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ABSTRACT 
Essner, I. and Hesse, S. 2016. More than a technical issue for women in science. Uppsatser 
Kulturgeografiska institutionen. Uppsala universitet.  

Kenyan women carry a lot of pressure from cultural expectations and norms; there are also a lot of 
prejudices regarding what women are supposed to do. At the University of Nairobi, Kenya, women in 
technical educations are a clear minority. This thesis aims to illuminate the obstacles women in 
science face when they pursue higher educations. By illuminating the obstacles the thesis hopes to 
answer why there are fewer women than men in higher educational levels who choose science. 
 
The study has been conducted as a field study at the University of Nairobi with interviews and focus 
groups. The interviews were performed with men, women, employees and students to get a broad 
perspective on how everyone viewed the situation of women in science. The focus groups focused 
more on the women’s own experiences of being in the technical field. The empirical data has been 
analysed using theories regarding social constructions, hegemonic masculinity, gender equality and 
equity. Factors that the thesis concludes to hinder women to pursue science and technology are 
cultural expectation, the fact that science is considered to be masculine subjects reserved for men. 
There are also common that early childbirth hinder women from pursuing higher levels in the 
academia. 
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1. INTRODUCTION 

Throughout history, women in Kenya have been underrepresented in high decision-
making positions and have at the same time had less access to education and 
employment (USAID, 2015). The number of women is declining in comparison to men 
in higher education, especially regarding technical disciplines at a university level 
(Webster, K. 2010:19-21). With the goal towards a more gender balanced country the 
Kenyan government has introduced laws regarding gender equality (Laws of Kenya, 
2010:24). During the past years the gender gaps in higher educations in Kenya has 
narrowed, but that change is not as observable in the field of technical educations as in 
other disciplines. The low number of women in science is a complex problem and is 
therefore important to address in order to accomplish any changes (Fox, M. F, 
1998:202).  

At the University of Nairobi (UoN) the gap is wide between the number of women and 
men pursuing education in science and engineering (UoN 2012:76-82, 2013:96-103, 
2014:81-87). To highlight the gender issues and the problems of gender inequality at the 
university’s different educations the UoN has introduced a gender policy which 
everyone is expected to follow since the university aims for gender equality in their 
educations (UoN, Gender Policy 2008:i).  

The government's measures and UoN:s gender policy are however not enough to 
encourage more women to pursue science and there may be many explanations for this. 
Even though there are positive changes in the Kenyan school system in general and a 
greater awareness is brought upon gender equality at the universities, there are still 
factors that are influencing women not to pursue science even if they actually want to 
pursue it.  

Even if the government and universities aim for gender equality, Kenyan women and 
men are brought up with traditional, cultural norms and prejudice where higher 
technical education is not appropriate for women (Ellis, A. 2007:18). It is important that 
the university environment changes from being a male dominated environment to a 
gender balanced milieu where men and women have the same opportunities 
(Coordinator at ISP, 2016-03-08). This study deals with the conflict between cultural 
expectations and the new demands of society on the observance of equality. This 
subject is highlighted in order to enable any possible changes in the future.  

1.1 Problem formulation 

The purpose with this field study is to investigate explanatory factors to why the gender 
balance is uneven by illuminating possible obstacles that prevent women from 
advancing in their academic careers within science at the UoN. This study is also meant 
to illuminate the barriers they might have experienced in the past within their academic 
career. By making a local context analysis at the Institution of Nuclear Science (INST) 
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and the Department of Physics at the UoN the study will result in a clear idea about the 
experiences of the women attending higher technical educations, such as master of 
science, postgraduate and lecturer in the scientific disciplines at UoN. This study gets its 
unique character through its specific context at a Kenyan university with main focus on 
men and women’s perceptions about women in science. Since women in science goes 
against the norm in Kenya it is also important to highlight the subject at the university. 
Because by highlighting this subject, women’s situation in the technical fields at UoN is 
put in focus. 

The women studying and working at UoN are able to point out if they experienced any 
obstacles in their academic career and if they see any problem in advancing in future 
careers or within the university environment. By combining the insights from both 
women and men, who are working and studying in the technical field, this study could 
pin down the reason why there are fewer women than men at technical educations at 
UoN. To be able to highlight this issue the goal is to promote women's access to 
education and advancement in their academic career within the technical field. 

Moreover the question that is raised to answer the purpose with this study is the 
following: 

! Why are there fewer women than men that advance in their academic career 
within the technological educations at the University of Nairobi? 

The previous question is going to be based on the women's experiences in this study and 
can therefore be accessed by the following sub-questions: 

! What obstacles do women experience when they are pursuing higher technical 
educations at the University of Nairobi? 

! How are women in technical education's perceived? 

1.2 Delimitations 

This study is based on students, technicians, professors and lectures from the INST, and 
Department of Physics, two departments with Master of Science students. Therefor this 
study cannot represent the bachelor programs at the university nor give an accurate 
picture for all master programs, merely a general point of view. The study was limited 
to this institution and department because of the number of students at these scientific 
programmes. Another reason for this limitation was that the International Science 
Program (ISP) at Uppsala University had reliable contacts at these divisions and ISP 
recommended that the study be performed there. Lastly, the study was limited to the 
Department of Physics and the INST because they work with gender balance and 
because they struggle with low female attendance and keeping women to complete their 
educations. 
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1.3 Background 

In 2005 the government of Kenya developed a strategy, Vision2030, to transform 
Kenya into a middle-income country by 2030 (Trustees of Princeton University, 
2015:1). The vision is based on three pillars, The Economic Pillar, The Social Pillar and 
The Political Pillar, which are intended to improve the country in the three different 
areas (Kenya Vision2030, 2015). According to Vision 2030 the Social Pillar purpose is 
to improve the life for all the people of Kenya. Within the pillar one of the sub-sectors 
is Gender, Youth and Vulnerable Groups (Kenya Vision2030, 2015). 

At the year 2010 a new constitution of Kenya was introduced; the constitution 
considered, inter alia in §27 Equality and freedom from discrimination, the gender 
equality (Laws of Kenya, 2010:24). Throughout this new constitution a two-third-
gender principle was established. Even the National Gender and Equality Commission 
(NGEC) originate from this new constitution whose main mandate is to promote gender 
equality and freedom from discrimination (NGEC, 2013). The functions of NGEC are, 
among others, to act in Kenya as a principal organ to make sure that all conventions and 
treaties regarding issues of equality and freedom are followed (NGEC, 2013).  

Furthermore, the NGEC obligation is to ensure that all sectors and actors, in the 
provisions regarding equality and equity in Vision 2030, are respected and executed 
within the timeframes (The NGEC, 2013). According to a coordinator at NGEC their 
annual report, about gaps and gains within gender, shows how many of the institutions 
that are gender balanced, the commission analyse the annual report and subsequently do 
an audit to the institution (2016-04-12). If the institutions do not fulfil the requirements 
they can apply for training in gender mainstreaming and other issues at the NGEC 
(Coordinator at NGEC, 2016-04-12).  

According to the Swedish UN-association (2016) the gender balance in primary schools 
in Kenya is evenly distributed but the number of females is decreasing in higher grades. 
Although the number of females in higher education has increased  in recent years there 
is still a larger share of male students (Swedish UN-association, 2016). To overcome the 
problem with an uneven gender balance, the specific goal for the national universities is 
to follow their gender policy and as well as meet the two-third-gender principle and 
work against any kind of discrimination (Coordinator at NGEC, 2016-04-12). For 
example, in Kenya about 300 women candidates benefit from affirmative action when 
getting accepted to universities every year (Onsongo, J, 2009:76).  

To work with gender issues at the university a Gender policy has been established. This 
is one of the central documents in the UoNs strategic plan for the gender policy. 
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The University’s overall aim is to create and sustain a fair and just academic environment where 
men and women have equal opportunities, voice, rights and access to resources, so that persons of 
both genders can realize their full potential and contribution within a community of scholars with a 
culture of mutual respect (UoN, 2016a). 

The UoN Gender Policy concerns areas like code of practice and implementation 
mechanisms, which include role models, university staff awards, gender violence, 
implantation framework, monitoring and evaluation system etcetera (2008:i). Because 
of previous inequalities and inequities affirmative actions are used to give privilege to 
special social groups and at UoN affirmative actions are used at the applications to 
ensure improved gender balance in the programmes (UoN, 2008:7). According to the 
UoN Gender Policy the Joint Admissions Board’s (JAB’s) use affirmative action in the 
admission of female students by lowering the women’s cut-off limit by one point 
(2008:7). Moreover, this is only a short-term solution at the UoN, which is supposed to 
be combined with other special measures (UoN, 2008:ii).  

Because of a rising need of special consideration in marginalization of female students 
the Women Students’ Welfare association (WOSWA) was established. The WOSWA is 
a female student association at UoN which mission is to empower women at the 
university by increasing their capacity within education and mentoring (UoN, 2016b). 
The WOSWA aim to improve the situation for female students and improve their self-
esteem so that they will aim for higher positions at the university and in society as well 
as working for togetherness between all the students at the university (UoN, 2016b). 

2. THEORY AND PREVIOUS RESEARCH  

In this section the theoretical approach of this study will be presented. The theories 
presented in this chapter will be used as assistance for the analysis and interpretation of 
the collected empirical data. The chosen theories aim to emphasize gender differences, 
sex roles and gender unbalance in particular the gender differences women experience 
in science and technical fields at a university level. 

2.1 Social construction of gender and sex roles 

The associate professor of media, society and the arts Mary Kosut claims that a social 
construction is created by the society in order to simplify information into categories, 
which later on become commonly accepted and practiced within the society (2012:347). 
Authors within the subject refer to the philosopher in science Ian Hackings scheme, in 
order to understand and distinguish a social construction, X, from reality (1999:6). This 
scheme by Hacking describes that X does: 

X does not need to have existed, or need not be at all as it is. X, or X as it is at present, is not 
determined by the nature of things; it is not inevitable (Hacking, I., 1999:6). 
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The professor of philosophy Haslanger agrees that a social construction often is 
associated with something separated from reality by being based on apparition of reality 
rather than the reality itself  (2012:39). As an example, children learn from early age 
that there are sex-linked categories involving different attributes for both boys and girls 
(Kosut, M., 2012:347). Therefore, Haslanger emphasizes that it is important to 
distinguish sex from gender, from where the gender-norm masculinity and femininity 
originates. This gender-norm exists so as to assess how well individuals fits their gender 
role and by extension works within social relations and society. Having established that 
Haslanger means that the gender-norm captures what kind of attributes are suitable for 
you depending on what your gender role are in the society; for example doctor, pilot, 
waitress, plumber, professor etc. are professions with roles that appear to have a point or 
a purpose. Depending on your gender, you are dissimilar suitable for the different roles 
according to the general opinion (2012:40-42). 

Kosut means that these gender-norms and expectations influence how males and 
females interact with each other; male communication culture is marked by hierarchism 
and a way of attaining specific individual goals, whilst the meaning of female 
communication is of collectivistic nature and implies creating and maintaining relation 
bonds (2012:350). 

2.2 A hegemony discourse with women as a counterpart 

Oxford University Press defines hegemony as a term that denotes an unexpressed 
supremacy from members from a specific social class  (2016). This concept is derived 
from the Italian Marxist Antonio Gramsci, whom means that in a hegemonic 
management there exists an unfair internalized social order (Litowitz, D., 2000:518). 
Thus hegemony implies that a social group is suppressed and has an uncertain future 
(Urbinati, N., 1998:370). A hegemonic discourse originates from the normal behaviour 
in everyday life; thereby the crowd is perused to submit to the general way of living and 
ultimately the supremacy class’ unforeseen oppression (Simms R., 2003:465). Because 
of that, hegemony occurs without anyone's intentions Gramsci refers it as 
“spontaneous” (Simms R., 2003:465). 

Hegemonic discourses are sometimes used as explanations for how and why men are 
maintaining a dominant social role over women (Connell, R. 2005:1811). When men 
conduct a hegemonic discourse the term hegemonic masculinity is used (Crawshaw, P., 
et al. (2010:20). The developed concept, hegemonic masculinity, is often characterized 
by features like toughness, aggressiveness, emotionless etcetera (Crawshaw, P., et al., 
2010:20). Nevertheless hegemonic masculinity is associated with positive attribute like 
strength, courage, decisiveness and other attributes like individualism, competitiveness 
and rationality as well (Crawshaw, P., et al., 2010:20). The professor of science Raewyn 
Connell claims that research on schools show that there has been cases where boys 
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enforce control of the social life and create hostility against girls and other boys who 
differ from the masculinity features (2005:1810). 

Gramsci states that with such a paradigm of counter-hegemony develops from the 
suppressed class (Simms R., 2003:465). Universal revolution rises towards the general 
order through a form of cultural rebellion; such a revolution could only emerge if 
regular people become inspired to change through identifying themselves with the 
counter-hegemony (Simms R., 2003:466). 

2.3 Women in Science 

According to the professor in sociology Mary Frank Fox it is becoming more common 
for women to choose technical or engineering courses and educations but women are 
still a minority pursuing doctoral degrees (1998:201). The number of females attaining 
levels of professional position, recognition and productivity are only a fraction of the 
number of men in the same positions (Fox, M. F, 1998:201). 

2.3.1 Man as the reference point 

Odhiambo, doctor in educational leadership and management, states that sex roles, 
prejudices and expectations on the different genders capabilities have had a great 
influence on the involvement of women in higher education leadership but also in their 
access to higher educations (2011:670-671). Gender differences have many different 
perspectives; one is that women are characterized as different from a masculine norm 
regarding language, the concepts and qualities where “man” is seen as a point of 
reference (Fox, M. F, 1998:202). From this perspective women represent a discrepancy 
from the standard (Fox, M. F, 1998:202). Women in technical fields at the universities 
and in academics are seen as another factor, something that departs from the standard 
norm (Odhiambo, G. 2011:672). 

Throughout history, universities have been viewed as places of exclusion and elitism 
(Odhiambo, G. 2011:669). According to Odhiambo the university system was first 
formed for privileged men, this has however been changing, but some still experience 
difficulties getting an education at the universities (2011:669). Certain obstacles and 
barriers for getting a higher education include lack of equal access to education, 
institutions and cultural barriers that discriminate against different social groups which 
are underprivileged in society (Odhiambo, G. 2011:669). The discrimination of women 
is not always intentional, but they are sometimes not encouraged or supported and 
overlooked in favour for men (Tamale, S. et al. 2000:15). 

2.3.2 The exclusion of women 

The problem of the exclusion of women in science is explained and described in 
different ways. According to Fox is this a problem that can be described as individual or 
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as structural (1998:202). The definition of the individual approach refers to women’s 
individual characteristics, like behaviours, skills, attitudes and performances (Fox, M. 
F., 1998:202). This indicates that the problem lies with the women themselves and that 
they also are the solution to the problem (Roger, A. et al., 2000:375). This individual 
approach suggests that the solution is to prepare women for the technical field by 
providing them with attitudes, inspiration, experiences and technical knowledge (Roger, 
A. et al., 2000:372). If the problem is treated more as structural the women’s status 
depend on factors not related to the women's individual characteristics (Fox, M. F., 
1998:202). A more structural definition of the problem features more the settings in 
which women work and are educated, the tasks they perform plus which positions they 
hold (Fox M. F., 1998:202). The structural approach indicates that the terms of women 
are influenced by organizational- and environmental factors, which can exclude them 
from having the same opportunities as men (Fox M. F., 1998:202). One of these factors 
could be an unsupportive environment, which could hinder women pursuing what they 
want (Odhiambo, G. 2011:672).  

According to Roger, A. et al. science and technology is not gender neutral and there is 
no gender balance in this field (2000:375). The field is, among other things, a social 
construction where women are excluded (Roger, A. et al., 2000:375). The solution for 
the structural approach is to replace or modify the circumstances for women regarding 
education and the education environment (Roger, A. et al., 2000:374). The problem 
with the low percentage of women in the technical field is complex and to notice any 
significant difference requires changes in many places of society (Wennerholm, S., 
2007:12). 

2.4 Equity and equality in the Kenyan universities 

Equity and equality are two concept of distributive justice, based on human perceptions 
of cultural and legal norms dealing with the allocation of resources (Hysom, S.J. et. al, 
2011:1263). Equity means different distribution proportional to people's needs, while 
equality is equal distribution between people regardless of conditions (Hysom, S.J. et. 
al, 2011:1264). 

2.4.1 Gender equality within an university environment 

The concept of gender equality means that all are equals; people should be free and be 
able to develop into individuals without being limited by the gender roles that dominate 
the society of today (Svaleryd, K, 2001:67). The Professor of Education and 
International Development Unterhalter argues that there are some definitions that 
describe gender equality as equal numbers of men and women, for example, in 
educations or at a workspace (2005:112). Another definition describes gender equality 
as equal opportunities, equal access to resources regardless of what gender a person has 
(Unterhalter, E. 2005:112). 
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Women’s participation and enrolment in higher education in Kenya sometimes 
encounter constraints directly related to gender biases (Odhiambo, G. 2011:670). 
During a long period of time less value has been placed on girls’ education, there has 
been higher value placed on marriage and motherhood for women (Odhiambo, G. 
2011:670).  According to Tamale et al. women in higher educations carry the burden of 
traditional and cultural norms and obligations (2000:16). These obligations directly 
affect women’s opportunities and freedom to pursue higher positions within the 
academy (Tamale, S., et al. 2000:16). Women in Kenya pursuing a career in academia 
must therefore, as they struggle with the male-normed professional world, which the 
university environment at the moment is, balance it with their personal lives and with 
the Kenyan cultural expectations of women (Odhiambo, G. 2011:672). 

2.4.2 Equity through affirmative actions - lower cut off limits for women 

Equity is described as the quality of something being fair or equal; fairness and 
impartiality, equity is something that is right and fair (The Oxford English Dictionary, 
1961:253, 262). Equity is not synonymous with equality, since equity does call for 
deliberate measures to diminish inequalities, or to deal with factors that cause and 
maintain inequalities; equity has more the aim to promote fairness and a fairer sharing 
of resources (Herrera L. M., 2007:323). Gender equity is a process of distributing 
resources in a fair way between men and women free from discrimination of the sex and 
gender of the persons (CAAWS, 2013). Equity does not necessarily indicate that the 
exact same facilitates and resources are distributed between the people, it mean that 
everyone is provided with the resources to meet their needs and experiences (CAAWS, 
2013). 

To address severe inequalities and create more equity the use of affirmative actions 
might occur (Onsongo, J., 2009:76-77). An affirmative action is supposed to be a 
temporary arrangement meant to assist members of disadvantaged groups to take part in 
areas where they have been disadvantaged (Onsongo, J., 2009:74). When finally the 
disadvantaged group has been empowered to a point where an acceptable level of equity 
has been reached the affirmative action will cease (UoN Gender Policy, 2008:ii). 
Affirmative action is implemented when an intentional action is performed which gives 
a disadvantaged group prioritizing in nominations or admissions (Onsongo, J., 
2009:74).  Nevertheless this does not mean that they do not need to meet the minimum 
qualifications (UoN Gender Policy, 2008:ii). It implies that if there is more than one 
qualified person and one of them belongs to an underprivileged group that person gets 
prioritized (Onsongo, J., 2009:74). 

The professor in sociology Oanda, I. O, et al. writes that the affirmative action aims to 
help women get access to higher educations and create a more equal environment at 
universities (2008:66). Students entering university through affirmative actions are 
sometimes considered to be inferior or below standard by other students (Onsongo, 
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J, 2009:74). Some equity has been reached through affirmative action strategies 
increasing the numbers of women gaining access to higher educations (Onsongo, J., 
2009:72-73).  

3. METHODOLOGY 

This section describes the plan for the study; it clarifies how the empirical data been 
collected and how it has been processed through analysis. First of all information about 
the country's history, culture, customs and habits will be studied to get a wider 
perspective and to avoid excessive cultural clashes. Additionally there has been a 
literature study of the gender situation in Kenya and at universities and especially the 
gender unbalance at the technical educations at University of Nairobi. Because this is a 
topical subject, there are a lot of previous researches within the area, which has been 
used as a complement to this field study. 

The participants in this study have been female and male, two bachelors students, 68 
masters students, six technicians, three postgraduate, six lecturers, three professors, 
three doctors, one head of department, one principal of college from the INST and the 
Department of Physics at UoN. The purpose with the selection of participants has been 
to first achieve an overall picture, second to immerse in the females experience of the 
academic environment. The first contact with the UoN was via the preparatory 
questionnaire “Women in Science” (see Appendix 1) that was emailed to the 
participants from mailing lists over all student and staff at the INST and the Department 
of Physics, which were received throughout the ISP. At the UoN the work preceded by 
interviewing respondents from the questionnaire whom had the opportunity to meet us. 
The focus group session was assembled throughout contacts at the INST and the 
Department of Physics. 

All participants in the study will be kept anonymous. The reason for anonymity was to 
encourage everyone to share their experiences without having the fear of being held 
accountable for something they talked about in confidence afterwards (Wiles, R. et al,. 
2008:422). The decision to reveal the gender and the occupation of the participant is 
based on the relevance of understanding how people at the university view the situation 
and whether it differs between women, men, students or employees. 

3.1 Field study   

The method of this study was a field study at the UoN where the purpose was to 
understand why there are few women at the university, both as Master of Science and 
Postgraduates at the Department of Physics and the Institute of Nuclear Science and 
Technology. The intent with a field study was to emphasize actors’ roles and provide a 
comparable picture of reality (Eriksson, L.T. et al., 2011:62-68). 
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This is a local context analysis where the method mainly is qualitative methods such as 
qualitative interviews and focus groups. This is a good way of gathering information 
that contains both personal experiences and feelings (Eriksson, L.T. et al., 2011:62-68). 
As a complement to the interviews and focus group the study was complemented with a 
questionnaire as a quantitative method. A questionnaire can result in information that is 
not revealed in the oral interviewing techniques and is used in this study as a way to 
gather information before the interviews have started (Trost, J 2012:15). 

3.2 Questionnaire 

The questionnaire was the quantitative part of this study and works as a complement to 
the qualitative study (Trost, J. 2012:15). The intention with the questionnaire was to 
gather information regarding gender equality at the technical departments at the UoN 
before the field study started. There are some difficulties with questionnaires as a 
methodology; the construction of a questionnaire is complex (Song, Y et al., 2015:323). 
If the questionnaire is constructed in a good way it will result in more reliable 
responses. Therefore it is important to reflect over the order of the questions, the 
answering opportunities, the participants etcetera, when you use questionnaires as a 
method (Song, Y et al., 2015:324-325). A well-formulated questionnaire has a strategic 
and logical order of the questions, the wording of the questions should be light and clear 
to avoid misinterpretations (Song, Y et al., 2015:324-325). It is also important that the 
questionnaire does not take more than a couple of minutes otherwise the respondents 
might get impatient and bored (Song, Y et al., 2015:325). 

A questionnaire was formulated together with experts from the Gender Working Group 
at Uppsala University to get assistance in creating a well-formulated questionnaire. The 
significance with the questionnaires’ was to collect data of local researchers and 
students’ ideas regarding how to overcome the gender barrier and their experiences 
regarding gender balance in the scientific fields at UoN. Questionnaires also provide an 
opportunity for topics that can be perceived as uncomfortable to talk about, and this 
method gives them anonymity (Trost, J. 2012:56). This method enabled gathering of 
information about the gender situation at science educations at UoN before the field 
study started. The digital questionnaire enabled the possibility of a big range of 
participants (Kothari, C.R. 2004:100-101). The questionnaire went out to all master 
students and employees at the INST and the Department of Physics, who had email 
addresses as contact information at staff- and students lists. The answers from this 
method are free from the interviewer's bias since the interviewer is not present when the 
answers are given (Kothari, C.R. 2004:101). 

Questionnaires can imply problems as well as positive responses; a low rate of return of 
responses is one big problem with questionnaire (Kothari, C.R. 2004:101). This 
questionnaire  (see Appendix 1) had however a response rate of above 50 percent (62 
responses of 120 requested) and there will not be a statistical analysis of the responses 
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and therefore the response rate can be viewed as good. The responses are only supposed 
to give the general opinion about women in science at INST and the Department of 
Physics. When the questionnaire is sent to the participants the control of it might be lost, 
there is also an inbuilt inflexibility in a digital questionnaire because of the difficulty of 
changing it after it has been despatched (Kothari, C.R. 2004:101). To compensate for 
the disadvantages with the inflexibility, the questionnaire was only one part of the study 
and the things, which needed clarifications, were later discussed in the focus group 
meetings and interviews.   

3.3 Focus group 

A focus group is a kind of gathering where a question is laid out for the group to be 
discussed by the present parties. Researchers for the study do not participate in the 
discussion themselves, they observe, listen and conduct the discussion by asking 
questions, which are discussed by the group  (Kitzinger, J. 1994:103). The advantage 
with this method is that it highlights the respondent’s attitudes, priorities languages and 
helps to identify group norms. This can result in an insight in the operation of the social 
process and can also encourage conversations about embarrassing subjects (Kitzinger, J. 
1994:116). 

Early on in the study women at the UoN were invited for a free discussion on “Women 
in science: Career progression, challenges and obstacles”. This kind of focus group was 
performed at the university with a mixed group of women, from students, researchers 
and professors. The reason why these meetings were only carried out with women is 
because the study's main focus is how women experience their situation as a women in 
science; what they feel have helped them in their academic career and what they think 
can facilitate for more women to pursue science in higher educations. 

In total three different focus groups have taken place (see appendix 3); two was set at 
the Chiromo campus and one at main campus. Chiromo is a campus hosting many 
technical educations such as physical science etcetera and are located at walking 
distance from main campus. The meetings were performed in two separate ways. At 
Chiromo campus this study’s researchers worked as moderators. In contrast, the focus 
group session at the main camps was organized by the INST; the moderator for the 
focus group meeting was a female student pursuing her Master of Science, while the 
study’s researchers acted as observers and secretaries in the meeting. The study’s 
researchers were free to interrupt whenever there was need for more information. The 
questions for the three focus group meetings were: 

! What obstacles do you think women experience pursuing a technical education 
or an academic career in physics or mathematics? 

! Why do you think there are so few women pursuing higher technical educations? 
! What could be the solutions to make higher technical educations more gender 

equal? 
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o What support did you have? 
o What support do you wished you had? 

The moderator distributes the word to each participant so that everyone gets the 
opportunity to talk and share her opinions and experiences. If some participant wants to 
fill in or respond to someone's story they got the word by raising their hand and wait for 
their name to be called by the moderator. The focus group meetings were documented 
through extensive notes by the researchers; these notes were then elaborated and 
compared with each other. Focus group meetings can result in more significant data 
than just the group discussion; the researchers can take part of the answers to the 
questions, group dynamics, common feelings and experiences (Kuada, J. 2012:96). The 
three focus group meetings was performed with only women and the subject of women's 
issues in science felt as an acceptable subject to speak of in these groups since most of 
them had experienced similar things in their educations. However, Professor of 
International Management Kuada argues that group pressures can influence some 
results from these kinds of methods, especially if there are people present with higher 
social rank (2012:96). The moderator of the meetings ensured that everyone in the 
meetings had the opportunity to speak up and share their experiences addressed this 
problem in the meetings. 

3.4 Interview 

Interview is a method where it is possible to gather qualitative data, but interviews can 
also be used to gather quantitative data (Kuada, J. 2012:98). Kuada claims that 
qualitative interviews aim to gain insight in the perceptions and experiences of the 
person being interviewed (2012:98). A semi-structured interview is in contrast to a 
structured interview a bit more flexible; the questions may vary a bit from interview to 
interview depending on situation and the person being interviewed (Kuada, J. 
2012:113). Nevertheless semi-structured interviews also present both qualitative and 
quantitative data according to Bryman, Professor of Organisational and Social research 
(2003:156).  

There were however prepared questions (see Appendix 2), but a semi-structured 
interview provides the opportunity for the researchers to deviate from the original 
questions and add new questions (Bryman, A., 2003:156). These types of interviews 
enable questions more suitable after the respondent’s answers which can result in other 
dimensions of the research than expected (Kuada, J. 2012:113). Kuada claims that a 
semi-structured interview is less formal than a structured and can feel more like a 
conversation than an interview; it provides greater opportunities for follow-up questions 
if the respondent could develop or clarify his or her answers (2012:113). However, the 
ones being interviewed might be guarded in their responses or not completely honest 
which can result in misinterpretations (Kuada, J. 2012:100). Since people might be a bit 
guarded when talking about sensitive subjects the goal with the study’s interviews was 
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to make them more like conversations, a semi-structured interview, than a strictly 
structured interview. 

This study is partly based on interviews with women, men, students and employees at 
the UoN’s INST and Department of Physics (see Appendix 3). The aim with the 
different type of interview respondents was to get a wide perspective of the gender 
balance at technical educations and a view of women in science. The INST and the 
Department of Physics represent different types of scientific areas at the UoN and are 
located at two separate campuses. Both are working with gender balance in their 
educations and try to encourage women to pursue higher educations in science. All 
interviews were planned as semi-structured interviews and executed with one main-
interviewer and one secretary, the secretary could follow up with questions if something 
needed clarifications. Otherwise, the main-interviewer asked the questions and the 
secretary took notes of the respondents answers and reactions. Some interviews were 
recorded and processed afterwards, others were only recorded through meticulous notes. 
The collection of data varied depending on the respondent's willingness to be voice 
recorded. Using interviews as a method opens up for the risk of prejudices in the 
interviewer's questions and from the respondents answers (Kothari, C.R, 2004:99). In 
attempts to avoid this, the interview consisted of follow-up questions to clarify the 
respondents’ answers to minimize the interviewers’ free interpretations. 

3.5 Data interpretation and analysis 

It is important to emphasize that these are interpretations of their answers, reactions, 
body language, language and tone of voice, which are presented in this study. Dr. 
Kothari, C.R. writes about the importance of processing and evaluating empirical data 
directly after it has been collected. The data collected was thoroughly worked, 
processed and analysed, through relistening on interviews, transcript and compiled after 
been collected (2004:73). 

4. MORE THAN A TECHNICAL ISSUE 

This section contains data of the gender situation within the school system and at the 
UoN. Furthermore it consists of interpretations of the respondents from the 
questionnaire, interviews and focus groups at the Department of Physics and the INST. 
The empirical data is analysed and interpreted continuously with the theory and 
previous research presented in previous section. 

4.1 Gender situation at the University of Nairobi 

The gender balance among the graduated awards is based on the Congregation for the 
Conferment of degrees and award of diplomas at the UoN. The awards regarding the 
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graduated PhD, M.Sc., B.Sc., Diploma Awards and Postgraduate Diploma Awards are a 
summation of the graduation from August three previous years. The gender balance of 
those who graduated at the UoN is unevenly distributed within the university (UoN 
2012:76-82, 2013:96-103, 2014:81-87).   

Table 1. Gender balance among all the students at UoN  
(UoN 2012:76-82, 2013:96-103, 2014:81-87). 

 Awards (47th)  
Aug. 2012 

Awards (49th)  
Aug. 2013 

Award (51th)  
Aug. 2014 

  

Male Female Total Male Female Total Male Female Total 

 
Number 

 
3376 2173 5549 3279 2062 5341 3124 1966 5090 

Percent 
 

60,8 39,2 100,0 61,4 38,6 100,0 61,4 38,6 100,0 

 
 
Table 1 show that the last few years the majority of the students at the UoN have been 
males. Even so in the overall perspective the university meets the two-third-gender rule. 
However, the picture of the gender balance at the scientific disciplines at the UoN is 
even more varying, where the distinction between numbers of women and men in the 
recent years shows a larger gap (UoN 2012:76-82, 2013:96-103, 2014:81-87). 

Table 2. Gender balance among science student at UoN  
(UoN 2012:76-82, 2013:96-103, 2014:81-87). 

 Awards (47th)  
Aug. 2012 

Awards (49th)  
Aug. 2013 

Award (51th)  
Aug. 2014 

  

Male Female Total Male Female Total Male Female Total 

 
Number 

 
902 373 1275 995 410 1405 1121 470 1591 

Percent 
 

70,7 29,3 100,0 70,8 29,2 100,0 70,5 29,5 100,0 

 

When asked about the gender balance at the technical departments the women consider 
themselves to be a clear minority (Focus group 1, 2016-03-30). This is clearly shown in 
table 2 where less than 30 percent of the graduated are women, which implies that 
within the science disciplines at UoN the two-third principle is not fulfilled. Subjects 
like agriculture is more gender balanced and makes the total number seem more equal 
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(UoN 2012:76-82, 2013:96-103, 2014:81-87). This conceals even larger gender-gaps 
within other technical subjects, that are not even close to fulfilling the two-third gender 
principle.  

The numbers of graduates are as well considerably higher in the bachelor grades than in 
the masters. (UoN 2012:76-82, 2013:96-103, 2014:81-87). Even within the scientific 
subjects there is also bias upon the different disciplines; for instance chemistry appears 
as a soft subject suitable for women while physics are considered hard and as a typically 
manly subject (Focus group 3 2016-04-11). This is even mentioned by Odhiambo that 
women in technical fields at universities depart from the standard norm, which is 
directly related to gender biases (2011:672). That men and women are suppose to be 
more suitable for a specific subject is what Haslanger refers to a result of a social 
construction and what the gender-norm attributes that are suitable depending on the 
gender role in the society (2012:42). Something, that according to Hacking, do not need 
to have existed and is not determined by the nature of things (1999:6). 

Table 3. Gender balance among other disciplines at UoN.  
(UoN 2012:76-82, 2013:96-103, 2014:81-87) 

 Awards (47th)  
Aug. 2012 

Awards (49th)  
Aug. 2013 

Award (51th)  
Aug. 2014 

  

Male Female Total Male Female Total Male Female Total 

 
Number 

 
2474 1800 4274 2284 1652 3936 2003 1496 3499 

Percent 
 57,9 42,1 100,0 58,0 42,0 100,0 57,2 42,8 100,0 

 
Table 3 present the gender balance among graduates in other disciplines at the UoN 
which is more consistent, despite that women are still a minority (UoN 2012:76-82, 
2013:96-103, 2014:81-87).   

4.1.1 The feeling of being the only one 

However, the women in science at the university points out that the problems for gender 
equality in technical educations start in lower levels of the university system; the female 
bachelor students in physics have it tougher because they are a minority at the 
university (Focus group 2, 2016-04-08). One bachelor student in focus group 2 
described it as hard and uncomfortable to be only two girls in a class with a lot of men, 
you differ from the group and it is hard to fit in (2016-04-08). If you are the only 
woman in your class you feel lonely and you might not feel accepted by your classmates 
(Focus group 2, 2016-04-08). An environment, which can be called unsupportive, is 
more likely to make a person quit their studies (Odhiambo, G. 2011:672). This was one 
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reason that almost everyone highlighted, why many women drop out of the technical 
education is because there are so few choosing technical courses. Focus group 1, 2 and 
3 all emphasized the importance of support from the people around you, and if you are a 
minority or alone you might not have it. However, are you a group of women in the 
same class or field you can seek support and encouragement from each other (Focus 
group 2, 2016-04-08).  On the other hand one woman described this problem with a 
behaviour, which sadly is common among women: Women do not help women, in 
contrast to the men. Men help men. (Deputy Coordinator at ISP 2016-04-08) 

With the low number of women in higher positions in the technical fields, the women 
pursuing their masters or PhD are lacking role models and mentors. There are however 
more and more women who choose technical and engineering educations, but women 
with higher academic degrees in science are still a minority (Fox M. F., 1998:201). In 
focus group 1 the women agreed that it was helpful to have a focus group meeting to 
learn that there are more women in science that experience similar problems as 
themselves, and that they are not alone (2016-03-30). 

4.2 The men’s point of view of women in science 

The opinion about women and men’s equal opportunities for higher education among 
the men at Department of Physics and the INST is divided. When the question “Do you 
believe that women and men have the same opportunities for higher education?” is 
raised the interpretations of the question are divided in two separate ways. One response 
from the questionnaire, that is more common among the master students, is that women 
are favoured: 

Presently I believe women have more access to education, funding and employment compared to 
their male counterparts. Campaigns on gender equity have sidelined progression of the male 
fraternity in favour of their female counterparts and underplayed the role of competitiveness, merit 
and fairness. (Man, M.Sc. at UoN 2016-02-26) 

Having established that, it is not stated that the opinion is shared with all male master 
students at the technical educations. Conversely some male master students and 
employees deem that men at the university are privileged. The main reason for this is 
considered to be slow shading of cultural practice and a common belief is that a woman 
only needs basic education. It is a difficult venture to accomplish a higher education 
within physics and a lot of effort and hard work is required. Therefore science and 
engineering courses are reserved for men and a general opinion among men is that 
women in science appear masculine and less available. 

Men often fear women that are tough and study hard courses. Maintaining a relationship is 
demanding, if you need to study after school there is no time for socializing and a man does not 
want that. The men expect a woman's full attention and if they can't give them that they are no 
good or uninteresting from a man’s perspective. Men want the women who prioritize them. (Man, 
Employed at UoN 2016-04-13) 
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It seems like a common opinion that women in science have less time and that they are 
spending their time on something that might not be expected from them, therefore they 
are separated from the norm. As Roger et al. claim, there is a perception that science 
subjects are not considered to be appropriate for women, the subjects are masculine and 
women in science deviate from standard norm (2000:375). The discrimination of 
women does not need to be intentional, but women are often overlooked in favour for 
men (Tamale et al. 2000:15). And because this is something that often happens 
spontaneous it can be considered to be part of the masculine hegemony at the university 
(Simms R., 2003:465). 

In addition to that the male master students and employees at the Department of Physics 
and INST mean that because of the cultural norms early marriages and pregnancies is 
another general common tendency. Another response from the questionnaire means that 
this results in increased workload as a wife, mother and student and thereby slowing 
down their academic output. Therefore women are not pursuing their full potential and 
opportunities to accomplish higher educations. The cultural norms for women can 
according to Fox be approached as a structural problem because women are influenced 
by organizational- and environmental factors which might hinder their academic output 
(1998:202). Women in higher education carry a dual burden of traditional obligations 
and their academic studies, which directly affect their opportunities to pursue higher 
positions within the academy (Tamale, S., et al., 2000:16). 

4.3 Cultural expectations of a Kenyan women 

When the question about the obstacles for women who want to study technical subjects, 
like physics and mathematics, and what obstacles the women in science at the UoN 
encountered, were raised, most of them spoke about cultural expectations and norms. It 
is the environmental- and organizational factors that create barriers, like cultural 
expectations, for women pursuing higher technical educations (Fox, M. F., 1998:202). 
The environment where women work and are educated is not beneficial if they should 
get the same opportunities as men. There are structural barriers in society keeping 
women out (Fox, M. F., 1998:202).  

Many have experienced that there are certain expectations regarding what subjects are 
appropriate for women to study. Technical subjects are only suitable for men, not for 
women (Focus group 3, 2016-04-11). One of the participants at focus group meeting 1 
said that during her years in secondary school her teacher refused to teach her physics 
because of her gender (2016-03-30). Prejudice about the different genders ability has a 
significant influence on women's involvement in higher educations (Odhiambo, G, 
2011:670) If the girls and women do not get the same opportunities as the men, they 
will have a big disadvantage in the technical field (Fox M. F, 1998:202). The general 
opinion, according to the women in the focus groups, is that technical subjects only are 
appropriate for men because the subjects are considered to be masculine. This is 
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supported by Odhiambo who says that factors such as women in technical education and 
even women at universities are factors that deviate from the norm and what is 
considered to be the point of reference (2011:672). Another woman described that she 
developed a more masculine side of herself at the university to fit in a group with only 
men (Focus group 2, 2016-04-08). Women in physics and mathematics deviate from the 
norm; women should rather work in an office than with advanced technology (Focus 
group 3, 2016-04-11). By transforming gender perceptions and change the structures of 
masculine dominance, which exist in the technical fields at UoN, gender balance and 
gender equality will improve (Arndt, S. 2002:33). 

When women do not conform with what is considered to be “normal” some men’s 
reactions are described as being hostile or unsupportive of the women in the field of 
science (Focus group 1, 2016-03-30). A woman described it as: women whom out do 
“their place” in the society usually intimidate men. (Woman Employed at UoN 2016-
03-30). By choosing a technical subject, women are choosing a different course than 
what are expected of them and they deviate from standard (Odhiambo, G 2011:672). 
Even Connell means that there could be a hostile milieu in schools for those who differ 
from the masculinity features (2005:1810). 

However, more women spoke about how it probably was the external factors that 
hindered most women from pursuing higher technical educations, not the university 
itself. When the women spoke of external factors they mentioned the cultural 
expectations, wanting children or getting pregnant during the education, the fact that it 
is not considered feminine wanting to study physics and mathematics and financial 
problems. The gender-norm that exist in society is to assess how well individuals fit 
their gender role and by extension works within social relations and society (Haslanger, 
S., 2012:42). So women in the technical fields deviate from the norm that they are 
supposed to belong to (Odhiambo, G. 2011:672). In focus group 1 and 2 many of the 
women highlighted the fact that women and young girls often have more 
responsibilities towards the family and household chores, leaving them less time to 
study than the men and boys.  This depends upon the cultural expectations of what a 
woman is “supposed to be or do” (Woman M.Sc. at UoN 2016-04-06). So in addition to 
their studies they have to help take care of the household, which become a double 
burden, a burden which the men do not have (Focus group 1, 2016-03-30). The mind-set 
of people would need to change, and the women in focus group 1 describe this as a real 
challenge (2016-03-30).  

4.3.1 Pregnancies a blessing or a curse? 

One factor that complicates women’s education, something that hinders some to pursue 
a higher level of education, for instance a master's degree or a PhD, is pregnancy during 
their education (Focus group 1, 2016-03-30). The women in Kenya pursuing a career in 
academia must therefore at the same time carry the Kenyan cultural expectation of 
getting pregnant (Odhiambo, G., 2011:672). According to Tamale these 
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obligations directly affect women’s opportunities to pursue higher positions within the 
academy (2000:16). At the same time getting pregnant is a bit stigmatized and in most 
cases classmates and lecturers are not supportive of the woman expecting a child during 
her education (Focus group 1, 2016-03-30). In focus group 3 it was established that it 
sometimes happened that women tried to hide their pregnancy from classmates and 
lecturers, as if getting pregnant was something they were ashamed of (2016-04-
11).  Focus group 1 and 3 both highlighted the fact that there are not enough women in 
higher positions that women could turn to for support. Very few male lecturers 
understand the situation and are described as unsupportive and sometimes even mean 
(Focus group 3. 2016-04-11).  Fox argues that women are a minority pursuing doctoral 
degrees in the technical field (1998:201). Since male lecturer do not understand the 
women's situation when they get pregnant, there is a need for more women in higher 
positions in the academia who can act as role models and support for women (Focus 
group 3. 2016-04-11). Tamale et al. argue that women often are overlooked in favour of 
men, but that it might not be intentional (2000:15). It might be a result of lack of 
knowledge regarding the women’s situation. 

4.3.2 A social construction from early age 

In focus group 1 and 3 they identified that the problem starts early in primary and 
secondary school, and that much is based on the fact that technical subjects are for boys. 
According to Kosut it is a structural problem that children learn from early age that 
there are sex-linked categories involving different attributes for both boys and girls 
(2012:347). In focus group 3 they said that everything has to start at home; the girls, and 
of course also the boys, need to be told that they can do whatever they want (2016-04-
11). That is why it is important not to teach a girl-child that they cannot do something 
because it is not considered to be feminine (Focus group 3, 2016-04-11).  

If you are told over and over again that, this is too hard for you, eventually you start to believe it is 
to hard and you choose something that is considered to be easier. (Woman M.Sc. at UoN 2016-04-
08) 

To change the girls mind-sets are more of what Fox argues to be an individual problem 
where the behaviour, skills and attitude of the women need to change  (1998:202). 
Roger et al. argue that girls and women need support to change their attitude towards 
science  (2000:372). Both men and women at UoN were in consensus regarding that 
there are some prejudices about the technical subjects being viewed as hard and 
masculine. Some argued that women do not choose to study physics because of 
genealogy; norms, mind-sets and expectations passed down for generations. In focus 
group 3 they also agreed that physics and mathematics are considered to be hard and 
masculine subjects (2016-04-11). The technical subjects have got labels that they do not 
deserve. The fact that these subjects are considered to be masculine can be deemed to be 
a social construction, which according to Kosut is engendered by the society in order to 
simplify information into categories and is generally accepted and practiced within the 
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society (2012:347). However a women employed at UoN claims that the subjects 
themselves are not hard, everything depends on the individual's own strengths (2016-
04-11). Some individuals have more trouble with the subjects in the humanities, and 
some easier with technical subjects, and that has nothing to do with gender (Focus 
group 3, 2016-04-11). 

4.3.3 Taking care of business 

The financial loans, which enable research projects for master student and PhDs, may 
hamper someone’s possibility to finish their project if the loan runs out before the 
research is completed (Man Employed at UoN 2016-04-13). This is however an external 
factor that both men and women experience (Woman M.Sc. at UoN 2016-04-06). The 
loan often runs out after a period of time, for instance in three years, and if you do not 
finish your research in this period of time it can be troubling getting a new loan (Focus 
group 2, 2016-04-08). So if something makes you differ from your research plan, like 
getting a child, it might hinder you from completing the research on time (Focus group 
2, 2016-04-08). In combination with their studies many need to work to be able to 
finance accommodation and food because their loans for their studies do not cover it. In 
addition to work and studying they also feel the cultural expectation, like taking care of 
the family, getting a family of your own etcetera (Focus group 2, 2016-04-08). If they 
did not need to work during their studies the women in focus group 2 thought that more 
students would finish their studies on time and more students would graduate (2016-04-
08). 

4.4 The attitude within the university environment  

When asked about gender equality and the situation at INST and Department of 
Physics, people described gender equality as a situation where people have the same 
opportunities and access to resources regardless of gender or who you are. The few 
women who had made it to postgraduate level agreed that they are treated in the same 
way as their male colleagues. Unterhalter defines gender equality in the same way, but 
claims that equal number of men and women does not necessarily imply gender equality 
(2011:112). The climate at the university is not ultimate and welcoming for everyone, it 
can be described as being discriminating against social groups that do not fit in the 
system (Odhiambo, G. 2011:669).  

The same way that they treat men they will treat women because they asked for gender equality. 
And that doesn’t work well for the women who are in a system built for men. (Woman M.Sc. at 
UoN 2016-04-06) 

One woman describes the experience of being treated equally in the following way: 
Gender equality become like a punishment, you wanted to go to school, now why are 
you complaining? (Woman M.Sc. at UoN 2016-04-06). In individual interviews with 
women was it revealed that some of them felt that they had to act like a man to fit in and 
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adapt to the system. Haslanger argues that gender-norm captures the attributes, which 
are suitable on the gender roles in society (2012:43).  

Moreover, even if the women are given the same opportunities they feel that they have 
to perform three times as well as the men to be considered equal and as capable as their 
male colleagues in their scientific work (Focus group 2, 2016-04-08). The specialized 
physician Wenneras, A., claims the similar thing; women need to be two and a half 
times more productive than their male colleagues to be considered as scientific 
competent as the men (1997:342). Even if it would be equal numbers of women and 
men in the technical field it would not be gender equality since a definition of gender 
equality define it as equal opportunities (Unterhalter, E. 2005:112).  According to the 
questionnaire, 53 percent of the women thought that women and men have the same 
opportunity to higher education whilst 67 per cent of the men had the same opinion. 
Noteworthy is that many of the men that answered that this was not the case meant that 
women were favoured because of the affirmative actions, which mostly helped the 
women.   

The fact that some women get admitted to university through affirmative actions, an 
aim to create more gender equity in a man dominated environment, sometimes result in 
other students considering them being inferior or below standard (Onsongo, J, 2009:74). 
If the women also are pursuing a technical education they are discrepancy from the 
point of reference, which is “man” (Odhiambo, G., 2011:672).  

5. CONCLUSIONS 

One of the explanatory factors of why the gender balance is unevenly distributed is the 
social construction that science only is appropriate for men. This prejudice is something 
that appears to emerge in early age in both boys and girls’ attitudes.  

The questionnaire was an important source of information that contributed with a 
valuable preparatory over all picture and in particular the men’s point of view. Which 
implies that some men argue that women in science are not appreciated, considering the 
their own interests. Throughout meetings with focus groups lot of valuable information 
have been collected about women’s experiences. Among other things women in 
technical education at UoN are experiencing that they deviate from the norm and are 
considered to be masculine, which is something that is in line with Odhiambo’s 
reasoning about women in technical fields (2011:672). Furthermore they are 
experiencing that within the university they are being treated equal to the men and 
should be grateful, but it is important to distinguish equality from equity. Gender 
equality is much more than just equal number of men and women, it is about having the 
same opportunities (Unterhalter, E. 2011:112).  
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Moreover women are supposed to adapt to the university environment, which can be 
interpreted as a masculine hegemony where women are the counter-hegemony. 
According to Odhiambo this unsupportive and uncomprehending environment could 
lead to women quitting their education (2011:672). At the same time the women state 
that something that hinders them to succeed in a male dominated environment is the fact 
that women, in contrast to men, do not help each other. There is no support; the women 
perceive each other as rivals instead of team mates.  

One other factor that affect women from pursuing higher education is getting pregnant 
while still at school pursuing an academic degree. On one hand there is a pressure and a 
glorification of getting married and to create a family. On the other hand the women 
experience that getting pregnant is stigmatized in the academic milieu. An obstacle for 
women in higher technical educations are the cultural norms and expectations of the 
Kenyan women that consider it to be more important to get married and create a family 
than to seek self-fulfilment trough pursuing their own interests.  

Through the experiences of these women it is shown that one reason why there are 
fewer women in science is that they are facing many obstacles as a result of a slow 
cultural shading even though many actions towards gender equality has been done. By 
illuminating the women in science at the UoN and their experiences in a environment 
built for men, there might be changes in the future which could improve the situation 
for women in science. And since the discrimination of women might not always be 
intentional (Tamale et al. 2000:15), it is important to highlight the issues and obstacles 
women in science face at the UoN.   

For future studies it would be interesting to study the situations at lower levels in the 
school system to determine younger girls’ and boys’ attitudes towards science and 
technology. It would also be interesting to study other universities to be able to ascertain 
if the situations and attitudes differ depending on whether the university is located in a 
city or in the countryside.  
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Appendix 1 

 

Women in Science
This questionnaire is part of a pre study to a thesis about women in science at 
University of Nairobi, carried out by two MSc students in sociotechnical systems 
engineering from Uppsala University, Sweden. The questionnaire is directed to 
both female and male students and employees at the University It covers 21 
questions and take approximately 5-10 minutes to answer. Answers will be kept 
strictly con!dential, and will not in any way be personally identi!ed in the report 
of the study, in statistical summaries or in any other information resulting in the 
study.

All information will be kept anonymous. 

Thank you for you participation!

* Required

First name

Last name:

Email:

Gender? *

 Female

 Male

What region and town are you from?

What is your position at the university? *
Are you a student, professor, master of science etc.

 Student

 Postdoc

Edit this form

 Lecturer

 Senior Lecturer

 Dean

 Head of department

 Researcher

 Technician

 Other: 

If student, please specify BSc, MSc, PhD etc.

To which department do you belong?

How many persons are there in your research group/class? *
If you are unsure just do an estimation.

 None, I am working alone

 2 - 5

 6 - 10

 11 - 15

 16 - or more

How many of them are women? *
I you are unsure just do an estimation.

Work assignments?
Do you take classes, teach, research etc?

For how long have you been at the University of Nairobi?
Number of years.

Are you part of any boards, committees or working groups at the university, faculty or department
level?

 Yes

 No

If yes, what kind of boards, committees or working groups?
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 Lecturer

 Senior Lecturer

 Dean

 Head of department

 Researcher

 Technician

 Other: 

If student, please specify BSc, MSc, PhD etc.

To which department do you belong?

How many persons are there in your research group/class? *
If you are unsure just do an estimation.

 None, I am working alone

 2 - 5

 6 - 10

 11 - 15

 16 - or more

How many of them are women? *
I you are unsure just do an estimation.

Work assignments?
Do you take classes, teach, research etc?

For how long have you been at the University of Nairobi?
Number of years.

Are you part of any boards, committees or working groups at the university, faculty or department
level?

 Yes

 No

If yes, what kind of boards, committees or working groups?
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If you are employed please rate your satisfaction with the following:

Very satisSed SatisSed DissatisSed Very dissatisSed

Salary

Working conditions

Allocation of work
tasks at your
department

Job security 

Opportunity for
career advancement
Degree of
independence
Contribution to
society

Social status

Distribution of
resources at your
department (research
funds, funds
for travel etc.)
Overall level of
satisfaction

To what extent do you think your current work tasks correspond to your academic qualiOcations? *

To a very large
extent To a large extent To a small extent Not at all

How do you expand your professional network? *

 Through colleagues at the same university

 Through the Kenyan Government

 Through established scientiSc networks

 Through internet

 Family

 I don´t expand my network

 Other: 

Do you believe that women and men have the same opportunities for higher education?

 Yes

 No

If no, what do you think are the main obstacles for women's education?
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Powered by

Would you be willing to meet with us for an interview this spring, (April or May) 2016? *
If you are, please make sure that you Sll out your emailadress so we have opportunity to contact you.

 Yes

 No

If you would like to add something, please write here.

100%: You made it.

This content is neither created nor endorsed by Google. 

Report Abuse - Terms of Service - Additional Terms

Submit

Never submit passwords through Google Forms.
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Appendix 2 

1) What do you do at the university? 
2) Why did you choose a technical education? 
3) How long have you been at the university? 
4) After your education, would you consider an academic career at the university? 

a. Why/Why not? 
5) What do you consider to be gender equality? 
6) Can you describe the situation of gender equality at the university technical 

educations? 
a. In what way are the men favoured? 
b. In what way are the women favoured? 

7) Why do think it is that way? 
8) Why do you think there are fewer women at technical educations at the 

university? 
9) Do you believe that men and female have the same opportunity for higher 

educations? 
a. Why/Why not? 

10) In what way are men and female students in technical courses treated differently 
by their teachers? 

11) How many of your teachers/professors are female? 
12) Do they get help in the same way? And the same amount of help? 
13) What could make it more gender equal in the technical educations? 
14) Is there anything that you feel have helped you in your education? 
15) Is there anything you feel is holding your academic progression back? 

 
Mentorship programme 

16) How should a Mentorship programme be organised? 
a. By students, teachers, head of department? 
b. Which women should be included? Should men be included as well in 

these mentorship programmes? 
c. How would a mentorship programme support and inspire more women 

to pursue a career in physics? 
d. Would you be willing to support younger students/researchers? 
e. In which way would you mentoring help other females? 

 
Interview questions - employees at the university 

17) What do you do at the university? 
18) How long have you been at the university? 
19) Why did you choose a technical education? 
20)  Why did you choose an academic career? 
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Appendix 3 

Focus group meetings 

Focus group 1 (2016-03-30) 
15 women present 
Employees at UoN and master students 
INST, Main Campus 

Focus group 2 (2016-04-08) 
12 women present 
Employees at UoN, master students and bachelor students 
Department of Physics, Chiromo campus 

Focus group 3 (2016-04-11) 
8 women present 

Employees at UoN and master students 
Department of Physics, Chiromo campus 

Interviews 

2016-04-05 
Man M.Sc. UoN 

2016-04-05 
Woman M.Sc. UoN 

2016-04-06 
Woman M.Sc. UoN 

2016-04-07 
Woman M.Sc. UoN 

2016-04-13 
Woman Employee NGEC 

2016-04-13 
Man Employee UoN 

2016-04-13 
Man Employee UoN 

2016-04-13 
Woman Employee UoN 

2016-04-27 
Woman M.Sc. UoN 


