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PREFACE AND ACKNOWLEDGMENTS

The Gender Mainstreaming Workplace Policy for The National Treasury has been
developed to comply with the National Policy on Gender and Development, 2019, the
Performance Contracting Reporting Guidelines and to achieve gender equity and equality
through gender responsive strategies. The Workplace Policy was developed through a
participatory process with stakeholders drawn from the various directorates, departments,
units and sections within the National Treasury.

We would like to acknowledge the Principal Secretary, Dr. Chris Kiptoo, for his overall
leadership and support throughout the entire process of development of the Gender
Mainstreaming Workplace policy. The crucial role played by the Administration
Directorate in spearheading the process during the formulation of this Policy, was indeed
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Departments for providing inputs and feedback to enrich the Policy.

Finally, we wish to recognize members of the Gender Mainstreaming Committee for the
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this Gender Policy.

We urge all stakeholders in the Ministry to focus on the implementation of the Policy to
achieve gender equity and equality.

ANGUSI, OGW
PRINCIPAL ADMINISTRATION SECRETARY/TNT

iv



FOREWORD

Gender mainstreaming is a globally endorsed strategy for achieving gender equality by
integrating gender perspectives into every aspect of policy and program development.
Rather than treating gender equality as a separate issue, this approach ensures that gender
considerations are central to all activities–from policy development and research to
legislation, resource allocation, and program implementation.

The United Nations Economic and Social Council (ECOSOC) formally defined gender
mainstreaming in 1997 as the process of assessing the implications for women and men of
any planned action, including legislation, policies, or programmes, in all areas and at all
levels. The strategy makes women’s and men’s concerns and experiences an integral
dimension of the design, implementation, monitoring, and evaluation of policies and
programmes in all political, economic, and societal spheres.

The commitment by the Government of Kenya to mainstream gender in the entire
development process is articulated in the Constitution of Kenya; various policy documents
such as the Kenya Vision 2030, the Fourth Medium Term Plans of Kenya, Sustainable
Development Goals (SDGs) (specifically Goal 5 on gender equality and empowerment of
women and girls); and Africa Union Agenda 2063. Further, Kenya is signatory to various
international treaties and conventions that advocate for equal rights for women and men
and integration of gender dimension in policy formulation and implementation.

The National Policy on Gender and Development, 2019 aims at achieving gender equity
and equality by creating a just society where women and men have equal access to
opportunities in the political, economic, cultural and social spheres of life. The
domestication and implementation of the National Gender and Development Policy by
Ministries, Departments, Agencies and Counties (MDACs) is imperative in ensuring
gender inclusivity for sustainable development. The National Treasury remains committed
to undertake gender mainstreaming by developing gender related policies as required by
the Guidelines on Performance Contracting.

The Gender Mainstreaming Policy for The National Treasury aims at achieving gender
equality at the workplace. The objective is to provide a Bamework for integrating gender
mainstreaming in policies, programs, plans, guidelines and budgets at The National
Treasury. Further, the Policy will strengthen institutional arrangements for gender equality
at The National Treasury, enhance gender management skills of staff, raise the general
level of gender awareness and ultimately provide a gender Riendly work environment at
The National Treasury.
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The Workplace Policy recognizes that achievement of gender equality and gender
mainstreaming in economic development will require concerted efforts of all key actors

_ and stakeholders. In this respect, I call upon all the staff at the National Treasury both at

bLle Headquarter and National Government Sub County treasuries to work together in
elfsuring the implementation of this Workplace Policy. I look forward to collaboration with
development partners and stakeholders in complementing the efforts of mainstreaming
gender in the public financial management function.

KIPTOO, CBS
PRINCIPAL SECRETARY/TNT
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ABBREVIATIONS

AGPO
FGM
GDI
GBV
M&E
MDAs
MDACs
MTPs
NCPWD
NGAAF
NGEC
PAS
PC
PETS
PSC
PWDs
PPRA
SDGs
SGBV

Access to Government Procurement Opportunities
Female Genital Mutilation
Gender Development Index
Gender Based Violence
Monitoring and Evaluation
Ministries, Departments and Agencies
Ministries, Departments, Agencies and Counties
Medium Term Plans
National Council for Persons with Disabilities
National Government Affirmative Action Fund
National Gender and Equality Commission
Performance Appraisal System
Performance Contracting
Public Expenditure Tracking Surveys
Public Service Commission
Persons with Disabilities
Public Procurement Regulatory Authority
Sustainable Development Goals
Sexual Gender Based Violence
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DEFINITION OF TERMS

Affirrnative Action: Any temporary measure designed to overcome or cure inequality or
a systematic denial or infringement of a right or fundamental freedom.

Flexi Time: Refers to change of an employee's terms and conditions of employment to
provide ease of breastfeeding the baby or to undertake any other unpaid care
responsibilities to the children, sick and elderly.

Gender: Socially determined power relations, roles, responsibilities and entitlements for
men and women; girls and boys.

Gender Analysis: The process of examining roles, responsibilities, or any other aspects,
with regard to women and men; boys and girls, with a view to identifying gaps, raising
concerns and addressing them.

Gender-awareness: Recognition of the differences in the interests, needs and roles of
women and men in society and, how this results in differences in power, status and
privilege.

Gender Empowerment: A process through which men, women, boys and girls acquire
knowledge and skills, and develop attitudes to critically analyze their situations and take
appropriate action to improve their status in society.

Gender-Based Violence: Violence meted out to people based on their gender. It includes
physical, sexual, mental or economic harm inflicted on a person because of socially
ascribed power imbalance between males and females.

Gender blindness or neutrality: The inability to perceive that there are different gender-
based expectations and responsibilities and, consequently, the failure to realize that
policies, programmes and projects impact differently on women and men.

Gender Discrimination: Unequal or preferential treatment to individuals or groups based
on their gender that results in reduced access and control of resources and opportunities.

Gender I}isaggregated Data : Data that considers culturally defined gender roles and
responsibilities. It involves applying a gender lens to sex-disaggregated data> plus asking
deeper gender – oriented and other equity questions.

Gender Gap: This refers to the extent of the differences and inequalities along gender
lines, which are ascertainable through quantitative and qualitative data.

GendeF EqualitY: Equal treatment of women and men; boys and girls so that they can
participate and enjoY the benefits of development including equal access to and control of
opportunities and resources.
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Gender Equity: Practice of fairness and justice in the distribution, access to and control
of resources, responsibilities, power, opportunities and services.

Gender mainstreaming: Consistent integration of gender concerns into the design,
implementation, monitoring and evaluation of policies, plans, programmes, projects and
activities at all levels.

Gender parity: A statistical measure used to describe ratios between men and women, or
boys and girls, in a given population. Also Gender parity is proportionate representation of
men and women in a given group.

Gender responsiveness: Action taken to correct gender imbalances.
Gender responsive budget: Refers to the analysis of the impact of the actual government
expenditure and revenue on women and girls as compared to men and boys. It helps
governments decide how policies need to be adjustable and where resources need to be

reallocated to address poverty and gender inequalities.

Gender roles: Socially assigned roles and responsibilities as opposed to biologically
determined functions.

Gender sensitization: Process of developing people’s awareness, knowledge and skills on
gender issues.

Sex: Refers to the biological and physiological characteristics of males and females.

Sexual Gender Based Violence: Harmful acts directed at an individual based on their

gender which takes numerous forms such as intimate partner violence, sexual violence,
child marriage, FGM, trafficking for sexual exploitation, and female infanticide.

Sexual harassment: Unwelcome acts of a sexual nature that cause discomfort to the
targeted person. These include words, persistent request for sexual favors’, gestures, touch,
suggestions, coerced sexual intercourse or rape.
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EXECUTIVE SUMMARY

The National Treasury recognizes the need to address the issues and concerns of both men
and women and will continue to mainstream gender issues as a key strategy for enabling
the participation and recognition of all persons at the workplace regardless of their gender.
The Gender Mainstreaming Workplace Policy endeavours to create a just and equitable
work environment that respects the human rights and acknowledges all the diversities
among staff The Policy is in line with the National Policy on Gender and Development
2019 that seeks to promote rights and equal opportunities for all. The principles that
guide the Gender Mainstreaming Workplace Policy for the National Treasury are also in
accordance with the International Conventions and the Constitution of Kenya 2010.

The Workplace Policy provides guidance on how to address day to day gender matters
arising within the workplace and outlines rights and responsibilities of the staff. The
strategies outlined in this Policy aim at promoting the principles of gender equality,
diversity and inclusion.

Chapter one highlights the role ofthe National Treasury in national economic development,
and commitment to undertake gender mainstreaming as required by Guidelines on
Performance Contracting. Further, the Chapter presents the legislative, policy and
regulatory framework; the rationale for the Gender Workplace Policy; the Policy goal;
objectives of the Policy; the guiding principles; and the scope of the Policy.

Chapter two explores the situational analysis, putting into perspective the prevailing
situation in mainstreaming gender in policies, programmes, projects, guidelines, and
budgeting at the National Treasury. The Chapter describes compliance with the two-thirds
gender rule in Human Resource Management and Development; access to government
procurement opportunities; gender responsive efforts in the work environment. Finally, the
chapter highlights challenges in gender mainstreaming within the National Treasury.

Chapter three provides workplace policy commitments and implementation strategies to
ensure smooth and sustainable mainstreaming of gender in The National Treasury. The
ultimate goal of these policy commitments is to ensure that The National Treasury is a
gender responsive organization that ensures men and women are given equal opportunities.
The promotion of gender equality and inclusivity in National and County governments’
pollcles and plans is a keY step in ensuring equal participation of men and women in socio-
economic pro©ammes and projects. The Workplace Policy also sets out administrative
measures and actions, strategies to address existing gaps in the realization of gender
equalitY at The National TreasurY as well proposes gender mainstreaming issues that will
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support the domestication and implementation of the National Policy on Gender and
Development 2019.

Chapter four presents the implementation and institutional arrangements of the Gender
Mainstreaming Workplace Policy. The Chapter also spells out the roles of the Accounting
Officer, Gender Mainstreaming Committee, various Directorate in mainstreaming gender
that include Social and Governance that is in charge of spearing gender issues, other
technical directorates and Administration directorate, as well as the roles and
responsibilities of employees.

Chapter five provides the essential frameworks for Monitoring, Evaluation, Reporting
processes and timelines for the Policy Review.



CHAPTER ONE: INTRODUCTION

1.0 Overview

The chapter presents the background to gender mainstreaming, existing legal and policy
framework, the Policy goal, objectives and guiding principles.

1.1 Background on Gender Mainstreaming

Gender mainstreaming is recognized as a strategic approach to ensuring that the concerns,
experiences, and priorities of both women and men are systematically integrated into the
design, implementation, monitoring, and evaluation of policies, programmes, and
development initiatives across all sectors of the economy. Sustainable economic and social
development can only be achieved through the full and equal parlicipation of women and
men in all spheres of national development.

Accordingly, policy formulation and development processes must deliberately recognize
and address the distinct practical and strategic needs of women and men to foster inclusive
and sustainable development outcomes. Gender-responsive policy fomnulation, planning
and programming promote equality and equity, enhance efficiency and accountability,
optimize the utilization of resources, and contribute to improved well-being for all
members of society. It is therefore imperative that planning and budgeting processes
consider the differential impact of poverty, access to opportunities, and resource allocation
on women, men and other vulnerable groups including youths.

The commitment of the Government of Kenya to mainstream gender across the national
development agenda is anchored in the Constitution of Kenya, the National Policy on
Gender and Development 2019, Kenya Vision 2030, successive Medium-Term Plans, the

Sustainable Development Goals (SDGs), and the African Union Agenda 2063, among
other policy and legal frameworks. Kenya is also a signatory to various international and
regional treaties and conventions, including the Convention on the Elimination of All
Forms of Discrimination Against Women (CEDAW) and the Convention on the IUghts of
the Child (CRC), which advocate for equal rights and opportunities for women, men, boys
and girls, and call for the integration of gender perspectives in policy development and
implementation processes.

To institutionalize gender mainstreaming, Ministries, Departments, Agencies, and
Counties (MDACs) are required to domesticate and implement the National Policy on
Gender and Development, 2019. The Policy affirms the right of women, men, boys and
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girls to parlicipate in and benefit equitably from development initiatives. It further seeks to
promote gender equality and equity through the establishment of a just and inclusive
society in which all persons have equal access to opportunities and benefits within the
economic, political and socio-cultural spheres. The Policy identifies gender mainstreaming
within MDACs as a critical strategy for achieving sustainable development in line with the
aspirations of the Kenya Vision 2030 development blueprint.

In this regard, the National Treasury remains committed to advancing gender
mainstreaming in accordance with the National Policy on Gender and Development 2019
and the 22nd Cycle Guidelines on Performance Contracting. Effective implementation of
this Policy will contribute significantly to the promotion of gender equality and women’s
empowerment, while enhancing equity in access to, control over and parlicipation in
resource allocation and development processes, particularly for women, youth and other
vulnerable groups.

1.2 Mandate of the National Treasury

The National Treasury is established under Article 225 of the Constitution of Kenya, 2010.
The mandate of The National Treasury is primarily derived from the Public Finance
Management Act, 2012, and is further supported by Presidential directives as issued from
time to time.

Functions of the National Treasury

1. Overall economic policy management:
2. Management of public finance;
3. Resource mobilization to finance budget deficit:
4. Formulation of National Budget:
5. Public debt management;
6. Formulation and maintenance of government accounting standards;
7. Bilateral and multilateral financial relations;
8. Capital markets policy:
9. Oversight over revenue collection;
10. Competition Policy Management and National Pensions Policy Management;
11 . Insurance policy and regulation;
12. Public procurement and asset disposal policy;
13 . Public investment policy and oversight;
14. Development and enforcement of financial governance standards;
15. Financial sector analysis and management including SACCOs, NSSF and NHIF;
16. Financial institutions oversight;
17. Management of National and County Governments financial

system and standards;
management
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18. Development of Kenya as an international financial center;
19. Anti-money laundering policy:
20. Custodian of National Government assets and properties;
21. Secretariat to the Intergovernmental Budget and Economic Council; and
22. Administration of the framework for procurement, disposal, administration and

management of common user items.

1.3 Rationale of the Gender Workplace Policy

Gender inclusivity has become an integral consideration in national development planning.
The imperative to uphold gender equity and equality in socio-economic planning cannot
be overemphasized. However, despite a progressive Constitution that advocate for gender
equality and women’s empowerment, gender inequality remains a key concern in Kenya.

Patriarchal structures and deep-rooted cultural beliefs and practices continue to pose
significant barriers to gender mainstreaming, as they perpetuate unequal power relations
and further reinforce inequalities between women and men.

Notably, progressive provisions in law have not delivered gender equality in practice
raising the need to develop a policy that addresses the variety of manifestations of gender
discrimination and inequality. In this regard, there is need for MDAs to domesticate the
National Policy on Gender and Development, 2019.

The goal of Gender Mainstreaming Workplace Policy for The National Treasury is to
achieve gender equality at the workplace. The mainstreaming will be attained by enhancing
participation of women, men and other vulnerable groups (youth, children, persons with
disabilities, older members of the society and minority and marginalized groups) for
effective service delivery. The Policy will also set out administrative
measures/actions/strategies to address the existing gaps in the realization of gender equality
and inclusion in the Ministry as well as propose gender mainstreaming initiatives in the
overall national development plarming and formulation of policies.

1.4 Gender Workplace Policy Goal

The overall goal of this Workplace Policy is to achieve gender equality and equity within
The National Treasury. The goal will be achieved through gender mainstreaming in
policies) plans and budgets for sustainable socio-economic development.

3



1.5 Objectives of the Gender Workplace Policy

The main objective of this Gender Mainstreaming Workplace policy is to establish
mechanisms and #ameworks that will guide gender mainstreaming in policies, programs
and budgets in The National Treasury.

The specific objectives are to:
i. Provide a framework for integrating Gender mainstreaming in policies, programs,

plans, guidelines and budgets at The National Treasury;
ii. Ensure compliance with legal and policy Gender commitments by the Government;
iii. Strengthening institutional procedures and operations in The National Treasury;
iv. Enhance awareness on gender issues at The National Treasury; and
v. Ensure a gender responsive and inclusive work environment at the National Treasury.

1.6 Scope of the policy

The Gender Mainstreaming Workplace Policy will apply to the National Treasury staff and
stakeholders. The policy will be implemented both at the headquarters and National Sub
County Treasuries.

1.7 Guiding principles

The implementation of the Gender Mainstreaming Workplace Policy will be guided by the
following principles:

1. Equality, equity and non-discrimination – The Policy recognizes that every
person regardless of their gender has equal rights, opportunities and responsibilities
and is protected from any form of discrimination;

11, Diversity and inclusion - The Policy acknowledges that every person in the state
Department has a right to the various services irrespective of their social, economic,
religious and political backgrounds;

iii. Respect for the rule of law – The Policy provides for equity, social justice,
inclusiveness, equality, human rights and dignity, as well as protection of the
marginalized;
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iv. Participation – The Policy identifies, engages with and encourages active
involvement of its stakeholders in decision-making and implementation.

v. Transparency and Accountability - The Policy provides openness, fairness and
responsibility for administrative actions.

1.8 Legislative, Policy and Regulatory Framework

The Gender Mainstreaming Workplace Policy is anchored in the Constitution of Kenya,
relevant national policies and legislation, as well as regional and international frameworks
that uphold the principles of gender equality and non-discrimination. In particular, the
Policy is guided by the following:

1. The Constitution of Kenya: ANkle 10 on national values and principles of
governance provides for human dignity, equity, social justice, inclusiveness,
equality, human rights, non-discrimination and protection of the marginalized;
Article 27 on equality and freedom from discrimination; Article 227 on procurement
of public goods and services which supports access to government procurement by
disadvantaged groups; Article 232 on values and principles of Public Service
include representation of Kenya’s diverse communities; and affording adequate and
equal opportunities for appointment, training and advancement at all levels of the
Public Service of men and women; Article 81 that states that not more than two-
thirds of members of the elective public bodies shall be of the same gender and
Article 28 that states that every person has inherent dignity and the right to have that
dignity respected and protected among others;
The Kenya Vision 2030’s Social Pillar, seeks to mainstream gender equity in all
aspects of society by making fundamental changes in four key areas that include:
opportunity; empowerment; capabilities; and vulnerabilities;
The successive Mediunr-Term Plans of the Kbnya Vision 2030 seek to ensure
equity in access, control and participation in resource distribution for improved
livelihood of women, youth and vulnerable groups. The objective has been to
promote gender equity and equality;
The National Gender Equality Commission Act, 2011 provides for gender
equality and freedom from discrimination. This Act is in line with Article 27 of the
Constitution;

The National Policy on Gender and Development, 2019 aims at achieving gender
equity and equality through creating a just society for all;
The EmploYmlent Act 2007 provides for the 3 months paid maternity leave for
mothers and 14 days paterbity leave for men;

li.

iii.

IV.

V.

Vl.
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Vll.

viii.

ix.

X.

The Health Act, 2017 provides for flexi time at the workplace and provision of
lactation stations at workplace;
The Public Finance Management Act, 2012 outlines the importance of involving
special interest groups and especially in public participation;
Public Procurement and Disposal Act, 2015 under the preference and reservation
schemes, that requires all procuring entities to reserve 30% of the procuring budgets
to the special groups (women, youth and persons with disabilities); and
The Ministry of Health Guidelines for Securing a Breastfeeding Friendly
Environment at the Workplace May 2018.

In addition, Parliament has enacted various laws to implement the Constitutional
provisions for gender equality including the Matrimonial Property Act, 2013; the Marriage
Act, 2014 and the Sexual Offences Act, 2006.



CHAPTER TWO: SITUATIONAL ANALYSIS

2.0 Overview

This Chapter presents a situational analysis of gender mainstreaming within programmes,
projects, policies, guidelines, and budgeting processes; human resource management and
development; implementation of the Government Preference and Reservation Procurement
Scheme; promotion of a gender-responsive work environment; management of gender-
disaggregated data; and the key challenges affecting effective gender mainstreaming.

2.1 Introduction

The Constitution of Kenya advocates for gender equality and the uplifting of the lives of
women and girls; men and boys. The programmes and projects outlined in the successive
MTPs of the Kenya Vision 2030 places emphasis on promotion of gender equality and
empowerment of women, men, youth, children and other vulnerable groups. The emphasis
is in the recognition that empowerment is essential in realizing human rights and
sustainable development.

The Government is determined to strengthen gender equity and equality by developing and
implementing national policies, legislations, and ratifying relevant international and
regional instruments that address gender related issues

2.2 Gender Mainstreaming in Programs, Projects, Guidelines, Policies and
Budgeting

The National Treasury takes into consideration gender mainstreaming in all progranunes,
policies, plans and guidelines. The National Treasury has mainstreamed gender equality
and equity into the national budget primarily by incorporating targeted affirmative action
funds

SpecificalIY9 the National Treasury is implementing the following strategies to enhance
gender mainstreaming budgeting:

i. Targeted Economic Empowerment Funds: The National Treasury guides in
allocation of fbnds for specific gender empowerment initiatives. This includes
ongoing capitalization of the Women Enterprise Fund (WEF), the Hustler Fund, and
other affirmative action allocations tailored to upliR grassroots women and female_
led MSMEs;
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11. Anti-FGM and GBV Allocations: The National Treasury guidelines and circulars
explicitly ring-fence development and recurrent budgets in dockets like the State
Department for Gender and the Anti-FGM Board;

iii. Guidelines and Policy Frameworks: Collaborating with the National Gender and
Equality Commission (NGEC), The National Treasury utilizes Guidelines for
Gender Responsive Budgeting in Kenya, 2014 to train budget officers on how to
integrate gender considerations throughout the planning and implementation cycles;
and

iv. Budget Policy Statements (BPS): The National Treasury outlines women’s
economic empowerment and gender-inclusive enablers in its annual Budget Policy
Statements in compliance with Parliamentary resolutions and the Public Finance
Management (PFM) Act, 2012.

2.3 Human Resource Management and Development

The management of human resources at the National Treasury is guided by the existing
Human Resource Policies and Procedures Manual for the Public Service May 2016, Public
Service Commission circulars; and the applicable career progression guidelines. The
National Treasury is committed to enhance gender responsive skills development and
career progressIon.

2.4 Analysis of the staffing situation at The National Treasury

The National Treasury is compliant with the two-thirds gender principle. Analysis as at of
May 2026 indicate that, in-post staff are 2,536 (1,073 females (42%), 1,463 males (58%)).
Out of the total number of staff, the National Treasury has 69 persons with Disabilities
(2.7%) out of which 23 are women and 46 are male. The total number of Officers in Job
Group P1 are 714 out of which women in Job Group P are 218 (3 1%).
The total number of industrial attachments as per the FY2025\2026 is 166 in total
comprising of 85 males and 81 females. The Internship programme has a total number of
312 officers comprising of 1 85 males, 127 females and 3 persons with disabilities

Further, the processing and execution of promotions for eligible officers is prudently done
on merit through the Human Resource Management and Development department
regardless of gender. This aims at filling vacant positions, enhancing employees’
productivity and the capacity of the organization to deliver on its mandate. In addition, The

IDecision making level
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