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Abstract

The gender policy, dubbed the NaBonal Policy on Gender and Development, is backed up by Kenya’s Two-thirds
Gender Principle. The gender policy draws parallels with internaBonal eTorts to increase women’s leadership
representa®on. The ConvenBon on the Eliminadon of All Forms of Discrimina©on Against Women akrms women’s
right to leadership and the InternaBonal Labour OrganizaBon’s ConvenBon against Harassment and Violence.
Kenya has already raBJed and naBonalized these internadonal laws. Further, Kenya has developed a Nadonal
Policy on Gender and Development. The gender policy is supposed to be applied in Kenyan ins6tuons. Gender
policy was intended to aTect leadership systems and promote the inclusion of women.

The goal of this study is to demonstrate policy creaBon and execufon inside labour organizaBons. Various
governmental and non-governmental ins6tudons have used the gender policy in varying degrees with varying
outcomes. For instance, the government of Kenya has failed to establish a framework for women’s representadon
in the NaBonal Assembly. The study assesses how women representaon policies in Kenya have created
opportuniBes for women leadership. The study used a mixed-methods approach. The study was employed to
supplement a contextual analysis of the organiza®on’s structures, policies, and relaBonships. The study analysed
how organizaGonal structures have impacted women’s representadon via the lens of the feminist theory. The
study Jndings indicate that most women work in women’s aTairs departments but there is low involvement in
leadership. Further, that gender policy implementa®on strategies have developed minimal leadership posi©ons.
The study recommends an increment in gender mainstreaming eTorts.
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Introduction

Women possess leadership and change-making problem is that women’s leadership and poliBcal
abiliBes and should par6cipate equally in democra6c parBcipabon are restricted at both the local and
governance, as guided by the NaGonal Policy on global levels by patriarchal systems, laws, and
Gender and Development (NPGAD). Women are culture, to name a few (Hepp, Somerville & Borisch,
underrepresented as members and okcials in 2019). The implementadon of the NaBonal Policy on
labour organizaBons in Kenya (Kamau, 2017). The Gender and Development will likely alleviate these
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constraints (Opoku, Anyango & Alupo, 2018). This
study seeks to demonstrate that gender policy has a
negligible eTect on women’s representadon in labour
organizaons’ leadership. The study will examine the
precise number of women in leadership posiGons
within the organizaBon and their impact and raise
awareness of the criBcal need to increase women’s
representadon in labour organizaBons’ leadership.
Thestudy’s Jndingswillaidinthe passage of legislaBon
promo8ng the representabon of marginalized groups
in labour organizaBons, including women, youth, and
persons with disabili©es, marginalized communioes,
and ethnic minoriGes.

InternaBonally only 28% of the managers and
leaders are women while men are 72%, a rafo that
has remained relaBvely stable over the last three
decades (DuNo, 2017). InternaSonal commitments
have been made to advance women’s leadership
representadon. The ConvenBon on the EliminaBon
of All Forms of Discrimina®on Against Women is one
such internaBonal commitment. CEFDAW akrms
women’s right to leadership parBcipabon. The
InternaBonal Labour OrganizaBon (ILO) is a global
labour organizaBon that has developed convenfons
and recommendaBons to advance gender equality in
the workplace, including ILO C190 on eliminang all
forms of harassment and gender-based violence. The
Sustainable Development Goals have also included
gender equality as the JOh goal. On the African
conBnent the African Union (AU) has declared a 50-
50 split by the year 2030 (Krook & ZeZerberg, 2017).

Women’s leadership and poliBcal parBcipabon
are constrained on both a local and global scale by
patriarchal systems, laws, and culture, among other
issues (Madsen & Andrade, 2018). Women are
under-represented as members and okcials in a
large number of organizaBons in Kenya. The under-
representabon occurs despite their demonstrated
capacity as leaders and agents of change, as well
as their enBtlement to engage in democraBc

governance on an equal foobng (Lagat & Maina,
2017). Kenya’s ]Jrst policy, the Nadonal Policy on
Gender and Development (NPGAD), was adopted
in 2000. The strategy established an exact point of
reference for addressing gender inequifes at all levels
of government and by private sector stakeholders.
AddiBonally, the strategy established a framework for
gender mainstreaming across all sectors to achieve
ekcient and equitable development outcomes
(Republic of Kenya, 2019).

The government published Sessional Paper No. 02
on Gender and Development in 2019. The gender
policy dubbed the Kenya NaGonal Policy on Gender
and Development is backed up by the Two-Thirds
Gender Principle as sBpulated in the ConsBtudon of
Kenya (Amunga & Amadalo, 2020). The gender policy
parallels internaBonal eTorts to increase women’s
leadership representaBon (Kamau, 2017). Thus, this
study aimed to assess the inNuence of gender policy
on leadership in labour organizaBons in Kenya and
determine how gender policy has created leadership
opportuniBes for women in labour organizaons
in Kenya. AddiBonally, the study examined how
gender policy implementaBon tacBcs promoted
women’s leadership prospects in the Kenyan labour
organizadons. Moreover, the study assessed the
dikculBes encountered in implemenéng a gender
policy on women leadership in Kenyan labour
organizaons.

The gender policy strives to build a just, fair, and
reformed social order that is not con] ned by gender-
based discriminadon in any aspects of living pracoces
(Lagat & Maina, 2017). Thus, this study intends to
evaluate whether inequaliBes based on gender have
been addressed in labour organizaBons. This study
is designed to explore the impact of gender policy
in the leadership of companies in Kenya. Its focus
was pegged on elected and appointed leaders and
members of staT of labour organizadons. Baldwin &
Tomiura (2020), believe that gender policies inNuence
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labour organizaBons’ leadership structures. Thus,
this study includes two trade unions and explores
the tacBcs that have promoted the inclusion of
women in the leadership of organizadons. The labour
organizadons are viewed as social movements aimed
at increasing women'’s representabon and asseréng
women’s right to leadership in physical and digital
environments (Hepp, Somerville & Borisch, 2019).

The study was limited due to the focus on labour-
oriented groups and did not cover religious
and poliBcal organizaBons. A focus on labour
organizaBons will enable the research to obtain
tailored Jndings for the labour market. The study
recommends research in other organizaBons, too.
The study is also constrained by the dynamics of
organizadons that keep on changing from 6me to
©me. However, the study is employing labour groups
that have existed for almost twenty years. The study
was limited to the geographical locaBon of unions.
Thus, the Nairobi Metropolitan zone was covered as a
strategic zone with a high union density. According to
Madsen & Andrade (2018), women'’s representadon
is signijcantly impacted by gender legislabon, and
the impact is in organizaBons in all secBons of a
naoon. The study is focuses on labour groups in 47
countries and membership drawn from all country
secoons. The Jndings of the study are of great
signiJcance to policy actors in labour organizaBons.
Academically, the study provides new data and new
knowledge. Further, the study has an intellectual
contribuBon to African Feminism and Development
since the ]ndings will promote feminism in the
labour market. The development of women is highly
encouraged in the study by creabng awareness on
women’s representadon in leadership and the need
to implement the gender policy.
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The History of Labour

Organizations in Kenya

The labour organiza®ons in Kenya were moulded by
collabora®on between workers, representadves, and
poliecians and the conNict between workers and
bosses (Kamau, 2017). Historically, trade unions have
protested against substandard working condifons,
culminaéng in the establishment of laws to alleviate
the workers’ situaon and the government’s
adopBon of ILO treaBes to guarantee workers’ rights
(Rai, Brown & Ruwanpura, 2019).

The Briesh government had a primiBve labour
policy before independence, which was eventually
amended. The 1937 Trade Unions’ Ordinance
established the terms and condi®ons under which
Africans might organize as members of trade unions.
Following independence in 1963, the government
implemented new legislaBon that evolved into
today’s labour regulaons (Lagat & Maina, 2017).

According to the Kenyan Trade Unions Act (Cap 233),a
trade union is a group or associa®on of more than six
employed people, whether temporary or permanent.
The primary mission of the trade unions is to manage
the interacbon between employees and employers.
According to Gomis, Kapsos & Kuhn (2020), a trade
union is an autonomous labour group that is not
akliated with an employer. The members pick their
leaders following the union’s ConsetuBon. Since
the country promulgated the current ConsBtudon
in 2010, Kenya has struggled to ensure electoral
equality, with labour organizaBons bearing the brunt
of the struggle (Kamau, 2017). The Internaonal
Labour OrganizaBon regulates the global labour
organizadons such as Trade Unions, NaBonal Labour
OrganizaBons, and Employers organizabons, among
others.




The underrepresentabon of women has been
amplijed with COVID-19. Numerous women have
lost their employment and leadership roles in labour
unions (InternaBonal Labour OrganizaBon, 2021).
It is anBcipated that implemen®ng gender policy
methods can increase the number of women in
labour organizaBons leadership posions (Freund,
2019). However, the COVID-19 pandemic has
brought to light long-standing gender inequiGes in
labour organizaBons (Baldwin & Tomiura, 2020).
The pandemic has exacerbated gender disparifes in
labour organiza®on leadership.

Gender Policy and Leadership

Space

Gender policy implementaBon is necessary for
a just, sustainable, and rights-based economy
(DuNo, 2017). Gender policy has approaches to
develop a Kenyan society where women have equal
opportuniBes and are fully and eTecBvely involved in
leadership at all levels of public life, economics, and
poliBcs (Opoku, Anyango & Alupo, 2018). According
to Amunga & Amadalo (2020), workers in labour
organizadons choose their leaders democraBcally
and are encouraged to nominate women. Thus, the
governance structures of labour unions have a cri6cal
role in determining women’s representagon.

In organizaBons, social interacon between
members and leaders fosters trust and a free Now of
informaBon, reducing instances of discriminabon and
indmidadon (UNWOMEN, 2019). Poli6cal leaders
use their backgrounds to assess and generate data
for decision-making (Amunga & Amadalo, 2020).
Thus, cultural, religious, and individual inNuences
may all contribute to male chauvinism. However,
organizaBonal leadership structures can ]lter out
such unfavourable features of decision-making and
emphasize the perspecéves of women and men.
Gender equality results in women’s empowerment,
which is a technique for increasing women’s

leadership parBcipabon. Gender equality is viewed
as a catalyst for expanding women’s leadership
spaces through legal frameworks such as gender
policy (Cook, Lorwin, & Daniels, 2019).

The lack of advancement of women in the polifcal
and governance structures of labour organizaBons
forced the creaBon of gender quotas to redress
these imbalances (Gomis, Kapsos & Kuhn, 2020).
Gender policy applies to all organizaBons and it is
mandatory to develop internal policies to implement
nadonal gender policies in specialized organizadons,
such as labour unions. Labour organizaBons have
azempted to undertake akrmabve acGon measures,
such as establishing a NaBonal Women CommiZee.
However, the problem of low women representadon
in the leadership of labour organizaBons has been
persistent.

According to DuNo (2017), gender policies raise
awareness of women’s cri6cal role in leadership
and economic development. Gender policy should
empower women and protect men and women from
gender-based violence and rape. Addionally, the
gender policy seeks to inNuence women’s economic
and poliBcal engagement

Gender Policy and Women’s

Opportunities in Organizations

The gender policy strives to increase women'’s
opportuniBes for leadership posiBons in labour
organizaons. The policy requires men and women
to have equal opportunifes. Discriminabon against
women, however, arises whenever some condi®ons
required for women’s leadership diTer from those
applicable to men (Cook, Lorwin & Daniels, 2019).
Women'’s representadon in labour groups is minimal,
as women hold very few signijcant elecbve or
appointed posts, par6cularly in trade unions,
where women consBtute a sizable proporfon of
the membership. AddiBonally, women’s presence
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in union decision-making bodies decreases as one
moves up the leadership structure (Opoku, Anyango
& Alupo, 2018).

Women are grossly underrepresented in the higher
ranks of trade union leadership, holding only 3.1
percent of leadership posiBons in Kenya (Kamau,
2017). They (Rai, Brown & Ruwanpura, 2019).
According to Gomis, Kapsos & Kuhn (2020), men
have historically dominated leadership in labour
organizadons. Women are not well-represented
in trade union leadership, and women leaders are
not enBrely integrated into trade union policies
and programs. Cook, Lorwin, & Daniels (2019)
contend that unions have failed to address gender-
based inequaliGes and cannot Jght for worker
rights appropriately. Nonetheless, they fall short of
suitably addressing gender concerns within their
organizaBonal structures. The study will complement
the work of Cook, Lorwin, & Daniels (2019) and
provide new informaBon on the extent of the under-
representadon of women.

According to Amunga & Amadalo (2020), gender
policy implementaBon has historically used a top-
down approach to addressing gender-related
issues. To the contrary, the gender policy must take
a bozom-up strategy, broadening the foundaBon
upon which women rely to access and u6lize the
opportuniBes that the gender policy provides.
The current strategies have failed because gender
policy has created limited opportunifes for women
to manage labour organizaBons in Kenya (Mawere,
2017). The study evaluated the urgent need to revise
planned tacBcs and expand women’s opportunioes.

Gender Policy and Progression

of Women

The contribuon of women and men to social,
poliBcal, and economic development is an important
right that is protected in all worldwide agreements,
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endorsements, and treaBes recognized by the
Kenyan government (Amunga & Amadalo, 2020).
Advancement in ladies’ leadership implies a shiO in
responsibilies which has removed women from a
lower level to a higher level. According to Mawere
(2017), gender quotas aim to improve the progression
of women’s leadership in the labour movement and
inNuence policy. The study examined the open and
accessible electoral roles and job categories for
women.

Kamau (2017), argued that progress toward gender
equality requires transformaBve complementary
policies and acOvifes that advance women’s rights
and empowerment through monitoring and analysing
structural inequali®es embedded in societal systems.
The essenBal topics to emphasize are gender
dispari©es, discriminaBon, and discriminatory
policies, all of which have harmed women’s
empowerment and involvement in leadership (Rai,
Brown & Ruwanpura, 2019).

Gender policy boosts women’s prospects and
increases the impact of women’s contribuon to
workers’ unions’ leadership, which gives women
posiBons in their leadership. AddiBonally, gender
policy can help eliminate gender discriminaBon and
facilitate women'’s access to posifons of leadership
(Rai, Brown & Ruwanpura, 2019). However, the
policy’s gender milestones have not yet been met
due to women'’s labour movement stagnaéon. There
is no progression of women to posi®ons of more
signijcant inNuence. Women who are members of
the NaBonal Women CommiZzee, for example, are
not eligible to join the NaBonal Execubve OKce.

Durrani (2018), asserts that women are more
constrained by gender, dejned as various features
and disencBons between masculinity and femininity.
Biological sex, the state of being male, female, or
intersex, sex-based social systems, including gender
roles and other social roles, and gender iden6ty are




all examples of these qualiBes. These restricons
prevent women from pursuing leadership posiGons
in labour groups. In addi®on, the limitaBons have
harmed women’s advancement in the Ilabour
movement (Amunga & Amadalo, 2020).

Theoretical Framework

According to Durrani (2018), a theore®cal framework
is a seasoned collecBon of preposi®ons formed from
and supported by data or evidence. It explains or
accounts for phenomena. A theore6cal framework
aims to explain why things are the way they are by the
applicaBon of theories. The theory that was used in
this study is the feminist theory. The feminist theory
is concerned with comprehending and analysing
the nature of gender inequality. The feminist theory
seeks to eradicate the societal mechanism by which
women are denied equality. The theory advocates
that women should not be treated diTterently due
to socially or experimentally constructed cultural,
polical, religious, biological, or psychological
standards (Freund, 2019). Mary WollstonecraO, a
feminist theorist, expounded on women’s rights
in her work, A VindicaBon of the Rights of Woman,
and advocated for women'’s engagement in decision-
making (Freund, 2019).

Okech (2020) believes that African feminists focus
on the unique needs of African women and the
constraints they face, including poverty and illiteracy.
In addiGon, the African feminists highlight the
weaknesses in governance structures that lead to the
under-representabon of women. Feminist ideology
requires the equitable parBcipa®on of men and
womeninleadership posiGons. Women’s parEcipaéon
in decision-making is criBcal and is one of the policy’s
focal points (Okech, 2020). Thus, this study uses
the feminist theory to examine the extent to which
women are represented in the labour organizaBon
leadership. The study applies the feminist theory to
determine whether the implementaGon of gender

policies has atected women’s representadon. The
researcher used African feminist views to evaluate
women’s inclusivity, women empowerment, and
aKrmaéve acoons. The feminist theory assisted the
researcher in understanding the place of women
leadership in trade unions

Conceptual Framework

This study criBcally analyses and evaluates how
gender policy impacts women’s representabon
and elecBon in leadership posiGon of labour
organizadons. The key strategies of the gender
policy include akrmabve acGon and women
empowerment. The strategies address the barriers
that aTect women’s representa®on, such as reducing
any form of gender-based discrimina®on. Further, the
strategy helps promote the involvement of women in
a decision-making posifon in the labour movement
and workers organizaBon. The par6cipadon of
women in the leadership of organizaBons promotes
women’s interests and the interest of the whole
society. The feminist theory helped the study iden6fy
components in the gender policy, such as akrma6ve
acoéons that promote women’s inclusivity, leading
to representadon in leadership structures of labour
organizadons.
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Figure 1:Conceptual Framework Diagram
Source: Researcher
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In Leadership

Methodology

The methodology secBon discusses the special data
gathering and analysis tacocs to meet the research
issues, such as the research site, study populadon,
research design, sample size and sampling
procedure, data collecon methods, and data
analysis and presentadon. The research design refers
to the overarching method used to connect the many
components of the study coherently and logically,
ensuring that the researcher etecOvely addresses
the research problem. According to Creswell (2013), a
research design is a collecGon of methodologies and
procedures for collecéng and interpreéng data on
the variables indicated in the problem inves6gadon.
Addioonally, the study design highlights data
gathering methods and a staBs6cal analysis plan and
serves as a framework for determining the answers
to research quesoons.

The study employed a mixed-methods approach to
collect guan6tabve and qualitabve data concurrently.
The study used a cross-secBonal design. A cross-
secoonal technique is advantageous for validaéng,

cross-validadng, and collaboraGvely establishing
conclusions (Durrani, 2018).

The researcher gathered secondary data through
an exhauseve assessment of the literature on trade
unions and the Kenyan labour market. According
to Creswell (2013), secondary data is advantageous
since it helps the researcher undertake a pracOcal
evaluaBon. The study used gender-segregated
Reports from labour unions, the InternaBonal Labour
OrganizaBon, and other labour organizaBons. The
study invesBgated the Quarterly Labour Force Survey
(QLFS) to ascertain the current state of the labour
market. The QLFS collects staBsBcs on Kenyan labour
market events for the populaBon aged 15 to 64
years. Employment, labour force par6cipadon rates,
unemployment, and labour underu6lizabon are all
presented in the survey. The research took place
virtually and had access to various databases and
publicaBons. The study was carried out for academic
purposes only.
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Analysis and Discussion

The researcher gathered secondary data through an exhauséve assessment of literature on trade unions and
the Kenyan labour market through reports from trade unions, the Internadonal Labour OrganizaBon, and other
labour organizaBons. The Quarterly Labour Force Survey (QLFS) was analysed. The QLFS data set contains events
in the Kenyan labour market between the ages of 15 and 64. Employment, labour force par6cipaBon rates,

unemployment, and labour underulizaBon were analysed.

Women’s Progression

Table 1 shows the number of women in management posifons per department in labour organizadons.

Table 1: Departmental distribudon of women in the management of labour organizaBons

Department RepresentaGon Percentage
Administraon 3 15%
Educa®on and Training 6 30%
Women ATairs 7 35%
Industrial RelaBons 2 10%
Child Labour 2 10%

These Jndings indicate that most women work
in women’s aTairs departments or educadon and
training. This also shows that there can be no
progression for women'’s leadership as long as women
conBnue to be underrepresented in administradon.
Only two respondents said that they employed
women in their industrial relaBons departments,
which indicates that few women are involved in
decision-making during collecOve bargaining CBAs.
This is certain to aTect the topics presented for CBA
negoBadon. Men’s priori©es would almost probably
dominate these issues, relega®ng women'’s issues to
the margins.

Women in the various departments have experienced
minimal shiOs in posi®on from low responsibility
to greater responsibility. Labour organizaBons have
overlooked certainaspectsofwomen’s representadon
and advancement since few departmental leadership
posiBons are available to women.

Gender policy has made liZle progress toward
ensuring women’s equal parcipabon and
advancement in leadership posions through
departmental establishments. Women have limited
access to leadership opportunies and, therefore,
have very minimal ability to exercise their rights.
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Women'’s Leadership Opportunities

Table 2 presents four categories of trade union membership.

Kenya Union of
DomesBc, Hotels
EducaBonal
InsBtuoons,
Hospitals, and
Allied Workers

No. | Union Est. Male Female Adults Youth Gain over |Loss over
Members Jve years | Five years
1. |COWU: 7200 4000 3200 5000 2200 1200 1500
CommunicaBon
Workers Union
2. KUDHEIHA: 50000 20000 30000 23000 27000 2000 500

Table 2: Membership of trade units
Source: Africa Labour, Research and EducaBon Insbtute ALREI (2020)

The study recognized that 81.25 percent of the members of the trade unions were recruited from the formal
labour force while 8.75 percent were recruited from the informal labour force. Trade unions have both male
and female members, but the number of women in KUDHEIHA is higher than that of men. However, labour
groups’ leadership has fewer women than men, which shows that women are poorly represented. Inadequate
implementadon of gender policy strategies has resulted in a decline in the number of women in leadership
posiBons in labour movements and unions. Due to a lack of gender policy implementaBon, a male-dominated
leadership has developed. There is no accommodaéon for women seeking more equality and the full development

of their potenBals.

Employment Standing

Indicator

Quarter 3, 2019

Quarter 2, 2020

Quarter 3, 2020

Popula6on (15-64) 26,951,051 27,486,975 27,665,619
Labour Force 20,448,408 20,507,523 20,931,079
Employed 17,816,381 15,870,357 13,674,570
Employment/Populadon 66.1 57.7 60.9

Ra6o (%)

Table 3:Employment/PopulaBon rabo

Source: Kenya NaBonal Bureau of Sta6sécs, KNBS (2020)
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In 2020, it was anBcipated that 1,368,606 individuals
would lose their jobs. The job loss was expected due
to businesses closing in reacGon to the economic
crisis caused by COVID-19. Seventy percent of the
workers who lost their jobs were female (KNBS,
2020). In 2020 the workforce decreased signiJcantly
at nadonal level due to COVID -19, resuldng in a
reducGon of union membership. COVID-19 has
exacerbated the under-representabon of women in
the union’s leadership posiBons, since many women
lost their jobs.

The study indicates that the decline in employment
resulted from massive retrenchment, contracong,
outsourcing, and unfair terminadons.

The study found out that women’s leadership

opportuniBes are declining since the membership
is decreasing due to a decrease in employment

Women’s Leadership Space

hence reducing the leadership opportunifes.
Few leadership opportuniGes lead to further
exclusion of women from the leadership of labour
organizadons. The administraBon of labour groups
is disénct from the membership, owing to women’s
underrepresentabon (ALREI, 2020). The problem
of women’s low representadon in the leadership
of labour organizaBons does not emerge from
membership. Women membership is average yet the
leadership representaBon of women is poor.

As stated in ArBcle 41 of the Bill of Rights, Kenyan
workers are represented by trade unions, which
provides that every worker can join a union. The study
Jndings indicate that while both men and women
are members of the labour unions, there are more
women members than men. Despite the enormous
numbers of women in employment, the Gender
policy has failed to allow women to parEcipate in the
leadership of labour organizadons.

The researcher analysed the parBcipaBon rate of women in trade union leadership to ascertain the level of

women’s parfcipadon

Rabng Representabon  Percentage
Very Poor 9 45%
Poor 3 15%
SaBsfactory 2 10%
Good 4 20%
Very Good 2 10%

Table 4: Women in trade union leadership posi©ons

The sta6s6cs indicate that women par6cipa®on in union leadership is very poor. Reports from mee®ngs and work-
shop representaBon indicate that women par6cipaBon was mainly not saBsfactory. The introducon of gender
policies has not resulted in a paradigm shiO in women’s leadership and development involvement. Labour organi-
zabons have not priori©zed gender equality or made concerted eTorts to expand women’s inclusion in leadership.
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Affirmative Actions for Women

The study sought to ascertain whether the Gender
Policy has created opportuniBes for women to
manage labour groups in Kenya. The unions’
publicaBons and resources analysis indicates that the
unions have some type of akrma6ve acon policy
addressing genderissues. AKrma6ve acbon programs
demonstrate that trade unions are sensi6ve to
women’s issues. However, the study found evidence
in the NaBonal Women Council agendas that there

were barriers to women’s eTecOve representadon in
the leadership of labour organizaBons, including lack
of support from fellow women union members.

Gender Policy Implementations
The study assessed the extent to which policies that
advocate for gender equity implementaBon have
increased leadership prospects for ladies in Kenya’s
labour groups and resulted in increased female
leadership par©cipadon.

Extent Representation Percentage
To a Large Extent 1 5%

To some Extent 12 60%

To a small Extent 20%
To no Extent at all 5%

Not Sure 10%
Total 20 100%

Table 5: Extent to which the Gender Policy has been implemented

The data reveals that most respondents about (60 percent) indicated that gender policy implementaBon has
resulted in some akrma6ve acBon policies and programs that had accomplished gender equality to some extent.
Some respondents expressed uncertainty. The reports from the unions’ ac6vifes indicate that akrma6ve acbon
measures were bene ] cial. However, The Unions should strengthen akrma6ve acbons to encourage more women
to take leadership posiBons in labour organizadons.

The study Jndings indicate that there are numerous obstacles in the implementaon of the Gender Policy as
regards placing women in leadership posiBons in Kenya’s labour organizaBons. The bene]ts of the Gender
Policy have not been realized in labour organizaBons as there is minimal parBcipa6on of women in the labour
organizadons leadership. Amunga & Amadalo (2020), assert that labour organizaons must implement gender
policies and akrmadve acon planorms, thus crea®ng spaces that will allow women to make crucial decisions
for the country.

The study examined The Kenya NaBonal Policy on Gender and Development and discovered that it has broad
policy principles, an insBtubonal structure, and plans for implemen®ng the government’s commitment to
gender equality. The Gender Policy aims to empower women and to involve them in development programs
(Kamau, 2017). The strategy envisions a united, inclusive and stable country that oTers equal chances to all in
development and leadership. The Gender Policy structure enables parBcipants to share their perspectves on
issues and develop strategies for eradica®ng social injusBce and gender inequaliBes in Kenya.
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The gender policy’s specijed development that
complies with a gendered perspecBve has not been
implemented. Thus, women and men conénue
to encounter numerous development-related
obstacles. COVID 19 and technological advancements
have created new blocks in the workplace. The
gender policy has not enabled underprivileged
and vulnerable women and men to have a voice,
par6cipate in, and proJt equally from the country’s
development projects.

Recommendations

More studies on the lack of the Gender Policy
implementadon in the leadership of trade unions
in Kenya should be conducted in the future. More
research should be conducted to invesBgate how
women parBcipate in union elecBons and examine
women’s representadon.

While most research in Kenya has focused chieNy
on how women are represented in various workers’
unions, it is vital to analyse the ekcacy of women’s
representadon.

The Nabonal Gender and Equality Commission
that supervises the execuBon of Kenya's women
representabon policies should endeavour to fast
track implementafon of the policy.

Women should be educated more aggressively on
the Gender Policy and the importance of eTecbve
representadon. Post-COVID-19 reintegrabon
soluBons for labour organizaons should focus on
gender mainstreaming perspecoves.

Gender policy implementaBon techniques should
be developed for Kenyan labour groups. Gender
mainstreaming should be rapidly increased since
it is crucial for poverty r3educton and long term
progress.

Conclusion

The objecbve of the study was to examine changes
made by some trade union organizaBons to
accommodate more women execubves, mainly
through akrma6ve acon programs. Progress toward
gender parity has been gradual, leaving women with
few leadership chances in labour organizaBons,
despite intense poliBcal development and
commitment methods encouraging gender fairness.
The implementaBon of gender guiding principles and
policies will foster a vibrant trade union movement
and provide reassurance that women will have
opportuniBes to access leadership posiBons. Despite
their growing labour force and union membership,
women conbnue to be excluded from execubve
authority and leadership in labour organizaBons.
There is a gap since there is no progression for
women because they are underrepresented in the
unions’ administraBon and decision-making organs.

The labour movement has promoted gender
mainstreaming and women empowerment in the
pursuit of gender equality but has produced few
opportuniBes for women in the process. Gender
policy implementaBon should impact decisions,
behaviours, and policies that promote gender jusce
and non-discriminadon.

The Jndings indicate that the Gender Policy has
contributed to some advancement of women into
leadership posiBonsinKenya’slabour unions, however
it has been slow and inadequate. Furthermore, the
Gender Policy implementadon tacBcs have created
few possibili©es for women to lead in Kenyan labour
groups. The study’s Jndings imply the need for
labour organizaBon policymakers to establish new
strategies, as policy actors and okcials now have
current and updated data on women in leadership
posiBons inside organizabons in Kenya.

The study underscored the essendal importance of
women’s representadon and leadership in the trade
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union organizadons. These organizabons can review exisong policies on women in leadership and boost the
female model, thereby implemen®ng the Gender Policy of the Kenyan ConsBtugon 2010 which has mandated
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