender-sensitive approaches. The
finding corresponds to a later discussion in this study which shows that very few
university staff attend gender sensitization forums. The university needs to have
a strategy that ensures lecturers’ behavior promotes gender equality. This can be
achieved through a deliberate creation of awareness and sensitization sessions.

Lecturers were noted by a third of the respondents as using stereotypes in class.
Although the percentage is low, it shows that stereotypes exist. This state of affairs
should not be ignored. The university needs to undertake more sensitization to
totally eradicate the use of stereotypes during the teaching and learning processes.
Lecturers who use stereotypes could be responding to individual aspects of
behavior as opposed to institutional policy failure.

A question asking whether there are gender disparities in class interactions (Figure
13) had 22 per cent of the respondents agreeing and 6 per cent strongly agreeing
that indeed there were disparities, while 63 per cent disagreed (Figure 13).
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1 https://www.stemwomen.com/unravelling-bias-how-gender-stereotyping-in-stem-starts-early.
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Figure 13 a,b,c,d: Gender Disparities in Class Interactions.

There was only atwo-point difference between females (62%) and males (64%) who
noted that there are no disparities in class interactions. What is important to note
is that gender disparities in class interactions may be prevalent but remain hidden,
with a few of the students complaining about or mentioning existing disparities.
A similar pattern is observed by faculties and categories of respondents, with the
faculty of Engineering, and Science and Technology scoring 65 and 69 per cent,
respectively. The strong disagreement with regard to gender disparities being
promoted in class demonstrates the ongoing efforts on equal gender treatment,
although a significant gap remains to be closed.

Lecturers’ expectations of females and males are equal with a positive outcome
of 85 per cent as shown in Figure 14.
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Figure 14 a, b ,c ,d : Lecturers’ Expectations of Females and Males are Equal.

In principle, lecturers treat females and males equally, although in FGDs there
were mentions of female students being given preferential treatment. This was
noted to occasionally cause tension between female and male students, with
some smart male students tagging onto females to get the attention of lecturers.

The survey respondents indicated that there was no bias (76%) in exam
grading, as highlighted in Figure 15. The ratings by sex, category and faculty are
comparatively high. At the faculty level, Engineering ratings were high (82%) with
Science and Technology following closely (77%). The findings reveal minimal bias
in grading and examination, which require bridging across faculties as shown in
Figure 15d.
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Figure 15 a,b,c,d: Bias in Exam Grading Overall Response.

The learning environment and teaching practices at UoN generally ensure
inclusivity. This is particularly critical in the STEM fields, which are generally
viewed as male domains, with women struggling to fit as noted by a key informant:
“Collaborative partnerships can help support individuals during transitions.
Empathetic handling of staff, particularly women returning from maternity leave,
is vital. Adjusting workloads and offering flexible hours can aid in a smooth
transition” (KIIFE1 (8/11/2024). Bridging the gaps in various learning areas,
require promotion of a gender-responsive pedagogy through review of curricula,
and a gender awareness campaign. Lecturers play a major role in students’
interest or disinterest in science, and they should be targeted in bridging the gap.
Stereotypes largely demotivate students, although in FGDs, some considered
them motivating, as noted by a female student: “These stereotypes made me
pursue STEM subjects since | wanted to prove them wrong. But with dedication,
success is possible” (FGDFEF, 31/10/2024). It was also observed that some
lecture rooms and facilities are not conducive to learning, as noted by a male
student: “The library lacks accessible laptop charging stations and has unreliable
Wi-Fi for accessing reading materials due to weak signal strength” (FGDFSTF,
6/11/2024).

Learning Infrastructure and Resources for STEM

Investment in appropriate learning infrastructure and resources for STEM courses
is beneficial and leads to, among others, improved student learning outcomes and
relevant skills development. Cloud-based systems can support STEM intervention
strategies and engage diverse learners (Allison & Turner, 2017). Comprehensive
programming for advanced learners requires careful infrastructure planning,
addressing both cognitive and socio-emotional needs (Macfarlane, 2021). In
informal STEM settings, six types of infrastructural items support computational
tinkering: institutional routines; social practices; values; expertise; tools; and
physical space (Hayden et al., 2023). Cyber infrastructure has become crucial in
STEM education, particularly for minority-serving institutions. The studies cited
above emphasize the need for integrated approaches that consider technology,
pedagogy and learner diversity to create effective STEM learning environments.
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The learning infrastructure and related resources are crucial for effective delivery
of a curriculum, although in most cases schools and higher learning institutions are
not fully equipped. This study assessed the availability of learning infrastructure
and resources for STEM courses at UoN. The results show a mixed outcome. A
question asking whether science laboratories are adequately equipped had a poor
(39%) outcome (Figure 16), which undermines effective delivery of STEM courses.
The scores did not differ much across male (40%) and females (38%), nor that of
the Faculty of Engineering (41%), and Faculty of Science and Technology (40%).
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Figure 16 a.b.c.d: Science Laboratories are Adequately Equipped.

Low to average scores were recorded with respect to whether science laboratories
are adequately equipped. These scores cut across categories of respondents and
faculties. The scores imply that there is a dire need to upgrade and equip the science
laboratories for effective teaching and learning. The few who acknowledge that the
laboratories are well-equipped could be those who have accepted the status quo or
are simply not as exposed to modern equipment for science. For example, it was
observed in a RTD in Health Sciences, Agriculture, and the Built Environment and
Design, that “One of the technicians had to use his own money to purchase some
specimens; and one time | had to tell him to cancel the practical class.”
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In a FGD dedicated to female students in the faculties of Engineering, and
Science and Technology, it was observed that “Laboratories and state of the art
equipment is a limitation.” In a mixed FGD in the same faculties it was noted
that “Some important practicals are not conducted due to lack of equipment’,
and further noted that “Faulty equipment undermines student motivation and
impedes learning as students are unable to obtain accurate results.” In a RTD of
the faculties of Engineering, and Science and Technology, the participants noted
that the university should invest in higher modern machinery to accommodate
female students in STEM fields, especially those with a smaller body structure.
Furthermore, there should be safety measures for pregnant and child-bearing
women working with radioactive materials. Installation of showers for washing
before exiting laboratories was recommended.

Another assessment asked whether ICT equipment and software are gender-
friendly (Figure 17). It resulted in an overall positive score of 81 per cent, implying
that available equipment and software are gender-friendly.
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Figure 17 a, b, ¢, d : ICT Equipment and Software are Gender-friendly.

Both males (82%) and females (79%) concurred that ICT equipment and software
are generally gender-friendly. Similar consensus exists across the categories
of respondents and faculties with scores being above 70 per cent. The small
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percentages that were not in agreement require action to establish the aspects of
ICT and software that are not gender-friendly, for targeted strategy intervention.
The notion of ‘gender-friendly’ equipment needs a strong emphasis in the Science
and Engineering Hub. Identifying and addressing gender-dimensions of ICT can
become a powerful transformative tool that can catalyze and promote gender
equality and empowerment. The areas that need to be addressed include gender
digital divide (Singh, 2017), ensuring ICT content is relevant and inclusive (Shelton,
2017) and promoting diverse participation in ICT fields (Gardner and Stein, 2019).

Existence of STEM activities (Figure 18), which include peer discussions, role
models, and Science Camps, among others was investigated, resulting in a score
of 67 per cent.
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Figure 18 @, bac, d: STEM Related Activities.

Responses of males (67%) and females (68%) were almost at par, and those
of the category of respondents and faculties did not differ much, for example, in
the faculties of Engineering, and Science and Technology scored 82 and 77 per
cent, respectively. Although, STEM activities feature well, the concern is largely
on STEM programs. There is need for UoN to find out the challenges associated
with not having STEM activities, which are critical for STEM programs. Different
approaches to STEM activities, which include educational robots, inquiry-based
learning and project-based learning have been found to enhance learning outcomes
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and foster engagement in STEM by girls while also benefiting PLWDs (Gyasi et
al., 2021; Vu Thi Ha et al., 2023). It would be imperative to have structured STEM
activities embedded in the academic calendar at UoN, which could be Open Days
for instance, for STEM, Space and Science Technology, and Innovation, among
others.

STEM subjects have been dominated by males for decades, and for long the
role models were largely males. This is gradually changing, and the study sought
to find out whether female science teachers are adequate (Figure 19) and the
positive responses was low with an overall score of 39 per cent.
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Figure 19 a, b, c, d: Science Female Teachers are Adequate.

There was no major difference in response between males (42%) and females
(36%), while there was a 14-point difference between undergraduate (43%)
and graduate (29%) students. The faculties of Engineering, and Science and
Technology scored 65 and 48 per cent, respectively. The findings demonstrate the
need to design transformative and intentional strategies to increase the number
of female science teachers, which would help to reach parity and to act as role
models to students. Some departments, for instance Electrical and Information
Engineering in the Faculty of Engineering, and the Department of Physics, have
no single female member of the teaching staff. The ratio of female to male faculty
remains very low, especially in the faculty of engineering, at 20:80.
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Respondents were also asked whether nursing mothers have space for nursing
babies (Figure 20) and a majority gave negative response at 82 per cent. The
University of Nairobi does not have breast feeding spaces and child care facilities.

4%

N

Female —
Male _

0% 20% 40% 60% 80% 100%

W Yes ® No m DK

(a) Nursing mothers have space for

nursing babies’ overall response.

M Yes W No W DK

(b)Nursing mothers have space for
nursing babies’ response by sex.

100%
80%
20

0%

Agri Arts Built Busi Edu Eng Law HS ST Vet

ES

R

R

0% 20% 40% 60% 80% 100%
M Yes M No W DK M Yes M No B DK
(c) Nursing mothers have space

for nursing babies’ response by
category.

(d) Nursing mothers have space
for nursing babies’ response by
faculty.

Figure 20 a, b, c, d: Nursing Mothers Have Space for Nursing Babies.

A similar gap was observed by sex, category and faculty levels, with all scores
at 80 per cent and above. At the faculty level, Engineering, and Science and
Technology scored 90 and 87 per cent, respectively. This demonstrates a real
need to ensure that the university introduces facilities for nursing mothers in all
campuses. This deficit undermines performance of female students as noted by a
RTD participant: “The lack of necessary infrastructure can hinder female students
and faculty. Lack of facilities for nursing mothers disrupts their focus on studies
or work, as they are separated from infants and are concerned about well-being”
(RTDFSTFE, 8/11/2024).

The university has spaces that can be used to provide facilities for a conducive
learning environment as was suggested by a female Kll: “The university has a lot of
space that can be utilized to expand infrastructure, laboratories, and the provision
of state-of-the-art equipment” (KIIFST1, 6/11/2024). The university’s bias towards
theoretical knowledge often leaves little room for practical learning, resulting in
challenges when it comes to applying the knowledge in real-life situations.
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In addition, the university’s infrastructure, facilities, and educational setting do not
sufficiently cater for individuals with disabilities, potentially keeping them away
from pursuing STEM courses. A female participant of a FGD noted the following:
“The institution should prioritize accessibility for individuals with disabilities and
ensure hallway lighting for safety” (FGDFSTF, 6/11/2024).

The inadequate equipment makes students unable to conduct certain important
practical tests. This situation is exacerbated by outdated equipment in lecture
rooms and laboratories, as stated by a male FGD participant: “Faculty equipment
undermines student motivation and impedes learning, as students are unable to
obtain accurate results” (FGDFEM, 31/10/2024). A female FGD participant noted
the following: “/ once went for an internship and was tasked with using a software
that was never covered in our classes” (FGDFEM, 31/10/2024).
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Gender Sensitization
and Awareness




Gender sensitization and awareness creation (GSAC) are acknowledged practices for
promoting GEWE. Through GSAC, institutions can challenge harmful, rigid gender norms
and promote equality, including valuing women’s voices and opinions. GSAC has the potential
to modify perceptions and attitudes towards all genders by disintegrating stereotypical and
patriarchal notions in a society (Chaven, 2016; Kalra et al., 2021). It assists in questioning
people’s realities by examining their own beliefs and personal attitude (Kalra et al., 2016),
which often leads to transformation, empowerment and changing mindsets towards gender
issues (Naraynrao & Gingine, 2016).

A successful GSAC is driven by appropriate institutional policies and administrative
procedures, which guide behaviour and the implementation of policy. In this respect, the
study sought to find out whether students and staff of UoN are aware of policies and
administrative procedures that support the promotion of GEWE, whether they have read and
use the policies, and whether they participate in sensitization forums. As discussed below,
the study reveals that while familiarization with policies is generally high, the use of specific
policies and participation is low. Sensitization on gender issues is done in an ad-hoc manner
by many units at UoN. For example, between November 2023 and December 2024, the
UoN Wellness Centre conducted a total of 6 sensitization forums on counselling services,
mental health, Alcohol and Drug Abuse and GBV, all covering a total of 1,298 students - 597
males and 719 (UoN, Dean of Students’ Office, 2025).

6_1 ) Familiarization with Policies and Administrative Procedures

The University of Nairobi, like many other higher learning institutions, occasionally
conducts GSAC. But the finding of this study reveal that there is still work to
be done. Familiarization with policies and administrative procedures supporting
gender equality is a first step to ensuring that students and staff are equipped
with tools for being gender-responsive. As reflected in Figure 21, the level of
awareness of policies and administrative procedures is high (79%) at a general
level but decreases in respect to specific gender policies. Fewer staff and students
know the existence of Gender and Development, Sexual Harassment Prevention
and Procedure and Work Place Policy on Gender-Based Violence (GBV) policies.
There is a 10 per cent gender difference between females and males in awareness
of policies and procedures, with males scoring higher (83%) than females (73%).

HYes ENo Don't know

There are policies and administrative procedures I 7 |47
supporting safety -
I 300 31%
I /o 34%
I | 00 38%
I 24% 34%

There is a gender policy
There is a sexual harassment policy
There is a GBV policy

Gender and GBYV policies are separate

Figure 21: Awareness of Gender Policies.

The findings reveal high levels of awareness of policies among teaching (90%)
and non-teaching (85%) staff, with low levels of awareness recorded among both
undergraduate (76%) and postgraduate (71%) students. The Faculty of Education
has the highest level of awareness (91%), followed by the Faculty of Agriculture
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(89%), while the Built Environment and Design has the lowest awareness (44%).
Engineering and Science and Technology scored 75 and 85 per cent, respectively.
The difference in awareness among females and males is marginal (less than
10%), with males having a higher level of awareness across the five issues of
investigation. While these findings show progress, the percentages of staff and
students who are not aware of gender related policies are still high and require
designing strategies to bridge the gap.

Awareness of Policy on Gender and Development

The UoN Gender policy has provisions for addressing gender inequality but only
61 per cent of the university students and staff know the policy. Male awareness
is slightly higher (64%) than female awareness (58%), while awareness among
undergraduates and postgraduates is equal at 51 per cent. Teaching (91%)
and non-teaching (81%) staff have higher levels of awareness. The Faculty of
Education leads (72%) other faculties in awareness levels, while other faculties
score 67% and below. Engineering, Science and Technology score 56 and 67
per cent, respectively. The skewed awareness between staff and students raises
concern, and could be explained by several factors. Transition of staff is not
as rapid as that of students - the likelihood of first years not knowing gender
policies is higher compared to those in second year and those who have stayed
at the university longer. Secondly, GSAC is not embedded in the curriculum, thus
students may be involved in activities to do with it at will. Some may choose
not to participate in any programs related to it. On the other hand, non-teaching
staff often feel obliged when meetings are called by the university administration,
which explains their higher levels of participation. Furthermore, most staff are at
the centre of university activities, with some directly supporting the development
of policies and facilitation of GSAC.

The UoN policy on Gender and Development provides for gender equality in all
aspects of university life, including gender balance in recruitment, training, promotion
of staff, developing gender sensitive curriculum, and having a working and learning
environment safe for both genders (UoN Policy on Gender and Development, 2022).
Although the policy provides for equality, the reality is different. Women dominate
the lower academic ranks of graduate assistants and tutorial fellows. But the trend
changes as one moves to senior lecturer positions where females are fewer. The
numbers continue to reduce at the Associate Professor and full Professor levels.
The same case applies to management positions where very few women are in
senior management, which include positions of the Vice-Chancellor, Deputy Vice-
Chancellor, Deans and Associate Deans. The same case applies to administrative
support positions where women are few at the Registrar and Assistant Registrar
levels, but dominate the lower administrative grades (11-9).

The UoN Gender Policy has provisions for affirmative action to achieve gender
parity for appointive and elective positions at all levels. In the area of employment,
the policy indicates that where male and female are at par, a female is recruited.
Furthermore, the policy provides for affirmative action to fill the gaps where females
are missing, and equal pay for similar work. In the area of scholarship, UoN would
provide support in form of scholarships, study leave and incentives to enable
female academic staff members to complete postgraduate studies. These policy
provisions are very good but are not effectively implemented. Giving incentives to
female academic staff is limited to study and maternity leave. Unfortunately, there
are no special scholarships for female academic staff.
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Sexual Harassment Prevention and Procedure Policy

Sexual harassment is prevalent but remains hidden due to fear of embarrassment
when reporting the vice, future stigma in the community, and fear of intimidation by
perpetrators. The policy bars all forms of sexual harassment through a UoN Code
of Conduct and Ethics (ISO 9001-2008). All incidences of sexual harassment are
to be reported to the Vice-Chancellor in a prescribed format, and to be handled
by a committee within three months. The policy also has a reporting mechanism
through email and a 24 hour Call Center, and a trained standing sexual harassment
investigation unit. The provisions of this policy are still to be fully implemented.
The University Health Services (UHS) in collaboration with the Vice-Chancellor’s
office and the Gender Unit handles most of the sexual harassment and GBV
cases. The 24 hour Call Center service is available through the government’s
Department of Gender and Affirmative Action.

In spite of these good provisions only 58 per cent of the university community
is aware of the policy, with males having higher levels of awareness (61%) than
females (53%). Awareness is high among teaching (79%) and non-teaching staff
(67%), and lower among undergraduates and postgraduates at 52 per cent. Among
faculties, awareness is high (65%) in the Faculty of Business and Management
Science and the Faculty of Education (62%). All other faculties score below 59 per
cent, with the faculties of Engineering, and Science and Technology scoring 57
and 59 per cent, respectively. These responses imply that UoN needs to intensify
efforts aimed at sensitizing the UoN community on the policies and providing
required resources for implementation of the policy. A participant in a FGD in the
Faculty of Health Sciences emphasized the need for gender information, noting
that “gender information including on policies should be everywhere, even in the
course outlines” (FGDFASSM, 14/10/2024).

Work Place Policy on Gender-Based Violence (GBV)

Gender-based violence, both physical and psychological, has become a menace
in Kenya with President William Ruto declaring it a national issue after over 90
females died in a gruesome manner in three months towards the end of 2024. At
UoN, GBV exists but remains hidden, only extreme cases (assault and rape) are
reported, in spite of the university having a Gender Desk located at the University
Health Services. The policy provides for zero tolerance to violence, sexual
harassment, sexual exploitation and abuse as provided in the Code of Practice
regarding gender issues at UoN. The policy acknowledges the under-reporting
due to fear of disbelief, blame, social and professional retaliation. The UoN Equal
Opportunities and Diversity Office is expected to oversee the implementation of
the policy. The policy lists issues that contribute to GBV:

Sex for marks, sex for promotion, inappropriate behavior between staff and
students, between senior staff and junior staff, between supervisors and
supervisees at different levels, and blatant disregard of rights of affected
persons (UoN, GBV Policy, 2022).

Like in the case of sexual harassment, there is low awareness of the GBV policy
(52%). More males (55%) are aware compared to females (47%). The teaching
(73%) and non-teaching (63%) staff are more aware, while there is low awareness
among undergraduate (46%) and postgraduate (45%) students. Among the
faculties, the Faculty of Agriculture has the highest level of awareness (65%). All
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other faculties scored below 61 per cent. The faculties of Engineering (40%), and
Science and Technology (43%) are among those with low scores. The low levels
of awareness implies that many students and staff are ignorant of a policy aimed
at addressing sexual harassment and GBV in the university.

Insights into Policies and Administrative Procedures

Institutions provide for gender and GBV policies differently. In some cases, the
two policies are separated while in others the gender policy also provides for GBV.
At UoN, the gender policy provides for GBV but there is also specific Work Place
Policy on GBV. However, only 42 per cent of the staff and students knew that the
two policies were separate, while 24 per cent did not know. A probe into staff and
students who had read at least one of the policies revealed that only 56 per cent
had read. There was no major differences in reading among gender, males and
females scored 55 and 57 per cent, respectively. Teaching staff (73%) and non-
teaching staff (65%) maintained high scores, with the Faculty of Engineering and
the Faculty of Science and Technology scoring 54 and 51 per cent, respectively.
The Faculty of Veterinary Medicine scored the lowest at 31 per cent.

A further probe on whether staff and students are aware of whether policies focus
on both students and staff had higher level of awareness at 73 per cent. The same
percentage applied to both males and females. The teaching staff (87%) and non-
teaching staff (83%) retained high scores, followed by the postgraduates (69%)
and undergraduates at 66 per cent. The Faculty of Education had a high score
(91%), with all the others falling below 78 per cent. The Faculty of Engineering, and
the Faculty of Science and Technology scored 66 and 78 per cent, respectively.

Use of the provisions of the policies scored lowest with an overall rating of
24 per cent. There is a minimal difference between male (25%) and female
(23%) responses. Scores are much lower among undergraduates (19%) and
postgraduates (20%), while teaching (39%) and non-teaching (27%) staff maintain
a comparatively higher score. The Faculty of Engineering, and the Faculty of
Science and Technology scored 17 and 24 per cent, respectively. These scores
could imply that either, there are no gender issues and, therefore, usage is minimal,
or that there is ignorance, hence the lack of use of the policies.

Further qualitative interviews and secondary data from UoN indicated the
prevalence of GBV, in some cases manifesting in subtle ways that are difficult to
pin-point. The study reveals that many young women may not recognize patriarchy
or the uneven playing field. In some cases students and staff are ignorant of the
reporting mechanisms, while in some cases they do not feel safe and comfortable
to report. It is therefore important to raise awareness in order to enhance their
vigilance on sexual harassment and GBV. In several FGDs, RTD and Kils, the
lack of reporting was identified as a troubling issue, as noted by a participant:
“I have seen cases where personality clashes have made some students drop
out; a female student dropped out when she felt that the supervisor was sexually
harassing her” (RTDFHS, 05/12/2024). In a FGD dedicated to females drawn
from the Faculty of Arts, a participant shared her story of how she had been
sexually harassed at home by a lecturer for whom she was working as a research
assistant. The lecturer contacted her stating that he was in her neighborhood and
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wanted to visit. However, once he arrived at her house he attempted to sexually
assault her. Following the incident, she chose not to report it and withdrew from
the research project (FGDFASSF, 14/10/2024).

In some cases silence was broken. In Koitalel Campus, a female student from a poor
family came to the University for admission carrying nothing, assuming that she would
be admitted to a hostel. Male students found her and promised to help. They stayed
with her and began abusing her. Her parents found out and came to the University,
and university had to intervene (KIIKO2, 13/10/2024). In Mombasa campus, a few
students had reported cyber bullying and issues were escalated to be addressed
by relevant department. In another case, in the same campus, harassment through
text messages from a male lecturer was reported but not much was done (FGDMM,
19/09/2025). The dilemma of reporting was also highlighted, as in this case: “The
difficulty arises when the perpetrator is a colleague, as it creates a dilemma of how
to report the incident while maintaining a positive working relationship with them and
also ensuring well-being of the victim” (KIIFSTI, 06/11/2024).

These examples reveal the mixed outcome and complexity of reporting sexual
harassment and GBV. As shown by the examples above, sexual harassment does
not remain silent all the time, some cases get reported or known by the university
and are acted upon, while others are either not reported or ignored. Lack of
evidence, it was noted, leads to gaps in taking action against the perpetrators
even in cases where reporting has been done (FGDFEM, 31/10/2024).

Participation in Gender Sensitization Forums and Leadership Training

Participation in gender sensitization forums is crucial for changing gender perceptions
and attitudes. Yet, the findings indicate that very few (35%) participate in such forums. The
gender difference among those who have participated is not much, with males scoring
at 31 per cent, while females scored at 40 per cent. Participation of undergraduates
(27%) and postgraduates (29%) is minimal, while that of the teaching staff (50%) and
non-teaching staff (44%) is comparatively high. The Faculty of Veterinary Medicine
has the highest participation, at 46 per cent, while the Faculty of Engineering, and the
Faculty of Science and Technology scored 35 and 32 per cent, respectively.

The findings further reveal that a majority (56%) have heard of gender sensitization but
have not attended any forum (Figure 22). More males (59%) than females (52%) have
heard but have not attended any sensitization meetings. The figures are higher for
undergraduates (61%) and postgraduates (53%), while lower for teaching (49%) and
non-teaching (50%) staff. The Faculty of Built Environment and Design had the highest
(67%) with the Faculty of Law having the lowest score of 38 per cent. The faculties of
Engineering, and Science and Technology had 52 and 62 per cent, respectively.
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Figure 22: Gender Sensitization Participation at the University.

The few staff and students (35%) who had attended sensitization forums found
them informative (71%). An equal percentage had also participated in forums
outside UoN, which shows persistence of interest in such forums. Aimost equal
numbers of males (70%) and females (73%) found the forums organized by
UoN informative. The numbers were equally high for undergraduates (68%),
postgraduates (63%), teaching staff (78%), and non-teaching staff (76%). The
Faculty of Law scored very high (84%), while the faculties of Engineering, and
Science and Technology scored 64 and 74 per cent, respectively.

The study also probed whether the information provided about the forums was
adequate. Only 41 per cent of the staff and students indicated adequacy of the
information. The difference between responses by males (40%) and females
(44%) was minimal, while for undergraduate (39%) and postgraduate (47%)
students, the difference was more than ten points. The teaching staff scored
high (53%) compared to non-teaching (38%) staff. The Faculty of Education
had the highest score at 59 per cent, while all the other faculties scored below
48 per cent. The faculties of Engineering, and Science and Technology scored
31 and 42 per cent, respectively.

Itis unique that in spite of sensitization forums not being well-attended, a majority
(96%) of the staff and students indicated that there should be more forums
for sensitization (Figure 22). Almost an equal percentage of males (95%) and
females (96%) concurred on this position. No category of respondents scored
below 90 per cent on this issue, except the Faculty of the Built Environment and
Design (85%). A higher percentage of undergraduates (95%), postgraduates
(97%), teaching (95%), and non-teaching (97%) staff were also of the same
view. Equally, the faculties had a very high concurrence, with the faculties of
Veterinary Medicine and Education having one-hundred per cent concurrence,
while the faculties of Engineering, and Science and Technology had 95 and 97
per cent, respectively.

Participation in leadership training was also investigated, revealing an overall
score of 38 per cent with an equal number of males and females participating
at 38 per cent. A higher percentage of the teaching (54%) and non-teaching
(42%) staff participate in such training, while participation of undergraduates

UNIVERSITY OF NAIROBI GENDER BASELINE STUDY



(34%) and postgraduates (26%) is lower. The Faculty of Education scored
higher (49%), while the faculties of Engineering, and Faculty of Science and
Technology scored 30 and 34 per cent, respectively.

The need for more sensitization forums, despite the poor attendance of forums
was probed in FGD, RTD and Klls with many attributing low participation to
poor scheduling of sensitization forums. Various categories of respondents
suggested how to address the minimal participation in sensitization forums.
Most suggestions were on scheduling, communication content, and packaging
of communication content, as well as the channels of communication,
including use of social media. There were various suggestions on scheduling:
sensitization during classes; a common course for all first-year students;
infusing gender sensitization during university activities such as sports and
cultural days; university-wide training on gender; sensitization at departmental
and faculty levels; and organizing a dedicated gender day without classes.
These suggestions imply that the gender sensitization that happens during
the Student Orientation Week and other ad-hoc gender sensitization forums
throughout the year are inadequate and largely ineffective. In a FGD in the
Faculty of Engineering, it was noted that “the youth are impatient with lengthy
documents; they require concise and engaging materials, including sensitization
through theatrical skits”, (FGDFEM, 31/10/2024).

The outside campuses of Kisumu, Mombasa and Koitalel had poor experience
with sensitization and other related benefits such as student accommodation
and health facilities. In one mixed FGD in Koitalel, only one male student was
aware of the UoN Gender Policy (FGDKOM, 03/10/2024), while in Mombasa
in a mixed student FGD of 12, only 3 students were aware of the policy
(FGDMM, 19/09/2024). In Koitalel, many students do not have university
emails which contributes to ignorance of university activities, and limited
reporting of gender issues. During the discussions, participants suggested a
dedicated day for gender sensitization. A key informant shared the experience
of Egerton University, where there is a dedicated Gender Awareness Day
that has mandatory festival with guest speakers and student presentations.
A male key informant in Kisumu noted that gender sensitization is limited in
reach and effectiveness. For a successful implementation, there is a need
to integrate sensitization into university programs to encourage gender-
responsive pedagogy. The informant elaborated that educators need training
on gender-responsive teaching methods. He also suggested that there should
be concerted efforts to raise awareness of gender bias because such bias
unconsciously influence teaching and supervision practices. This requires
embedding gender-responsive pedagogy in UoN gender policies and practices
(KIIK1, 14/09/2024).

The male KII from Kisumu quoted above further argued that UoN should foster
a gender-responsive environment from inclusive course design to accessible
infrastructure and effective policy implementation. This should embed gender
pedagogy into UoN policies, which should help to expand mentorship programs
and establishing a structured tracking system. Some of the issues raised above
were further repeated in a RTD with the management of the Faculty of Arts
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and Social Sciences, who noted that there is a need for gender balance in
student elections and governance of UoN (RTDFASS, 15/10/24). In 2024 the
first female students’ union leader and the first acting Vice-Chancellor were
elected and appointed, respectively. Essentially, these observations imply that
sensitization has to be accompanied by action. For GEWE to succeed, there is
still a need for gender-responsive infrastructure and governance at UoN.

On communication, most students dismissed the UoN communication system,
which sends messages and information through a general corporate email. They
noted that they experienced information overload from the constant release of
information. Suggestions on how to improve communication included having
a bulk SMS, sieving information and relaying relevant information to students
and staff through faculties and departments, physical gender sensitization
awareness campaigns during the Orientation Week in faculties and departments,
and use of peer-to-peer learning approaches. It was emphasized by a female
Kll that there is a need for a more structured approach that ensures that gender
policies are not only communicated but actively supported through faculty-led
initiatives and university-wide oversight (KI11K2,16/09/2024).

In a Faculty of Arts and Social Sciences RTD with management, a lack of
commitment to implement gender policies, including those of sexual harassment
and academic misconduct was noted. It was elaborated that power dynamics
hinder the reporting of sexual harassment cases and resolutions, especially in
cases involving senior staff (RTDFASS, 15/10/2024). Although the UoN has a
Gender Desk for reporting cases of sexual harassment, respondents suggested
that a dedicated gender unit with staff and budget should be established at the
management level to replace the Gender Committee. In addition, a well-defined
framework for reporting, with alternatives for cases involving senior staff should
be established. Further probe revealed that students and staff are reluctant to
report to the Gender Desk with some noting that those managing the desk are not
sensitive to the burden of reporting gender harassment and GBV. This is related
to embarrassment and stigma that accompany most forms of gender violation.

A further examination of records at the Gender Desk revealed that only a
total of 21 people have ever visited the desk to report GBV issue since its
establishment on 15t December 2022. A further review of cases reported at the
UoN Security Department showed that from June 2019 to 2025, a total of seven
cases of sexual assault and rape had been reported. In all cases except two,
the sexually abused or raped students were with or in company of males they
knew or had just met within the university premises. Some of the abusers were
not students but presented themselves as students, with one taking the abused
student to one of the halls of residence (UoN-UHS, 2025; UoN, Security Office,
2025). The university has been addressing insecurity in the halls of residence,
in particular for women. In 2019 an operational provision of not allowing males
into women’s hostels was put in place to address cases of gender based
violence. The provision has improved security in halls of residence, although
it is not easy to implement due to limited security personnel and custodians
(UoN, halls Department, 2025). The provision does not cover male halls of
residence and it is still to be embedded in Student Code of Conduct.
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Sexual harassment, abuse and rape are not expected within the university
premises, a space that is supposed to be safe and secure for all students
and staff. The study findings show that few report incidences due to fear of
stigma. To prevent stigmatization of the Gender Desk as a place for only
gender violence cases, the services have been integrated to accommodate all
counselling services for any issues staff and students may be experiencing.
Consequently, the Gender Desk has had a total of 103 visits covering a cross-
section of counselling issues, of which anxiety, depression, drug and substance
abuse, family and marriage problems, and trauma are dominant. All these
health challenges are more rampant among women, except for alcohol and
drug abuse, in which 29 males and 7 females have visited the facility since its
establishment (UoN-UHS, 2025).
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The completion rate at both undergraduate and postgraduate levels has been an issue of
concern at the University. It is attributed to several factors. In the survey, a majority (72%)
of the respondents were concerned about the issue, with males and females scoring 74
and 70 per cent, respectively. The figures were equally high for undergraduates (70%),
postgraduates (81%), teaching staff (85%) and non-teaching staff (68%). Faculties were
equally concerned, with the Faculty of Health Science scoring lowest at 63 per cent, while
the Faculty of Education scored highest (76%) as shown in Figure 23.
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Figure 23: Concern over Completion Rate.

The concern over the completion rate is higher at undergraduate (66%) and lower at graduate
level (18%), with minor differences between males (67%) and females 64%) (Figure 24).
Both academic (37%) and non-academic (23%) staff do not view the issue as a serious
problem, while faculties view it as serious. The Faculty of Education has the highest score at
74 per cent, while the Faculty of Health Sciences has the lowest score at 60 per cent. Others
score as follows: Agriculture and Arts and Social Sciences at 61 per cent each; the Built
Environment and Design (67%); Business and Management Sciences (57%); Engineering
(72%); Law (59%); Science and Technology (70%); and Veterinary Medicine (71%).

m Under Graduate Level — mPost Graduate Level  m Diploma level Don't know

Figure 24: At What Level of Study is the Completion Rate a Major Concern at the University?
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The less concern among teaching and non-teaching staff about when students complete
their studies could be attributed to the fact that they are not directly affected. However, their
role in ensuring completion of studies in time is the most crucial. The UoN has a tracking
system that should be used for monitoring the progress of students. The tool requires
effective participation of students and the teaching and non-teaching staff. But a probe
across departments reveals that the use of the tool is limited, especially for postgraduate
students. A significant number of teaching staff is not even aware of the tool.

Out of the total sample, only 18 per cent view completion rate for postgraduate students’ as
an issue, with 18 per cent of males and females each falling in the same category. However,
more postgraduates (56%) view it as a concern, with only 4 per cent of undergraduates taking
the same position. The issue does not concern undergraduates, which explains the low score.
Teaching staff (54%) are equally concerned, while the non-teaching staff (23%) are less
concerned. Scores across faculties differ, with the Faculty of Law having the least concern
at 12 per cent, while the Faculty of Agriculture has the highest concern at 33 per cent. Other
faculties scored as follows: Arts and Social Sciences (22%); the Built Environment and Design
(25%); Business and Management Science (30%); Education (17%); Engineering (11%);
Health Sciences (13%); Science and Technology (15%); and Veterinary Medicine (14%).

While the scores for concern over completion rate seem to be low, the weight should not reduce
the importance of the issue, since all students are expected to complete their studies within the
set program period. This is often not possible for some students due to factors ranging from
personal, institutional, environmental to demographic issues, as discussed below.

7 1 Factors Affecting Completion Rate

Four key factors affect the completion rate: personal (94%), environmental (78%);
institutional (78%), and demographics (65%) as shown in Figure 25. The FGDs and
Klls provided further insights into the issue of completion rate, highlighting issues
such as financial challenges, students studying with diverted attention, marriage
and family life, sexual harassment, online teaching, lack of information, missing
marks, poor mentorship, alcohol and drug abuse, challenges of power dynamics
in supervision relationships, including lack of feedback from supervisors, and
mental health. Transfers and ageing members of teaching staff were also noted to
affect academics, including the completion rate. This was emphasized in outside
campuses, in particular Kisumu, although the problem affects the entire UoN.

m Strongly agree / Agree  m Neutral Strongly disagree / Disagree Don't know

Personal (interests, anxiety, stress, experience and o
ST, e : 3 B o ; 94%, /
skills, financial, multiple roles, time/study leave
Institutional (number of courses taught by lecturer,
number of courses taken by student, relationship I
between supervisor and supervisee, facilities. ..
Environment (influence of home, family, friends

relatives, isolation — insufficient interaction with I

other students
Demographics (age, marital status, taking care .
p R A
others, location of residence, employment status)

Figure 25: Contributors to the Delay in Completion.
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7.1.1. Personal factors

Personal factors had the highest influence on completion rate, followed by
institutional, environmental and demographic factors. These factors were assessed
using a Likert Scale, and in all cases, agree and strongly agree were dominant,
except in the faculties of Law and Veterinary Medicine, which had low levels of
agreement on personal attributes, with Law also scoring low on environmental
attributes. Financial limitations and students combining work and study are the
major personal challenges undermining student completion rates due to the
diversion of attention from studies. In some cases, students have to suspend their
studies to work and raise money for their fees and family upkeep.

In a Mombasa RTD it was noted that female students are more exposed to lack of
completion (RTDM, 18/09/2024). This is largely due to the extra roles that female
students have to take. This is often more intensive for students with limited financial
abilities. Male students also have unique challenges. It was noted in a FGD in
Mombasa that some male students drop out to join their parents and guardians
in business. A participant emphasized that “boys are more affected due to their
desire to make money while studying, which largely affects their performance”
(FGDMM, 19/09/2024). This was attributed to the fact that male students are
monitored less by their parents and guardians compared to female students.

Alcohol and drug abuse, and stress were also mentioned as contributing factors to
non-completion of programs. In a FGD in Koitalel with administrators, a case was
noted of “a student who had to take 5 supplementary exams and was stressed
and sick. Parents could not understand her, and later she died after a short illness”
(FGDKOM, 04/10/2024). The Mombasa RTD recommended mentorship programs
and monitoring of student progress to address issues of non-completion (RTDM,
18/09/2024). Initiatives of progressive mentorship included pairing of students
with industry, for example, pairing law students with advocates, junior staff with
senior staff, including PhD students supporting research and teaching.

7.1.2. Institutional factors

On institutional factors, postgraduates had a higher level of agreement with 53 per
cent strongly agreeing. The same case applies to non-teaching staff with 50 per
cent agreeing and 22 per cent strongly agreeing. The power dynamics between
supervisors and students is a major challenge for students as it undermines the
completion of studies on time. Some students, especially postgraduates are
often intimidated by supervisors, leading to delays in their academic progression.
Personal clashes between students and academic staff was also viewed as
a contributing factor, to quote a voice from a FGD, “I have seen cases where
personality clashes have made some students drop out, a female student dropped
out when she felt the supervisor was sexually harassing her” (FGDFHSM,
06/12/2024). Discussions revealed misuse of power by some supervisors,
including pushing students to change topics when it was already too late. Besides
this, some students are forced into courses they do not have a passion for, either
by the university placement system, parents or guardians. This often results in a
lack of interest in learning.

FGD and Klls made suggestions on how to improve supervision, including putting
in place a tracking and reporting system for all postgraduates, to monitor academic
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progress and promptly address concerns. Most participants were ignorant of the
existence of a tracking system in the university. The participants further noted
that the system should be accompanied by regular reviews of student progress,
overseen by departmental chairs. They also called for enhanced support for
mental health and the provision of accessible counselling services. It was noted
that the services exist but are not being fully used, partly due to how they are
offered. Staff and students are still to accept that they could openly seek medical
help for mental health problems, like any other health service. This reluctance is
because there is stigma attached to mental health that keeps individuals away
from seeking treatment.

The success of the RADA application under the UNESCO supported Our Rights,
Our Lives, Our Future (O3 Plus) program shows that the nature of delivery of
services matters, and students and staff can be reached for mental health attention
and other health needs with alternative provisions. The RADA application assists
students to access digital information on sexual and reproductive health, GBV,
dating tips, alcohol and drug abuse, mental health, general health, safety of
campus, and students’ career guidance. The personalized online nature of the
RADA application is attractive to students and they can access information any
time they choose to, including contacting counselors and getting direct responses
online.

There is also need for timely feedback from lecturers and transparency in the
grading process by having results, including Continuous Assessment Tests
(CATs) on the University portal. The tracking system and counselling services are
all in place at UoN but it seems the systems are not effective. Many students and
lecturers are either ignorant of the provisions or do not comply as required. To
achieve on-time delivery of academic services to students the UoN needs to have
adequate staff that corresponds to the number of students. The government’s
freezing of employment of staff, including staff development, which provides
for Masters and PhD students to support teaching and learning programs, has
drastically affected universities. Most departments do not have required staff, and
lecturers are overloaded and are limited in offering efficient services (UoNPA,
2025).

The FGDs and Kils called for effective implementation of policies and monitoring
of the same. Participants emphasized the need for academic staff to act like
parents, understand students and walk them through in a parental manner. In
the Koitalel Campus mixed FGD it was observed that “students that are close to
supervisors are likely to graduate in time” (FGDKOM, 03/10/2024). There was also
mention of weeding out corrupt administrative staff who process student papers
(FGDFHSM, 06/12/2024), ensuring availability of practical materials required by
students, expanding study work program and scholarships to support students
facing financial challenges (KIIKO1, 03/10/2024), counselling and periodic student
meetings to enhance completion rate, addressing substance abuse, mental health
and absenteeism (RTDK, 13/09/2024)

It was noted that the Kisumu Campus had no clinical officer and campus-based
counselors, making students and staff rely on online services from Nairobi. A
FGD of undergraduates and postgraduates in Kisumu observed a bias towards
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female students, noting that female students are handled better compared to male
students (FGDKM, 14/09/2024). A FGD in Nairobi in the Faculty of Arts concurred
with this position, with two students noting that on occasions where male students
are accompanied by female students to consult lecturers, they are handled better.
Participants further noted the lack of clarity among undergraduate students on the
steps for completion of studies, while graduate students blamed poor supervision.
The latter noted that their supervisors were not located on campus, which is a
major challenge that the university needs to address. Students prefer on-site
supervision, an approach which is continually declining due to online options that
are thought to be cheap and efficient.

On mentorship, different types are going on at UoN, albeit in an ad-hoc manner.
There is therefore a need to improve mentorship in order to enhance the
completion rate. Suggestions from FGD, RTD and Klls included supervisors and
mentors being close to students, building a supportive culture, exposing students
to opportunities, improving supervision, allowing payment of fees incrementally
to avoid payment of large sums, strengthening student welfare, and leveraging
support from alumni and other partners for the needy students.

7.1.3. Environment factors

Students operate in complex learning environments, including the university and
home or outside campus. Each of these environments influences learning, some
of which the institutions of higher learning cannot directly control. The external
home environment, which includes family, relatives and friends, plays a key role
in the lives of staff and students. However, the nature and role of this environment
in the lives of staff and students are never known unless revealed by students and
staff. A majority (75%) of the respondents agreed that the environment influences
the completion rate of students. The level of agreement is almost similar for gender
with males having slightly higher levels of disagreement, while women have
slightly higher levels of agreement. There are also minimal differences across
other categories of respondents. All faculties have high levels of agreement with
the statement ranging from Medicine with 58 per cent and the Built Environment
and Design with 85 per cent.

Sexual harassment, which is often assumed as a major concern, was not emphasized
in the FGDs, although in a FGD for female students in Nairobi, it was insinuated
that some lecturers prefer to engage with female students. This occasionally
drives male students to accompany female students to get a lecturer’s attention
(FGDFASSM, 14/10/2024). In Kisumu, a female KII noted that sexual harassment
was affecting the completion rate and there is a need for a sexual harassment policy
because there are a few avenues for reporting and seeking support in Kisumu
(KIIK2, 16/09/2024). This observation demonstrates ignorance of the existence of
a Workplace Policy on GBV (UoN-GBV Policy, 2022) and a Sexual Harassment
Prevention and Procedure Policy (UoN-SHPPP, 2022). Students and staff are not
conversant with these policies and reporting remains an issue even where avenues
exist such as in Nairobi where there is a Gender Desk and a Wellness Center.
There were suggestions by a member of the management staff in the Faculty of Arts
and Social Sciences during a FGD to have special avenues, especially for reporting
cases involving senior members of staff.
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7.1.4. Demographic factors

Demographics, which scored lower among the attributes, had 65 per cent of
respondents agreeing that demographics influence the completion rate. There
was a slight difference in agreement among males and females (63% Vs 67%).
For teaching and non-teaching staff responses tied at 66 per cent, while for
undergraduates and graduates, there was a slightly over 10 per cent difference,
each scoring 64 and 75 per cent, respectively. All faculties had high levels of
agreement ranging from 62 per cent (Science and Technology) to 77 per cent
(Agriculture), except for the Faculty of Law which had a 49 per cent level of
agreement. In most of the FGDs, the challenge of taking care of children and
the sick was noted to be a problem with many respondents wishing for childcare
facilities within the various UoN campuses.

The university has no childcare facilities and dedicated accommodation for young
mothers or married students. This is contrary to the UoN Gender Policy which
states that UoN will set up residential quarters for married students, and establish
affordable daycare facilities for babies of staff and students. The policy is silent
on young unmarried mothers, but provides for a maximum one year maternity
leave, and where necessary assists them to get appropriate accommodation. In
the Student Conduct Handbook it is stated that, in the event of pregnancy either
before or after taking accommodation in the halls of residence, the student is
required to move out three (3) months for confinement. Such student may re-
apply three months after the occurrence (UoN, Student Conduct Handbook).
The young unmarried mothers seem to be the most desperate group that should
be deliberately provided for in the policy. With provision of accommodation and
childcare, young mothers can get back to class in a shorter period than the
envisaged one year. Adequate support enables women to effectively balance
work, study, caregiving and cope with the requirements of academic progress and
promotion to high levels of management.

UoN halls of residence have bed capacity of 10,000 spread across various
campuses. Each campus has halls designated for male and female students.
Previous allocation for females was low but over the years, the spaces designated
for females have increased in line with the increasing numbers of female students.
Students living with disability and international students are given priority. However,
due to the increase of accommodation fees, many students cannot afford to stay in
the halls and many rooms remain unoccupied. This is an issue of concern and the
university was considering reducing the fees to address the issue of affordability.
Many students are staying in private accommodation outside the University,
which are comparatively not as secure as university accommodation. The latter is
comparatively secure with many students able to walk from the halls of residence
to lecture halls and rooms. However, during the night many students prefer to
walk in groups for security. Isolated incidences.of phone or bag snatching and
rape have been reported to UoN security and police (UoN-Security Office, 2025).

Allthevarious FGDs, RTDsandKllsemphasizedthe needtoprovide accommodation
and childcare support to ensure health, safety and convenience for students, staff
and their children. A key Informant in Kisumu Campus maintained that UoN has to
go beyond sensitization, noting that there is a need to develop gender-sensitive
infrastructure, including accommodation and offer a safe supportive environment
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for female students as well as breastfeeding and childcare facilities for students
and staff (KIIK2, 16/08/2024). This will shift the bias from male leadership and
direct efforts towards creating an environment where gender equality is prioritized
in all aspects, including infrastructure and governance. To the respondents during
the KII, this has the potential to increase the representation of women in the top
leadership and ensure that women’s contributions are effectively integrated into
the governance of UoN.
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Alcohol and drug abuse (ADA) are national problems in Kenya, with a dedicated agency charged
with the responsibility of addressing the issues. The National Agency for the Campaign against
Alcohol and Drug Abuse (NACADA) supports public institutions, families and communities in
organizing sensitization and training. The trainings create awareness on how to prevent ADA
at home, workplace, schools and community. Many public institutions, including the UoN, have
developed policies on ADA. The UoN policy prohibits ADA and has the goal of providing resources
and tools for implementing prevention and treatment of ADA related issues among staff and
students to ensure a safe learning and working environment. It provides strategies, structures
and programs designed to mitigate the negative effects of ADA on the productivity and academic
performance of staff and students affected with complications. Preventive intervention strategies
include behavior change interventions, social and structural programs, psycho-social support
groups and comprehensive clinical management (UoN — ADA Policy, 2022).

The Gender Baseline Survey sought to find out the prevalence of ADA among the UoN
community. The UoN community acknowledged (74%) that ADA is a problem in UoN
(Figure 26). Both males and females acknowledged the problem in equal percentages
(74%). There was a higher acknowledgement of the problem among teaching staff (80%)
and undergraduates (73%). Non-teaching staff and postgraduates scored 79 and 66 per
cent respectively. The scores were also high across faculties with the Faculty of Veterinary
Medicine scoring the highest (86%), followed by the Faculty of Health Sciences (81%), while
the Faculty of Arts and Social Sciences had the lowest score (66%) as reflected in Figure 26.

Overall [N, 74%

11

Overa

Male I, 747

Sex

Female [, 74
Academic staff I 306
Non-academic Staff [, 797

Category

Undergraduate student [ NNNENIENEGGGGEGEEEEEEEEEEEEEEEEEEEEEEGN 732
Graduate student [ NI <Y
Veterinary Medicine [ 6o
Education [N 40
Health Sciences I 31
Agriculture N 757
Engineering [N 720
S€ience and Technology NGNS  742%

Faculty of Respondent

Business and Managcment Sciences [ INIGNTGTGTGNGNGNGEGEGEGEGEGEGEGENEEEEEEGEEE 720
Built Environment and Design [ NNINGTNTGNGNGNGGEGEGEGEEEEEEEEEEEEEEGN 7100

Law I 670

Arts and Social Sciences || I 66

Figure 26: In Your Opinion Is Alcohol and Drug Abuse a Problem at the University? - Yes
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Apart from acknowledging ADA as a problem, respondents were also asked to highlight
the intensity of the problem using a Likert Scale. As indicated in Figure 27, the problem is
intense with most responses falling largely at mid-point and beyond.

37%

27%

3 4

Figure 27: On a Score of 1 — 5, What Score Do You Attach to the Alcohol and Drug Abuse Problem?
Where 1 is Very Little While 5 is a Lot.

19%

13%

4%
R

1 Very little 2

5 Alot

The findings reveal that in spite of having a policy and programs aimed at addressing ADA,
the problem remains intense with 65 per cent viewing the problem as above average, of
which 19 per cent score it as a lot.

8 1 Assessment of Factors

The respondents assessed six factors (Figure 28) relating to ADA, which are of
concern to the UoN. Interpersonal, abuse of alcohol and non-prescription drugs
scored high, followed by equal gender involvement in the vice. Stakeholder
involvement, effectiveness of university policy and availability of non-prescription
drugs scored low as reflected in Figure 28.

8.1.1. Interpersonal factors

Interpersonal factor can be positive or negative in addressing ADA. The negative
aspect entails having pact with friends about drinking, resulting in being with friends
who encourage heavy use of alcohol (Lee et al 2018) and embedded norms of
drinking with friends. The findings reveals a significant level of agreement (62%)
among all categories of respondents, that interpersonal interactions within the
UoN are to blame for the ADA problem. There was no a distinct difference between
females and males, while undergraduates had a higher level of agreement
compared to graduate students. There was a minimal difference in responses
from teaching and non-teaching staff, although a lower percentage of teaching
staff strongly agreed with the statement as reflected in Figure 28.
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Figure 28: Factors Contributing to Alcohol and Drug Abuse.

Alcohol and drug abuse are hidden vices that usually manifest when students
and staff are bordering on suffering from mental health. A few students and staff
present themselves to the available health facilities. Consequently, identification
of the problem is difficult. In a FGD in Koitalel Campus, ADA was associated
with mental health, and referred to as dawa ya kutuliza (medicine for calming),
to quote, “mental health is a silent issue only heard of when worse. You will only
come to know that it is a problem when you hear of a student wanting to commit
suicide, a student has gotten into a fight and is arrested” (FGDKOM, 03/10/2024).
It was further observed in a FGD in Nairobi that “drug abuse is a major contributor
to mental health issues, and by the time it is known one has dropped out or is not
performing well in class” (FGDFHSF, 06/12/2024).

The UoN ADA policy gives the responsibility of reporting ADA cases to employees
and students. It notes that the latter “have the responsibility to report any incident
of ADA occurring in the work place/class to their superior, head of department,
student affairs officer, security officer or any other university official” (UoN-ADA
Policy, 2022, 8 (iii)). This provision is hardly applied by staff and students, and
many members of the community struggle with ADA, which, as noted during the
qualitative studies, only gets known when it is too late.

There is a nexus between ADA and mental health, which creates a dilemma when
a community is confronted by the two health problems. The study shows that
few students and staff use mental health services provided by the UoN due to
fear and stigma associated with mental health. Yet, ADA, which is a trigger of
mental health, is also prevalent. This requires the UoN to address the two health
problems concurrently, with more efforts directed to ADA and other factors that
trigger mental health problems.

8.1.2. Availability of non-prescription drugs

The survey findings show a split of opinion (49% vs. 41%) among respondents on
whether there is wide availability of non-prescription drugs within the University.
There was a minimal opinion difference across gender, undergraduate and
graduate students. However, there was an eleven-point level of disagreement
between non-academics staff (47%) compared to academic staff (38%). Across
the faculties, opinion is split on the issue with the Faculty of Engineering having
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52 per cent disagreeing while 39 per cent agree, while the Faculty of Science and
Technology had 33 per cent disagreeing and 56 per cent agreeing.

The FGDs and Klls acknowledged the availability of non-prescription drugs in
most campuses of UoN, although reporting is minimal. In Mombasa and Kisumu
campuses it was observed that the campuses have no resident counselors to
attend to students. Virtual counselling exists but does not work well. In Nairobi
where all services exist, students and staff do not effectively use the facilities,
and there is minimal reporting of ADA cases. In a FGD of students in Nairobi, it
was observed that there is a lack of trust in staff managing the facilities due to a
lack of professionalism and embedded inefficiencies (FGDFASSM, 14/10/2024).
However, the health service staff, including the counselors, identified a lack of
reporting and fear of stigma for keeping those with health problems away from the
services. Attracting students and staff who are exposed to ADA to the available
health services requires a two-pronged approach of sensitization involving the
patients and those offering the services.

In Mombasa, there was an emphasis on extracurricular activities to facilitate a
productive engagement of students. However, some students are still exposed
to non-prescription drugs (KIIM1, 17/09/2024). In Koitalel, the importance of
sports was emphasized by a Sports Officer, who noted that “sports is meant to
occupy students to keep them away from engaging in drugs... keep them tired so
afterwards they can go to sleep” (FGDKOM, 03/10/2024). It was further observed
that there is a need for a psychiatrist, more sensitization, peer-to-peer counselling,
appropriate people in the counselling office, and to have males handled by men
and females by women. In Mombasa a student FGD attributed drug abuse to
mental stress, family pressures and pressure to excel, while in Koitalel a Kll nurse
observed that in addition to peer pressure, ‘discovered freedom’ and alcohol
outside campus were problems among students (KIIKO2, 03/10/2024). Overall
FGDs and Klls in outside campuses called for more physical counselling due to
the inadequacy of online services.

Although outside campuses yearn for resident counselors, records in counselling
services in Nairobi show that the facilities are not fully utilized. The UoN Wellness
Center located on the Main Campus has had 923 visits as at the time of this
research, largely by students for various reasons, including counselling services
and inquiry on services provided. Out of the above number, 577 had received
counselling services. The main issues presented included self-awareness,
academic stress, relationships issues, and alcohol and drug abuse, among others
(Figure 29).
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Figure 29:Client presenting Issues at the Wellness Centre.
Source: UoN, Health Services, 2025

8.1.3. Equal gender involvement in alcohol and drug abuse

Contrary, to the expected norm, the survey reveals a high level of agreement on
equal gender involvement in alcohol and drug abuse. There was a minimal gender
difference in disagreement to gender involvement (34% vs. 35%) as well as
agreeing (58% vs. 54%). Minimal differences also exist between undergraduates
and postgraduates, while for teaching and non-teaching staff, disagreement
levels are the same, at 37 per cent. The level of agreement differed by 10 per
cent, with non-teaching staff having a higher score. Across the faculties, levels
of disagreement were in the range of 30s except for Law and Medicine, while
agreement with the statement was high in Agriculture with Medicine having the
lowest score as shown in Table 3.

Table 3: Levels of Agreement on Gender Involvement in Alcohol and Drug Abuse
in Faculties

Faculty Disagree (%) Agree (%)

Agriculture 33 65
Arts and Social Sciences 35 51
Built Environment and Design 35 47
Business and Management 36 53
Education 39 57
Engineering 35 58
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Disagree (%) | Agree (%)

Law 22 59
Health Sciences 34 56
Science and Technology 36 58
Medicine 52 47

Further probes during FGDs and Klls noted that drug abuse was previously
prevalent among male students but in recent years females are also engaged
in ADA. A voice from a FGD for administrators noted the following: “Previously
the females were not abusing drugs. There is change in this, and | remember
when | was at the hostels’ cases were reported of female students smoking bang
in their rooms” (FGDFHSM, 06/12/2024). An examination of the factors driving
students to ADA, such as personal, peer pressure, institutional, environmental
and demographics, including financial, family and supervision issues, shows that
the issues affect each gender, but males are more affected. This is reflected in
the data from the Gender Desk, which shows that from December 2022 to March
2025 a total of 36 cases of ADA were reported. Out of this number only 7 were
females (UoN-UHS, 2025).

8.1.4. Effectiveness of University policy on alcohol and drug abuse

Opinion was almost equally split (44% vs. 42%) on the effectiveness of university
policy on alcohol and drug abuse. There was equal (44%) gender disagreement,
while agreement on the statement varied a bit, males scored 43 per cent while
females scored 40 per cent. There was a higher level of agreement among
undergraduates (40%) compared to graduate students (31%). The same case
applied to non-teaching staff (52%) compared to teaching (42%) staff. The Faculty
of Veterinary Medicine had the highest level of disagreement at 71 per cent,
followed by Health Sciences (54%) and Engineering (53%) as shown in Table 4.

Table 4: Effectiveness of University Policies on Alcohol and Drug Abuse

Facuties | Dissgree(9 | Agres (i

Agriculture 43 54
Arts and Social Sciences 36 46
Built Environment and Design 40 33
Business and Management 45 41
Education 39 53
Engineering 53 33
Law 30 37
Health Sciences 54 30
Science & Technology 40 51
Veterinary Medicine 71 19

As reflected in the table, there is a mixed outcome with positive scores falling
largely below 50 per cent. This implies that the university has work to do in respect
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to sensitizing the community and operationalizing the policy on ADA. The low
awareness and fear of stigma is also affecting mental health of students and staff,
as many struggle with ADA without seeking help as provided by the policy. There
is a likelihood that the lack of awareness of policy has an effect on assessment of
policy. Those not aware of the provisions of the policy cannot provide an effective
assessment.

8.1.5. Stakeholder involvement in addressing alcohol and drug abuse

Alcohol and Drug Abuse is a challenge that goes beyond a single institution, with
many actors along the supply and consumption chain. Institutional regulations do
not allow ADA but the vice is prevalent in spite of several measures being put in
place. A survey of staff shows almost equal split (43% vs. 42%) on whether all
stakeholders are involved or not in addressing alcohol and drug abuse. There is
a minimal gender, undergraduate and graduate difference in responses, while a
higher percentage of non-teaching staff (54%) compared to teaching staff (41%)
agree and strongly agree with the statement. UoN has a Corporate Committee
on Alcohol and Drug Abuse and also collaborates with NACADA and other
government agencies in addressing the vice.
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This GBS is the first baseline survey for the UoN. The baseline is aimed at informing the design
and development of ESC, development of a Gender Action Plan, and providing a point of reference
for future assessment of how UoN is performing on GEWE. The study interrogates Self-Concept
and STEM education, balancing academic work and family responsibilities, gender perception
of STEM, design of STEM courses and accessibility, the learning environment and teaching
practices, learning infrastructure and resources, mentorship and career development, gender
sensitization and awareness creation, completion rate and drug and alcohol abuse. Based on the
analysis of these variables, the findings provide the gender equality status of UoN, which is useful
for advancing GEWE in UoN.

Overall, the study reveals the progress UoN has made in integrating gender into its operations,
albeit with gaps. Contrary to conventional literature, gender inequalities at UoN are minimal
as observed using a survey and qualitative research methods. This is demonstrated in most
research questions in which the responses of females and males were almost similar, including
on questions relating to self-concept with regards to gender and abilities as well as which gender
takes care of children, the sick and does household work. This notwithstanding, UoN still has a
third of students and staff who have domestic responsibilities that affect their education and work.
This population of students and staff struggles with balancing study and work tasks and domestic
responsibilities, and requires support, in particular the provision of childcare facilities.

The Beijing Conference adopted the principle of gender mainstreaming in all sectors, which is
supposed to address deficits that undermine women’s effective engagement in learning and
development activities. This has been embraced by almost all countries, with monitoring being
done at country, regional and global levels. In Kenya, at the sectoral and institutional levels,
government departments, ministries and agencies such as universities have relevant policies
and structures that address gender issues. However, the expected interventions vary across
institutions in respect to implementation, depending on the resources available and efforts made
to execute the strategies in place for addressing GEWE issues.

Gender disparities tend to reduce by levels of education and income. Therefore, an assessment
of gender equality at the university level should show marginal inequalities if the theories of
education, income and advocacy on gender mainstreaming are used. In Kenya, the 8.4.4
education system established since 1980s made science compulsory, exposed boys and girls to
GEWE training, advocacy, equality and rights of females and males as enshrined in the Kenya
Constitution. Progress is also being made to have teachers, spaces, equipment and other inputs
for enabling learning in place, albeit with difficulties and deficits. The study findings indicate that
science subjects are being promoted to both genders at the secondary school level, and there
is encouragement and motivation to pursue science. At UoN, the findings show that there are
qualified lecturers but infrastructure and learning resources are limited - lecture rooms, laboratories,
equipment, including computers and digital resources, are few and outdated. Furthermore, ICT
equipment and software are not gender responsive, and existing science rooms do not have
gender aware artifacts and decoration. The situation is worse for women who have few role
models, and students with special needs, who end up not opting for STEM courses due to lack of
infrastructure and assistive devices. These students also struggle with access to appropriate and
well-located toilets, as well as access to some buildings and open spaces.

Assessment of learning practices using a gender lens reveals lack of a gender responsive
pedagogy. This calls for the embedding of a gender responsive pedagogy in UoN policies and
practices, in particular in the curriculum. Lecturers also require training on gender responsive
teaching methods and sensitization on gender bias that unconsciously influence teaching and
supervision practices. Consolidating and expanding student mentorship programs and tracking
system should accompany these envisaged gender responsive interventions. The general
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learning environment and practices are viewed as enabling and giving equal opportunity to
female and male students, although isolated cases of using stereotypes exist in class settings.

Personal, institutional, environment and demographic factors, following respectively in order of
intensity, affect course completion rate of students. Personal factors, which include interests,
stress, experience and skills, financial, multiple roles, time and study leave, have the highest
effect on the completion rate of students. The findings show that financial constraints push
students to work, diverting their attention from learning. Some students defer learning to work
and raise money for fees and family upkeep. Cases exist where female students do not complete
their studies due to childbirth and extra roles, which is worsened by limited financial abilities. On
the other hand, male students defer learning or drop off to join parents and guardians in running
businesses. Alcohol and Drug Abuse is also a cause of dropping out of school for both for male
and female students. Furthermore, males seem to be less monitored by parents or guardians
compared to females, and are more likely to abandon school compared to female students.

Institutional factors include the number of courses taught by a lecturer, number of courses taken
by each student, relationship between the supervisor and supervisee, and facilities available.
This research points to issues of online teaching, overworked lecturers, ageing members of
staff, missing marks, poor mentorship, alcohol and drug abuse, power dynamics in supervision
relationships, including delayed or lack of feedback from supervisors. Addressing these issues
require appraisal of the lecturers’ workload, hiring lecturers where there are gaps, development of
a policy on mentorship, mentoring and close monitoring of students, among other interventions.
UoN has isolated mentorship programs that require consolidation and efficient management.
There is a need to pair postgraduate students with faculty staff for mentorship and to develop
well-established programs linking students with the industry. This would address issues of power
dynamics between supervisors and supervisees, reduce the misuse of power by some supervisors,
and enhance students’ readiness for the world of work. Cases exist where personal clashes and
sexual harassment between students and lecturers result in students dropping out, often without
reporting such incidences. Furthermore, cases of students being admitted in courses they do not
prefer also require attention, so as to reduce the number of non-completion and drop-outs.

Effective mentorship will be difficult to achieve if the issue of teaching staff workload is not
addressed. Students, in particular postgraduates, face the challenge of untimely feedback from
lecturers, which in turn affects the completion rate. The freezing of employment by the government
has affected universities and undermined efficient delivery of services. Irrespective of these
challenges, this study recommends effective implementation of the UoN student tracking and
reporting system, and close monitoring of the system. This should be accompanied by regular
departmental and faculty reviews of student progress.

There is also a need to enhance support for mental health of students and staff by reviewing
the operation of the services offered, facilitating sensitization at the faculty and department
levels, and using peer-to-peer learning and action approaches. Services for counselling, mental
health and GBV exist but they are minimally consumed by students and staff, largely due to
limited reporting and the related stigma attached to the two health problems. The success of the
UNESCO supported 03 Plus program, in particular the RADA application, shows that the nature
of delivery of unique health services such as GBV and mental health matter.

Environmental factors, including the influence of home, family, friends, relatives, isolation, and
insufficient interaction with other students effect the completion rate. These factors largely remain
hidden, happening outside the university but affecting learning. Cases of sexual harassment
came out in the qualitative interviews but most of it was not reported, although some resulted
in female students withdrawing from study programs or research. There were also insinuations
that some lecturers favour female students. Few male students exploit the preferential treatment
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of female students by tagging on to female students to have their academic issues addressed.
Consequently, the university should ensure that promotion of GEWE includes male students and
does not undermine their potential opportunities.

The findings further reveal that there is less attention paid by the UoN to outside campuses,
in particular Koitalel, where most students live outside the university and are confronted with
problems of accommodation, safety and drug and alcohol abuse. Koitalel Campus has prioritized
university accommodation for female students with more than three quarters of accommodation
allocated to women. Across the three campuses outside Nairobi, counselling services are offered
online. Those campuses do not have a Gender Desk and a Wellness Centre, which undermines
the health situation of students and staff in the three campuses. Apart from the health issue, the
outside campuses, in particular Kisumu, do not have adequate academic staff on campus. There
is therefore a need for more physical presence of teaching staff, especially those supervising
postgraduates.

Demographics, which is often noted in the literature to have a high effect on learning, include age,
marital status, taking care of others, location of residence, and employment status. These factors
impact on the completion rate of students. Although the variable scored lowest among the factors
affecting completion rate, aspects such as childcare have an effect on female performance and
completion rate. The UoN has no breastfeeding spaces and childcare facilities, and providing
such facilities will go a long way in improving female performance and completion rate. UoN
should go beyond sensitization on gender issues and offer a safe supportive environment
for female students, including breastfeeding spaces, childcare facilities in all campuses, and
accommodation for young mothers. Making available child support services, accommodation
and having a gender-friendly environment will improve the completion rate for women, thus
increasing the visibility of the representation of women in the student population and the top
leadership, research and overall operations and governance of UoN.

ADA remain a concern which requires concerted efforts from many stakeholders. UoN has a policy
and strategies for addressing the vice, which include behavior change interventions, social and
structural programs, psycho-social support groups, and a comprehensive clinical management.
There is also a committee on ADA, and UoN collaborates with NACADA, other government
agencies and stakeholders to provide support to students and staff. Despite these efforts, the
problem remains intense among both gender, yet presentation and reporting for treatment is
minimal. This is largely due to stigma and the related lack of trust in staff managing the facilities
and embedded inefficiencies. Addressing ADA requires a holistic approach, which includes extra-
curricular activities, sensitization, peer-to-peer gender-responsive counselling, socioeconomic
support, and comprehensive clinical management.

Overall, the GBS shows progress in gender inclusion, demonstrated by relevant policies and
programs in place. However, knowledge of the provisions of policies and their use is limited
largely due to the less importance attached to gender and the stigma related to gender issues
such as GBV and mental health. In the learning environment, while policies and practices are
not discriminatory, there are silent and hidden gender issues, such as gender harassment in the
context of power dynamics that often comes out too late when students and staff are suffering
from mental health. Furthermore, supportive gender services such as breastfeeding spaces and
childcare facilities are lacking. This results in female students deferring studies during the first
year of childbirth, which undermines their progress and future prospects. The challenge equally
applies to female staff who have to balance taking care of children, family responsibilities and
academic activities. This heavy lifting undermines their upward mobility, in particular in the area
of research and publication.
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1 1 1 Appendix 1: Gender Baseline Survey Questionnaire

SCIENCE, TECHNOLOGY, ENGINEERING AND MATHEMATICS (STEM) COMPLEX
GENDER BASELINE SURVEY AT THE UNIVERSITY OF NAIROBI
Questionnaire for the University Community)’

1. Introduction

hMy name is .......... from the University of Nairobi. We are doing a research to
understand issues relating to gender with particular focus on STEM (LOOSELY
CALL IT “SCIENCE”) education within the university. The information you provide
will be used for setting a gender baseline and to generate ways of improving learning
environment for STEM (“sciences”) and for all learners in the university and beyond.

You have been selected randomly from a sample frame of University of Nairobi
faculties. Your responses will be kept confidential and used for writing a report
aimed at informing improvement of learning environment within the University of
Nairobi.

This interview will take about 40 minutes. Do you accept to be interviewed? If Yes,
PROCEED WITH THE INTERVIEW. If No, CLOSE THE PROCESS AND GO TO
THE NEXT RESPONDENT.

1.1 Respondent Identification
Interview date:

Interview place:

Interviewer code:

1.2 Faculty of Respondent:

Agriculture);
Arts and Social Sciences;

Built Environment and Design;
Business and Management Sciences;
Education;

Engineering;

Law;

Health Sciences;

. Science and Technology;

10. Veterinary Medicine

O O N

1.3 Category of respondent:

1. Undergraduate student;
2. Graduate student;

3. Academic staff;

4. Non-academic Staff.

1

This tool was drafted by Winnie V. Mitullah and John Njoka, the Institute for Development Studies,
University of Nairobi. November, 2023 - revised on 30/01/2024 and 20/05/2024 to include Completion Rate
and Alcohol and Drug Abuse as well as stakeholder feedback.
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2. Self-concept

2.1 | am going to ask you questions concerning your view of sciences in relation
to your own ability (we’re assuming that you studied at least one science
subject in basic education).

Please respond Yes or No to each question:

Response (tick
one)

Was learning of basic education science topics 1 2
easy for you?

B  Could you usually give the right answers to test 1 2
guestions on school science topics?

C Did you learn school science topics quickly? 1

D  Were school science topics easy for you? 1

—_

E  When you were being taught school science, did
you understand the concepts very well?

F  Did you easily understand new ideas in school 1 2
science?
G Ingeneral, did you like the science subject(s)? 1 2

2.2 Please add anything else on your ability to pursue STEM/science courses?

2.3 Respond to the following issues using a Likert scale of 1 to 5, 1 being strongly
agree and 5 strongly disagree

At times | miss classes/get late due to child care 1 2 3 4 5

B | miss class when a child is sick 1 2 3 4 5

C | miss class when a spouse is sick 1 2 3 4 5

D Attimes | miss class/get late due to takingcareof 1 2 3 4 5
a sick family member

E Attimes | miss class/get late due to household 1 2 3 4 5

responsibilities

F  Attimes | miss class/get late due to other family 1 2 3 4 5
commitments

G | have to leave school early to pick up a child 1 2 3 4 5
from school
H | am responsible when a child is sick 1 2 3 4 5
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| am responsible when a parent is needed in 3 4 5
school
At times | have to withdraw from academic trips 1 2 3 4 5

due to family responsibilities

At times | keep off research and academic 1 2 3 4 5
commitments that require working beyond the
normal eight hours a day

2.4 What made you choose STEM course? (Allow multiple responses)

A. Reasons for choice at high | B. Reasons for choice at
school level university level

1.
2.

8t
4.
9,
6.
7.
8.
9.
10. Other (specify)

Interest in the subject 1. Interest in the subject
Academic strength (Good 2. Academic strength (Good
performance in the subject) performance in the subject)

Influence of teacher(s) Influence of teacher(s)

Influence of parents Influence of parents
Influence of siblings Influence of siblings
Availability of funding Availability of funding
Influence by mentors Influence by mentors

Influence by STEM women

3

4

5
Influence of peers and friends 6. Influence of peers and friends

7

8

Influence by STEM women 9.

1

0. Other (specify

3 Other-Gender Concept

3.1 | am going to ask you questions concerning your view of “the other” (third
person) with regards to STEM/science. These are purely based on your
personal observations and opinions.

Please respond Yes or No to each question:

Is learning science topics easy for both 1 2
females and males?

Can both females and males, give good 1 2
answers to test questions on science topics?

Do females and males learn science topics 1 2
quickly?

Are science topics easy for both females and 1 2
males?
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When females and males are being taught 1 2
science, do they understand the concepts
very well?

F Do females and males easily understand 1 2

new ideas in science?

G Are there specific vulnerable groups with 1 2
regards to sciences (persons with disabilities
and other minority groups)?

3.2 Please add anything else on the ability of females and males, and other
vulnerable groups to pursue STEM/science courses?

4 Design of STEM/Sciences Courses

4.1 | will now read for you some statements concerning how courses in STEM/
sciences are designed/developed within the university. Please indicate, on
a score of 1-5 (where 1=strongly agree and 5=strongly disagree) what your

response is.
Information on sciences is equally available to 1

both females and males

B Science education is promoted actively and 1 2 3 4 5
deliberately to both females and males

C There is encouragement to pursue science 1 2 3 4 5
courses for both females and males

D There is motivation to pursue science courses 1 2 3 4 5
for both females and males

E The requirements to pursue science coursesare 1 2 3 4 5
the same for both females and males

F  Families give same opportunities for science 1 2 3 4 5
education to both females and males

G Communities give same opportunities for 1 2 3 4 5
science education to both females and males

H The times set for science subjects are good for 1 2 3 4 5
both females and males

| Society places no cultural barriers to science 1 2 3 4 5
education for both females and males
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Society, schools and universities consider 23 4
differently abled persons in the design of
science courses

K Science courses are designed also to contribute 1 2 3 4 5
to a peaceful society

L Physical, health, biological and social sciences 1 2 3 4 5
are integrated

4.2 Please indicate any specific views that you have on the issues above

5 Learning Environment & Teaching Practices

5.1 Let us now focus on the teaching environment within the university. Please
indicate Yes or No to these statements. Give reasons for your answer in each
statement.

Response | Comment
(Yes or No)
(Yes [ No |
A 1 2

Qualified lecturers are available

B Talents of both females and 1 2
males are recognized

C Females and males are equally 1 2
respected

D Females and males get equal 1 2
opportunity

E The needs of both females and 1 2
males get addressed

F Gender equality exists in 1 2
working groups

G Subject-matter specialists 1 2
advise on gender issues

H There is gender awareness 1 2
among lecturers and
researchers

I Curricula content promotes 1 2

gender equality

J Learning and related 1 2
opportunities are shared equally
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Response | Comment
(Yes or No)
(Yes [No |
1 2

The environment for gender
equality and inclusion is positive

L The environment promotes 1 2
peaceful coexistence

5.2 | will now read for you some statements concerning teaching within the
university. Please indicate, on a score of 1-5 (where 1=strongly agree and
5=strongly disagree) what your response is.

Lecturers’ behavior promotes gender equality 1 2 3 4 5

B Lecturers asks questions equally to both females 1 2 3 4 5
and males

C Lecturers do not use stereotypes in class 1

D Class activities engage both men and women 1

E There is no gender-disparities in class 1
interactions

F  Equal opportunities are provided for learning 1 2 3 4
Lecturers expectations for females and males 1 2 3 4 5
are equal

H Testing criteria is well defined and used 1

| There is no bias in tests/exam grading 1

J  Lecturers promote peaceful coexistence 1

throughout their approaches

5.3 Please indicate any views that you have on the issues above

6 Learning Infrastructure

6.1 Let us now focus on learning infrastructure for STEM/sciences within the
university. Please indicate Yes or No to these statements. Provide a comment
where necessary.

Response (Yes or No)
_Yes | No .
1 2

Qualified lecturers
are available
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1 2

B There are adequate
science rooms

C Computers and 1 2
other digital
resources exist

D Science 1 2
laboratories are
adequate

E ICT equipment and 1 2
software are gender
friendly

F Existing science 1 2
rooms have gender-
aware artifacts and
decorations

G There’s adequate 1 2
working spaces

H Sitting spaces 1 2
are clustered (by
groups)

| Rooms are 1 2
functional (well
fitted, lecturer
visible, etc)

J Rooms are 1 2
appropriate
(individual and
group work)

K Rooms are safe 1 2
(fire extinguisher,
fire escape, waste
disposal, first aid kit,
etc)

L Rooms are 1 2
sustainable (natural
lighting, expansion
potential, etc)

M Rooms are 1 2
accessible by

differently abled
persons
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1 2

N There are STEM
activities (peer
discussions, role
models, science

camps, etc.)

@) Science female 1 2
teachers are
adequate

P Nursing mothers 1 2

have space for
nursing babies

7 Mentorship within UoN
7.1 Have you attended any mentorship program? i) Yes ii) No

7.2 If yes, which of the following have you attended? (select all that apply)

Counseling services

Student/industry linkages

Apprenticeships

Career Fairs

Recruitments

Venture Capital

Online platform trainings such as Jijali Virtual Training Mentorship

£ N N O ER O gy

Other, specify
7.3 Did you find the program(s) useful for your career development? Yes/No
7.4 Please explain your answer:

Yes

No

8 Orientation and Early Exposure to Career Opportunities
8.1 Have you ever participated in any career exposure program at the UoN? Yes/No

8.2 If yes, specify the program (s)
1. Annual Scientific Camps of Excellence for mentoring girls in STEM
2. Other (Specify)

8.3 Have you participated in other similar programs organized by other
organizations? Yes/No
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8.4 If yes, specify the theme(s) of training and organization that did the training
Theme of training

Organizer/Convener

9 Power Dynamics Between Faculty and Students

9.1. Within your faculty, how would you describe the power relationship between
faculty and students?

1. Friendly and facilitative
2. Prohibitive and limiting
3. Neutral

9.2. Explain your answer

9.3. In what ways can this relationship be improved?

10 Safe spaces
Unsafe spaces curtail freedom of speech and academic advancement. The

following questions assess the university environment including classrooms,
laboratories, reading room and relaxation spaces).

10.1 Which of the following spaces do you consider safe and open to free speech,
including challenging oppressive gender narratives? Respond to the question
using a Likert scale of 1 to 5, 1 being strongly disagree and 5 strongly agree

A Lecture halls 1 2 3 4 5
B Class Rooms 1 2 3 4 5
C Laboratories 1 2 3 4 5
D Library 1 2 3 4 5
E Reading Rooms 1 2 3 4 5
F  Outdoor relaxation spaces 1 2 3 4 5
G Halls of Residence 1 2 3 4 5
H Outside university premises 1 2 3 4 5

10.2 Are gender issues mentioned or discussed in lecture/class settings? Yes/No
10.3 If yes, what direction does the discussion take?

1. Contestation
2. Stereotype
3. Information
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10.4 Are lecture/class environment gender responsive and friendly? Yes/No
10.5 Please explain your answer:

10.6 Do the power dynamics between lecturers and students in lecture/class
rooms allow open discussions of gender issues? Yes/No

10.7 Have you ever raised any gender issue in class? Yes/No

If yes, provide example(s)
10.8 Has any of your lecturers ever raised a gender issue in class? Yes/No

10.9 If yes, provide example(s)

10.10 Has any of your lecturers ever been gender insensitive to you or any other
student? Yes/No

10.11 If yes, please explain the nature of insensitivity

10.12 Did you or any other student respond to the insensitivity of the lecturer?
Yes/No

10.13 If no, please explain

10.14 Have you ever experienced gender insensitivity in other spaces within the
university? Yes/NO

10.15 If yes, specify space(s) of gender insensitivity

10.16 Do you think sex harassment exists in the University of Nairobi?
i) Yes i) No iii) I don’t know

10.17 Please elaborate your answer

10.18 Have you ever experienced sex harassment within the university? Yes/No

10.19 If yes, please elaborate

10.20 Do you know any student who has experienced sex harassment? Yes/No

10.21 Ifyes, please specify the nature of harassment

10.22 In what ways can sex harassment and safety be addressed within the
university?
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10.23 Do you think gender discrimination exists within the University of Nairobi?
i) Yes i) No iii) 1don’t know

10.24 Please elaborate your answer

10.25 Are you aware of gender discrimination, harassment or abuse reporting
tool at the University?

i) Yes i) No iii) I don’t know)

10.26 If yes, is it effective in reporting gender discrimination and/or harassment?
i) Yes i) No iii) I don’t know)

10.27 In what ways can gender discrimination be addressed within the university?

11. Gender Sensitization at UoN

11.1 Let us now focus on gender sensitization within the university. Please indicate
Yes or No to these statements, and provide comments where necessary.

Response | Comment
(Yes or No)
Yes | No | |
1 2

A There are policies and
administrative procedures
supporting safety

B  There is a gender policy 1

C Thereis a GBV policy 1

D Gender and GBV policies are 1
separate
| have read the two gender policies 1

F  The policies focus on both students 1
and staff

G | have used the provisions of the 1 2
gender and GBV policy

H | have participated in gender 1 2
sensitization forums organized by
UoN
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Response | Comment
(Yes or No)
(Yes [ No |
1 2

I | have participated in leadership
training by UoN

J Gender sensitization forums are 1 2
informative
K | have heard of gender 1 2

sensitization, but | have not
attended any forum

L I have attended gender sensitization 1 2
outside UoN

M  The information provided was 1 2
adequate

N  There should be more for a for 1 2
sensitization

11.2 Please indicate any views you have on gender sensitization within the university

11.3 Please indicate what you would wish to know as far as gender is concerned

12. Perceptions on Completion Rate

12.1 In your opinion, is completion rate an issue of concern at the university?
Yes/No

12.2 At what level of study is completion rate a major concern at the university?
1. Under Graduate Level
2. Post Graduate Level
3. Diploma level
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12.3 Four key factors are noted in literature to contribute to delay in completion
of degree and post graduate degrees. Using a score of 1 — 5 (where 1 =
strongly agree and 5 = strongly disagree) indicate what your response is

Personal (interests, anxiety, stress,
experience and skills, financial,
multiple roles, time/study leave

Environment (influence of home,
family, friends, relatives, isolation
— insufficient interaction with other
students

Institutional (number of courses
taught by lecturer, number of courses
taken by student, relationship
between supervisor and supervisee,
facilities available e.g. library,
computers, class rooms, seminar
rooms, the way course are organized
and arranged

Demographics (age, marital status,
taking care others, location of
residence, employment status)

o
o
S
(<)
®
4
(a]

Strongly
Agree
Disagree
Strongly
Disagree

—
N
w
I
(@) ]

12.5 Indicate any additional views you have on completion rate.

13. Alcohol and Drug Abuse Module

13.1 In your opinion, is alcohol and drug abuse a problem at the university?
Yes/No

13.2 If yes, on a score of 1 — 5, what score do you attach to the problem?

13.3 | will now read for you some statements concerning alcohol and drug
abuse issues within the university.
Please indicate, on a score of 1-5 (where 1=strongly agree and 5=strongly
disagree) what your response is.
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Disagree
Strongly
disagree

agree

A Alcohol and non-prescription
drugs are widely available within
the university

B Alcohol and non-prescription
drugs are widely abused within
the university

C The interactions within the
university are to blame for the
alcohol and drug abuse problem

D There is equal gender (females
and males, women and men)
involvement in the alcohol and
drug use issue

E The university policy is effective
in addressing alcohol and drug
abuse issues

F All stakeholders are involved
in addressing the university
students and staff alcohol and
drug abuse issues

G Specify others (3 maximum)

H. Please indicate any views that you have on the issues above

14. Recommendations & Conclusions

14.1 Finally, | would like your opinion on the best ways (max. of 3) to support
more gender-aware and sensitive STEM/science education within the
university. Please for each suggestion indicate whose role is it.

1.
2.
3.
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14.2 Would you be willing to be included in any follow-up interviews Yes/No
14.3 |If yes, kindly provide your email and telephone number

Email: Mobile Phone

14.4 Thank you very much for your time and the information you have provided.
| am ready to answer any questions from you about this interview (record
the questions asked and try to answer them honestly, in case where you
cannot answer provide the mobile phone number of Pl)

15. Biodata (request for this information in an amicable manner)
15.1 Age

) 18-35

i) 36 —-60

i) 61+
15.2 Sex

i) Male

i) Female

iii) Other (specify )

iv) Prefer not to tell

15.3 Ability: Are you differently abled physically, visually, in hearing, sight and
other ways?
i) Yes (specify)
i) No
iii) 1 prefer not to tell

15.4 Marital status

i) Single (never married)
ii) Married (to one partner)
iii) Married (polygamous)
iv) Separated/divorced

v) Widowed
vi) Other (specify )
15.5 Do you have children? If Yes state number: Total; Male: Female:_

16. Highest level of education completed:

i) Certificate

i) High school

iii) Diploma

iv) Bachelors’ degree
v) Masters’ degree
vi) Doctorate degree
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1 1 2 Appendix 2: Gender Baseline Study: Focus Group Discussion Checklist Of
"™ Issues

UNIVERSITY OF NAIROBI
GENDER BASELINE STUDY: FOCUS GROUP DISCUSSION CHECKLIST OF ISSUES
Introduction

The University of Nairobi is conducting a Gender Baseline Study (GBS) with support from
the Government of Kenya and the French Government for the Engineering and Science
Complex (ESC). The GBS aims to collect initial data to launch UoN programs that support
women in STEM and raise awareness about gender-sensitive issues. This study will gather
information from all faculties, including students, and academic and non-teaching staff.

This Focus Group Discussion (FGD) is part of the GBS. Participants are selected from across
UoN faculties to represent the diverse voices of UoN staff. Participation is voluntary and
expected to be cooperative, lively and informative. The collective output of the discussion
will complement the university-wide GBS. It aims to inform the development of ESC, improve
STEM education at UoN, and develop a gender implementation plan.

Each participant is purposively sampled and participation is voluntary. Responses and
discussions in FGD will not be shared with any third parties. The outputs will only be used
for research and for informing the UoN Gender Implementation Plan.

During this FGD, all contributions carry equal weight, and there are no right or wrong views
and opinions. We should speak to each other respectfully and not at each other. This
discussion will take less than two hours. Participants are kindly requested to give consent
for recording and taking of pictures before proceedings begin, this will enhance preparation
of discussion notes and record of FGD.

Self-Concept and STEM Education

Ease of science topics: myth or reality (Males — 87%, Females -79%), giving the right

answers to science questions (Males - 85%, Females - 80%), ease of understanding science

concepts

(Males - 86%, Females - 82%)

+ Probe for minor differences in gender perceptions and performance in STEM,;

+ Changes at high school and university levels;

« Factors that influence interest or disinterest in STEM (Passion and Capabilities, Mentors,
family background).

Balancing Academic/Work and Family Responsibilities

Challenges Faced in Balancing Responsibilities — overall 31% strongly disagree that child/

children care does not contribute to missing school or work, unlike 16% who agree.

Gender differences in care work (probe minor difference) (Slightly more females (37%) than
males (35%) take up care work. However more males (20%) than females (16%) miss class/
work to take care of a sick spouse).

+ Gender roles and responsibilities (probe changes taking place)

+ Support Systems and Coping Strategies for balancing academic/career and family
responsibilities — probe effectiveness of support systems and required improvements

UNIVERSITY OF NAIROBI 91 | GENDER BASELINE STUDY



Gender Perceptions of STEM
About 73% of females perceived science topics as easy compared to 66% of males;

Just 37% of males and 43% of females felt society places cultural barriers to science
education for both females and males;

Overall, 52% say there are vulnerable groups (e.g., persons with disabilities, minority groups)

in sciences:

+ Perceptions of Gender Equality in STEM,;

+ Influence of culture on STEM - probe culture influence at university level,

+ Vulnerable Groups in STEM — (Probe the level of vulnerability in STEM and other courses
as well as measures for supporting vulnerable groups.

Design of STEM Courses and Accessibility

76% of Males and 66% of females agreed that gender equality exists in working groups:

+ Course Design and Gender Inclusivity — Probe levels of inclusion and whether there are
any biases (participation and pedagogy);

* Roles and gender dynamics in working/study groups;

* Preparation of learners for the market (courses & practicals);

+ Probe potential improvements for ensuring equal access to information and resources
for both males and females.

Learning Environment and Teaching Practices

50% agree while 25% strongly agree that lecturers promote gender equality:

+  Promotion of gender equality by lecturers. - Probe nature/examples/materials of
promotion by lecturers;

« Share any experiences of gender bias or discrimination in the classroom/workplace.

Learning Infrastructure and Resources

Availability and Quality of Resources: adequate lecture rooms (Yes -69% No -25%),
Computers and other digital resources (Yes -70%, No - 25%), Science labs (Yes - 48%, No
- 32%).

Accessibility and Functional Learning Spaces. Rooms accessibility by differently-abled
persons (Yes - 47%, No — 49%.:

+ Probe accessibility and gender-friendliness of resources (classrooms, study rooms, field
equipment, laboratories and computer rooms);

+ Baby-sitting spaces (availability, features, access time, resources);
+ Probe improvements needed for making spaces more inclusive and conducive for all;

+ (STEM ONLY) Probe additional resources/infrastructure needed for a conducive learning/
working environment/assistive technologies;

*  (STEM ONLY) Ideal STEM hub.
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Mentorship and Career Development

Attendance of structured mentorship programs (Yes - 54%, No - 45%)”
+ Probe for low attendance level of mentorship programs;

+ Probe benefits of attending mentorship programs;

+ Mentors and role models within and outside UoN;

+ Relevance of course curriculum to career development - are students confident of the
future;

+ Probe programs and initiatives relevant to improving early exposure to STEM careers.

Gender Sensitization and Awareness

Awareness of relevant policies (78% are aware of policies and administrative procedures at
UoN, 61% are aware of gender policies, 52% are aware of GBV policy, and 58% aware of
sexual harassment policy:

+ Probe for the low level of awareness of relevant policies (gender policy, GBV policy,
Sexual Harassment Policy);

+ Assess the usefulness of sensitization and how to improve;
+ Assess how awareness and dissemination of policies can be improved at UoN;
+  Probe need for a STEM policy.

Completion Rate
Completion rate is an issue at UoN (Yes - 72%, No - 20%):

+ Issues affecting completion rates at UoN;

+ For undergraduate students,
+ For graduate students,

+  Probe stereotyping, sexual harassment, drug/alcohol and substance abuse, mental
health, absenteeism;

+ Probe possible suggestions/programs in addressing these issues.
Thank you
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1 1 3 Appendix 3: Round Table Discussion with Management
"™ " Checklist Of Issues

Introduction

As most of you know, the University of Nairobi is conducting a Gender Baseline Study (GBS)
with support from the Government of Kenya and the French Government for the Engineering
and Science Complex (ESC). The GBS aims to collect initial data to launch UoN programs
that support women in STEM and raise awareness about gender-sensitive issues. This
study is gathering information from all faculties, covering students, and academic and non-
teaching staff. The collective output of the discussion will complement the university-wide
GBS, including informing the development of ESC, improving STEM education at UoN, and
developing a gender implementation plan.

This Round Table Discussion (RTD) is part of the GBS. The forum provides an opportunity
for university management to provide insights on gender issues and discuss some of the
issues arising from UoN’s GBS. The discussions are expected to be open, amicable, and
informative and should last for about 60 minutes. Participants should give consent for
recording and taking of pictures before proceeding begin, this will enhance preparation of
discussion notes.

1. Self-Concept & STEM Education

1.1 The GBS reveals minimal difference between males and females in respect to
self-concept on STEM. Probe the following:

+ Views of management on gender perceptions and performance in STEM;
+ Operationalization of policies and provisions for gender and GBV;
Impact of policies;

- Challenges in implementing gender-sensitive policies and procedures.

2. Balancing Academic Work and Family Responsibilities:
2.1 Discuss the closing gap in care responsibilities;

2.2 Discuss support systems, effectiveness of systems & required improvement.

3. Gender Perceptions of STEM. Probe the following:
3.1 Influence of culture and Institutional barriers on STEM at university level;
3.2 Measures for supporting vulnerable groups in STEM.

4. Design of STEM Courses and Accessibility
4.1 Course design and gender inclusivity. Probe the following:

+ Specific affirmative interventions for enhancing inclusivity in working groups &
UoN operations;

+ Equitable preparation of learners for the market (courses & practicals);

+ Potential improvements for ensuring equal gender access to information and
resources;

« Safe spaces (labs, open spaces and walkways).
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5. Learning Environment & Teaching Practices
5.1 Gender equality is being promoted at 75%. Probe the following:
i. Plans and strategies for closing the equality gap;
ii. Highlight of what management considers as gender milestone.

6. Learning Infrastructure & Resources

6.1 Mixed outcome from the GBS (adequate lecture rooms (Yes -69% No -25%),
computers and other digital resources (Yes -70%, No - 25%), Science labs (Yes -
48%, No - 32%; accessibility and functional learning spaces. Accessibility of room
by differently-abled persons (Yes - 47%, No — 49%:

+ Plans and strategies for improving accessibility & gender friendliness’ of
facilities;

+ Plans and strategies for child-friendly spaces (features, access time and
management);

+ Plans and strategies for improving infrastructure and learning facilities, including
assistive devices and ideal STEM lab.

7. Mentorship & Career Development

7.2 Poor attendance of structured mentorship programs (below 55%). Probe the
following:

Strategies for improving attendance and impact;
+ Programs and initiatives for improving early exposure to STEM careers;
+ Nature and status of mentorship programs.

8. Gender Sensitization & Awareness

8.1 There is average awareness of gender policies ((78% are aware of policies and
administrative procedures at UoN, 61% are aware of gender policies, 52% are
aware of GBV policy, and 58% aware of sexual harassment policy). Probe the
following:

+ The usefulness of sensitization & how to improve;
+ How awareness and dissemination of policies can be improved;
+ If there is a need for a STEM policy.
9. Completion Rate
9.1. UoN scores 72% in completion rate. Probe the following:

+ Plans and strategies for improving the completion rate of under-graduates &
graduate students;

+ Plans and strategies for addressing stereotyping, sexual harassment, drug/
alcohol and substance abuse, mental health & absenteeism;

* Re-integration of students for finalization of studies.
Thank You.
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1 1 4 Appendix 4: Key Informants’ Interviews Checklist of Issues

Introduction

The University of Nairobi is conducting a Gender Baseline Study (GBS) with support from
the Government of Kenya and the French Government for the Engineering and Science
Complex (ESC). The GBS aims to collect initial data to launch UoN programs that support
women in STEM and raise awareness about gender-sensitive issues. This study is gathering
information from all faculties, covering students, teaching staff, and academic and non-
teaching staff. The collective output of the discussion will complement the university-wide
GBS, including informing the development of ESC, improving STEM education at UoN, and
developing a gender implementation plan.

This Key informant interview is part of the GBS and aims to provide an opportunity for experts
to provide insights on gender issues at the university level. The discussions are expected
to be open, amicable, and informative. Participants should give consent for recording and
taking of pictures before proceeding begin, this will enhance preparation of discussion notes.
Category of Key Informants:
Faculty of Engineering;
Faculty of Science and Technology;
Senior Scholars with gender expertise;
Registrar in charge of planning;
National Commission for Gender & Equality (NGEC);
UNESCO Regional Office;
UNESCO KNATCOM;
Kenya Universities and Colleges Placement Services;
Commission for Universities Education (CUE).
FACULTY OF ENGINEERING & FACULTY OF SCIENCE AND TECHNOLOGY
1.1 Self-Concept & STEM Education

+ Probe policies or initiatives specifically targeting gender-based disparities in
STEM? How effective have these been?

O Oy SHENChERE BT GO R

1.2 Course Design & Accessibility:
+ Probe gender inclusion in STEM courses at the faculty;
+ Probe for specific affirmative actions taken to ensure gender inclusivity;
+ Challenges in making STEM education more accessible to all genders.

1.3 Learning Environment & Infrastructure
+ Plans and strategies to improve accessibility and gender-friendliness of learning
spaces, such as labs and lecture rooms
1.4 Mentorship & Career Development:
+  Probe mentorship programs existence within faculty, and how are they tailored
to address gender disparities in STEM;
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+ Probe the effectiveness of these programs in encouraging female participation
in STEM careers.

2. SENIOR SCHOLARS WITH GENDER EXPERTISE
2.1 Gender Perceptions & Institutional Barriers

+ Probe cultural and institutional barriers affecting gender perceptions in STEM
at the university level

+ Measures to better support vulnerable groups in STEM

2.2 Gender Sensitization & Awareness
+ Effectiveness of current gender sensitization efforts within the university
« Strategies to enhance the awareness and implementation of gender policies,
particularly in STEM
2.3 Policy Impact & Challenges:
+ Probe gender policies’ impacts on the participation of women in STEM;

+ Probe challenges in implementing these policies, and how can they be
addressed.

3. REGISTRAR IN CHARGE OF PLANNING
3.1 Balancing Academic Work & Family Responsibilities
+ Plans and strategies to improve support systems for those who have caregiving
responsibilities.
3.2 Learning Infrastructure & Resources:

Plans and strategies to improve the accessibility and gender-friendliness of
learning facilities, such as lecture rooms, labs, and digital resources;

+ University plans and strategies to address the needs of differently-abled
persons in these spaces.
3.3 Completion Rates & Retention Strategies:

+ Plans and strategies to improve the completion rates of undergraduate and
graduate students, particularly for women in STEM,;

+ Plans and strategies to address issues like stereotyping, sexual harassment,
and mental health that might affect student retention.

4. NATIONAL COMMISSION FOR GENDER & EQUALITY (NGEC), UNESCO REGIONAL
OFFICE & UNESCO KNATCOM

4.1 Gender Policies & Implementation:

« Probe support in the implementation of gender-sensitive policies in higher
education institutions like the University of Nairobi;

+ Best practices to strengthen the gender framework within the university.

4.2 Gender and STEM Education Initiatives:

+ Probe existing programs that could be expanded or new initiatives that could
be introduced to enhance gender equity in STEM education;
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Policy recommendations to ensure the sustainability of gender-sensitive
programs in STEM.

5. KENYA UNIVERSITIES AND COLLEGES PLACEMENT SERVICES, COMMISSION
FOR UNIVERSITY EDUCATION (CUE)

5.1 Access and gender equity in STEM Programs:

+ Trends observed in the placement of students in STEM programs, particularly
regarding gender;

« Specific strategies to support the retention and success of women in STEM
once placed in universities;

+ Probe regulatory framework to address gender inclusivity in university programs,
particularly in STEM,;

+ Expectations for universities like UoN in terms of gender equity, and how is
compliance monitored;

« Improvements to the current policies to enhance gender equity in STEM.

Thank You.
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1 1 5 Appendix 5: Description of Study Participants In FGDs, RTDs AND Kills

Descriptions Activity Date

Kisumu Campus

1 Senior management RTD Kisumu RTDK 13/09/2024
(Director of Kisumu Campus, senior
lecturers, administrator, student
leaders), males and females

2  Focus Group Discussion with FGDKM 14/09/2024
Kisumu Campus Graduate and
Undergraduate Students, males and

females

3  Asenior scholar with gender KIIK1 14/09/2024
expertise from Kisumu Campus, a
male

4  Asenior scholar and former chair of KIIK2 16/09/2024

the gender committee at the Kisumu
Campus, a female

Koitalel Campus

5  Senior management RTD Kisumu RTDKO 04/10/2024
(Director of Kisumu Campus, senior
lecturers, administrator, student
leaders), males and females

6  Focus Group Discussion with FGDKOM 03/10/2024
Kisumu Campus Graduate and
Undergraduate Students, males and

females

7  Principal of the College, Koitalel KIIKO1 03/10/2024
Campus, a male

8 The Campus nurse, a female KIIKO2 03/10/2024

Mombasa Campus

9  Focus Group Discussion with FGDMM 19/09/2024
Mombasa Campus Graduate and
Undergraduate Students, males and

females

10 Director of Mombasa Campus, a KIIM1 17/09/2024
female

11 A gender expert at Mombasa KlIM2 19/09/2024
Campus, a female

12 RTD with Senior management RTDM 18/09/2024

(lecturers/technical staff and
administrators) Mombasa, males
and females
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Descriptions Activity Date

Main Campus
Faculty of Arts and Social Sciences (FASS)

13 FASS - FGD mixed group of male FGDFASSM  14/10/2024
and female undergraduate and
graduate students

14 FASS - Females only Group, FGDFASSF 14/10/2024
undergraduate and graduate
students

15 FASS — Administrators, males and FGDFASSA  15/10/2024
females

16 FASS — RTD — Senior RTDFASS 15/10/2024

management(Dean of students,
department chairs, gender experts/
scholars), males and females

Faculty of Science and Technology (FST)

17 Faculty of Science and Technology = FGDFSTM 05/11/2024
(FST) - FGD mixed group of male
and female undergraduate and
graduate students

18 Faculty of Science and Technology = FGDFSTF 06/11/2024
(FST) -FGD Females-only Group

19 Faculty of Science and Technology = FGDFSTA 07/11/2024
(FST) — FGD Administrators

20 Faculty of Science and Technology = RTDFSTFE 08/11/2024
(FST) and Faculty of Engineering
(FE) — RTD — Senior management
(senior lecturers/gender scholars/
department chairs), 4 females and

1 male

21 KIl — FST — Dean of students, a KIIFST1 06/11/2024
female

22 KIl - FST — Chair of the department, KIIFST2 12/11/2024

a gender expert, a female

Faculty of Engineering (FE)

Faculty of Engineering (FE) - FGD FGDFEM 31/10/2024
mixed group of male and female

undergraduate and graduate

students
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Faculty of Engineering (FE) - FGDFEF 30/10/2024
Females-only Group, undergraduate
and graduate students

Faculty of Engineering (FE) —-FGD FGDFEA 04/11/2024
Administrators, males and females

Faculty of Engineering (FE) -KIl 1—  KIIFE1 05/11/2024
Gender scholar, in charge of women
in STEM programmes at the faculty

Faculty of Engineering (FE)- Kl KIIFE2 08/11/2024
2 — dean of students’ faculty of

engineering, gender expertise,

female

Faculty of Health Sciences (FHS)

Faculty of Health Sciences (FHS) FGDFHSM 06/12/2024
- FGD mixed group of male and

female undergraduate and graduate

students

Faculty of Health Sciences (FHS) - FGDFHSF 06/12/2024
Females-only Group, undergraduate
and graduate students

Faculty of Health Sciences (FHS) FGDFHSA 05/12/2024
-FGD Administrators, males and
females

Faculty of Health Sciences (FHS) RTDFHS 05/12/2024
- RTD Senior management (senior
managers, lecturers, technical staff)
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