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PART A - PRELIMINARIES
EDITORIAL
The Uganda Vice Chancellors’ Forum held its seventh annual
conference on the 6th of October 2017 at ISBAT University, Lugogo.
The one day conference was guided by the theme “Higher
Education and National Human Resource Planning in Uganda”.
The Key note address was read by the Right Hon. Dr. Ruhakana
Rugunda on behalf of H.E. Yoweri Kaguta Museveni, the President
of the Republic of Uganda. The sub themes of the conference
were:
i.

Sub theme one: “The role of Universities in the development
of Human resources for effective health service delivery in
Uganda in line with 2014 vision”; presented by Dr. Francis
Omaswa – Executive Director- African Centre for global
health and social transformation.
ii.
Sub theme two: The national plan for universities to
develop human resources to ensure adequate food security
in Uganda for the 21st Century presented by Prof. Eli - Sabiiti
iii. Sub theme three: “The role of Universities in the
development of Human resources for Professions and the
business sector in Uganda”, presented by Dr. Fred Muhumuza
– school of economics, Makerere University.
iv. Sub theme Four: “The place of universities in Uganda’s
National Human Resource Planning for vision 2040”,
presented by Dr. Joseph Muvawala – National Planning
Authority.
The participants of the conference included a team of four
representatives from each university i.e. the Vice Chancellor,
Deputy Vice Chancellor, Academic Registrar, and the Quality
Assurance Officer from each of the universities. Both private and
3
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public universities in Uganda were represented at the conference.
The guest of honour at the conference was expected to be
H.E Yoweri Kaguta Museveni, the president of the republic of
Uganda. He was however, represented by the Right Honourable
Prime Minister of Uganda, Dr. Ruhakana Rugunda. Other invited
guests included representatives from, National Council for Higher
education, Ministry of Education and Sports, and other national
and international dignitaries. A detailed list of conference
participants is attached at the end of this report as Appendix I. An
updated list of universities is also appended as Appendix II.
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THE STATE, UNIVERSITY AND HUMAN RESOURCE PLANNING IN
UGANDA
Dr. Ruhakana Rugunda (The Rt. Hon. Prime Minister of Uganda)
Introduction:
It is a great pleasure for me to address you at this 7th Uganda
Vice Chancellors’ Forum conference, with a theme that touches
both our education system and the output of that very system.
You will agree with me that our human resource needs as a nation
are directly linked to our higher education system. Firstly, allow
me to applaud ourselves (i.e. our government, Higher Education
institutions, and other stakeholders) upon the great strides we
have taken in enhancing higher education in our country and the
region. Since the gates to privatize higher education in Uganda
were opened in 1992; we have witnessed an increase not only
in the number of universities, but also the number of university
graduates has greatly increased. On that note, allow me to,
congratulate government and all those who heeded to the need
to increase access higher education in Uganda.
Due to the increasing number of higher education institutions, we
also note that the number of graduates each year is increasing
significantly and in some sectors to point of over-supply. However,
while it is good take pride in the literate society we are creating,
it is also important to be realistic about the current situation
regarding our human resource as a nation. In view of that, it is
important to ask ourselves whether on not we are producing the
right labour force for the available labour market.
I understand that there are numerous challenges regarding our
human resource. Before I set out the challenges we face, allow
me to confirm a sense of confidence both in our higher education
5
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system, and our National Planning Authority, that the difficulties
are not insurmountable. I take note that universities are trying their
best to do an excellent job in teaching, research and innovation.
I also take note that the National Planning Authority; whose
function; in part;- is to produce comprehensive and integrated
development plans for the country elaborated in terms of the
perspective vision and the long term and medium term plans, is
working tirelessly to perform its functions. However, even in the
face of these acknowledged positive attributes, there are matters
that I believe we all must attend to. It is therefore helpful to begin
by putting the problems we face in both sectors into perspective.
While we have created a few jobs in the different government,
ministries, sectors, and departments, we have not created enough
jobs to cope with the number of persons coming on to the labour
market from our own Higher Education Institutions. This therefore
creates the unfortunate phenomenon of graduate unemployment.
There also seems to be a mismatch between the education our
graduates are receiving and the jobs that are available to them in
the economy. This unfortunate situation gives room for employers
to seek expatriate services yet our very own graduates remain
unemployed. A case in point is the Hotel and tourism sector in our
country. I am made to understand that our Kenyan brothers are
championing this sector in Uganda.
While it may not be bad to employ our neighbours, it poses a set
of questions for both our higher education system operators and
our national human resource planners. It is a national imperative
to build a skills staircase from primary, through secondary schools
and into higher education. Therefore, our products from Higher
Education should ideally feed directly into our national human
resource needs.
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What can we do to improve the system?
While I am open to suggestions from you Vice Chancellors and
esteemed stakeholders, allow me to put across a few of my own
views. We must consolidate on the gains that we have made in
equity and access to education, by working towards responsive
and demand driven skills training in our education system. This
can be done if we all make a concerted effort through:
Policy making:
Devoting a considerable amount of time and energy in the process
of developing policies aimed at synchronizing our higher education
system and the national plan for higher education. Such policies
should enhance the complementarity of these two sectors. You
have the support of my office if you are willing to devote time and
ideas that will lead us to the right policies.
Responsiveness
The challenges referred to as the skills mismatch issues demand
a careful look at the role of higher education and all training
institutions in providing for the critical skills needs of Uganda.
Government through the National Planning Authority together
with other stake holders in the Higher Education Sector, need to
work towards the reconfiguration of higher education institutions
to suit human resource needs of not only the local but also the
International labour market. Institutions will have to reshape
schools and faculties in order to ensure that we are organized to
offer differentiated programmes that allow for diversity of skills
and for improved innovation and creativity based on our national
human resource needs.
Financial support
While government continues several avenues to increase and
improve access to higher education , we must determine solutions
to the ongoing financial exclusions. The government will continue
7
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to give attention to the need for equity and accessibility to higher
education for all and especially the poor through its programmes,
such as the Student Loans scheme, the university government
sponsorship scheme, Universal Secondary Education, etc.
It is therefore my humble appeal that we work together as
Ugandans and stakeholders, to improve not only our higher
education system but also make sure that our human resource
serves the purpose for which it is trained. Our learners should
be equipped with skills to enable them take advantage of the
rapidly changing global environment. The ultimate objective in
this is to balance the supply and demand in the labour market
so as to achieve full employment in our national economy. This
is therefore a key factor if we are to catapult our nation into
becoming a prosperous and industrialized nation, developed by
her own human resource.
Government therefore encourages policy dialogue with vice
chancellors towards better alignment of higher education
curricula, graduate skills, and the labour market needs. Our
challenge therefore as stakeholders in higher education, is to help
institutions and the line ministry into policies and linkages that
will enable employers to access the desired human resource not
only in the right quantities but also quality.
Allow me to end by requesting that; as we ponder on our
challenges; let us also be thankful for the progress that has so far
been made in improving higher education. I congratulate you all
on the individual and collective achievements that have brought
us to this point.
On that note, it is with great pleasure that I officially declare this
UVCF conference, on “Higher Education and National Human
Resource Planning in Uganda”, open.
8
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PART B - PAPERS PRESENTED
The National Plan for Universities to Develop Human Resources
to Ensure Adequate Food Security in Uganda for the 21st
Century
Professor Elly N. Sabiiti, PhD
Fulbright Scholar
Department of Agricultural Production, School of Agricultural
Sciences, Makerere University
Introduction
Defining the concept of food security was a subject of much debate
in the last three decades of the past century. During the mid-1970s,
scholars and practitioners in the disciplines of agriculture and
food defined food security as “the access by all people to enough
food to live a healthy and productive life”. However, access to
enough food does not guarantee meeting energy and nutritional
requirements (Pinstrup-Andersen, 2009). Subsequently, FAO
amplified this definition to include the nutritional value and food
preferences. Thus the definition agreed upon at the World Food
Summit in 1996 was that “food security exists when all people, at
all times, have physical and economic access to sufficient, safe and
nutritious food to meet their dietary needs and food preferences
for an active and healthy life” (FAO, 1996). This definition was
reconfirmed by the 2002 World Food Summit.
The words “safe and nutritious” in the definition emphasize food
safety and nutritional composition while the addition of “food
preferences” changes the concept of food security from mere
access to enough food, to access to the food preferred (PinstrupAndersen, 2009). Implying that people with equal access to food,
9
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but different food preferences, could have different levels of food
security. The term “food preferences” is interpreted to mean foods
that are socially and culturally acceptable and consistent with
religious and ethical values, rather than a broader interpretation
to mean a household’s or individual’s preference for a particular
type of food. This definition consists of four key issues of food
(i.e. availability, stability, access and utilization). It is only when
all these conditions are in place can a population be considered
“food secure” (Koc et al., 1999), which calls for recognizing the
multi-sectoral nature of food security. Increasing food production
alone does not lead to achieving food security. Instead achieving
food security needs policy and investment reforms on multiple
fronts including human resources, agricultural research, rural
infrastructure, water resources, natural resources management
etc. (but not merely production alone). Therefore, this paper
examines the role of universities in Uganda in developing human
resources for ensuring adequate food security vis-à-vis Uganda’s
national plan for food security.
2. Human resources development and food security
Developing human resources in the disciplines encompassing
issues of food availability (i.e. production, distribution and
exchange), stability (i.e. storage, processing and packaging) and
food utilization (i.e. nutrition and safety) is a crucial aspect of
ensuring food security. The trained personnel help to strengthen
the food systems upon which food security is based. Increases in
the efficiency and productivity of food systems have been reported
(Ericksen, 2008 and 2009) to result in successes around the world
in reducing the prevalence of hunger and improving nutrition.
Food systems encompass the different activities, which result in:
(i) production of food; (ii) processing of food; (iii) distribution of
food; (iv) preparation of food; and (v) consumption of food, all of
10
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which lead to food security outcomes i.e. stability of food access,
utilization and availability (Gregory et al., 2005; Ingram, 2011).
Therefore, if efficient and sustainable food systems are to be
achieved (for delivering food security), sufficient human resources
must be developed and properly employed in the different food
system activities i.e. as agricultural extension agents, agricultural
educators (trainers, teachers, lecturers and professors),
researchers, nutritionists, laboratory technologists, agricultural
engineers, planners, agribusiness managers, natural resources
managers, environment managers, policy makers, entrepreneurs
etc. For instance, since the mid-1970s the world has witnessed a
considerable progress in the development of new science-driven
agricultural information and technologies, which calls for a welleducated, highly skilled workforce. Agricultural education and
training (AET) is conventionally viewed a key driver in this regard.
Although there are several institutions (universities, colleges,
secondary and primary schools, farmers’ training centres, district
farm institutes, and many other non-formal education approaches)
directly involved in AET, universities are the key source of human
resources. Universities can produce the various levels of human
resources required to build efficient and sustainable food systems
(for delivering food security). For instance, universities can be a
source of extension personnel (at diploma and bachelor’s-level),
agricultural research personnel (at master’s-level) as well as
future lecturers and professors (at PhD-level) who can mentor
and nature students at universities and colleges.
3. Role of Uganda’s universities in developing human resources
for agriculture
Producing competent and well-trained personnel is key to fostering
agricultural development; hence contributing to improved
food security. In Uganda, considerable progress has been made
11
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since independence towards developing human resources for
agriculture. For example, by 1962 there was only one university
in Uganda (Makerere University) training agriculture personnel
(there are now more than 15 universities developing human
resources for agriculture). However, in spite of the considerable
progress, the shortage of human resources for agriculture is still
a major limiting factor. Uganda’s major problems in the area of
university agricultural education are the same problems affecting
higher education in developing countries in general (Alexandratos,
1995; Kasozi, 2005). They include inadequate institutional capacity,
relatively low level of public and private support to agricultural
education as well as limited resources and experience to cope
with new areas of training in agriculture (such as environment and
natural resources management, biotechnology, farming systems
management and agribusiness).
The history of university agricultural education in Uganda is
similar to that of many sub-Saharan African countries. It is traced
back to the colonial systems that provided education through a
small number of elite universities and colleges (Spielman et al.,
2008). However, these colonial systems provided export-oriented
agricultural education and research, and neglected food crops
and livestock for smallholders. In the East African Community
region, there was Makerere College in Kampala (Uganda), which
was the only academic institution offering agricultural education.
The Diploma level training which was offered in Kenya by Egerton
Agricultural College was for only Europeans (Beye, 2002).
Makerere College was created as far back as 1922 out of what
was originally a technical school and charged with the teaching of
medicine, agriculture, veterinary science and engineering as well
as the training of school masters and clerks (Jameson et al., 1970).
In 1925, a three-year course in agriculture was started in order to
provide a thorough all-round training. At the end, a diploma in
12

UVCF BULLETIN

VOL 7

Agriculture (East Africa) was awarded, which equated to a college
diploma in the United Kingdom. The three-year course was later
found to be inadequate and was increased to five years in 1933,
the first two years of which were spent in getting the students
up to university entrance standard. In 1964, Makerere became a
University College and was accepted into special relationship by the
University of London, and shortly after the Faculties of Veterinary
Medicine and Agriculture began their first degree courses.
The diploma course, however, was continued until 1960 when
arrangements were made for it to be transferred to Bukalasa Farm
Institute (to produce less highly trained subordinate personnel for
the purpose of helping out the highly trained professional officers
from Makerere).
Currently, university agricultural education (at bachelor’s,
master’s and PhD levels) has expanded greatly in Uganda to
address the demand for competent workforce. Several academic
programmes on agricultural education have been started at
Makerere University (the oldest university in the country) as
well as other universities (both public and private). Nearly half
of the universities in Uganda offer bachelor’s degree academic
programmes targeting the various components of “food systems”
(i.e. food production, distribution/marketing, processing, nutrition
and safety, natural resources management etc.). Majority of these
universities have either increased or maintained the number of
such academic programmes on their curricula since the academic
year 2009/2010 (Table 1). Of the 7 public universities in Uganda,
6 of them (with the exception of Muni University) advertised
one or more academic programmes in the disciplines of food/
nutrition, agriculture, fisheries, environment/natural resources
management for the academic year 2017/2018. Some of these
public universities also advertised formal structured certificate
and diploma programmes.
13

UVCF BULLETIN

VOL 7

Table 1: Bachelor’s degree academic programmes in the disciplines
of agriculture (crop and livestock), food/nutrition, fisheries, and
environment/natural resources management in a sample of
Ugandan universities
Number of programmes
Status By 2010 By 2017 Comment
Makerere University
Public
15
18
Increased
Kyambogo University
Public
4
4
Maintained
Mbarara University
Public
0
1
Increased
Gulu University
Public
1
5
Increased
Busitema University
Public
4
5
Increased
Muni University
Public
0
N/A
Kabale University
Public
2
2
Maintained
Uganda Christian University
Private
0
5
Increased
Uganda Martyrs University
Private
2
3
Increased
Ndejje University
Private
5
5
Maintained
Bishop Stuart University
Private
3
4
Increased
Nkumba University
Private
2
3
Increased
Mountains of the Moon University Private
2
3
Increased
Busoga University
Private
5
2
Increased
Islamic University in Uganda
Private
2
2
Maintained
Bugema University
Private
0
1
Increased
University of Kisubi
Private
0
1
Increased
International University of East Private
0
1
Increased
Africa
Kampala University
Private
2
0
Decreased
UTAMU University; Cavendish
University; Muteesa I Royal
University; Victoria University;
St. Lawrence University; Kampala
International University;
International Health Sciences
Private
0
0
N/A
University, Kumi University; All
Saints University - Lango

However, in the case of private universities (estimated at over 35
universities); many of them do not offer courses in the disciplines
of agriculture (crop and livestock), food/nutrition, fisheries, and
environment/natural resources management on their bachelor’s
14
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degree curricula. Out of the 22 private universities sampled, only
11 of them (Table 1) had advertised academic (degree) programs
in the disciplines of agriculture, food/nutrition, fisheries, and
environment/natural resources management for the academic
year 2017/2018. This presents a future potential obstacle if Uganda
is to take advantage of the new global agricultural information
and technologies intended to deliver food security. Coping with
the new global agricultural technological advances requires a
more highly educated labour market (workforce), which is a core
mandate of university agricultural education.
Although there are more private universities than public
universities in Uganda, public universities still play a more
dominant role in terms of student enrolment numbers, particularly
in the science disciplines. Many of the private universities put
their focus particularly on courses in social sciences, commerce
and information technology. This leaves public universities at the
forefront of taking on the mantle of developing human resources
for ensuring food security in Uganda. Consequently, the number
of students graduating (from programs on the disciplines of
agriculture (crop and livestock), food/nutrition, fisheries, and
environment/natural resources management) is still very low.
For instance, graduands for programmes on the disciplines of
agriculture (crop and livestock), food/nutrition, fisheries, and
environment/natural resources management accounted for only
4.4% (906 graduands) of 2017’s under graduate graduation total
(20,721) from all public universities (Table 2). This percentage is
not very different from the 3.7% (677 graduands) of 2010. This
points to insufficient human resources (degree level), which is key
to achieving food security.
Table 2: 2009/2010 and 2016/2017 Undergraduate (degree)
graduation statistics from 7 public universities in Uganda in the
15
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disciplines of agriculture (crop and livestock), food/nutrition,
fisheries, and environment/natural resources management
Graduation
Congregation Total
Makerere 60th (2010)
University
67th (2017)
Mbarara 16th (2010)
University
23rd (2017)
Kyambogo 9th (2010)
University
13th (2017)
Gulu
5th (2010)
University
12th (2017)
Busitema
University th
7 (2017)
Muni
1st (2017)
University*
Kabale
University
2010
2017
*

11,807

Graduands
Number Percent of
total
415
3.5%

13,275
596

537
0

4.0%
0.0%

0.5%
-

1,032
4,814

0
229

0.0%
4.8%

0
-

5,060
1,050

233
33

4.6%
3.1%

-0.2%
-

1,028
-

12
-

1.2%
-

-1.9%
-

249
77

124
0

49.8%
0

0

-

-

-

-

18,267
20,721

677
906

3.7%
4.4%

0.7%

Increase
-

Scheduled for 4th November 2017

The challenge of insufficient degree-level human
resources for agriculture in Uganda is due to both institutional
and policy issues. For example, Uganda is the only country in the
East African Community Region without an agricultural university
(either public or private). If such a university existed in Uganda, it
should even preferably be under the mandate of the Ministry of
Agriculture Animal Industry and Fisheries not under the mandate
of the Ministry of Education and Sports (MoES). For instance,
in Sweden, the Swedish University of Agricultural Sciences is
funded through the budget for the Ministry of Rural Affairs, unlike
other state owned universities in Sweden. Additionally, in 2006,
the Government of Uganda developed a National Agricultural
16
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Education Policy and Strategy aimed at promoting farming as a
business and professionalism in agriculture. However, this policy
has not been implemented. It is such unfavourable institutional
systems and/or lack of policy guidance that worsen the challenge
of insufficient human resources for agriculture (a deeper problem
for achieving food security).
4. Uganda’s national plan for food security
The term “food security” was first incorporated into international
policy during the early 1970s when an unexpected shortage of
wheat caused panic on international food markets (Margulis,
2013). The vast majority of food-importing countries/states
desperately scrambled to secure food supplies. This was the first
recognized world food crisis and it led to severe hunger in many
countries. These food events of the early 1970s led to political
consensus about the need for new instruments of international
cooperation to eradicate hunger. Currently, the obligation of
countries/states to respect, protect and fulfil the right to food
is now an accepted international norm. The international
community’s commitment to food security is clearly reflected in
Goal 2 of the UN’s Sustainable Development Goals (SDGs), which
aims to end hunger and achieve long-term food security by 2030.
There are several international treaties and conventions which
recognize that the right to adequate food is a human right. Article
25(1) of the Universal Declaration of Human Rights and Article
11(1) of the International Covenant on Economic, Social and
Cultural Rights (ICESCR) provide for the right of everyone to an
adequate standard of living including adequate food. Article 11(2)
of the ICESCR recognizes the need for more immediate and urgent
steps to ensure the fundamental right to freedom from hunger
and malnutrition. In pursuance of this international commitment,
the Government of Uganda ratified the ICESCR in 1987, and even
17
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recognised this fundamental right to food and nutrition in the
1995 Constitution. The 1995 Uganda Constitution mandates the
Ministry of Health (MoH) and the Ministry of Agriculture Animal
Industry and Fisheries (MAAIF) to set minimum standards, assure
quality and relevant policies in the area of food and nutrition.
The 1995 Constitution requires the Government of Uganda to take
appropriate steps to encourage people to grow and store adequate
food. It also requires the government to promote proper nutrition
through mass education and other means to build a healthy state.
In pursuance of this constitutional obligation, the Government of
Uganda has adopted a development policy agenda that has put
food security on the centre stage. To fulfil these constitutional
duties and obligations, over the years, the Government of Uganda
has adopted several planning frameworks to address problems
of poverty, hunger and malnutrition in the country. The period
between 1997 and 2008 saw the Poverty Eradication Action Plan
(PEAP) as the supreme planning framework for the country. In 1999
and 2007, Uganda developed long term perspective development
plans (Vision 2025 and Vision 35, respectively). However, these
were not operationalized due to unforeseen internal and external
factors. Instead in 2007, Government adopted a Comprehensive
National Development Planning Framework which provides for
the development of a 30-year Vision that will be implemented
through: three 10-year plans; six 5-year National Development
Plans (NDPs); Sector Investment Plans (SIPs); Local Government
Development Plans (LGDPs); Annual work plans and Budgets. The
first 5-year National Development Plan operationalizing this Vision
was launched in 2010 (NDP 2010/11 – 2014/15), while the second
National Development Plan was launched in 2015 (NDPII 2015/16
– 2019/20). It was in line with this Comprehensive National
Development Planning Framework that the Uganda Vision 2040
was developed (whose aspirations are to transform Uganda from
18
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a predominantly low income to a competitive upper middle
income country within a per capita income of USD 9,500 in 2040).
The design and implementation of the Vision 2040 emphasizes
promotion of access to basic needs, including food, education,
health services among other things for all citizens. Every person
shall be assured of a life of dignity, including a life in a society that
respects and helps realize human rights.
Over the last twenty years, the different planning frameworks
have resulted into several policies, bills, strategies, action
plans, programmes and projects intended to achieve food and
nutrition security. Well-known ones include (chronologically): the
Children’s Statute No.6 (1996); Decentralization Policy (1997);
Local Governments Act (1997); the Water Statute No. 7 (1997);
Plan for Modernization of Agriculture - PMA (2000); Health Sector
Strategic Plan I (2000 - 2005); Uganda Food and Nutrition Policy
- UFNP (2003); several UFNP-associated strategies/plans (the
Uganda Food and Nutrition Strategy (2005), the Health Sector
Strategic Plans II and III (2005 – 2011); the draft Food and Nutrition
Bill (2008); and the Uganda Nutrition Action Plan (2011)); Health
Sector Strategic and Investment Plan (2010); Agricultural Sector
Development Strategy and Investment Plan (2010); National
Agriculture Policy (2011) etc.
4.1 The Uganda Food and Nutrition Policy (2003)
In accordance with the 1995 Constitution, MoH in collaboration
MAAIF formulated the Uganda Food and Nutrition Policy (UFNP),
which was approved by the Government of Uganda in 2003. The
overall goal of the UFNP is to ensure food security and adequate
nutrition for all the people in Uganda, for their health as well as
their social and economic well-being.
The UFNP and its associated strategies were formulated within the
19
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context of the then broad national strategy of poverty eradication
(Poverty Eradication Action Plan - PEAP). This was important given
that poverty is one of the determinants of malnutrition and the
vicious cycle between poverty and malnutrition. In addition, the
policy was developed in line with the then Plan for Modernisation
of Agriculture (PMA) whose mission was “eradicating poverty
by transforming subsistence to commercial agriculture”. The
PMA was designed as a multi-sectoral approach to agricultural
development, based on the recognition that some of the
investments needed to make a difference in agriculture lie outside
the mandate of MAAIF. Examples included roads, financial services,
natural resource management, and agricultural education among
others. The UFNP was also developed in line with other national
policies and development plans, which included: the National
Health Policy; Vision 2025; National Gender Policy; Population
Policy; National Plan of Action for Children; Decentralisation
Policy; Universal Primary Education and the Environment Policy.
In addition, international treaties, conventions and resolutions
to which Uganda is committed were also considered during the
development of this policy and its associated strategies. The
UFNP identifies twelve intervention focus areas for ensuring food
security, improved nutrition, and increased incomes of all the
people of Uganda:
1. Food supply and accessibility: ensuring adequate supply
of, and access to, good quality food at all times for human
consumption, income generation, agro-based industries, and
local, regional and international markets;
2. Food processing and preservation: ensuring adequate, safe,
high quality and nutritious foods with a long shelf-life for local,
regional and international markets;
3. Food storage, marketing and distribution: while food export
diversification is being promoted, there is a need to ensure
20
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that the food security needs of the population are not
compromised;
4. External food trade: monitoring closely food exports in relation
to local food production in order to avoid internal food deficits;
5. Food aid: restricting food aid schemes to food crises in order to
avoid continued food aid leading to dependence on external
sources;
6. Food standards and quality control: consumption of high
quality, nutritious and safe food is fundamental in promoting
public health, social welfare and productive lives of the
population;
7. Nutrition: good nutrition is a pre-requisite for adequate
growth and development, health, learning capacity, work
performance and a good overall quality of life;
8. Health: it is a healthy population that is able to produce food;
9. Information, education and communication: adequate human
resources and availability of knowledge in the field of food
and nutrition at all levels;
10. Gender, food and nutrition: gender relations play an important
role in food security and nutrition management in the
community;
11. Food, nutrition and surveillance: monitoring system to coordinate and collaborate organisations dealing with food and
nutrition; and
12. Research: availability of reliable information on food supply
(production) and utilisation aspects is crucial for effective
promotion of good nutrition.
Given that the issues relating to food security and nutrition are
multi-sectoral (involving various stakeholders dealing with food
and nutrition), the UFNP has a multi-sectoral dimension; hence its
implementation was planned to be undertaken in a multi-sectoral
manner. For this reason, the policy proposed establishment of
the Uganda Food and Nutrition Council (UFNC). An autonomous
21

UVCF BULLETIN

VOL 7

coordinating body at national level, which should be linked with the
various stakeholders and the relevant multi-sectoral committees
dealing with food and nutrition at local government levels. The
policy assigns specific functions to the UFNC, both in a broad
sense as well as more specific to the implementation of the Food
and Nutrition Policy, which include: promoting food and nutrition
security at all levels; developing national plans, programmes
and projects that shall promote food and nutrition security
in Uganda; developing an effective and efficient mechanism
for monitoring the implementation of the UFNP; developing
guidelines for planning, implementing and evaluating the Uganda
Food and Nutrition Action Plan; co-ordinating and working in
close collaboration with all persons, institutions, sectors and
organisations involved in food and nutrition activities; promoting
and making the population aware of food and nutrition issues;
promoting research on food and nutrition; mobilising resources
for food and nutrition interventions in the country; serving as an
advisory body to the Government on issues relating to food and
nutrition; and carrying out such other functions as the Minister
may assign to it, from time to time.
4.2 Associated strategies/plans of the UFNP
4.2.1 The Uganda Food and Nutrition Strategy (2005)
The Uganda Food and Nutrition Strategy (UFNS) was developed
in 2005 by MoH in collaboration with MAAIF with an overarching goal of transforming Uganda into a hunger free and
properly nourished country within a timeframe of 10 years. It was
designed to contribute to progress in achieving the Millennium
Development Goals (MGDs) in Uganda (which were set for 2015).
The focus issues for the UFNS included addressing the needs
of various nutritionally vulnerable groups, ensuring political
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mobilisation and advocacy, cross-sectoral coordination,
empowerment, and gender targeting. The UFNS categorized
the nutritionally vulnerable groups as infant children with their
mothers (including before conception); pre-school children (3 to 5
years of age); school going children (6 to 12 years of age); internally
displaced persons/refugees (and others affected by conflict); HIV/
AIDS sufferers; less privileged/socially disadvantaged (asset-less
widows/widowers, orphans, female/child-headed households,
adolescent mothers, victims of domestic abuse, elderly, and
people with disabilities); the poor; and the sufferers from obesity
and diet-related non-communicable diseases. It is a direct role
and responsibility of the UFNS to advocate for and monitor the
responsible ministries and agencies as they address the needs
of these nutritionally vulnerable groups. The Uganda Food and
Nutrition Council (UFNC) was proposed to be the institutional
home of the UNFS and also play a monitoring role, while the PMA
was suggested for the evaluation responsibility.
4.2.2 The Uganda Nutrition Action Plan (2011)
The Uganda Nutrition Action Plan (UNAP) was developed in 2011
by the Government of Uganda (Office of the Prime Minister, MAAIF,
MoH, Ministry of Education, Ministry of Trade and Cooperatives,
Ministry of Gender, Labour and Social Development, Ministry of
Local Government, Ministry of Public Service, Ministry of Finance,
Planning and Economic Development and the National Planning
Authority) with an ultimate goal of reducing malnutrition levels
among women of reproductive age, infants and young children
from 2011 through 2016 and beyond. Although the ultimate
objective of the UNAP was to ensure that all Ugandans are properly
nourished so they could live healthy and productive lives, it was at
the start of life in particular that the plan emphasized.
Much of the content in the UNAP sought to operationalize efforts
23

UVCF BULLETIN

VOL 7

to effectively implement the UFNP. It also builds upon several
international and regional (African Union) agreements to which
Uganda is a signatory. To achieve the above goal, the UNAP
pursued five strategic objectives through 2016: (i) to improve
access to and utilisation of services related to maternal, infant,
and young child nutrition; (ii) to enhance consumption of diverse
diets; (iii) to protect households from the impact of shocks and
other vulnerabilities that affect their nutritional status; (iv) to
strengthen the policy, legal, and institutional frameworks and the
capacity to effectively plan, implement, monitor, and evaluate
nutrition programmes; and (v) to create awareness of and
maintain national interest in and commitment to improving and
supporting nutrition programmes in the country.
4.3 The second National Development Plan (2015)
As the MDGs came to an end, Uganda embarked on the post 2015
development agenda (just like other UN member states). In that
regard, the second National Development Plan (NDPII 2015/16 –
2019/20) was launched in 2015 geared towards achievement of
the sustainable development goals (SDGs), particularly those that
fitted within the Constitution of the Republic of Uganda, Uganda
Vision 2040 as well as the East African Regional Integration
Protocols and African Agenda 2063 development commitments.
The development obligations and commitments targeted by the
NDPII include: developing adequate energy supply; developing
adequate transport infrastructure; promoting a rule-based open
trading system and regional integration; enhancing inclusive
growth and reduce inequality; reducing unemployment through
quality education and skills development; minimizing unplanned
urbanization; speeding up and complete land reform; ending
hunger, achieve food security and improved nutrition; improving
health and promoting well-being; mainstreaming climate change
24

UVCF BULLETIN

VOL 7

adaptation and mitigation as well as achieving gender equality and
empower all women and girls. Although Government efforts to
end hunger, achieve food security and improved nutrition (under
NDPII) also target promoting sustainable agriculture, they do not
directly target university agricultural education. They instead,
particularly target increasing investment, including through
enhanced international cooperation, in rural infrastructure,
agricultural research and extension services, technology
development, and plant and livestock gene banks to enhance
agricultural productive capacity.
Conclusions and recommendations
Developing university level human resources for agriculture is a
key ingredient for achieving food and nutrition. Although there
are over 40 universities in the country (public and private), there
is still inadequate human resources trained for agriculture (based
on the annual graduation percentage). The personnel trained in
agriculture (crops, livestock, forestry, fisheries, agribusiness and
environment) is static at the rate of 4% since 2010. In Uganda,
there is a clear national recognition that achieving food and
nutrition security is a cross-cutting issue that requires action
from various sectors, including education. However, much of the
education sector (especially university agricultural education) has
not been vividly included in the national planning frameworks
(Uganda Vision 2040, National Development Plans etc.) and in
the associated strategies/plans for achieving food and nutrition
security in the country. This calls for policy reforms and shifts as
well as investment in university agricultural education to develop
human resources intended to achieve the food and nutrition
security envisaged in the Uganda Vision 2040.

25

UVCF BULLETIN

VOL 7

References
Alexandratos, N. (Ed.). 1995. World agriculture: Towards 2010, an
FAO study. Food and Agriculture Organization, and John Wiley &
Sons, Chichester, UK.
Ericksen, P.J. 2008. Conceptualizing food systems for global
environmental change research. Global Environmental Change.
18: 234-245.
Ericksen, P.J., Ingram, J.S. and Liverman, D.M. 2009. Food
security and global environmental change: emerging challenges.
Environmental Science & Policy. 12: 373 – 377.
FAO. 1996. Rome declaration on world food security and world
food summit plan of action. In: World Food Summit. pp. 13-17.
Gregory, P.J., Ingram, J.S. and Brklacich, M. 2005. Climate change
and food security. Philosophical Transactions of the Royal Society
of London B: Biological Sciences, 360: 2139-2148.
Ingram, J. 2011. A food systems approach to researching
food security and its interactions with global environmental
change. Food Security. 3(4): 417-431.
Kasozi, A.B. 2005. The development of a strategic plan for higher
education in Uganda 2001-5: the interplay of internal and external
forces in higher education policy formation in a southern country.
Paper for Nuffic Conference, ‘A Changing Landscape’. The Hague.
Koc, M., Macrae, R., Mougeot, L., Welsh, J. 1999. Introduction:
Food security is a global concern. In: Koc, M. (Ed.), For hunger-proof
cities: Sustainable urban food systems. International Development
Research Centre (IDRC), Ottawa. https://idl-bnc-idrc.dspacedirect.
org/bitstream/handle/10625/24251/IDL-24251.pdf?sequence=1
26

UVCF BULLETIN

VOL 7

MAAIF and MFPED. 2000. Plan for Modernization of Agriculture
(PMA): Eradicating Poverty in Uganda, “Government strategy and
operational framework”, Ministry of Agriculture, Animal Industry
and Fisheries & Ministry of Finance Planning and Economic
Development. Kampala, Uganda.
Margulis, M.E. 2013. The regime complex for food security:
Implications for the global hunger challenge. Global Governance.
19: 53-67.
Pinstrup-Andersen, P. 2009. Food security: definition and
measurement. Food Security. 1: 5-7.
Porter, J.R., L. Xie, A.J. Challinor, K. Cochrane, S.M. Howden, M.M.
Iqbal, D.B. Lobell, and M.I. Travasso. 2014. Food security and
food production systems. In: Field, C.B., Barros, V.R., Dokken,
D.J., Mach, K.J., Mastrandrea, M.D., Bilir, T.E., Chatterjee, M., Ebi,
K.L., Estrada, Y.O., Genova, R.C., Girma, B., Kissel, E.S., Levy, A.N.,
MacCracken, S., Mastrandrea, P.R. and White, L.L. (Eds.), Climate
Change 2014: Impacts, Adaptation, and Vulnerability. Part A:
Global and Sectoral Aspects. Contribution of Working Group II to
the Fifth Assessment Report of the Intergovernmental Panel on
Climate Change. Cambridge University Press, Cambridge, United
Kingdom and New York, NY, USA, pp. 485-533.
Spielman, D.J., Ekboir, J., Davis, K. and Ochieng, C.M. 2008. An
innovation systems perspective on strengthening agricultural
education and training in sub-Saharan Africa. Agricultural Systems.
98: 1-9.
Uganda Vision 2040. 2013. Uganda Vision 2040. The Republic of
Uganda.

27

UVCF BULLETIN

VOL 7

The Role of Universities in the Development of Human
Resources for Professions and the Business Sector in Uganda
Fred K. Muhumuza, PhD
College of Business and Management studies
Makerere University
Introduction
The first question I asked my students of Development Economics
this Semester was “Why are you here?” I wanted to know if they
understood the importance of the particular course we are going
to do “Public Policy Development Analysis” and, more broadly,
about their future aspirations as graduates. A few volunteers
talked of how they wanted to build carriers and make their country
a better place. In other fora, students simply said they wanted “to
get a diploma/degree so that they can get a good job.” At this
point, one would wish they all had higher aspirations. I actually
had to reemphasize their personal need for a good livelihood in
future.
While there are several academic theories seeking to explain why
students seek to go to university, the most common include: the
human capital theory and the signalling theory. The human capital
theory argues that higher education enhances the productivity
of students thereby making them preferred by the business
community. The signalling theory, on the other hand, claims that
higher education simply conveys information to firms about the
capabilities of university students. This is the reason why some
jobs simply require just a minimum of a university degree or its
equivalent. It is possible to construct a model in which higher
education simultaneously performs these two different functions.
Thus, many students expect Universities to enhance their career
prospects to enable them make a living through work – self or
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other form of employment. That is the demand side. But what
should the supply side look like?
The basic economic questions from the supply side begin with:
“What, Who, How, and When?). What kind of service should a
University supply, to who, how and when? One may argue that
at its best, a university should broaden students’ minds and
horizons, allow then to discern connections and analyse problems
successfully, thus empowering them to change the world and
their livelihoods. If this be the basic minimum expectation, and
there are several others, how should a contemporary university
be structured?
To contextualize the discussion to the topic of the day, one may
ask “what is the role of Universities in the development of human
resources for professions and the business sector in Uganda? To
answer the above question, one has to go back in time to review
some of the arguments on the evolution of Universities and their
work.
In 1810, Wilhelm von Humboldt generated a memorandum based
on three principles that led to the creation of the University of
Berlin. The principles were: unity of research and teaching,
freedom of teaching and academic self-governance. Research did
not have to be geared towards teaching as it could be undertaken
by scholars in private or separate research institutes, without the
intention of teaching – sharing findings from the investigations
with young or more novice minds. Secondly, professors were
expected to be free to teach in accordance with their studiously
and rationally based convictions. Finally, the principle of academic
self-government has become increasingly relevant as an integral
component of what is meant to protect academic work from the
distortions of government control.
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Later, in 1852, John Henry Newman, presented the following view
“A University is a place … whither students come from every quarter
for every kind of knowledge; … a place for the communication
and circulation of thought. … It is the place to which a thousand
schools make contributions; in which the intellect may safely
range and speculate. It is a place where inquiry is pushed forward,
discoveries verified and perfected, and … error exposed, by the
collision of mind with mind, and knowledge with knowledge.1 “
According to Boulton and Lucas (2008), the “western” university
model based on Newman’s and Humboldt’s principles has been
remarkably successful, and has provided an almost universal
model for higher education. It has provided a highly interactive
social setting and operational freedom within universities that has
stimulated creativity and great entrepreneurship thereby making
them one of the fundamental agents of shaping the world as we
know it.
The Background or Ugandan Context
Refined and detailed employment data in Uganda is to say the
least not easy to get due to costs involved in doing surveys as
well as the large informal sector. Yet, detailed knowledge about
what people are doing and are likely to do in the future is critical
if Universities are to effectively contribute towards development
of human resources for both professions and the business sector.
It is vital for Universities to know the structure by way of earnings
from employment given the linkage between labour productivity
and earnings as well as business engagement (self- or non-selfemployed, and government.).
The evolution of the structure of the Ugandan economy has shown
resistance to the envisaged transformation based on the historical
1
John Henry Newman (1852) “The Idea of a University”, in Geoffrey
Boulton and Colin Lucas (2008) “What are Universities for?, League of
European Research Universities.
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trends of developed countries. Structural change is no longer driven
by manufacturing implying that changing the structure of the
economy and growing of economies will differ from the historical
trend that was followed by the developed western and Asian
countries. Skilled labour, following peasant farmers’ provision of
education to their offspring, moved into industry, which trend
has been halted partly by technological developments. Growth
is more in the services sectors (restaurants, Call Centres, mobile
money, etc.) with characteristics that are similar to traditional
manufacturing. The current policy challenge is how to promote
growth of high productivity sectors that are capable of absorbing
a large number of low and moderately skilled employees.
The table below shows the distribution of employment by
remuneration using 2009 survey data. This shows that majority
of Ugandans are in self-employment which may signal a need
for provision of a variety of basic skills (management, strategic
planning, accounts, legal, communication, marketing, customer
care, process management, operations research and systems
management, etc.).
Table 2.1: Structure of Employment by Earning, 2009

Form of employment

Share of total employment
Self employed
50.7
Unpaid family worker
32.2
Government employee
4
Private employee
13.1
Total
100

Gender (%)
Female
Male
44.4
55.6
73.4
36.5
37.1
62.9
29.1
70.9
51.5
48.5

Source:
Majority of the self-employed, according to Chart 2.1, are in
the agricultural sector other, which includes retail trade. The
wage earning persons in both the private and public sector have
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remain below or around 20 percent over the last 25 years. Thus,
agriculture and retail trade will continue to provide opportunities
for growth of employment compared to both industry and
services. Employment in the agricultural sector continues to
grow despite the falling productivity in the sector. This distortion
of theoretical prediction/expectation is partly a reflection of
increased technological adoption and rapid population growth.
Adoption of technology is a major driver of productivity and is,
therefore, a preference for businesses owners. Accordingly, the
less skilled people and those who cannot adapt to emerging
technologies continue to find refuge in the agriculture sector – a
trend that is likely to continue for a foreseeable future.
The small number of employees in the high skills (Industry) and
moderate skills (bulk of services) imply that University graduates
will continue to face challenges in the jobs markets. Unless
universities transition and include training of lower level of skills,
which requires a different criteria of admission based on previous
work even when uncertified, work experience, and graduation
from Certification for those who can move (e.g. Afrisa).
Chart 2.1: Employment by mode of payment and sector, age 15-64
Source: Merotto D.L (2017) for World Bank Presentation of
Preliminary Diagnostic Results on Jobs in Uganda.
On another strand, Table 2.2 shows that the bulk of employment
is in the agricultural sector, which is largely subsistence (69% as
per the Census of 2014), relying on rudimentary technologies
but which might be the most appropriate – given the context.
The second largest sector is trade at the retail level, which is also
largely informal and at a very low scale.
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Table 2.2: Structure of Employment by Sector, 2009

Share of total Gender intensity (%)
Female
Male
Sector of Employment
employment
Agriculture
71.5
57.9
42.1
Fishing
1.5
5.7
94.3
Manufacturing, mining etc.
5.1
31.8
68.2
Construction
1.9
0.9
99.1
Retailing
7.1
44.2
55.8
Restaurants and hotels
1.5
87.3
12.7
Transport & communication
2.4
8.3
91.7
Public administration
0.9
9.9
90
Social services (Education, Health)
6.9
44.7
55.2

Source:
The direct contribution of University education to this kind of
business sector in this regard may be minimal in the sense that
the required skills are best developed at the vocational and lower
levels. Universities will certainly have a role to play in research
and knowledge generation as well as training of trainers. The most
deficient skills are the medium category that are characteristic of
vocational and technical education.
In terms of pay structure, Chat 2.2 shows that majority of the
working population in Uganda, over 80 percent, do not work for
a salary. They are largely in the categories of self-employment,
followed by non-paid employment and employer respectively.
Chat 2.2: Structure of employment by payment
Source: Merotto D.L (2017) for World Bank Presentation of
Preliminary Diagnostic Results on Jobs in Uganda.
Given the current trends of many students preferring to join
Universities, there is need to evolve disaggregated curriculum
with elements of both technical skills in most cases and high level
capabilities for problem analysis and knowledge generation. The
high skills needed are for a few people at the design stage while
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the actual production, which has ability to engage more people,
requires low or moderate skills. Ugandan Universities need to
rethink their niches regarding provision of skills for both the
benefit of working population as well as training for continued
research and knowledge generation.
Table 2.3: Skills versus employment by numbers
Production stage
Design stage
Modularization
Production

Required skills and associated size of employment
Very small number of employees high level of skills
Moderate number of employees Moderate level of skills
Large number of employees Low skill requirement

Source: International Growth Centre, 2017
The Challenge: transition or adaptation by incorporation?
The preparation of graduates for the workforce remains an
outstanding and controversial issue (Barnett, 2000a), more so
in the current challenging and changing working environment.
In response, there is a growing new discourse challenging the
status quo of common university model of teaching and research.
Employers are faced with ever-changing needs given the entry of
technologies, competitive business organization models, need
to create new products and services for a demanding clientele,
and disparate knowledge requirements. Universities are being
questioned about their contribution in terms of direct economic
benefits and relevancy to current social and development
challenges. Some have even cited cases of current billionaires
who had to make their way in life by ‘dropping out’ of universities.
The new discourse desires to judge performance of universities
in terms of relevancy to metrics created by the world outside the
University.
The expectations of employers have changed to increasingly
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demand from what graduate employees can do as opposed to
what they know. Both employees and employers feel that the
most important thing is not what one knows at entry into a job
but rather how they can use the ‘little’ they know to discover what
they need to know to resolve the tasks at hand and others that
continue to emerge. The common argument is that employees
need to know less but learn more.
The changing expectations of employers continue to challenge the
processes of training graduates and has raised tension between
universities and their curricula on the one hand and employers’
expectations of graduates on the other. There is evidence of a
mismatch between employers’ expectations of graduates and
the skills of graduates (Garling, 2008). Similarly, many graduates’
expectations of employers differ from employers’ expectations of
new graduates (Walker et al., 2012). The situation has not been
helped by the fact that majority of employers still want ready-made
graduates to come from the education system. Many employers
and students believe that university education has the primary
purpose of preparing people for work by giving the skills needed
to make employees behave like ready-made off-shelf software.
The new discourse involves views of government, funding
agencies including private firms, research councils who are
increasingly questioning or seeking to realign Universities to
function that provide direct benefits for society’s economic
prosperity. It is argued that scientific and technical innovation
that informs applied research in Universities should be directly
linked economic prosperity. Unfortunately the desire to deliver
readymade graduates and realization of direct linkages to
economic prosperity cannot be undertaken in three or four years
of university education2. This is partly a results of the fact that,
2

Crebert, Bates, Bell, Patrick, & Cragnolini, 2004
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while the world of children has changed so much over the last
100 years and more, the structure and conduct of most education
institutions have not changed at all.
Before universities devise means and ways to adopt or adapt
to the new discourse, one wonders whether the desired end is
the right way to go. Should Vice Chancellors and their team be
thinking of transitioning the curriculum from point A to point B or
simply adapt the curriculum to incorporate some elements of the
new discourse? How much of what should be incorporated? For
example, without narrowing or stretching the scope of thinking
too far, one wonders where a space mission like Cassini by the
NASA would lie in this discourse. Using complex mathematics,
physics, chemistry, economics and geography among others,
NASA scientists planned and executed a 30-year project that
enabled a satellite to move at speeds of 123,000 km per hour,
(able to cover Africa from north to south in 4.2 minutes), cover a
distance of over 9.6 billion kilometres to spend 13 years collecting
and analysing data of Saturn’s planetary system. The cost was in
excess of 2.5 billion pounds.
How should Universities respond?
Curriculum changes are complex, and such changes alone have not
been sufficient to address work readiness or the development of
professional skills needed by graduates. According to Brew (2010),
university education should focus on preparing students to solve
a range of unforeseen or unknown problems by reinforcing new
ways of thinking and acquiring new kinds of knowledge. Students
should be able to evaluate knowledge critically and develop the
ability to reflect on what they are doing and why. Such critical
inquiry and creativity skills are central to living and working in a
complex world (Barnett, 2000b). However, it is worth noting that
universities alone cannot be solely responsible for developing
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work-ready graduates. It is important to understand the roles of
universities, employers, graduates and professional associations
in preparing graduates for work. Only then will the different
expectations be aligned.
It is true that organizations are changing and need to change
because their environment and the world are changing. All these
changes demand that organizations get the best human resource
if they are not only to survive but also prosper. They need a
good pool of potential employees, not just with a given set of
skills but ability to get the required skills and knowledge quickly.
Employers are continuously looking for opportunities to improve
their organizational performance in innovative, faster and more
efficient ways. A few larger institutions such as banks and airlines,
mostly at the global level, have set up their own in-house training
programs. In addition, some professions such as accountancy and
legal have developed professional courses or pre-employment
entry training aimed at inculcating the required practical skills.
The challenge is that many employers expect the Government
supervised education systems and its training institutions to
understand their challenges and provide them readymade
graduates. The current system imposes a heavy burden of
identifying training needs and ways of doing so on the education
policy makers and training institutions. Specifically, universities
are expected to provide the stock of professionals required to
keep both firms and the entire economy very competitive in the
global space. What is not clear is whether Universities factor in
these expectations in their processes for designing, reviewing and
approving both courses and the modes of delivery.
Overall, the nature of university training has not changed
significantly despite the need for change implied in the foregoing
discussion. Caine (1997) argued that, over the centuries, the
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following three major tenets of training have not changed: (a)
only experts create knowledge; (b) teachers deliver knowledge in
form of information; and (c) learners are graded on how much
of the information they have stored in their heads. Yet none of
these is either accurate or appropriate for the development of an
effective work force. For example, the expert may only have more
knowledge on how knowledge is created. It is likely that they do
not have all the knowledge and hence need to adopt training
methods and approaches that dwell more on enabling students
learn more of how to generate new knowledge and use resultant
total stock of knowledge to address emerging challenges.
The kind of training being pursued today is largely based on
centuries of learning models advanced by Plato in the 5th Century
BC, who was one of the first persons to establish an institute of
higher in what we know as the western world (Jennings, 2008)3.
His mode involved standing in front of a class and “transferring
knowledge”.
Fortunately, at the same time, Socrates introduced an alternative
way of learning – not necessarily training. Socrates led his pupils,
whom he never called pupils, to learn through discussion –
Socratic Dialogues. He encouraged students to learn indirectly
through listening, gathering data, assembling the information and
then thinking through before making conclusions and decisions.
The main challenge facing institutions of higher learning is how
to educate and train graduates who will build and preside over
effective systems (policies, strategies and approaches) that enable
organizations to engage with not only the new but ever changing
world. The institutions have to shift from approaches that are
almost exclusively inclined towards ‘training’ to incorporate
3
Jennings Charles (2008), “Why we need to know less and learn more:
Meeting the Challenging Needs of the 21st Century Employers”
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‘learning and development’.
Issues for consideration
No matter the changes and transition to be undertaken,
Universities must not succumb to the emotional or short-term
goals of Governments and funding agencies/people, much as
they must also be cautious to address the reality of emerging
challenges. For example, while innovation is dominantly a process
of business engagement with markets, Universities can only play
a minor active role in the actual commercialization of innovations
in the business space. According to Jennings (2008), there is no
doubt that universities have a fundamental contribution to make
to the innovation process. However, no one should assume that
universities are direct drivers of innovation, and that this could be
their primary rationale. Universities can and do contribute to the
innovation process, but not as its drivers”.
Similarly, there has been a continued debate on the context
that underlie the role of the humanities and social sciences.
Government policies for universities, particularly in research,
have often concentrate on science, technology and medicine, with
little interest in the humanities and social sciences that implicitly
undervalues their importance for society. Yet, the humanities,
which are concerned with what it means to be human help us
make sense of our lives and our world and help to build the values
and morality that hold societies together. They are crucial to the
creation of effective social policy.
Regarding public engagement, academics contribute freely their
specialist knowledge or distinctive perspectives to public bodies,
and to a broader public through lectures, debate, discussion or
performance, and as “public intellectuals”, who take on a public
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role to stimulate debate or social activism. Academics have the
freedom, and the duty, liberally to contribute their understanding
to the benefit of society (Jenings, 2008).
The training and learning of new graduates need to reflect the
following challenges that characterize the current and emerging
working environment:
i. Expanding information that is not confined to structured forms
such as books, journals, and data bases but is unstructured
on the net, in blogs and WhatsApp messages, pictures etc.
including anecdotal sources. Many academics still reject
citations from the web unless they are from a clearly cited
or even referred source of literature and yet the challenges
facing business executives and the practical solutions they
have applied are discusses daily in blogs, mails, YouTube etc.
in 2008, there were over 120 registered blogs while 5 billion
instant messages were being generated on daily basis in 2005.
While some of these may have contained ‘fake’ information,
the huge number gives the impressions that in this stark of
hay was some gold from very unlikely sources. Reuters alone
files over 2.5 million news items per year and updates more
than 200 million data records and with a daily output of an
equivalent of 23 King James Bible versions in 18 languages.

ii. The above shows the myriad of data amounts and information
that employees and employers have to process and so require
unique skills to do so. Information does not need to reside in
one’s head (our exams still test for that memory element) since
all one needs are the skills and means to generate the required
info. Network of medical Consultants are often organized
across the globe to support certain complex operations
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through cyberspace tools implying that, apart from learning
how to practice medicine, health personnel also need to learn
how to build and manage knowledge networks. A study by
Kelley of Carnegie Mellon University and Harvard Business
School highlighted changes in how information ownership
and usage has changed. It showed that in 1986, employees
felt that they needed to hold in their heads about 75% of the
knowledge needed to do their jobs. The corresponding figures
were 15-20% in 1997 and 8-10% in 2006. It certainly must be
less than 5% in 2017. The conclusion is that the best employee
today is one who holds the basic knowledge but is also best
skilled to find what he needs when he needs it.

iii. The changing nature of work also possess new challenges
to universities that seeks to build employee capacities and
capabilities for effective performance. Both manual and
physical jobs, which require a highly predictable skills set
are on the decline. Anything structured and programmable
is being programmed for machines and circuits rather than
human beings. Employers need employees for more complex
tasks that require high level interaction rather than low level
routine tasks. It is no longer a question of testing employees
for available skills and knowledge required to do the available
job but also their ability, capacity and motivation to learn
continuously. While the compute replaced the typewriter,
YouTube will soon replace more than half of the required
lecture room time. Employees should be trained to build and
market their own ‘Brand’ within the workplace.

iv. Universities need not only build capabilities of employees
but also whole organizations. This may take an element of
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‘supplier-induced demand’ whereby the University comes
up with proposals on how given organizations can structure
themselves to manage the ever changing environment. Nokia
was initially engaged in wood pulp, then rubber and many
other things before the phones that it is commonly known
for today. Even rich organizations need to devise means of
‘reaching’ to tap and deliver knowledge. The traditional models
of learning and training whereby a teacher (knowledge expert)
and learner had to be in the same space and time is no longer
the most efficient and effective mode of building the stock of
human resource. Forward looking organizations will be looking
forward to use of virtual worlds – virtual collaborative learning,
mobile learning tools, and on the job experimentation and
talking among employees. One of the major drivers of wireless
technology was the need to allow employees not to be bound
by work stations but to roam, consult and think outside the
‘box’. Similar trends have emerged out of open-space offices.

v. The Generation Y students have a lot of competing elements
thrust upon them by digital technologies. They watch Video
games, send mails, read text and Email messages, talk on
cellphones and watch TV. Most of these channels do not
provide content that is in the mainstream of traditional
learning. This should not be seen as a problem as it provides
them with opportunities to learn how to adapt to new ways
of learning. They have grown up surrounded with vast forms
and amounts of information that they need not be convinced
of that the future does not depend on how much information
one keeps in the head but rather is able to access.
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Conclusion
Universities are not just supermarkets for a variety of public and
private goods that are currently in demand, and whose value is
defined by their perceived aggregate financial value. They have a
deeper, fundamental role that permits them to adapt and respond
to the changing values and needs of successive generations,
and from which the outputs cherished by governments are but
secondary derivatives. To define the university enterprise by
specific outputs, and to fund it only through metrics that measure
them, is to misunderstand the nature of the enterprise and its
potential to deliver social benefit. These issues of function and
purpose are important, and need to be explicit (Jennings, 2008). It
is part of the business as Universities to deal with the universality
of knowledge; remain concerned with human beings in all their
manifestations – biological, mental, emotional, objective and
subjective – and their social, cultural and economic organisations
and interactions with each other. They should seek to provide
more understanding of the unknown and explain the global
complexity we live around us.
Governments should not be biased by the perceived dilemma of
how to find an appropriate basis for funding universities.. Whilst
universities should be funded for how well they do the things that
make them what they are, it is too easy to develop one or two
lines of funding, driven by metrics that stand proxy for deeper,
elusive qualities, that so drive university behaviour that they
pour excessive efforts into the satisfaction of the metric rather
than the properties metrics attempt to measure. Such metrics can
also have the perverse consequence of driving out much of the
creative diversity of behaviour that is one of the university’s great
strengths. We must not let the world obscure the Universities’
most important contribution to society.
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The oft-quoted example of Silicon Valley and Stanford University
is far more subtle and complex than a simple reading allows. It is
a compound of capitalist enterprise, technical and legal services,
skilled labour, a broad range of social provision in the public
domain, local and state government policy, the appetites of a
historically entrepreneurial culture, and maybe even climate. To
confine universities to such a mechanical place in the progress
of society is to diminish them; it invites doomed attempts to
measure intangible effects by unyielding metrics; it offers only
eventual disillusion.
As recommendation, continuing professional development is
important for both university staff and their students as it that
they all remain competent within the profession and relevant to
the wider world. The approaches to professional development
that Universities should consider include: consultation, coaching,
adoption of communities of practice, use of lesson study, use of
mentoring that can involve invitation of practitioners as guest
lecturers; enhancing research by lectures and provision of technical
assistance to business entities which increase the interface and
relevance with business world; and reflective supervision of the
entire training and learning process.
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THE PLACE OF UNIVERSITIES IN NATIONAL HUMAN RESOURCE
PLANNING FOR VISION 2040’
Joseph Muvawala (PhD)
Executive Director,
National Planning Authority
Introduction
The paper highlights the role of Universities in National Human
Resource Planning in the perspective of the Uganda Vision 2040.
The paper therefore recognizes that, universities play a twofold
role in the labour market; both as labour demanders and as labour
suppliers. However, the Universities’ major and primary role is to;
continuously supply the labour market with the labour force of
the required calibre, in terms of the skills and competencies. The
paper later presents in details how universities have lived to this
expectation.
It is important to note that education and training are key
elements of Human Capital Development. Since education and
training system is the major supplier of labour and skills required
in all sectors of the economy, it is important that the country has a
strong legal, policy and financing framework as well as the general
enabling environment that facilitates the production of market
ready competencies to transform the country into knowledge
based economy.
Human Capital Development is a fundamental in the Uganda
Vision 2040 and thus the role of universities is very vital. In order
to transform Uganda into knowledge based economy, Uganda
vision 2040 identified a number of fundamentals that Uganda
must be strengthened to harness the abundant opportunities one
of which is the country’s Human Resources. Uganda Vision 2040
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provides for transformation of the Ugandan society from a peasant
to a modern, prosperous and competitive upper middle-income
country by 2040. To attain this, the country will have to exploit its
enormous opportunities such as oil and gas, tourism, minerals, ICT
business, among others; through strengthening the fundamentals
such as: physical infrastructure; Science, Technology, Engineering
and Innovation (STEI); and above all through concentration on
human capital development.
The Second National Development Plan (NDPII, 2015/162019/20) prioritizes Human Capital Development and gives
prominence the role of higher education. Human Capital
Development in NDPII is articulated through the Human Capital
Development value chain (HCDVC), illustrated in six stages4. The
essence of the HCDVC is to ensure that the baby born this year
is nurtured to become a productive workforce and provided with
adequate training at all stages to acquire the required skills in the
labour market and in all sectors of the economy and beyond.
Therefore, to produce the required human resources projected in
vision 2040, the paper analyses the current state of universities and
higher education in Uganda to unveil existing impediments, and
later presents their role in National Human Resource Planning as
a basis to ensure alignment of training outcomes to market needs
and also to provide grounds for issues and policy discussions.
The paper presents an analysis of the current status of universities
in Uganda in relation to National Human Resource Planning
function to provide grounds for issues and policy discussions
regarding the closure of the gaps between university outputs and
the market needs. Specifically, the paper covers:
4
The six stages of Human Capital Development include: Pregnancy to
birth, 0 - 5years of age, 6 – 12 years of age, 13 – 17 years of age, 18 -24 years
of age, and 25 – 64 years of age.
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The current state of universities in Uganda
NPA Work in relation to National Human Resource Planning
The Human Resource Projections in-line with vision 2040
The place of universities in National Human Resource Planning
Conclusions and recommendations

The conceptual orientation of Human Resource Planning for
Uganda is traced from the both the classical and the neo-classical
economics as elaborated in the subsequent section. While the
classical economists were greatly concerned with the interactions
between labour, capital and land, the Neo-Classical Economists
stressed the importance of market forces in bringing systems into
equilibrium. Therefore, due to failure of market forces of demand
and supply to bring about equilibrium, government then pursued
a deliberate and comprehensive approach to human resource
planning to counteract such market failures.
The need for human resource planning and development is
largely premised on the inherent failures of the Labor market.
The outcomes are reflected in the form of market inefficiencies
like; involuntary unemployment, underemployment, wage
inefficiencies among others.
Earlier, the economy was presumed to be efficient with
adequate ability to match the demand and supply of human
resources without Government intervention. It was expected
that universities and other training institutions would respond
to the needs of the labour market and supply the required skills
and competences. Indeed the Manpower Planning Department at
the Ministry of Finance Planning and Economic Development was
wound-up on that understanding.
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However, the economy has continued to face labor market
inefficiencies manifested in the form of a miss-match between
demand and supply. Despite the increasing education attainment,
skill related unemployment continues to increase something that
requires redirection of the labor market. As a result, there is
need for undertaking comprehensive human resource planning
by ensuring that education and training institutions produce
industry relevant competences.
The contextualization of Human Resource Planning and
Development in Uganda is traced from the early stages of colonial
administration in the early 1920s. In the 1960s, government
adopted development planning and the country developed the
first National Development Plan which clearly articulated the kind
of manpower that the country desired to attain development goals
of the time. However, the political turmoil of 1970s led to collapse
of all systems. In the 1980s, Human Resource Planning was not
given the much prominence it desired on assumption that market
would clear. As a consequence, the Public service was weakened
resulting into inadequate planning and professionalism, poor
coordination, lack of career training milestones, training became
largely supply driven and was geared towards satisfying individual
and not national demands as the training was focused on attaining
academic papers.
During the PEAP period, it was noticed that; a healthy and welleducated population is both a necessary condition for development
and one of the central objectives of development. In early 2000s,
government recognized the need to reinstate comprehensive and
integrated planning that recognized the need for Human Resource
Planning and development. The NDPI recognized Human Resource
Development as a cornerstone of sustainable development.
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To-date, Human Resource Planning is viewed as an important
intervention for national development. The National Human
Resource Planning Framework (NHRPF) is already developed to
provide an overall strategic guidance necessary to produce the
kind of human resource that is required at the right time, with the
right quality and in right quantity.
As earlier noted, universities and other training institutions are
important components of the institutional framework for the
operationalization of the National Human Resource Planning
Framework. In the next section of this paper, an introspection of
the current state of our universities is undertaken with the intent
to understand their capacities and readiness to effectively play in
the labour market.
The Current State of Universities in Uganda
1. Number of universities in Uganda
The review of current state of universities reveals that the
number of universities has increased tremendously over the
past two decades. To date, the country has over 40 universities, 9
of which are public universities. These universities have continued
to train and produce graduates every year in some fields that are
either not relevant on the labour market or that are not in high
demand which has worsened graduate unemployment. With the
production of the National Human Resource plan, this tendency
shall have to change. Universities and other higher training
institutions shall be required to train learners in fields of higher
demand as envisaged by the national strategic direction chosen.
2. Students enrolment in higher education institutions
Enrolment for science and technology are still very low. Despite
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a tremendous increase in gross university enrolment, student
admission in science and technology programs at both private
and public universities is still low at only about 37 percent. This
is below the minimum requirement of 40 percent of students
registering in Science and Technology for the country to take off to
middle income status (UNESCO). This raises concern for Uganda’s
development agenda of becoming a middle income country as
well as a knowledge based economy.
Additionally, there is a continuous mismatch between student
enrolment in many universities and the available infrastructure.
The student/ staff ratios are not consistent with standards set by
the NCHE in many universities. In 2016 there were over 180,000
students enrolled in Ugandan universities and about 69,000
students enrolled in other institutions of higher education. This
means that there were a total of 249,000 students enrolled in
higher education. Physical facilities in the many universities do
not commensurate to the increasing enrolment, in fact student
numbers have overwhelmed existing infrastructure and lecture
halls are overflowing with lecturers too far away to be heard. This
has lots of ramifications on the quality of our graduates.
3. Governance and Legal framework of high institutions in
Uganda
The Universities and Other Tertiary Institutions Act of 2001 (As
amended in 2003 and 2006) has a number of gaps and need
to be revised to address governance challenges of universities
and other higher education institutions. As a matter of concern,
the law establishes a too big university council of 24 members
and majority are staff members and it does not specify the
minimum qualifications of council members. The Act does not
define procedures for removal of council members from office.
In addition, there is conflict of roles between the responsibly
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of the Vice chancellors and those of the Universities Secretary
with respect to the statutory responsibilities over the finances of
universities. The legal framework is therefore not comprehensive
and has more gaps in financing strategies, principles for allocating
public funds, incentives for private institutions, accountability and
quality assurance mechanisms.
4. Regulatory and Quality assurance of higher education
The National Council for Higher Education (NCHE) which is
mandated to regulate the quality of higher education does not
have all the required capacity to undertake quality assurance
of higher education. The regulatory role of higher education is
vested under the NCHE as established by the Act. Among other
responsibilities, the NCHE is responsible for the accreditation of
public and private institutions of higher education; monitoring,
evaluation and regulation institutions of higher education to
ensure minimum standards for courses. Many universities have
continued to run courses that have not been vetted and some have
failed to meet the minimum standards as provided by the NCHE
which further compromises the quality of university outputs. The
inadequate capacity has continued to undermine the quality of
higher education in Uganda.
There is extensive duplication of courses and programs by many
universities which compromises the relevance of Uganda’s
university education. As a consequence, graduates from these
institutions of higher learning have continued to experience both
a high rate of unemployment and underemployment because
some of these courses are not relevant to the job market. Higher
education institutions have failed to review programmes, retrain
staff, re-equip workshops and laboratories, and procure new
books and other learning materials; this affects the relevance of
university education in Uganda. (we need to show awareness that
51

UVCF BULLETIN

VOL 7

it is not very much their own making but partly because of the
financial and other constraints they face)
Unit Cost of Higher Education
The unit cost of providing higher education at public universities
in Uganda is lowest in East Africa. The NCHE lays down three
different standard options for unit costs at; ‘Acceptable, good
and Ideal’. However, according to the office of the Auditor
General report 2011, current average weighted unit cost of
University education stands at UGX 3,519,918 and is lower than
the acceptable standard set by NCHE at UGX 4,528,747 and the
ideal standard at UGX 5,592,932. The liberalization of the higher
education sector in Uganda resulted in an exponential growth
in private universities. Ironically, a review of the fees charged by
various private and public institutions across Uganda revealed
that the tuition charged by private universities is actually lower
than that of the public universities. The implication of this cost
structure is the inability of universities to adequately provide the
much needed facilities to enable effective learning.
Inadequate funding to university education has persisted and
remained critical for Uganda’s education. Public funding to higher
education remains at 0.3 percent of GDP which is below the
recommended share of at least 1 percent. The provided funding
does not match demand as student numbers are increasing by an
annual average of over 10 percent. Equally, there is inadequate
funding of the Department of Higher Education which makes
support to the public universities difficult thereby shifting the
burden of financing education to the students. In terms of
total Government expenditure, higher education has over the
past decade consistently received between 9 and 13% of total
expenditure on education.
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Government Scholarship System
The Government Scholarship system does not adequately address
skills in short supply and neither does it support the less-privileged
students. Government sponsors about 4,000 new entrants into
the public universities system every year to the best-performing
secondary graduates. While there are two main policy reasons for
government to provide public support for students: (a) to meet
the needs of the national economy and (b) to reduce inequality in
access to tertiary education; it does not dictate the areas in which
the sponsored students must specialize, as this is left to the student
and the training institution to decide. In this aspect, it is alleged
that the institutions tend to also place government-sponsored
students in the least demanded programmes to maximize
enrolment of private students in highly demanded programmes.
As a result, the program is not producing the manpower outputs
in the fields the country most needs for its social and economic
transformation.
Students Loan’s Scheme and its Sustainability
The sustainability of Students Loan’s scheme is uncertain yet it is
very critical to continuously uphold higher education enrolment.
Government in 2014 established the Higher Education Students
Financing Board with a mandate to provide financing for Higher
Education in form of loans and scholarships for Ugandan students
seeking to pursue higher education in an accredited institution of
higher learning recognized by the NCHE. However, with annual
accumulation of beneficiaries and rolling out the scheme to cater
for humanities, it raises an issue of sustainability in the current
financing framework. The board started with Shs4.4b to facilitate
the students’ tuition, functional fees, research and funds to cover
aids and appliances for persons with disabilities. The money has
since grown to Shs18b in 3 years to support more beneficiaries.
53

UVCF BULLETIN

VOL 7

In fact, the scheme has faced challenges of continuous rise in
the number of student’s application every year yet a few can be
supported and also in identifying the poor needy students is still
an issue. This presents a sustainability challenge to the scheme
unless if the Board is funded adequately.
Research and Development in Uganda’s Universities
There is persistent and inadequate funding of Research and
Development in many universities. As a consequence, many
universities do not have adequate research capabilities,
infrastructure and facilities needed to make them active
beneficiaries of global knowledge to generate or adapt knowledge,
innovation and problem solving. There is therefore inadequate
research and innovation capacities in the country; University
institutions in Uganda face critical shortage of staff to adapt and
generate knowledge and innovate. There is little investment in
research and innovation, particularly in high priority areas, such
as agriculture and natural resources, applied sciences, health
sciences, engineering and technology, which limits their capacity
to meaningfully contribute to Uganda’s development and integrate
themselves into the global knowledge networks.
Strategic Planning in Uganda’s Universities
Many universities have continued to operate without clear
strategic plans presenting their strategic direction. Strategic
planning is very crucial for universities to link their university
strategic directions to that of the sector and the national strategy
as well. Management of universities should embrace Strategic
Planning as a tool for developing Annual Work Plans and for
monitoring performance.
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Staff Welfare and Working Conditions
Attraction and retention of skilled professionals in Uganda’s
universities continue to be a big challenge. The continued staff
turnover and the low staff morale in many universities are majorly
due to poor working conditions and management practices.
The resources available to higher education in Uganda are still
inadequate to enable them effectively respond to staff salaries
and working conditions. For instance, Makerere University is
currently operating at less than 50% of its staff establishment
which negatively impacts on the education outcomes in Uganda.
As earlier noted, the context of Human Resource Planning for
Uganda is traced from the failure of market forces of demand and
supply of human resource to bring about equilibrium. Government
pursued a deliberate and comprehensive approach to human
resource planning to counteract such market failures.
In respect of that, NPA has developed a comprehensive National
Human Resource Development Planning Framework (NHRDP)
(Annex 1). This framework provides strategic guidance to support
effective Human Resource Development planning. The main
purpose of this framework is to provide a holistic and integrated
approach to human resource development planning of the
country and provide a framework to streamline Human Resource
multi-stakeholder actions at all levels within the overall national
development agenda (Figure 1 illustrates the NHRDPF).
This framework provides for mechanisms to guide the assessment
of the current and predict the future HR requirements, and trends
in the different sectors of economy, in a bid to meet the country’s
short term, medium term and long term HR requirements. Once
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operationalized, the framework will serve as a guide to ensure
that the right number and right kind of people, with the right
skills, are available at the right time at all levels to contribute to
national development. The Framework as illustrated in figure 1,
shall be implemented through six main planning tools; these
are: The 30 year National Human Resource Development Strategy
(NHRDS); 10 year National Human Resource Plans (NHRP); the
5 year National Human Resource Development Plans (NHRDP);
5 year Sectoral Human Resource Development Plans (SHRDP);
annual plans and budgets as illustrated in figure 1.
a. The 30 year National Human Resource Development Strategy
(NHRDS) will long-term aspirations and targets for attaining
the desired human resource of the country. As the economy
sets long-term aspirations through the 30 year Vision across all
the sectors, the guidance on the implications on the required
human resource needs will be of paramount importance.
This strategy shall set the agenda over the long-term period
for Human Resource Development so as to ensure adequate
integration and alignment of human resource needs to the
long-term national development objectives.
b. The 10 year National Human Resource Plans (NHRP)
shall provide the strategic direction and interventions for
sustainable human resources development guided by the
trends in human resource supply and demand requirements.
The plan shall consist of medium to long term priority
interventions for the key catalytic areas of the economy and
shall serve as the basis for alignment of human resource
needs to the national development Agenda. Programmes
are underway to develop the 1st 10 year National Human
Resource Plans (NHRP) and nationwide manpower survey is
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being finalised to provide the required data. All education and
training institutions were fully covered.
c. The 5-year National Human Resource Development Plans
shall be developed to operationalize the 10-Year National
Human Resource Plans within the 30 year Human Resource
Development Strategy period. In that regard, the NHRD shall
be the National Capacity Building Plan and shall stipulate the
systematic and planned strategic interventions and objectives
designed to provide nationals with the necessary skills to meet
current and future job demands and shall illustrate how these
fit into the overall National Macro Economic Framework for
the country as specified in the five year National Development
Plan.
d. Each sector/LG shall develop a Sector Human Resource
Development Plan every five (5) years shall be the Sector/
LG Workforce Skills Development Strategy and Plan. The
Plan shall be an Annex to the Sector/LG Development Plan
in line with the CNDPF and Sector and LG Development
Planning Guidelines. To develop this plan, each sector will be
required to undertake an assessment of the sector specific
human resource needs and therein phase out medium term
interventions towards realizing the required human resource
for each sector.
e. The Annual Work plan/Budget shall spell out the priority
activities for human resource development for the year
and their budgetary allocations consistent with the MTEF
projections. The priority activities shall be selected to realize
the objectives and strategies in the 5-Year National and Sector
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Human Resource Development Plans. Local Governments,
Ministries, Government Departments and Agencies shall be
required to plan for activities towards realizing the desired
human resource in line with their Sectoral Human Resource
Development Plan. Therefore, while developing annual work
plans and budgets, all sectors and MDA/LGs shall take regard
of the National and Sectoral Human Resource Development
priority needs.
The Human Resource projections for Uganda are based on a
rich theoretical body of Literature from both the classical and
the neo-classical models. The theoretical perspective for Human
Resource planning deals intuitively with the core problem of the
imbalance between labour supply and demand. Consequently, a
better understanding of the manpower planning modeling and
projections was aided by labour market theories. The classical
economists were greatly concerned with the interactions between
labour, capital and land, and the Neo-Classical Economists
stressed the importance of market forces in bringing systems into
equilibrium.
The consideration for the neo-classical economists was their
focus on the regulatory role as an addendum to the classical
economic theory. According to them, markets for goods or labour
do not clear. Unemployment occurs because the price of labour
relative to the price of capital is too high. If labour reduces its price
it will be absorbed. On the other hand, the principal difference
between Keynes and the classicals was in the determination of
equilibrium. Keynes argued that the volume of employment
in equilibrium depended on the aggregate supply function, the
propensity to consume, and the volume of investment. This
theoretical perspective provides grounds for development of
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the macro model for projecting imbalances on Uganda’s labour
market.
NPA has developed Uganda’s Occupational Demand and Supply
Macro-Model as a tool to forecast occupational gaps over time.
The objective of the model is to provide an integrated accounting
framework to analyse the situation and evolution of the labour
market in the country. The model has 3 main components, these
are: Occupational demand; Labour Supply; and the Imbalance
forecast
The model will therefore enable the government to project the
demand and supply of all key occupations in the country over the
vision period. It will provide data to enable the government on an
annual basis, to identify and calculate the imbalances between
demand and supply for specific occupations and more accurately
identify skills shortages. Government will plan more effectively for
the future and focus industries and sectors where the needs are
most pressing.
The results of the model shall always be calibrated as and when
new data is available. NPA will use the gap analysis to develop a
National Human Resource Plan that will focus on eliminating the
gaps. The ultimate goal of this model is to develop and implement
the National Human Resource Plan and move the country towards
realizing vision 2040. The development of this model is seen as the
first step in the process designed to make decisions on the needed
to inform training in universities and other training institutions.
The model makes projections for all the 352 occupations
classified according the ISICO-Code at 4 levels up to 2040 (see
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Annex 2: Occupations based on ISCO Code). The projections
cannot be presented in this paper as the results are still work in
progress.
Universities are at the apex of higher education institutions in
Uganda. Their main distinguishing characteristic is that they create
new knowledge through research and publication. Although the
human resource needed to drive knowledge based economies are
mainly created in universities, Other Tertiary Institutions produce
the labour force that build and repair nations.
The National Human Resource Development Planning Framework
clearly articulates the role that universities and other higher
education institutions should play in an attempt to produce the
workforce that is needed by the labour market both in terms of
quality and quantity. Therefore, the role of universities and other
higher education institutions in national human resource planning
is very critical as illustrated below;
1. Continuously supply the labour market with the labour
force of the required calibre, in terms of the skills
and competencies. Universities and higher education
institutions must align their training to the national
priorities. Training institutions must therefore prepare
students for labour/job market that require advanced
and dynamic skills. The country for example has over
supply of skills in some occupations/professions especially
humanities and acute shortages in others especially ICT,
Engineering and medical fields and in some oil and gas
related courses. Universities must position themselves to
reduce intakes for some courses and strategize to increase
for others like medical practitioners.
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2. Ensure quality data management; universities must
develop systems to keep records regarding student’s
enrolment, graduation, dropout rates, programmes and
other key statistics relevant to human resource planning.
The Labour Market Information System (LMIS) mentioned
under the National Human Resource Development
Planning Framework shall be linked to education and
training institutions to enable them do directly and
continuously input supply data as well as get information
on key skills demands. Recently, all universities and training
institutions were covered under the national manpower
survey to establish the current and projected supply of
human resources, however, many universities had poor
record keeping systems and in some cases, there were no
records at all.
3. Undertake and regularize tracer studies on annual
basis to follow up on the impact of the education and
training programmes as a way to get feedback to enable
improvement of programmes offered and aid human
resource planning. The LMIS shall be linked directly to
industry so as to timely communicate their human resource
needs as well as supporting the sourcing processes of
their human resource. The tracer studies shall help to
continuously improve the relevance of university and
general higher education outcomes.
4. Develop institutional strategic plans with a clear focus and
strategic direction that is linked to the Education Sector
and National Agenda. Like stated earlier, many universities
operate without a clear strategic plan and where one
exists; there is limited publicity to university stakeholders.
Strategic planning is very important for universities to link
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the university strategic direction to that of the sector and
the national strategy as well. Management of universities
should embrace Strategic Planning as a tool for guiding
enrolment, staffing, remuneration and the general
operations.
5. Undertake curriculum review and design to match the
emerging trends in the economy and the needs of the
current labour market that is so dynamic. The nonresponsive education curriculum to the needs of the
country is one of the key challenges affecting supply
of an employable workforce. Employers and research
institutions have limited linkage with the universities and
tertiary institutions in terms of influencing curriculum and
supporting the research agenda. Decentralization of the
curriculum at the training institutions is a priority together
with establishing Centers of Excellence in key areas in
line with NDPII as well as strengthening existing ones to
improve response to market demands and collaborating
with industries in the training of the country’s human
resource.
6. Establish mechanisms for collaboration with international
universities and other training institutions to certify
and standardize skills to meet demands of the market.
There is an urgent need for international certification
and standardization of skills in the country to maximize
employment creation in key emerging sectors and
areas: E.g. oil and gas, Standard Gauge Rail, Energy, ICT,
among others. There is need to provide internationally
recognized certification to Ugandans to suit the national
and international market demands, as a way to maximize
the productivity and capacity of the countries human
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resource.
7. Strengthen Research and Development (R&D) at the
university since it’s is critical in the innovation process.
R&D activities differ from institution to institution and it
drives innovation and innovation drives long-run economic
growth, creating jobs and improving living standards in
the process. University-based research is of particular
importance to innovation, as the early-stage research that
is typically performed at universities serves to expand
the knowledge pool from which the private sector draws
ideas and innovation. In developed, knowledge-based
economies, innovation powers long-run economic growth.
For example, two-thirds of UK private-sector productivity
growth between 2000 and 2007 was a result of innovation.
8. Offering Career guidance and advice to students as a way
on enhancing their understanding of the various career
opportunities ahead of them.
Universities should design a mechanism to regularly provide
guidance and counselling to students as a way of opening
up their thinking. Lecturers need to be provided with
opportunities of refresher courses to be able to provide the
guidance needed by students.
From the outgoing discussion, it is clear that the thrust for human
resource planning is anchored in the national development
frameworks as carried in the Vision 2040 and the NDPII. Indeed
the national development agenda presupposes that the country
shall have the human capital with the required skills to execute
the interventions as proposed in the NDPII and Vision 2040.
Accordingly, the National Human Resource Planning Framework as
a planning tool derives from such desire to match the manpower
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demands with supply through forecasting manpower requirements
and laying strategic interventions towards the achievement of
the forecast manpower. To this, the role of universities has never
been critical before than today. It is however noted from the
outgoing discussion that our universities are mainly disposed of
to performing the supply function without much regard to the
manpower requirements to leapfrog the country towards the
envisioned middle income status by 2040. It is clear that such
a position currently occupied by universities would continue to
be counterproductive to the national Vision and also perpetuate
instability and tension within in the labour market. Therefore,
logic would require to ensure that universities claim the desired
place that would give them the latitude to effectively play their
roles as envisaged within the National Human Resource Planning
Framework. We must appreciate that this is a critical challenge
without a silver bullet.
Foremost, universities must support their planning directorates
to partake the planning function leading to the development
of aligned human resource plans to the NHRPF. It is anticipated
that this would lead to synergized strategic interventions across
universities all aimed at correcting the identified labour mismatch
in the labour market. Additionally, the national development
agenda expects universities to be sources of granular analyses
of national labour problems and dependable solutions to keep
unlock the constraints to effective and efficient human resources
planning. Unfortunately, all these would require resources albeit
the meagre resources at the universities’ disposal. This would then
necessitate for a paradigm shift from research agendas originally
defined by academics towards research collaborations and
networks defined in multi-stakeholder environments characterized
by continuous interactions between and/amongst universities, the
industry and government in the funding, promotion and tailoring
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of the research agenda to national human capital development
priorities.
Second, it is clear that accurate labour market information is
the lifeline for any Human Resources Planning. Accordingly, the
need for efficient record keeping in nearly all disciplines in higher
education institutions to track and keep records of the country’s
stock of human resources can never be overemphasized. Just
as it is envisaged within the NDPII, We would indeed implore
Universities to prioritize tracer studies and regularize them as the
basis for not only updating the labour market information system,
but also for reviewing university curricular in tandem with the
labour market dynamics.
Third, there would be need for radical changes to the way
government finances higher education. To illustrate, the current
model of funding which is not tethered to the national human
capital requirements is counterproductive and not sustainable.
It is clear that sustainability of higher education financing is a
correlate of the likelihood of being employed. Universities should
be implored to pick up priority occupations from the imminent
National Human Resource Plan (NHRP) and tailor their admissions
regulations in such a way that would ensure alignment with
the NHRP. Accordingly, funding would as well be aligned to this
condition. Moreover, the same approach would be used to guide
the loan scheme.
Finally, the NCHE accreditation policy would need to be tied into
the National Human Resources Planning Framework in such a way
that new accreditations for courses and universities would be
limited to such areas of human resource shortages. In any case,
if it is empirically proved that the current number of universities
can saturate the labour market, it would as well be strategic to put
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a moratorium towards accrediting new universities but perhaps
continue supporting universities to reorient their academic
programmes towards the national manpower demands.
In conclusion, universities and other higher education institutions
have a fundamental role to play in the space of human resource
planning. Like stated earlier, human resource planning is a
systematic arrangement that requires concerted efforts of all
stakeholder actions towards addressing the critical human
resource gaps in-line with the national development agenda. In
this regard, universities have a bigger role on the supply side,
although they also demand labour to execute their role.
•

Universities and higher education institutions should be
deliberately supported to produce those skills for which there
are not enough on the market.

•

There is need to introduce and emphasize the importance
of efficient record keeping in nearly all disciplines in higher
education institutions to track and keep records of the
country’s stock of human resources.

•

Training institutions should priorities tracer studies and
regularize them on annual basis to follow up on the impact
of the education and training programmes as a way to get
feedback to enable improvement of programmes offered and
aid human resource planning.

•

Higher education institutions should consider adopting
policies that promote the participation of students in research
and their involvement in policy formulation, review and/or
implementation.

•

Curriculum issues need to be looked into by NCHE which may
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wish to consider further studies to review in greater details
the curricula of all the higher education’s institutions with
a view to making such curricula more relevant and practical
with the appropriate content.
•

National Council for Higher Education should enforce its
minimum standards for universities and higher education
institutions

•

Strengthen higher education institution - private sector
linkages and or partnerships

•

Research and Development should be strengthened to drive
innovation and for long-run economic growth and creating
jobs and improving living standards in the process.

•

Career guidance and advice to students should be prioritised
as a way on enhancing their understanding of the various
career opportunities ahead of them.

•

Universities should consider twinning as a mechanism for
collaboration with international universities and other training
institutions to certify and standardize skills to meet demands
of the market.
There is need therefore to review immediately the policies
on students’ intake and take action to ensure that overtime
arrangements are made to ensure that facilities and staff are
consistent with guidelines promulgated by the NCHE.

•
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Annex II: Occupations in the HR Macro Model for Human
Resource Projection in-line with Vision 2040 targets
Occupation Label
1. Legislators
2. Senior government officials
3. Traditional chiefs and heads of village
4. Senior officials of special-interest organizations
5. Managing directors and chief executives
6. Finance managers
7. Human resource managers
8. Policy and planning managers
9. Business services & administration managers
not classified
10. Sales and marketing managers
11. Advertising and public relations managers
12. Research and development managers
13. Agricultural and forestry production managers
14. Manufacturing managers
15. Mining managers
16. Construction managers
17. Supply, distribution and related managers
18. Information and communications technology
service managers
19. Child care services managers
20. Social welfare managers
21. Education managers
22. Financial and insurance services branch
managers
23. Professional services managers not elsewhere
classified
24. Hotel managers
25. Restaurant managers
26. Retail and wholesale trade managers
27. Sports, recreation and cultural centre managers
28. Services managers not elsewhere classified
29. Physicists and astronomers
30. Chemists
31. Geologists and geophysicists
32. Mathematicians, actuaries and statisticians
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ISCO_ code
1111
1112
1113
1114
1120
1211
1212
1213
1219
1221
1222
1223
1311
1321
1322
1323
1324
1330
1341
1344
1345
1346
1349
1411
1412
1420
1431
1439
2111
2113
2114
2120
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33. Biologists, botanists, zoologists and related
professionals
34. Farming, forestry and fisheries advisers
35. Industrial and production engineers
36. Civil engineers
37. Mechanical engineers
38. Chemical engineers
39. Engineering professionals not elsewhere
classified
40. Electrical engineers
41. Building architects
42. Landscape architects
43. Product and garment designers
44. Cartographers and surveyors
45. Graphic and multimedia designers
46. Generalist medical practitioners
47. Specialist medical practitioners
48. Nursing professionals
49. Midwifery professionals
50. Traditional and complementary medicine
professionals
51. Paramedical practitioners
52. Veterinarians
53. Dentists
54. Pharmacists
55. Environmental and occupational health and
hygiene professionals
56. Physiotherapists
57. Health professionals not elsewhere classified
58. University and higher education teachers
59. Vocational education teachers
60. Secondary education teachers
61. Primary school teachers
62. Early childhood educators
63. Education methods specialists
64. Other language teachers
65. Information technology trainers
66. Teaching professionals not elsewhere classified
67. Accountants
68. Financial and investment advisers
69. Financial analysts
70. Management and organization analysts
71. Policy administration professionals
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2131
2132
2141
2142
2144
2145
2149
2151
2161
2162
2163
2165
2166
2211
2212
2221
2222
2230
2240
2250
2261
2262
2263
2264
2269
2310
2320
2330
2341
2342
2351
2353
2356
2359
2411
2412
2413
2421
2422
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72.
73.
74.
75.
76.
77.
78.
79.
80.
81.
82.
83.
84.
85.
86.
87.
88.
89.
90.
91.
92.
93.
94.
95.
96.
97.
98.
99.
100.
101.
102.
103.
104.
105.
106.
107.
108.
109.
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Personnel and careers professionals
Training and staff development professionals
Advertising and marketing professionals
Public relations professionals
Information and communications technology
sales professionals
Systems analysts
Web and multimedia developers
Applications programmers
Database designers and administrators
Systems administrators
Computer network professionals
Database and network professionals not
elsewhere classified
Lawyers
Judges
Legal professionals not elsewhere classified
Librarians and related information professionals
Economists
Social work and counselling professionals
Religious professionals
Authors and related writers
Journalists
Translators, interpreters and other linguists
Visual artists
Musicians, singers and composers
Dancers and choreographers
Film, stage and related directors and producers
Announcers on radio, television and other media
Creative and performing artists not elsewhere
classified
Chemical and physical science technicians
Civil engineering technicians
Electrical engineering technicians
Electronics engineering technicians
Mechanical engineering technicians
Chemical engineering technicians
Physical and engineering science technicians not
classified
Manufacturing supervisors
Construction supervisors
Power production plant operators
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2423
2424
2431
2432
2434
2513
2514
2521
2522
2523
2529
2611
2612
2619
2622
2631
2635
2636
2641
2642
2643
2651
2652
2653
2654
2656
2659
3111
3112
3113
3114
3115
3116
3119
3122
3123
3131
3133
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110. Chemical processing plant controllers
111. Petroleum and natural gas refining plant
operators
112. Metal production process controllers
113. Process control technicians not elsewhere
classified
114. Agricultural technicians
115. Medical imaging and therapeutic equipment
technicians
116. Medical and pathology laboratory technicians
117. Pharmaceutical technicians and assistants
118. Medical and dental prosthetic technicians
119. Nursing associate professionals
120. Midwifery associate professionals
121. Traditional and complementary medicine
associate professionals
122. Veterinary technicians and assistants
123. Dental assistants and therapists
124. Medical records and health information
technicians
125. Community health workers
126. Medical assistants
127. Health associate professionals not elsewhere
classified
128. Credit and loans officers
129. Accounting associate professionals
130. Statistical, mathematical and related associate
professionals
131. Valuers and loss assessors
132. Commercial sales representatives
133. Buyers
134. Trade brokers
135. Clearing and forwarding agents
136. Real estate agents and property managers
137. Business services agents not elsewhere classified
138. Office supervisors
139. Legal secretaries
140. Administrative and executive secretaries
141. Customs and border inspectors
142. Government tax and excise officials
143. Government social benefits officials
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3134
3135
3139
3142
3211
3212
3213
3214
3221
3222
3230
3240
3251
3252
3253
3256
3259
3312
3313
3314
3315
3322
3323
3324
3331
3334
3339
3341
3342
3343
3351
3352
3353
3359
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144. Regulatory government associate professionals
not elsewhere classified
145. Legal and related associate professionals
146. Social work associate professionals
147. Religious associate professionals
148. Athletes and sports players
149. Sports coaches, instructors and officials
150. Fitness and recreation instructors and program
leaders
151. Photographers
152. Interior designers and decorators
153. Gallery, museum and library technicians
154. Chefs
155. Other artistic and cultural associate professionals
156. Information & communications technology
operations technicians
157. Information communications technology user
support technicians
158. Computer network and systems technicians
159. Web technicians
160. Broadcasting and audio-visual technicians
161. Telecommunications engineering technicians
162. General office clerks
163. Secretaries (general)
164. Typists and word processing operators
165. Data entry clerks
166. Bank tellers and related clerks
167. Bookmakers, croupiers and related gaming
workers
168. Debt-collectors and related workers
169. Travel consultants and clerks
170. Contact centre information clerks
171. Telephone switchboard operators
172. Hotel receptionists
173. Receptionists (general)
174. Survey and market research interviewers
175. Client information workers not elsewhere
classified
176. Accounting and bookkeeping clerks
177. Stock clerks
178. Production clerks
179. Transport clerks
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3411
3412
3413
3421
3422
3423
3431
3432
3433
3434
3435
3511
3512
3513
3514
3521
3522
4110
4120
4131
4132
4211
4212
4214
4221
4222
4223
4224
4226
4227
4229
4311
4321
4322
4323
4411
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180.
181.
182.
183.
184.
185.
186.
187.
188.
189.
190.
191.
192.
193.
194.
195.
196.
197.
198.
199.
200.
201.
202.
203.
204.
205.
206.
207.
208.
209.
210.
211.
212.
213.
214.
215.
216.
217.
218.
219.
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Library clerks
Coding, proof-reading and related clerks
Filing and copying clerks
Personnel clerks
Clerical support workers not elsewhere classified
Travel attendants and travel stewards
Transport conductors
Travel guides
Cooks
Waiters
Bartenders
Hairdressers
Beauticians and related workers
Cleaning and housekeeping supervisors in
offices, hotels and other establishments
Domestic housekeepers
Building caretakers
Astrologers, fortune-tellers and related workers
Driving instructors
Personal services workers not elsewhere
classified
Stall and market salespersons
Street food salespersons
Shop keepers
Shop supervisors
Shop sales assistants
Cashiers and ticket clerks
Fashion and other models
Sales demonstrators
Door to door salespersons
Contact centre salespersons
Service station attendants
Food service counter attendants
Sales workers not elsewhere classified
Child care workers
Teachers' aides
Health care assistants
Home-based personal care workers
Personal care workers in health services not
elsewhere classified
Police officers
Prison guards
Security guards
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4413
4415
4416
4419
5111
5112
5113
5120
5131
5132
5141
5142
5151
5152
5153
5161
5165
5169
5211
5212
5221
5222
5223
5230
5241
5242
5243
5244
5245
5246
5249
5311
5312
5321
5322
5329
5412
5413
5414
5419
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220. Protective services workers not elsewhere
classified
221. Field crop and vegetable growers
222. Tree and shrub crop growers
223. Gardeners, horticultural and nursery growers
224. Mixed crop growers
225. Livestock and dairy producers
226. Poultry producers
227. Apiarists and sericulturists
228. Animal producers not elsewhere classified
229. Mixed crop and animal producers
230. Forestry and related workers
231. Aquaculture workers
232. Inland and coastal waters fishery workers
233. Deep-sea fishery workers
234. Hunters and trappers
235. Subsistence crop farmers
236. Subsistence livestock farmers
237. Subsistence mixed crop and livestock farmers
238. Subsistence fishers, hunters, trappers and
gatherers
239. House builders
240. Bricklayers and related workers
241. Stonemasons, stone cutters, splitters and carvers
242. Concrete placers, concrete finishers and related
workers
243. Carpenters and joiners
244. Building frame and related trades workers not
elsewhere classified
245. Roofers
246. Floor layers and tile setters
247. Plasterers
248. Insulation workers
249. Plumbers and pipe fitters
250. Air conditioning and refrigeration mechanics
251. Painters and related workers
252. Spray painters and varnishers
253. Building structure cleaners
254. Metal moulders and coremakers
255. Welders and flamecutters
256. Riggers and cable splicers
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6111
6112
6113
6114
6121
6122
6123
6129
6130
6210
6221
6222
6223
6224
6310
6320
6330
6340
7111
7112
7113
7114
7115
7119
7121
7122
7123
7124
7126
7127
7131
7132
7133
7211
7212
7215
7221
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257. Blacksmiths, hammersmiths and forging press
workers
258. Toolmakers and related workers
259. Metal working machine tool setters and
operators
260. Motor vehicle mechanics and repairers
261. Agricultural and industrial machinery mechanics
and repairers
262. Bicycle and related repairers
263. Musical instrument makers and tuners
264. Jewellery and precious-metal workers
265. Potters and related workers
266. Glass makers, cutters, grinders and finishers
267. Sign writers, decorative painters, engravers and
etchers
268. Handicraft workers in wood, basketry and related
materials
269. Handicraft workers in textile, leather and related
materials
270. Handicraft workers not elsewhere classified
271. Printers
272. Print finishing and binding workers
273. Building and related electricians
274. Electrical mechanics and fitters
275. Electrical line installers and repairers
276. Electronics mechanics and servicers
277. Information
communications
technology
installers and servicers
278. Butchers, fishmongers and related food
preparers
279. Bakers, pastry-cooks and confectionery makers
280. Dairy-products makers
281. Fruit, vegetable and related preservers
282. Food and beverage tasters and graders
283. Tobacco preparers and tobacco products makers
284. Wood treaters
285. Cabinet-makers and related workers
286. Woodworking-machine tool setters and
operators
287. Tailors, dressmakers, furriers and hatters
288. Garment and related pattern-makers and cutters
289. Sewing, embroidery and related workers
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7222
7223
7231
7233
7234
7312
7313
7314
7316
7317
7318
7319
7322
7323
7411
7412
7413
7421
7422
7511
7512
7513
7514
7515
7516
7521
7522
7523
7531
7532
7533
7536
7544
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290. Shoemakers and related workers
291. Fumigators and other pest and weed controllers
292. Craft and related workers not elsewhere
classified
293. Miners and quarriers
294. Well drillers and borers and related workers
295. Cement, stone and other mineral products
machine operators
296. Metal processing plant operators
297. Metal finishing, plating and coating machine
operators
298. Chemical products plant and machine operators
299. Photographic products machine operators
300. Rubber products machine operators
301. Plastic products machine operators
302. Weaving and knitting machine operators
303. Sewing machine operators
304. Fur and leather preparing machine operators
305. Shoemaking and related machine operators
306. Textile, fur and leather products machine
operators not classified
307. Food and related products machine operators
308. Wood processing plant operators
309. Packing, bottling and labelling machine operators
310. Stationary plant and machine operators not
elsewhere classified
311. Mechanical machinery assemblers
312. Electrical and electronic equipment assemblers
313. Assemblers not elsewhere classified
314. Locomotive engine drivers
315. Railway brake, signal and switch operators
316. Motorcycle drivers
317. Car, taxi and van drivers
318. Bus and tram drivers
319. Heavy truck and lorry drivers
320. Mobile farm and forestry plant operators

7549
8111
8113

321.
322.
323.
324.

9111
9112
9121
9122

Earthmoving and related plant operators
Crane, hoist and related plant operators
Lifting truck operators
Ships' deck crews and related workers
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8114
8121
8122
8131
8132
8142
8152
8153
8156
8159
8160
8172
8183
8189
8211
8212
8219
8311
8312
8321
8322
8331
8332
8341
8342
8343
8344
8350
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325. Domestic cleaners and helpers
326. Cleaners and helpers in offices, hotels and other
establishments
327. Hand launderers and pressers
328. Vehicle cleaners
329. Other cleaning workers
330. Crop farm labourers
331. Livestock farm labourers
332. Mixed crop and livestock farm labourers
333. Garden and horticultural labourers
334. Forestry labourers
335. Fishery and aquaculture labourers
336. Mining and quarrying labourers
337. Civil engineering labourers
338. Building construction labourers
339. Hand packers
340. Manufacturing labourers not elsewhere
classified
341. Hand and pedal vehicle drivers
342. Drivers of animal-drawn vehicles and machinery
343. Freight handlers
344. Shelf fillers
345. Fast food preparers
346. Kitchen helpers
347. Street and related service workers
348. Street vendors (excluding food)
349. Garbage and recycling collectors
350. Refuse sorters
351. Sweepers and related labourers
352. Messengers, package deliverers and luggage
porters
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9129
9211
9212
9213
9214
9215
9216
9311
9312
9313
9321
9329
9331
9332
9333
9334
9411
9412
9510
9520
9611
9612
9613
9621
9622
9623
9624
9629
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THE SIGNIFICANCE OF HUMAN RESOURCE PLANNING AT A
MACRO LEVEL IN UGANDA
Wilson Muyinda Mande
Nkumba University
P O Box 237 Entebbe, Uganda
Introduction
The central task of the current paper was to highlight the
importance of human resource planning at a macro level in
Uganda. The paper spells out what human resource is. Then
the concept of human resource planning is expounded. The
general aims of macro human resource planning is outlined. The
penultimate section provides a macro human resource planning
model. The main thread running through these sections is the
motif that the state ought to produce a national human resource
plan. This of great value to institutions like universities which
are in the business of turning out various categories of human
resources.
The subject of human resource planning is of great importance
to every society and country. This is also true of Uganda. The
lecture examines the concept of human resource planning; the
aims of human resource planning; the difference between human
resource planning and manpower planning. A human resource
planning systems model is examined and the key role of human
resource planning is also explored.
It is necessary to cogitate about the concept of human resources.
It can be easily understood if thought of from the following
illustration. There are four major resources that influence an
organisation’s success. The four resources are: finances; materials;
equipment and human resources. These are used to produce
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goods or services that a country like Uganda puts on the domestic
and international market.
The competitiveness of a nation
The competitiveness of a nation is supported by the above four
resources. These are the resources that can only be found in
humans. Such resources are:
(a)
Knowledge - (processed information obtained University
education)
(b)
Skills – (practical competencies acquired from vocational
education)
(c) Energy – (physical fitness to work, that is why age is and
retirement are critical)
(d) Attitudes - (people’s readiness to work committedly)
(e) Ethics - (decision making that takes the sense of rights and
wrong seriously).
The above five resources are revered by employers individually
and the nation collectively. They are used to produce goods
and services that are marketed thereby making the survival
and competitiveness of Uganda possible. The fact that human
resources are used to manipulate other resources in order to
produce the goods or services or both renders it important for
every country.
Human Resource Planning and management aims at:
(i)
(ii)

supporting the nation to achieve its goals;
enabling the nation to obtain and retain skilled, committed
and motivated workforce;
(iii) providing learning and continuous development
opportunities to people so that their potential and
00
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employability are enhanced
(iv) creating a productive and harmonious relationship between
managers and workers
(v) developing teamwork and flexibility
(vi) ensuring that employees are valued and rewarded
(vii) managing a diverse workforce and ensuring equal
opportunity to all
(viii) ensuring that an ethical approach to management is adopted
(ix) maintaining and improving the physical and mental wellbeing of employees
Human Resource Planning has a special concern for people
because it means attracting, retaining, developing and motivating
the right kind of people. It is argued that the strategic capacity
of a company depends on the its resource capability. So Human
Resource planning endeavours to match human resource to
present and future business requirements. The concern is not
focused on the economics needs of society only but also on the
Ugandan people themselves.
Human Resource Planning has concern for performance, that is,
the contributions individuals make. This calls for ensuring that
right skills are available and developed.
The concept of human resource planning
The contention has been made that fundamental resources
for most nations are two: people and money. Each needs to be
conceptualised as a resource that can be utilised to achieve set
objectives in the country. Of the two resources, people are more
complex than money. This assertion is based on the following
suppositions and observations:
(a) People are different from each other in physical
characteristics, personality, education, abilities, attitudes,
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temperament, and preferences. So getting them to work
together and effectively is sometimes an uphill task.
The resource of people is always needed in a specific place,
but it is difficult to move around. Finances are easier to
move around. They easier to keep than people. Sometimes
people act in ways that defy logic and conventional
wisdom.
A surplus of people drains the organisation’s profits. An
extra person in the workplace is more a liability and less of
an asset. Extra people in the firm represent loss. For that
reason, it is better to have a surplus of money than that
of people. This is because surplus money can be invested
to produce more profits or can be used to expand the
business or improve quality of products and services.
People ought to be taken seriously. As the effectiveness
of the organisation depends on getting the right balance
of people, human resource planning emerges to be quite
a critical function. The success or fiasco of an organisation
usually brews in the human pot
People as a resource are dynamic and unpredictable.
They may act in one way or the other. The dynamism
and unpredictability may compound the performance of
the company. So constant planning and interaction with
people who work is a matter of course for all effective
managers.
People can be innovative and improve on themselves as a
resource and the organisation if they take part in decision
making processes. Competitiveness or success always
stands on two legs; innovation and assiduousness. These
come out of people. So the role of people in organisations
cannot be compromised.
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In the light of above understanding the definition of human
resource planning has been attempted by several academics.
For instance, Vetter (1967) defined human resource planning as
a way that expressed the basic elements of the process. Walker
(1980) described it as “a management process of analysing an
organisation’s human resource needs under changing conditions
and developing the activities necessary to satisfy these needs”. In
view of all that, human resource planning can be finally defined
as a process of analysing and meeting the human resources
that a country and its organisations need. It involves developing
strategies for meeting the stated nation’s needs. Human resource
planning requires Uganda as a country to make plans to satisfy the
needs of human resource requirements. Human resource planning
is matched with economic needs in both the shorter and longer
terms. It addresses human resource needs both qualitatively and
quantitatively. This implies responding to two questions: how
many people? And what sort of people? It also addresses the
ways in which people are employed and developed in order to
contribute to their country’s’ economy and competitiveness.
Human resource planning has also been described as a
decision making process that combines three elements:
(a)

Identifying and acquiring the right number of people
with the appropriate skills, knowledge, capacities and
abilities.
(b)
Motivating the people is such a way that they would
achieve high performance on time and accurately.
(c)
Creating interactive links between business objectives
and people planning activities so as to perform in a
way that brings required results.
In many countries, enterprises devise plans to manage
recruitment, staff deployment, staff development, and separation
in the context of current and anticipated company goals. These
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translate into the competitiveness of a country.
The distinction between human resource planning and the
traditional manpower planning lies in the fact that the approaches
to manpower planning tended to concentrate on reconciling
country’s need for labour with available supply in local and
national labour markets. Much attention used to be on public
service. May be because this was the biggest employer in Uganda
until the liberalisation policy which emerged in the 1990s. In
other words, manpower planning focused on numerical elements
of forecasting, supply and demand matching, and control, which
includes people. Human resource planning on the other hand
focuses on motivating people. This is a process in which costs,
numbers, control and systems interact and play a part.
Cursory surveys on human resources in Uganda reveal that
national leaders spend a great deal of time on political matters.
They are accused of recruiting today for today’s needs. They do
not consider future needs seriously. Some think human resource
planning is just an academic bother. As if it had little value to the
nation.
For that matter it is right to contend that generally, human
resource planning addresses broader issues of employment than
the traditional quantitative model of manpower planning. Just as
Hercus observed (1994) human resource planning in final analysis
can be described as a management process that involves these
four dimensions:
1.
2.
3.

Forecasting human resources requirements for a
nation to achieve its business goals.
Forecasting human resources available for meeting
these need as well as an internal and external
environment scan of the nation.
Identifying gaps between what will be needed and what
83

UVCF BULLETIN

4.

VOL 7

will be available and develop human resources action
plans involving staffing, appraisal, compensation, and
development to meet these needs.
Implement and monitor the human resources action
plans, regularly evaluating progress at the senior
political leadership and public service levels.

The aims of macro human resource planning
Every country and each organisation ought to undertake human
resource planning. The task of human resource planning in every
country is intended to achieve the following aims:
(a)

(b)

(c)

To obtain and retain the number of people a country
and its economy need. Such people must possess
the skills, expertise, and competences required to
execute the prescribed strategies in order to achieve
the planned objectives. This contributes to not only
companies’ but also the nation’s competitiveness.
To make the best use of human resources. People
who work in public and private organisations are
often capable of so many achievements. However, the
leadership and management have to do something
about these staff in order to harvest their abilities,
competences and knowledge.
To anticipate the problems of potential surpluses
and deficits of people. One case of Uganda’s Public
Service serves to illustrate this point quite clearly.
The government had so years recruits and deployed
staff. In a surprise move in 1991-1992, it decided to
retrench over 160,000 civil servants. The reasons given
for retrenchment included: weeding out dead wood;
removing those who had got into the public service
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without requisite academic qualifications; to enable
the surviving staff to enjoy better remuneration. So
one wonders whether there was any human resource
planning done before 1991.
To develop a well-trained and flexible workforce,
thereby contributing to the organisations’ ability to
adapt to an uncertain and changing environment.
Training enables people to develop multiple skills.
These are often invaluable in times of urgent need or
pressure. At one time a flexible approach was driven
by the need to attract more people into the labour
market. Later, it was seen to be a way of minimising
fixed costs.
To reduce the country’s dependence on external
recruitment when new skills are in short supply.
External sources of labour sometimes lead to
uncertainties, which may not be good in an era of
competition among nations.
To balance the cost between the utilisation of the
plants and human resources. The money spent on staff
should balance well with the cost of running machines,
maintaining the workplace, paying for utilities, etc.
To create stability among the core of the work force.
Although all staff are valuable to the enterprise, more
attention needs to be given to the core staff. The
peripheral staff are important but as they are not the
primary movers of competitiveness, the tendency is
not to give them priority.
To stimulate awareness among leaders and managers
about the importance of planning human resource
activities, policies, and programmes for the future
wellbeing of the firm, the sector, and the region or
country. Firms and nations are equally concerned
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about competitiveness. This concern has been
conspicuously brought to the fore by the phenomenon
of globalisation.
A macro human resource Planning System model
The conceptual model above shows that in modern times every
company is concerned with the competitiveness. This is so because
every nation has to survive. To attain any level of competitiveness,
a country has to set economic plans or goals. Then, national
strategies are developed through which these plans can be
achieved. The national strategies require people to carry them out
appropriately. This is where human resource planning becomes
important to a country like Uganda. It can be argued therefore,
that the central task of human resource planning is to harness the
human resources activities together with the main objectives of
the country. This means that human resource planning sets out
ways in which the nation’s human resources can be managed so
as to meet the pertinent goals.
The human resources are analysed in terms of their availabilities
and competences regarding the conceived strategies and goals.
For that matter macro human resource planning is concerned
with achievement of national goals. This does not simply occur. It
is a deliberate effort. Human resource planning at a macro level as
a function has the following benefits:
i.

ii.

It allows for a more effective and efficient use of workers.
This becomes increasingly important as some agencies find
themselves having to do the same amount of work or more
with fewer staff members.
It helps to ensure that replacements are available to fill
important vacancies.
00
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iii. It provides realistic staffing projections for budget purposes.
Realistic projections are very helpful when justifying budget
requests.
iv. It provides a clear rationale for linking expenditures for
training and retraining, development, career counselling,
and recruiting efforts.
v. It helps maintain or improve a diversified workforce.
vi. It helps a country prepare for restructuring, reducing, or
expanding its workforce.
Conclusion
It has been pointed out that human resource planning at a macro
level in any country is a discipline that is concerned with:
(a) All factors that influence the way people are managed.
This includes the culture, the formal and informal groups,
plus other systems.
(b) The integration of all human resource activities executed
by the people specialists and line managers.
(c) Business planning and that of resultant strategies and
policies are closely linked into usually one business
strategy.
(d) Reshaping the organisational culture.
(e) Ensuring that the organisation has the right number of
people who have the required skills in the right place at
the right time.
In view of all the above it can be stated that human resource
planning is worthy espousing because it stimulates awareness
among leaders and enterprise managers about the importance of
planning human resource policies and programmes for the future
wellbeing of the country. It encourages the allocation of appropriate
resources to training in Universities, Tertiary institutions, and
schools. It also involves retraining and development of staff
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to meet country’s and organisational needs. For that matter
therefore, the universities that are involved in producing human
resources at the highest level in the land should be assisted by the
state by coming up with national human resource planning. The
last national manpower plan for Uganda was last done for 1967
-1971. This is half a century ago.
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PART C OTHER DOCUMENTS
REMARKS BY PROFESSOR ASAVIA WANDIRA ON THE OCCASION
OF THE RECOGNITION OF FOUR PERSONS BY THE UGANDA VICE
CHANCELLORS’ FORUM
Mr. Prime Minister, Sir,
The Chairperson of the Uganda ViceChancellors’ Forum, Distinguished ViceChancellors,
Ladies and Gentlemen.
1. Right Honourable Prime Minister, Sir, we are greatly
honoured by your presence at this ceremony and by
His Excellency’s generosity in allowing our recognition
to flow through his very hand, the highest Fountain
of Honour of our Nation. We are further honoured by
the opportunity of listening to His Excellency’s wellpresented and rich Keynote Address.
2. Considering the honour and recognition we have received
today; we cannot believe that our good fortune has
anything to do with the otherwise well-chosen citations
of the Orator. We stress: We are humble people, the
sons and granddaughter of the peasantry! We stand
greatly indebted to His Excellency to you, Honourable
Prime Minister, and to this Upper Chamber of Uganda’s
House of the Intellect.
3.

As we receive and accept these honours, permit us to
make a few more remarks. We have lived and worked
in a troubled world with three generations of men
and women dedicated to Education and University.
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In the first instance, we were part of the generation
that took control of Education at the time of Uganda’s
Independence. For a brief moment we stood at crossroads.

We contemplated the enormous task before us. On the one
hand, there were loud demands for increased access, relevance,
Africanisation, national building and national unity. On
the other hand, we were under pressure, nationally and
internationally, to maintain systems, standards and values,
which we had inherited. At one and the same time, we were in
danger of becoming Excellent but Irrelevant!
5. Embarrassingly and before the demands of independence
had been fully answered, we worked with a second
generation of Ugandans in education. Together, we
faced an unexpected phenomenon: the siege and
bombardment of Education and the University by the
leaders of our own country. Within three years of the
political and military crisis of 1966, the experienced
and renown Principal of Makerere University College
was sent down. He was mockingly offered the post of
Chairman, Uganda Meat Packers: which he declined.
His equally experienced successor as Vice-Chancellor,
was murdered two years later. The successor to the
murdered Vice-Chancellor, fled into exile within three
years of his appointment. This litany of the woes of the
University, was repeated many times over in the rest
of the Education sector. The nation and its institutions
hang in the balance.
6. In such circumstances, Mr. Prime Minister,
Respected Vice Chancellors, there were many losses, both
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visible and invisible. Apart from physical infrastructure,
traditions and values which took years to build, were
endangered. Relevance, theoretical advancement,
creativity and innovation, professional and skill
development, reason and rationality – these and other
invisible but precious products of the Education System,
were sent into limbo.
7. God is great! We are now living and working with a third
generation of Ugandan Educators. With liberation and the
return of freedom – thanks to the gallant sons and daughters
of Uganda
– came the bold Kajubi Report of 1989 entitled “Education for
National Integration and Development”.
The Report revived the twin hopes of rapid increased access to
and reform of Education. Little did the framers of the report know,
that the return of freedom and security, modest improvements
in health and nutrition, roads and infrastructure, would lead
to a post-war population boom of young people, impatient for
change and development and ready for adventure! Additionally,
global changes in industrial and communication technology
now threaten the Third Industrial Revolution predicted by such
provocative economists like Jeremy Rifkin in his book End of
work (Jeremy Rifkin, 1995).End of work: G.P. Putman’s Sons, NY.]
8. The message of Kajubi and other global thinkers is clear
enough. Times of change have come to stay. In such times,
we in Education today stand in greater danger of irrelevance
than our predecessors the Independence generation. Our
treasured institutions, like Universities, stand threatened by
the danger of becoming obsolete!
9. Honourable Prime Minister and dear Vice-Chancellors, this is
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the Bold New Education World in which Uganda celebrates
her 55 th year of Independence.
We four are proud to be part of the celebrations and to
wear the Forum’s garments of honour. We re-affirm our
faith in the future of our country and the future of the
Education of our people. At this age, we cannot be
prophets of doom. We have survived worse times.
Like Michael Nsimbi’s famous Sossolye bird, we have
ran the gauntlet of existence and survived. We join
Michael Nsimbi in saying: “Sossolye bw’atafa, atuuka ku
lyengedde” [Nsimbi B.N. (2000:13) Siwa Muto Lugero:
Pearson Education Ltd]
We pay tribute to those men and women in Education
and University, for too numerous to be counted, who stood
with us in times of danger but perished in the struggle.
Theirs is the glory of today.
10.		 As we joyfully partake of this rich bounty of ripe banana
(laid before us by this August House of the Intellect),
permit us Mr. Prime Minister and distinguished ViceChancellors, to wish you a Happy Day as we celebrate our
55th Year of Independence.
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LIST OF UNIVERSITIES IN UGANDA
I.

II.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.

Public universities
1. Busitema University (BU), Busitema, Busia District; 2007
Gulu University (GU), Gulu; 2002
Kyambogo University (KYU), Kyambogo, Kampala; 2003
Makerere University (MAK), Makerere, Kampala; 1922
Mbarara University of Science & Technology (MUST),
Mbarara; 1989
Muni University (MU), Arua; 2012
Soroti University of Science and Technology (SUST), 		
Soroti; 2012.
Private universities
African Bible College (Uganda) (ABC), Lubowa, Wakiso
District; 2005
Aga Khan University, Kampala; 2001
All Saints University (ASU), Lira; 2008
Ankole Western University (AWU), Kabwohe; 2005
Bishop Stuart University (BSU), Mbarara; 2003
Bugema University (BUU), Luweero District; 1997
Busoga University (BGU), Iganga; 1999
Cavendish University Uganda (CUU), Kampala; 2008
Fairland University (FLU), Jinja; 2001
International School of Business and Technology (ISBAT),
Kampala, Uganda.
International Health Sciences University (IHSU), Kampala;
2008
International University of East Africa (IUEA), Kansanga,
Kampala (2011)
Islamic University in Uganda (IUIU), Mbale; 1988
Kabale University (KABU), Kabale; 2001
Kampala International University (KIU), Kampala; 2001
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Kampala University (KU), Kampala; 2005
Kumi University (KUMU), Kumi; 1999
Muteesa I Royal University (MRU), Masaka; 2007
Mountains of the Moon University (MMU), Fort Portal;
2005
Ndejje University (NDU), Luweero; 1992
Nkumba University (NU), Entebbe; 1994
Rural University for Women (ARUW), Kagadi, 2007
St. Augustine University International University (2011)
St. Lawrence University (Uganda) (SLAU), Kampala; 2006
Uganda Christian University (UCU), Mukono; 1997
Uganda Martyrs University (UMU), Nkozi, Mpigi District;
1993
Uganda Pentecostal University (UPU), Fort Portal; 2005
Uganda Technology and Management University 		
(UTAMU), Kampala; 2012
St. Joseph International University (SJIU), Bwebajja; 2011
Victoria University Uganda (VUK), Kampala; 2011
Virtual University of Uganda (VUU) - Muyenga, Kampala;
2012
RESOLUTIONS MADE AT THE CONFERENCE

The conference was closed with a closing session in which
resolutions from all presentations were agreed upon and compiled.
3.1
Resolutions
The conference had four sub themes, from which four presentations
were made. It is from the discussion of the four presentations that
resolutions for both government and universities were made.
Participants agreed that the first category of resolutions (Category
A) would be forwarded to government to consider and respond
accordingly. The 2nd category of resolutions (Category B) would
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be for universities to respond to. Both categories of resolutions
were aimed at finding lasting solutions to the existing challenges
regarding higher education and National Human Resource
Planning in Uganda.
a)

Resolutions for government:

1. Government requested to support the UVCF to acquire a
facility where it can transact its business.
2. There should a review of the higher education system so that
there is proper definition for a university and its multiple
systems to transform the country into a middle-income
economy.
3. Government should engage with UVCF to implement some
reforms like health, agriculture etc. education.
4. Government supports universities in offering Agricultural
Education through funding.
5. Government provides more funding for research for both
private and government universities. It should go beyond
0.03% which is given annually.
6. Government should provide funding to private universities so
that quality and relevant education is offered to Ugandan and
others.
7. Government should come up with a national human resource
plan which educational institutions can use to align their
academic programmes.
b)

Resolutions for universities:

1. Universities coordinate short and long-term training and
planning so that those who graduate have a job market to
absorb them.
2. UVCF demonstrate the capacity to offer leadership in higher
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education.
Form some technical groups to work in various disciplines.
Universities establish research support units.
UVCF strategies should link with National Development plans.
Universities should see how best their training and research
feed into national development plans.
7. Universities should revisit the requirements for admission into
practical programmes like agriculture.
8. Universities should develop degree level Human Resource
programmes for agriculture.
9. Food and nutrition security should be made a cross cutting
issue in universities curricula.
10. Universities should consider introducing a General Paper for
all students regardless the academic programme.
11. Universities should consider offering lower level skill training
in various areas.
12. Universities consider whether the desired end is the right way
to go.
13. Universities should emphasise the critical thinking and
reasoning in teaching. That is, they should have critical mind.
14. University education should not be vocationalised because
they are supposed to create knowledge.
15. Universities and other bodies collaborate in equipping people
with required skills.
16. Humanities should be given attention and funding so that
human values are imparted in the graduates who leave
universities.
17. UVCF executive director gives a report at every conference
on the actions taken about the resolutions taken on previous
conferences.
18. UVCF seeks to meet the President to discuss issues affecting
university education in the country.
19. Introduce and keep records of Human Resources in all
3.
4.
5.
6.
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Universities.
20. Students should be involved in research because they should
be part and parcel of that.
21. Curriculum should be localised. How does this square with
globalization of knowledge?
22. UVCF should consider admitting students jointly.
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REPORT OF THE UVCF CONFERENCE
The Uganda Vice Chancellors’ Forum (UVCF) is a platform that
unites Vice Chancellors from both private and Public Universities
Education to meet and front issues of mutual concern in the area
of higher education. This forum has been in existence since 1996.
Through its secretariat, the UVCF organizes Quarterly meetings
and annual conferences as some of the avenues through which
the UVCF shares information and provides advice to government,
universities, and other stakeholders in the higher education
sector. The subsequent report gives a detailed account of the just
concluded 7th UVCF Conference held on 6th October, 2017 ISBAT
University, Lugogo. The Guest of Honor at the 7th UVCF Conference
was H.E Yoweri Kaguta Museveni, represented by the Right Hon.
Prime Minister of Uganda, Dr. Ruhakana Rugunda.
The Key Note address (i.e. main theme for the conference),
was given on “Higher Education and National Human Resource
Planning in Uganda”, which was the theme of the conference.
Owing to the Conference theme, three Sub themes – i). “The role of
Universities in the development of Human resources for effective
health service delivery in Uganda in line with 2014 vision”;
ii). The national plan for universities to develop human resources
to ensure adequate food security in uganda for the 21st Century.
iii)“The role of Universities in the development of Human resources
for Professions and the business sector in Uganda”;
and iv). “The place of universities in Uganda’s National Human
Resource Planning for vision 2040”. These were given by three
different presenters. The full papers for the above sub themes are
appended at the end of this report.
Discussions were held after each presentation and resolutions for
both Government and Universities were drawn and presented at
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the end of the conference. A copy of the resolutions/ petitions
from the UVCF conference to government was compiled to be
handed over to the Minister of Education and Sports, Hon. Janet
Kataha Museveni. The conference was officially closed by the
Commissioner for higher education on behalf of Hon. J.C Muyingo,
the Minister of State for Higher Education.
1.0 INTRODUCTION
The Uganda Vice Chancellors’ Forum held its seventh annual
conference on the 6th of October 2017 at ISBAT University, Lugogo.
The one day conference was guided by the theme “Higher
Education and National Human Resource Planning in Uganda”.
The Key note address was read by the Right Hon. Dr. Ruhakana
Rugunda on behalf of H.E. Yoweri Kaguta Museveni, the President
of the Republic of Uganda. The sub themes of the conference
were:
v.

Sub theme one: “The role of Universities in the development
of Human resources for effective health service delivery in
Uganda in line with 2014 vision”; presented by Dr. Francis
Omaswa – Executive Director- African Centre for global
health and social transformation.
vi. Sub theme two: The national plan for universities to develop
human resources to ensure adequate food security in
Uganda for the 21st Century presented by Prof. Eli - Sabiiti
vii. Sub theme three: “The role of Universities in the development
of Human resources for Professions and the business sector
in Uganda”, presented by Dr. Fred Muhumuza – school of
economics, Makerere University.
viii. Sub theme Four: “The place of universities in Uganda’s
National Human Resource Planning for vision 2040”,
presented by Dr. Joseph Muvawala – National Planning
Authority.
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The participants of the conference included a team of four
representatives from each university i.e. the Vice Chancellor,
Deputy Vice Chancellor, Academic Registrar, and the Quality
Assurance Officer from each of the universities. Both private and
public universities in Uganda were represented at the conference.
The guest of honour at the conference was expected to be
H.E Yoweri Kaguta Museveni, the president of the republic of
Uganda. He was however, represented by the Right Honourable
Prime Minister of Uganda, Dr. Ruhakana Rugunda. Other invited
guests included representatives from, National Council for Higher
education, Ministry of Education and Sports, and other national
and international dignitaries. A detailed list of conference
participants is attached at the end of this report as Appendix I. An
updated list of universities is also appended as Appendix II.
The subsequent sections of this report are chronologically
guided by the conference programme for purposes of clarity. The
programme for the conference is appended at the end of this
report as Annexure I
1.1

Opening Prayer and Welcome Remarks.
The conference was opened at 9.50am with an opening
prayer led by Prof. (Suzanne kindly Insert other name)
Maviiri. The hosting Vice Chancellor and the UVCF
chairperson gave their remarks on arrival of the guest of
honour.

1.1.1 Welcome Remarks by the host Vice Chancellor.
In his remarks, the host Vice Chancellor, Dr. Bhatt
welcomed members to the University and thanked the
UVCF for allowing him to host the Conference.
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1.1.2 Welcome remarks by the UVCF Chairperson.
In her opening remarks, the Chairman of the Uganda Vice
Chancellors Forum- Prof. Mauda Kamatenesi welcomed the guest
of honour and all the other conference participants. She thanked
them all for their attendance active participation in the forum
activities. She mentioned that:
i.

The UVCF had been instrumental in the Visitation
committee. A moment of silence was held for the late Dr.
Abel Rwendeire who had passed on. His contribution as
chairperson of the visitation committee was acknowledged.

ii.

The Vice Chancellors had met with the NCDC team and
were striving to work towards achieving a shared vision
2040. This would best be achieved with the help of the
presidents’ office. She hoped that the contents of the
Rwendeire report would be put into consideration by the
highest decision making office in the education sector. This
would greatly help the VCs serve their nation better.

iii.

The Vice chancellors were also looking forward to having
their pressing request of having a home for the UVCF
secretariat presented to the office of the president.

iv.

The research fund for universities was another pressing
issue that VCs wished would be looked into. She wished
members a colourful conference.

1.2
Opening Address:
The Opening address was given by the Prime Minister of the
republic of Uganda, Dr. Ruhakana Rugunda. He represented
H.E Yoweri Kaguta Museveni. The chief guest presented awards
to selected members. A token of appreciation for the opening
address was then given by Professor Paul Mugambi.
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Details of the opening address are attached as ANNEXURE II
1.3 Presentation of Awards
The UVCF traditionally awards individuals in the education
diaspora and/ or organisations for their outstanding support to
the Forum and its activities. At the 7th Conference, the following
members were awarded plaques for their outstanding support
to the Forum and/ or the education sector of Uganda in their
respective capacities:

i.

Ms Anastasia NAKKAZI, is the former Secretary General of
the Uganda UNESCO Office
ii. Professor Asavia WANDIRA, former Vice Chancellor Makerere
University
iii. Mr Arthur Bagunywa, the Founder/Director of NCDC
iv. Professor Michel Lejeune, has been in Uganda for the last
50 years and set up Uganda Martyrs University and was cofounder of UVCF.
The citations for the awards were read by Dr. Halima Wakabi from
the Islamic University In Uganda. The awards were presented
by the representative of the Guest of Honour; – the Rt. Hon. Dr.
Ruhakana Rugunda- .
1.4
Photo Session
There was a photo session for all participants with the Rt Hon.
Prime Minister of the Republic of Uganda. The Photos will be
added to the UVCF Conference Album. The UVCF website will also
have the photos uploaded in the photo gallery.
2.0
PRESENTATIONS
Four presentations were made at the conference. Conference
participants however, agreed that the 1st presentation be turned
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into the Key Note address. The four presentations given were
guided by the subthemes of the conference. Brief discussions
were made regarding the respective subthemes. It is from the
discussions that resolutions for both government and universities
were drawn.
2.1

Presentation One/ Key Note address and Discussion:

The subtheme for presentation one was “The role of Universities
in the Development of Human Resources for Effective Health
Service delivery in line with vision 2040”. From the presentation,
a summary of points discussed is given below:
i. The government has largely has the mandate to provide
certain social services such as health services. However,
individuals and communities need not sit back and wait for
government to do the basics. Health matters that can be
handled by individuals and communities should be dealt with
as such.
ii. While there are no proper human resource projections for the
health sector, there are health work shortages in the country.
There is therefore need to enable and facilitate health workers
to work in the sub-districs. This is where they are needed
the most because more than 70% of health workers are
concentrated in Kampala and other urban areas.
iii. The tension between the health professionals and the
population expectations needs to be addressed. There is also
need to enhance competence based education for health
workers.
iv. There is also need to get the current leaders in the health
profession to review their attitudes towards their work.
Service, teaching and research should be treated as an integral
part of the health human resource planning process.
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v. Due to the need for a national human resource plan for health,
there is need for coordination and projection between the
education and the health sector. NCHE as an accrediting body
should play an integral part in this process.
vi. The UVCF needs to demonstrate leadership in human resource
planning through leadership and research.
vii. All VCs should strive to be change agents through initiating
team based research between and among universities, linking
their universities’ research with the national development
plans, and together with government create a position in the
ministry of health for someone who can link disease burden to
human resources in the health sector.
NB: the conference participants suggested that this presentation
be turned into the Key Note Address. A full paper is appended as
Annexure III
2.2
Presentation Two and Discussion:
Presentation Two was about “The National plan for Universities
to develop human resources to ensure adequate food security in
Uganda for the 21st century”. The discussion rotated around the
need for universities to produce the human resource that will help
Uganda as a nation to achieve its full potential from being an agro
based country. The following points summarise the comments
and recommendations from the presentation:
i. The country needs to develop degree level human resource
for the agricultural sector as a key ingredient in achieving food
security in the country.
ii. There is need for policy reforms and investments. Government
should show interest by investing in teaching agro based
programmes at all levels.
iii. There is need for universities and government to make
concerted efforts to cater for different issues in agriculture
such as food safety, and food security,
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iv. There is need for universities to define themselves in terms
of their role regarding the agricultural sector. Students need
to appreciate the multiple roles of a university in relation to
agriculture amidst the existing challenges to the sector, such as
climate change, management of natural resources, pollution.
v. Universities need to find ways of incorporating indigenous
knowledge in their teaching programmes. Modernising and
disseminating indigenous knowledge in the agricultural sector
may come in handy especially where exotic knowledge has
failed to address the agricultural challenges of our country.
vi. There is also need for both universities and government
to devise mean to deal with the mindset of the populace
regarding agriculture. Some students take agriculture as a
third choice and will therefore not practice what they have
learnt after school.
(A detailed copy of the presentation is attached as ANNEXURE IV)
2.3 Presentation Three and Discussion:
This presentation focused on “ the role of universities in the
development of Human resources for professions and the business
sector in Uganda. The following points summarise the discussion
on the presentation:
i. Universities need to engage and engage the private sector
more thus identifying the existing human resource gap.
Programmes will therefore be designed to address such gaps.
ii. For students to be relevant there should be practical sites for
learning purposes. This will help students fit into the industrial
sector after their studies.
iii. Universities should encourage diversified colleges to enable
lecturers teach and engage in research at the same time. As
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opposed to vocationalising universities, students should be
enabled to have a critical mind.
A detailed copy of the presentation in form of a full paper is
attached as ANNEXURE V
2.4
Presentation Four
Presentation four was about the place of universities in
Uganda’s national human resource planning for vision 2040.
This presentation was meant to summarise and synchronise the
content from the three prior presentations in line with Vision
2040. However, due to unavoidable circumstances, Dr. Joseph
Muvawala was unable to present this paper. Nonetheless, the full
paper had been prepared and submitted to the UVCF secretariat.
The paper is appended at the end of this report as Annexure VI.
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