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1.1 Introduction
Women in leadership and decision making remains a critical concern throughout the world. According to 
the Beijing Declaration and Plan of Action1 (1995), the empowerment and autonomy of women and the 
improvement of women’s social, economic and political status is essential for the achievement of both 
transparent and accountable government and administration and sustainable development in all areas of 
life. The power relations that prevent women from leading fulfilling lives operate at many levels of society, 
from the most personal to the highly public. Achieving the goal of equal participation of women and men 
in decision-making will provide a balance that more accurately reflects the composition of society and is 
needed in order to strengthen democracy and promote its proper functioning. 

Equality in political decision-making performs a leverage function without which it is highly unlikely that a real 
integration of the equality dimension in government policy-making is feasible. In this respect, women’s equal 
participation in political life plays a pivotal role in the general process of the advancement of women. Women’s equal 
participation in decision-making is not only seen as a demand for simple justice or democracy but can also be seen as a 
necessary condition for women’s interests to be taken into account. Without the active participation of women and the 
incorporation of women’s perspectives at all levels of decision-making, the goals of equality, development and peace 
cannot be achieved.

1.2 The policy and Legal Environment for Women in Decision Making
Uganda, like many other countries, is party to international and regional commitments to gender equality and women’s 
empowerment such as the Universal Declaration of Human Rights, the Convention on the Elimination of all forms 
of Discrimination against Women (CEDAW), the Beijing Platform for Action (BPA), and the Millennium Development 
Goals (MDGs).  The Universal Declaration of Human Rights (1948) Article 21(1) stipulates that “Everyone has the right 
to take part in the government of his country directly or through freely chosen representation”.   Additionally it  states 
that everyone has the right to take part in the Government of his/her country while the 1995 Beijing Platform for 
Action identifies Women in Power and Decision-making as one of its 12 critical areas of concern to promote gender 
equality. The Governments participating in the Fourth World Conference on Women acknowledged the diverse voices 
of women. They recognized that despite progress, women still suffered obstacles to achieving equality with men, and 
that further progress is hindered especially by the poverty suffered by so many women and children. The governments 
were convinced that women’s rights are human rights. The BPA called on governments to take positive action to build a 
critical mass of women leaders, executives, and managers in strategic decision-making positions (Minnesota Advocates 
for Human Rights, 19962). Below is a summary of key legal and policy provisions for promoting women in leadership 
and political participation. 

1  http://www.un.org/womenwatch/daw/beijing/platform/
2  Minnesota Advocates for Human Rights, 1996, Summary of the Beijing Declaration and Platform for Action, Minneapolis, USA
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UDHR, 1948:  Article 21(1) stipulates that “Everyone has the right to take part in the government of his 
country directly or through freely chosen representation”.

CEDAW 1979:  Article 1: “discrimination against women” shall mean any distinction, exclusion or 
restriction made on the basis of sex which has the effect or purpose of impairing or 
nullifying the recognition, enjoyment or exercise by women, irrespective of their marital 
status, on a basis of equality of men and women, of human rights and fundamental 
freedoms in the political, economic, social, cultural, civil or any other field  
Article 2 (a) embody the principle of the equality of men and women in their national 
constitutions or other appropriate legislation if not yet incorporated therein and to ensure, 
through law and other appropriate means, the practical realization of this principle
Article 7 States Parties shall take all appropriate measures to eliminate discrimination 
against women in the political and public life of the country and, in particular, shall ensure 
to women, on equal terms with men, the right:
(a) To vote in all elections and public referenda and to be eligible for election to all publicly 

elected bodies;
(b) To participate in the formulation of government policy and the implementation thereof 

and to hold public office and perform all public functions at all levels of government;
(c) To participate in non-governmental organizations and associations concerned with the 

public and political life of the country.

UN Millennium Declaration 2000: Section V. Human Rights, Democracy and God governance. 
(24). We shall spare no effort to promote democracy and strengthen the rule of law, as 
well as respect for all internationally recognized human rights and fundamental freedoms, 
including the right to development
MDGs 2000: MDG 3 Promote gender equality and empower women

The Constitution1995:   National Objective VI, The State shall ensure gender balance and fair representation of 
marginalized groups on all constitutional and other bodies. Article 32: Affirmative Action: 
Notwithstanding anything in this Constitution, the State shall take affirmative action in 
favour of groups marginalized on the basis of gender, age, disability or any other reason 
created by history, tradition or custom, for the purpose of redressing imbalances which 
exist against them. 

Article 33: Rights of women, particularly, Women shall have the right to equal treatment 
with men and that right shall include equal opportunities in political, economic and social 
activities. 

Uganda Gender Policy 2007:  Policy Objective 3: To strengthen women’s presence and capacities in decision 
making for their meaningful participation in administrative and political processes

NDP 2010: Binding Constraint 5: Gender issues, negative attitudes, mind-set, cultural 
practices and perceptions constrain social economic transformation
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The focus on women in decision making is centrally highlighted within the Uganda Women’s Agenda3. In its Pillar on 
Democracy and Governance, The Women’s Agenda identifies Women in Leadership, Politics and Decision Making as 
one of its key priority areas to address the mismatch between the women’s numerical strength (51% of Uganda’s 
population) and their minimal representation in leadership and decision making positions (FOWODE, 2010).

The above policies and legal frameworks guide the efforts to mainstream gender particularly the promotion of women 
in leadership in national development. 

1.3 Rationale of the Study
Taking stock of women in decision making is premised on the understanding that women’s involvement is critical to 
effective governance. According to the United Nations Division for the Advancement of Women (DAW, 20054) both 
practitioners and scholars agree that it is of utmost importance to have equal numbers of women and men in political 
office.  According to DAW, the justification for women’s inclusion is based on six key arguments: 

1. According to the justice argument, women account for approximately half the population and therefore 
have the right to be represented as such. 

2. The second argument is on the experience argument. In this case, women’s experiences are different from 
men’s and need to be represented in discussions that result in policy-making and implementation. These 
different experiences mean that women “do politics” differently from men. Unfortunately, this difference that 
could have espoused equity and accountability is largely ignored.

3. The third premise is on the interests’ argument. Here, its argued that the interests of men and women are 
different and at times conflicting and therefore, women’s presence in public institutions would enable these 
structures create spaces for articulation not only of the specific interests of women but also the interests of 
the general population. 

4. On the critical mass argument, women are able to achieve solidarity of purpose to represent women’s interests 
when they achieve certain levels of representation. 

5. It is argued that women are attracted to public offices particularly political life if they have role models therein. 
The presence of significant women in policy making arenas incentivizes women to view the space as normal, 
accommodative and enabling to women’s interests. 

6. There is yet another justification of women’s inclusion that stems from democratic governance and its 
predisposition. The democratic view argues that the equal representation of women and men enhances 
democratization of governance in both transitional and consolidated democracies.

Hoare & Gell, (2009) also notes that women’s equal participation and leadership in decision-making processes at 
every level and in every sector is fundamental towards attempts to eliminate gender-based poverty. Jónasdóttir (1988) 
indicates further, that in order to challenge the unequal and ultimately unsustainable economic and social systems in 
which we live, and to secure the essential resources they need for dignified and rewarding lives, women need to be 
visible politically as women and be empowered to act in that capacity, because they have needs and views on vital 
issues which differ from those of men. Women’s presence in significant numbers in elected bodies and in economic 
institutions can result in more equitable policy outcomes because it is likely to encourage policy makers to give more 
attention to issues affecting women, such as equal pay, better conditions of employment, child-care, violence against 
women, and unpaid labour.

3  The Production of the Uganda Women’s Agenda is part of a journey that the women of Uganda and the Women’s Movement have taken since 1996 when 
women made history as pioneers of the first highly successful “People’s Manifesto 1996” followed by “The Women’s Manifesto 2001”. The Agenda brings 
to the forefront unique gender dimensions that ought to addressed by various actors if real and meaningful development for the total empowerment of 
Ugandan women and girls is to be achieved (FOWODE, 2010, FOWODE, 2010, EQUAL BY RIGHT: THE UGANDA WOMEN’S AGENDA, 2010 – 2016, Kampala).
4  United Nations Division for the advancement of women, 2005, Equal Participation of Women and Men in Decision-Making Processes, with Particular 
Emphasis on Political Participation and Leadership; Expert Group Meeting Addis-Ababa, Ethiopia
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In almost all countries, women have now won the right to vote. Yet there are still scandalously few women in positions 
of political leadership. According to the Inter-Parliamentary Union, only 31 countries have achieved over 30% women 
representation in their national parliaments5. Globally, Rwanda remains top of these statistics with 63.8% women 
representation in the lower house and 38.5% in the upper house. In Sub-Saharan Africa, Rwanda is followed by Senegal 
(42.7% in lower house), South Africa (42.3% in lower house & 32.1% upper house), Mozambique (39.2%), Tanzania 
(36%) and Uganda (35%). Further details provided in the table below have been compiled by the Inter-Parliamentary 
Union on the basis of information provided by National Parliaments by 1st November 2013 (http://www.ipu.org/
wmn-e/classif.htm).

Despite this increase in women in decision making positions, women in other decision making positions remains 
undocumented. 

Forum for Women in Democracy (FOWODE) under its Women and Leadership program strongly believes that if women 
were empowered to participate at various levels in the country, then the resulting policies, laws, plans and budgets 
would favor and strengthen the women’s empowerment process in Uganda. This attempt to document numbers of 
women in public institutions is intended to provide a national image of where women are located, and its implications 
in terms of contribution to or benefiting from national development programming. 

5  http://www.ipu.org/wmn-e/classif.htm 
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1.4 Objectives of the Research
General Objectives
The Objective of this study was to document the status of women in decision making positions within selected public 
institutions in order to understand government and other actors’ commitment to inclusion of women in decision 
making. 

Specifically, the study set out to;
1. Establish the existing numbers of women in decision making at different levels in selected public institutions.  
2. Examine the implications of the current status of women in decision making on Uganda’s social, economic and 

political development 
3. Propose a plan of action for advocating for an increase in the number of women in decision making positions.

1.5 Methodology
The study primarily focused on a Desk Review of the existing literature on staffing in the selected organizations6. These 
organisations included Government Ministries, commissions, agencies/authorities and academic institutions. Some 
of the literature gathered from these institutions included organizations’ staff lists, booklets on human resources 
management as well as Ministerial Policy Statements since most of these contained staffing structures, mandates 
of different units and staff lists. In other cases, the assessment conducted in-depth interviews7 with key resource 
persons in selected public institutions. These interviews dwelt on understanding the nature and functioning of these 
institutions, the dynamics of human resource recruitment, deployment and promotions as well as the way institutions 
commit themselves to integrate gender in human resources for gender equality and women’s empowerment.

A total of 31 institutions were assessed. These include 19 government ministries, 10 agencies and commissions, 1 
national Referral Hospital and 1 academic institution. Details of these institutions are provided in Appendix 5. Data 
from the above institutions was gathered through secondary sources such as Ministerial Policy statements, booklets, 
reports8, organizations’ websites and staff lists. Primary data was acquired through individual interviews9 in selected 
institutions.

The study was constrained by a number of hindrances. The bureaucratic nature of government institutions required 
a lot more time to process the permission to access certain data sets which were perceived by some of the staff as 
confidential e.g. staff lists. For some of the ministries, any information from the Ministry had to be provided with the 
consent of the permanent secretary. This was challenging since writing to and waiting for responses from the offices of 
permanent secretaries always took longer given the busy schedules associated with such offices and officials therein. 
Some officials considered staff lists as confidential and not accessible even when these lists were already appearing in 
the public documents such as the ministerial policy statements. Other challenges included;

• Un-honored appointments with some organizations’ staff.
• Inadequately updated staff lists. Some had not yet been updated to reflect changes such as transfers  and new 

recruitments 
• No centralized data center for all the public and private institutions in Uganda. Apart from the integrated 

payrolls from the Ministry of Public Service, there is no single stop center for organisations, whether on 
leadership or other areas they work on.

6  For most of the government MDAs, the data was got from staff lists, Ministerial statements as well as integrated payroll managed in the Ministry of Public 
service.
7 These were conducted using a status checklist as indicated in Appendix 1
8  For example the report on integrated payroll for all public servants in Uganda for  which year 2012 and 2013
9  See the List of interviews and contacts made, in Appendix 3
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• Some of the documents with staff members in organisations were not categorized by sex. In such cases, it 
would be difficult to know the sex of staff at different levels of the organisation. 

1.6 Limitations of the Study
The statistics provided here indicate the numbers of women in selected public institutions. The report ably shows the 
numbers of women and the implications of having such numbers in terms of what they can or cannot achieve. However, 
the report does not address the question of women’s effective participation in leadership. For instance the statistics 
cannot explain whether these numbers have been or can be able to articulate women’s interests in the institutions 
where they are. The report remains limited to addressing two issues;

1. Whether having women in Leadership positions actually represent women interests.
2. Whether women in leadership positions does actually champion the gender equality agenda.

A total of 31 institutions were assessed. These 
include 19 government ministries, 10 agencies and 
commissions, 1 national Referral Hospital and 1 
academic institution. Details of these institutions 
are provided in Appendix 5. Data from the above 
institutions was gathered through secondary 
sources such as Ministerial Policy statements, 
booklets, reports1, organizations’ websites and staff 
lists. Primary data was acquired through individual 
interviews2 in selected institutions.
1  For example the report on integrated payroll for all public servants in Uganda for  which year 2012 and 
2013
2  See the List of interviews and contacts made, in Appendix 3
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2.0 PRESENTATION OF FINDINGS

2.1 Introduction
Findings in this report are presented statistically with tables and graphs that help map out the location 
of women and men in selected organisations. For government ministries whose structures are similar 
(positions of employees, recruitment, posting and promotion) as per government standing orders, a 
consistent tabular analysis has been used as indicated below.

Table1: Illustrating the format of Government Ministry Analysis 
Title Scale Female Male Total % F % M
Permanent Secretary U1S
Directors/Com/Ac U1SE – U1E
Officers at Principal Level U2
Senior Officers U3
Officers at Entry level U4
Below officer Level U5-U8
Total

Source1: Ministry of Public Service Salary scale categorisation

The salary scale was used to be able to create closely related categories of staff in the organisation’s hierarchy in terms 
of responsibilities, decision making levels, opportunities and constraints in public functioning. These categories include 
the Permanent secretary (as technical heads of ministries), Directors, commissioners, assistant commissioners, and 
Undersecretaries, officers at principal level, senior officers and officers at entry level (OEL). For purposes of a succinct 
analysis, the study merged categories of staff appearing under U5 – U8 scale. These include drivers, Clerical Officer/
Receptionist/Secretary/Stenographer/Office Typist/Copy typist/Office attendant, records officers and gardeners.

Other Government commissions and agencies whose structures were not as similar as the ministries took specific 
levels of analysis. Findings of this mapping are presented per individual organisation and where applicable comparative 
analyses have been done to present a broader image of women in public institutions. 

1  This source only points to the Ministry within which the salary scales and categories of staff used herein the analysis were drawn from. It is in no way a 
formalized table for analyzing staff by Ministry of Public Service
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2.2 Overall Postings in Public Service Offices 
Table 2: Overall staff posting in Uganda’s Public Service per designation

Posting as per MoPS 2012 FEMALE MALE Total % F % M
Chairperson/Secretaries of commissions. 18 35 53 34 66
Permanent Secretary 3 20 23 13 87
Director/ED/Ass. /Deputy 17 35 52 33 67
Under Secretary 14 29 43 33 67
Commissioner 20 78 98 20 80
Ambassadors/Deputy 63 126 189 33 67
Assistant Commissioner 46 160 206 22 78
Principal Officer 228 541 769 30 70
Accountant/AC. Assistant/Ac.General. 128 245 373 34 66
CAO 17 120 137 12 88
Chief Magistrate 52 137 189 28 72
RDC 43 134 177 24 76
Senior Officer 715 1196 1911 37 63
Clerical Officer/Receptionist. 1642 969 2611 63 37
Consultant/Senior Consultant 22 66 88 25 75
Medical Officer 87 173 260 33 67
Senior /Assistant/Priv. Sec. 56 36 92 61 39
Senior /Assistant/Private/Special Presidential advisor. 28 59 87 32 68
Nurse(Enrolled and Reg. 990 126 1116 89 11
Officer/Assistant 952 1854 2806 34 66
Askari/Cleaner/Support Off. 245 395 640 38 62
Driver 20 859 879 2 98
Grand Total 5406 7393 12799 42 58

Source: Ministry of Public Service Payroll management Unit; August 2012
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Figure 1: Percentage of staff by Sex and position in all public service posts by 2012 

Source: MoPS, Payroll management Unit

Statistics reflected in Table 2 and Figure 1 indicate the total members of staff as per the government pay roll. All the 
statistics present the same picture albeit in different ways.  According to this data, women account for 42% of all 
the public service posts as compared to 58% men. This also indicates a slight increase in the number of women who 
stood at 33% in all public service positions (MoPS 2011; 7) by 2011. The analysis of staffing levels by job category 
however, indicates wide gender inequalities with women lying below the number of male staff in positions such as 
chairpersons and members of commissions, permanent secretaries, directors, commissioners, undersecretaries, 
assistant commissioners, principal, senior officers and officers at entry level. Statistics in Figure 1 indicate that women 
begin to increase among categories such as enrolled nurses (89%), clerical officers and receptionists (63%), Senior, 
Assistant and Private Secretaries (61%) and among cleaners, and support staff (38%). 

The rest of the positions that form the top most and critical sites for technical decision making remain dominated 
by men. This may not only point to less numbers in positions that wield influence in governance issues but also to 
gender stereotypes in formal/public work that keep women in careers that reinforce women’s domesticity and caring 
roles with less influence in strategic decision making.  Socialization and negative stereotyping of women, including 
stereotyping through the media, reinforce the tendency for political decision-making to remain the domain of men. 
Often, discriminatory attitudes and practices within the family influence unequal power relations in the public sector 
(Minnesota Advocates for Human Rights, 1996). 
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2.3  Composition of Women among Permanent  Secretaries
Permanent secretaries hold the critical role of running the day to day functioning of ministries such as accounting for 
resources allocated to different departments, chairing management meetings and providing technical guidance to 
ministers on matters of national development in their specific sectors among others.

Figure 2: Percentage of women Permanent Secretaries as per October 20132 

Statistics across all government ministries indicate male dominance in the position of the permanent secretary.  Only 
6 (24%) of the permanent secretaries are women3. This statistic however indicates an increase from the previous 
three (13%) female PSs out of the total 23 Permanent secretaries in 2012 (MoPS, 2011 Payroll monitoring unit). This 
imbalance is also reflected in other key positions of management as indicated in the table below.

Table 3: Public service by Gender and Management Level4

	  

2  See the list of the PSs in Appendix 3
3 Women Permanent Secretaries are in sectors such Office of the president – Katuramu Deborah; Office of the prime minister – Guwatudde Kintu Christine; 
Ministry of finance, planning & economic dev’t – Muhakanizi Keith; Ministry of Defense – Byengoma Rosette; Ministry of education & sports – Lukwago Nassali 
(Dr); Ministry of east African affairs – Mwanje Edith; JUDICIARY – Okalany Dorcas W
4  Also cited in the MoPS, 2011, circular standing instructions no. 2 of 2011 Guidelines for Gender Mainstreaming in Human Resource Management
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The table above indicates that women compose 22% of the senior management level, 16% of the middle management 
and 28% of the graduate and Diploma entry level. Women remain below 30% of all the managerial categories indicated 
above although they account for lower level staff at 35% (U6-U8). These statistics indicate low representation of women 
in different positions of decision making and this has implications in terms of whether they (existing female staff) can 
significantly contribute to articulating gender specific development needs of women on the national development 
platform or at the national level 

2.4  Mapping the Journey to a Permanent Secretary  
The analysis of these statistics sought to understand what inhibits women from progressing to high level positions. 
Existing literature in Uganda particularly on how MDAs operate indicate that the contexts within which male and 
female staff function differ. According to a Principal Human Resource officer we interacted with, for an officer to reach 
the level of a PS, you must have served in specific offices and accumulated a certain level of experience.

You must have spent at least 10 years as a director. There is no skipping of any position right from the 
officer entry level, except in few cases of excellent performance or if you have exceptionally rare skills. 
In the past, women were not in these leadership positions, they have just started coming up. Gender 
mainstreaming has just come, so having them in large numbers now is to ask too much. One needs to 
spend 3 years as an officer, 3 years to senior level, 3 years to Principal level, 3 years to the Assistant 
commissioner, 3 years to the commissioner, 3 years to the Director level and so on. It’s lengthy. Yet there 
is usually one job within which many of you have to compete for, and given the nature of women and 
social roles they do, one will be on maternity leave only to come back and find that a position appeared 
and a male colleague was promoted to fill it (Male PHRO)

In other cases, women enter ministries when they are already in their old ages because the requirements for being in 
these positions are high. According to the Ministry of Education Gender Audit report; the journey to qualify for higher 
positions is very different for women and men. The report indicates that it’s difficult for young girls and women to make 
it direct to the Ministry from the University.

A symbol “M Scale” conceptualizing the progress of women in managerial 
levels  

Females enter in high numbers just like their male counterparts but 
when reproductive functions set in, most of them will pay much 
attention to getting married, bearing and caring after children. This 
usually occurs at the peak of their active lives in organisation and sets 
their progress on a downward trend until their socially determined 
reproductive roles reduce. When children have grown up, female 
staff will rise again in managerial levels up to a certain pinnacle but 
the trend repeats itself with old age and when their grandchildren 
come into question. The “M Scale” trend is a reflection of that “female 

journey” within managerial positions.

According to one Assistant Commissioner in Ministry of Education, 
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Female workers feel that when they are still in reproductive stages, they need to give birth and look after their 
children. That’s why a male officer may reach U2 faster than his female counterpart because females have a 
lot of domestic responsibilities that keep them down (MoES, 20135).

Comparing himself with his wife, both of whom share a teaching profession, a key respondent noted that while he 
has been able to upgrade to the level of Masters, his wife remains at grade 5 level. In what they described as “M 
Scale journey” women in most public units enter in high numbers, progress but later start to reduce in numbers when 
reproductive responsibilities set in until when they are past reproductive age. The curve however drops again when 
social responsibilities as mothers, grandmothers or care takers of the sick and needy in families re-surface. According 
to a research officer in Ministry of Education, Gender unit, 

Women may not be willing to take up challenging positions amidst their status as mothers, wives, 
grandmothers. Women have to start up families, they have to get married, and soon they will be 
pregnant. Amidst all this, the Ministry will think of transferring you and it may be too hard. Men may 
not face similar challenges. That’s why we may be having fewer women in high positions of decision 
making e.g. permanent secretary, undersecretary, etc. 

Given these different social contexts, women’s presence in top managerial positions remains low.

Being at certain levels of management has implications on which decision making organs (Technical working committees, 
task forces, and any other special assignments) one can be able to participate in. For example according to the assistant 
Commissioner, Records in MoPS, 

Having limited or no women in such senior positions such as senior officers, principal officers or other positions 
above that may lead to limited participation of women in critical spheres of influence such as top management 
meetings, senior management meetings or technical working groups. With most of the institutional decisions 
taken through technical working groups, women’s limited representation in such groups compromises 
advancement of women specific development concerns. 

There has also been emerging information that the government is moving from routine promotions to openly 
advertising for positions that fall vacant in the MDAs. This further, makes it more competitive and complicated 
for women whose socialization whether at the individual family level or the institutional level nurtures them 
towards less competitiveness, and more of private sphere actors. 

Women in National Governance
Women Leadership amongst the Three Arms of Government

The arm of Government Head Deputy
Executive Male Male
Judiciary Male Female
Legislature Female Male

Out of the three arms of government, one is headed by a woman. One out of the three deputies is also a woman. 
Although women remain few at this level, the choice of a female speaker as the head of one of the three arms of 
government is a critical step towards having women in critical leadership positions. The Speaker of the Parliament of 
Uganda is the most senior ranking woman in the country. Her presence is a pointer to women’s ability to lead in top 
leadership despite many forms of resistance they encounter along their managerial paths. 
5  Ministry of Education and Sports, Gender Audit Report
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2.5 Cabinet Composition
Table 4: Composition of Cabinet Ministers by SEX6

Cabinet Composition by Sex Female Male Total % F % M
President 0 1 1 0 100
Vice President 0 1 1 0 100
Ministers 9 19 28 32 68
State Ministers 13 33 46 28 72
Total 22 54 76 29 71

Source: www.parliament.go.ug/new/index.php/members-of-parliament/cabinet-members

According to the current executive composition, none of the six topmost government executives is a woman. The 
President, Vice President, Prime Minister and all the Deputy Prime Ministers are men. This has been the case since 
2005 when Uganda dropped the first ever female Vice President on the continent (Rubimbwa and Komurembe20127). 
Uganda’s executive arm of government is composed of 26 ministries with a total of 77 cabinet members. Of the 28 full 
cabinet ministers, 9 (32%) are women. Women also account for 28% of ministers of state and an overall 29% of the 
entire cabinet. Women have however been appointed to head the key ministries of Finance, Planning and Economic 
Development, Education, Energy and Mineral Development as well as Ministry of Trade and Industry.
 
Figure 4: Cabinet Composition by Sex

6  See parliament website www.parliament.go.ug/new/index.php/members-of-parliament/cabinet-members
7 Rubimbwa, R. Komurembe, G. (2012) Women count: Security Council Resolution 1325: Civil Society Monitoring Report 2012, Center for Women in 
Governance, Uganda, Kampala 
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According to Article 111 of the 1995 Ugandan Constitution, “there shall be a cabinet which shall consist of the president, 
the vice president and such number of ministers as may appear to the president to be reasonably necessary for the 
efficient running of the state”. The Constitution also indicates that the function of the cabinet is vested in determining, 
formulating and implementing the policy of government and to perform such other functions as may be conferred by 
this Constitution or any other law.  This places the responsibility of ensuring equitable allocation of ministerial roles 
in the hands of the appointing authority, who is the President of the Republic of Uganda. However the Constitution 
also makes it a constitutional necessity to ensure that affirmative measures are put in place to address any existing 
imbalances in leadership positions whether created by history, tradition or custom. 

Article 33 of the Uganda constitution makes it out rightly constitutional to include women in national governance. 
The article indicates among other things that; 

· Women shall be accorded full and equal dignity of the person with men.
· The State shall provide the facilities and opportunities necessary to enhance the welfare of women to 

enable them to realize their full potential and advancement.
· The State shall protect women and their rights, taking into account their unique status and natural 

maternal functions in society.
· Women shall have the right to equal treatment with men and that right shall include equal opportunities 

in political, economic and social activities.
· Without prejudice to article 32 of this Constitution, women shall have the right to affirmative action for 

the purpose of redressing the imbalances created by history, tradition or custom.

Low representation of women in such critical structures (e.g. cabinet) where policy design and implementation are 
spearheaded may have implications in terms of whether women’s interests become central aspects of national policy 
design and implementation. 

GOVERNMENT MINISTRIES
2.6 Ministry of Gender, Labor and Social Development 
Table 5: Ministry of Gender, Labor and Social Development

Title Female Male Total % F % M Scale
PS 0 1 1 0 100 U1S
Director 1 1 2 50 50 U1SE
Comm. 3 2 5 60 40 U1SE
US 0 1 1 0 100 U1SE
AC 3 7 10 30 70 U1E
Principal Officers 10 13 23 43.5 57 U2
Senior Officers 17 10 27 63 37 U3
Officer 14 10 24 58.3 42 U4
Below OEL 28 22 50 56 44 U5-8

Source; Ministry of Gender, Labor and Social Development Ministerial Policy Statement, 2013/14
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Figure 5: Staff categorisation by Position and Sex, MoGLSD

Data from the Ministry of Gender, Labour and Social Development indicates that the Ministry has different departments 
that deal with social development as a whole. These departments focus on issues of gender, culture and women 
affairs, equity and rights programmes, Labour, industrial relations and productivity, occupational safety and health, 
employment, disability and elderly, youth and children affairs. The Ministry also works with other semi-autonomous 
institutions to operationalize its mandate. These institutions include remand homes8 and vocational institutions9, 
National Youth Council, National Council for Children, National Library of Uganda and National Women’s Council.

Table 6: NATIONAL COUNCIL FOR CHILDREN

Title Approved 
post

Filled 
post Vacant post Female Male

Secretary General 1 1 0 0 1
Deputy secretary General 1 0 1 0 0
Prog. officer-Research,policy&planning 1 1 0 1 0
Prog officer-Capacity building 2 1 1 1 0
Prog officer-communication&advocacy 2 0 2 0  
programme officer-Data Management 1 0 1 0  
Prog officer monitoring &evaluation 1 1 0 1  
Accountant 1 1 0 0 1
Internal Auditor 1 0 1 0  

8  Kabale Remand home, Fort Portal, Naguru, Mbale 
9  Ogur Vocational rehabilitation center in Lira, Mpumudde Vocational Rehabilitation center in Jinja, Ruti Vocational Rehabilitation Center in Mbarara, Jinja 
sheltered workshop, Mbale sheltered workshop, Naguru reception center, Mubuku Youth Training Center, Kampiringisa National Rehabilitation center and many 
others. 
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Administrative officer 1 0 1 0  
Accounts Assistant 1 1 0 1  
Secretary 2 1 1 1  
Library Assistant 1 1 0 1  
Driver 3 2 1 0 2
Office Attendant 2 1 1 1  
Sub-Total 21 11 10 7 4
Source: Ministerial Policy Statement, MoGLSD

Table 7: NATIONAL LIBRARY OF UGANDA

Title Approved 
post

Filled 
post Vacant post Female Male

Director 1 1 0 1 0
Deputy Director 1 1 0 0 1
Personal Secretary 2 2 0 2  
Messenger 2 2 0 0 2
Messenger/Cleaner 2 2 0 2  
Driver 2 1 1 0 1
Asst. Librarian 3 2 1 0 2
Sub-Total 13 11 2  5  6
Source: Ministerial Policy Statement, MoGLSD

Table 8 NATIONAL YOUTH COUNCIL

Title Approved 
post

Filled 
post Vacant post Female Male

Executive secretary 1 1 0  1
Programme Officer 3 0 3 Vacant  
Accountant 1 1 0 1  
Accounts Asst 1 0 1 Vacant  
Asst. prog officer 2 0 2 Vacant  
Admin Asst 1 1 0  1
Records stores Asst 1 1 0 1  
Driver 2 1 1  1
Per 1 0 1 Vacant  
Sten 1 0 1 Vacant  
Office attendant 1 0 1 Vacant  
Sub-Total 15 5 10 2 3
Source: Ministerial Policy Statement, MoGLSD
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Table  8: National Council for Women 

NATIONAL WOMENS COUNCIL
     

Title Approved 
post

Filled 
post Vacant post Female Male

Executive secretary 1 1 0  1
Prog officerTraining & Micro finance 1 0 1   
Prog officer-Research & planning 1 0 1   
Accountant 1 1 0 1  
Accounts Assistant 1 0 1   
Personal secretary 2 1 1 1  
Driver 3 2 1  2
Office Attendant 2 1 1 1  
Sub-Total 12 6 6 3 3

Source: Ministerial Policy Statement, MoGLSD10

These aspects make it one of the ministries with seemingly multi-dimensional responsibilities. According to 
statistics above, the Ministry features a number of women in prime ministerial positions. Apart from the positions 
of the permanent secretary and the undersecretary who are men, women constitute 50% of the directors, 60% of 
the commissioners, 62.9% of senior officers, and 58% of the staff at officer entry level. Women’s representation in 
the sector remains averagely above 50% which is rare in most other ministries. Although the MoGLSD presents an 
exemplary image of women in key positions of decision making, there are key observations that may pause a challenge 
to promotion of women not only in this particular sector but also in other ministries.     
Key observations drawn from the statistics above include: 

a. The four key institutions are refered to as semi-autonomous but key to the implementation of the mandate 
of the Ministry. Only one out of the four institutions (25%) is headed by a woman (the Director of National 
Library of Uganda). Executive heads of the rest (3 institutions – 75%) are men.  

b. The National Council for Women which is centrally earmarked as key to promoting women’s empowerment is 
headed by a male Executive secretary, with the council’s key positions of Programme officer training and micro 
finance and research and planning still vacant.

c. Almost all the institutions operate below the required staffing capacities. The National Council for Children, 
the National Youth Council and the National Council for Women operate with 48%, 15% and 50% vacant 
positions respectively. 

Ministry of Gender, Labor and Social Development shoulders a key role in promoting women in leadership within 
public and private institutions. According to the Uganda Gender Policy (2007; 22), Ministry of Gender, Labor and social 
development has the overall responsibility of spearheading and coordinating gender responsive development and 
in particular ensuring improvement in the status of women. This may however remain a challenge with the existing 
staffing gaps, inadequate resourcing, and clustering many sub-sectors under one Ministry albeit, limited funding.

Equal Opportunities Commission
The Equal Opportunities Commission (EOC) was established by The Equal Opportunities Act 2007, in fulfillment of 
Article 32(3) for the purpose of eliminating discrimination and inequalities against any individual or group of persons. 
The mandate of EOC is to “eliminate discrimination and inequalities against any individual or group of persons on the 
ground of sex, age, race, color, ethnic origin, tribe, birth, creed or religion, health status, social or economic standing, 
10 Table 6-8 are all analyzed below
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political opinion or disability, and take affirmative action in favor of the groups marginalized on the basis of gender, age, 
disability or any other reason created by history, tradition or custom for the purpose of redressing imbalances which 
exist against them; and to provide for other related matters”.

Table 9: Composition of EOC by sex

SN Position M F Total % M % F
1 Chairperson to EOC 0 1 1 0 100
2 Executive Secretary to EOC Secretariat 0 1 2 0 100
3 EOC Members 2 2 4 50 50

Source: The New Vision, Mar 08, 2013; Equal Opportunities Commission, celebrating International Women’s Day. 

The equal opportunities commission is one of the institutions well represented by women in its leadership but also in 
terms of strategic positioning in promoting gender equality. The commission has women in its top two positions and 
50% composition of membership. In terms of strategic importance, the commission enjoys the following leverage:

•	 The Commission has powers of court to discharge its functions; the EOC Act (2007) empowers the Commission 
to proceed judiciously.

•	 The Commission investigates, inquiries into matters on its own initiative on a complaint made by any person or 
an act, circumstance, conduct, omission, program, activity or practice which seems to amount to or constitute 
discrimination, marginalization, or otherwise undermine equal opportunities.

•	 The Commission may refer any matter to any other institution, body, tribunal or authority, Recommend to 
or order any entity to adopt or take particular steps or action which, in the opinion of the Commission will 
promote equal opportunities.

•	 In sight of the above mentioned, the EOC is another of the State’s mechanisms for enforcing of a variety of 
rights where evidence of discrimination exists among vulnerable groups like women.

•	 Owing to the fact that vulnerable groups have limited access to justice due to poverty, illiteracy and lack of 
awareness Commission will roll out its Tribunal services to all parts of Uganda. 

•	 Using a circuit tribunal system, it is envisaged that a big percentage of the population especially the vulnerable, 
marginalized and disadvantaged groups will take advantage of the free and expeditious Tribunal services of 
the Commission.

•	 A sensitization campaign targeting women through media programmes, theater in social development 
production will be organised in order to make woman understand and appreciate issues of equal opportunities 
& affirmative action on how to access the services of the commission.

Despite its strategic positioning to promote gender equality, the commission remains invisible and silent on many 
issues of discrimination against women.
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2.7 Ministry of Public Service
Table 10: Ministry of Public Service

Title Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Deputy Head of Public Service 1  0 1 100 0
Under secretary 1  1 100 0
Director 2 1 3 67 33
Commissioner 3 2 5 60 40
Assistant Commissioner 8 11 19 42 58
Principal Officers 13 13 26 50 50
Senior Officers 12 24 36 33 67
Officer Entry 32 21 53 60 40
Below Officer Entry Level 30 55 85 35 65
Total 102 128 230 44 56

Source; MoPS Ministerial Policy Statement 2013/14

Figure 6: Ministry of Public service staff categorized by sex and Position

Ministry of Public service is a key actor as far as promotion of women in public service is concerned. According to the 
MoPS guidelines for gender mainstreaming in human resource management, the underlying gender issues in human 
resource management relate to areas of recruitment, selection and promotions, training and development, postings 
and transfers, gender inclusive language, working environment, workplace harassment and terms and conditions of 
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service.  Although some of these could be shared among different actors (especially in the context of decentralized 
governance), the MoPS retains a central role in human resource management. Ministry of Public Service is one of the 
sectors with a higher number of female staff at different levels. Information contained in the Sector Ministerial policy 
statement 2013/14 indicates that women are not only in high numbers but also occupy senior management positions. 
For example women feature as Deputy Head of public service, commissioners, undersecretary, assistant commissioner 
and principal officers as indicated in the table above. 

According to the Assistant commissioner Records and ICT, Ministry of Public Service, the Ministry  is one of the 
where females form the majority members of staff. The Ministry has 3 directorates – 2 of the directors are women. 
It has 9 departments headed by commissioners and 6 out of the 9 commissioners (66.7%) are women.  The Assistant 
commissioner however adds that it is not by design that the Ministry has set out to promote and encourage women 
to aspire for high positions of decision making. The Ministry still goes by the recruitment policy that emphasizes 
the principle of merit.  Other responses attributed such scenarios of higher numbers of women to the nature of the 
professions embraced in certain ministries.  According to responses from Local Government Finance Commission;

Some females are still engrossed in the culture of weaker sex, they still see some professions as not 
theirs. When you look at education, it has to do with teaching while public service has elements of 
managing people – human relations, counseling, and training. All these are attributes that females look 
out for in professions. In the Ministry of Public Service, apart from these other specialized services e.g. 
IT, the rest are predominantly occupied by women. Females still look out for soft landing”. If you go to 
ministries like works, Energy, you will hardly find women there. You are likely to find there those posted 
by Public service or Senior Assistant secretaries who are posted by president’s office. They are likely to 

be in administration (Male SHRO).

Indepth interviews also indicated that women are at times enemies of themselves in cases where they feel they are 
not up to certain tasks. In such cases, the inadequacy with which some women perceive themselves demotivates them 
from taking on challenging positions of leadership in public institutions. 

2.8 Ministry of Finance Planning and Economic Development
Table 11: Ministry of Finance Planning and Economic Development

Position Female Male Total % F % M
Permanent secretary 0 1 1 0 100
Deputy secretary to the treasury  0 1 1 0 100
Under Secretary 1 0 1 100 0
Director 0 1 1 0 100
Commissioner 0 9 9 0 100
Assistant Commissioner 3 15 18 17 83
Principal Officer level 7 22 29 24 76
Senior officers 18 41 59 31 69
Officer entry level 59 74 133 44 56
Below officer level 79 66 145 54 46
Total 167 230 397 42 58

Source: MoPS, Payroll Monitoring Unit, MoFPED staff list
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Ministry of Finance, Planning and Economic development is headed by a female Minister, the second since 
independence in 1962.  Despite the ministry being headed by a female minister, positions such as Permanent Secretary 
and Deputy Secretary to the treasury, director, and all commissioners are exclusively held by men. Women come 
in as undersecretary and assistant commissioners. Women also represent a minimal percentage amongst Assistant 
commissioners, Principal, and senior officers. Although there is a considerable number of female staff at the degree 
entry level (44%), the number decreases as they progress up the managerial ladder. From 44% at officer level, the per 
centage reduces to 31 at senior officer level, 24% at principal officer level and 17% at the Assistant commissioner level 
as indicated below.

Table 12:  The Decreasing number of women as they progress in managerial positions 

Position Females Males Total % F % M
Assistant Commissioner 3 15 18 17 83
Principal Officer level 7 22 29 24 76
Senior officers 18 41 59 31 69
Officer entry level 59 74 133 44 56

Source: Table extracted from MoFPED Staff List, 2013

According to MoFPED gender audit report11, the presence of a female minister was appreciated as one of the entry 
points in ensuring that staffing and management issues in the Ministry take into consideration the recruitment but also 
promotion of male and female staff in strategic decision making positions. The audit exercise however noted that out 
of the 11 members of the Top Management, only 3 are women. It was also noted that all professional levels: Senior 
Management, Middle,  and officer entry are dominated by male; that women dominate secretarial jobs, and that all 
drivers are male. 

Figure 7: Structure of Staff Distribution in MoFPED

	  
Source: MoFPED Gender Audit Report

11  MoFPED, 2012, Participatory Gender Audit Report
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The structure as reflected above portrays a picture of gender imbalances at all levels, with some professions being 
predominantly female or male.  In Finance and Administration, it was established that almost all secretaries are 
female, while all drivers are male. In Uganda Computer Services, all inputting and output work is done by females while 
systems maintenance is done by male staff.  Trends of this nature in human resource staffing tend to reinforce gender 
stereotypes of men as masculine, hardworking and therefore suited for managerial positions which in turn reinforce 
gender inequalities. 

2.9 Ministry of Agriculture, Animal Industry and Fisheries 
Table 13: Ministry of Agriculture, Animal Industry and Fisheries

Position Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Commissioner 1 6 7 14 86
Director 0 1 1 0 100
Under Secretary 0 1 1 0 100
Assistant Commissioner 2 12 14 14 86
Principal Officers 13 29 42 31 69
Senior Officers 20 61 81 25 75
Officer Entry Level 35 66 101 35 65
Below Officer Level 66 92 158 42 58
Total 137 269 406 34 66

Source: MoPS, Payroll Monitoring Unit 

Figure 8: Ministry of Agriculture, Animal Industry and Fisheries staff by sex and position
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Agriculture is indicated as the mainstay in Uganda’s economy with significant agricultural labour provided by women. 
According to the National Development Plan (2010), it is estimated that women comprise 70 per cent of the work force 
in agriculture. It is also indicated that women are numerically the majority of  Uganda’s population. However, these 
statistical impressions of women’s dominance are not reflected in the agricultural sector staffing at the ministerial 
level. Statistics in the Ministry of Agriculture indicate that:

•	 The Ministry’s permanent secretary is male
•	 Only 1 out of 7 commissioners is a woman
•	 The director and Under secretary are men
•	 Only 2 out of 14 Assistant Commissioners are women.
•	 The highest number of women officers is at U4 (officer entry level)
•	 Overall, women remain below 50% of all the job categories (principal officers, senior officers, officers and 

below officer level). 
Having fewer women is not only unjust given their numerical strength but it also has implications of making women 
more invisible in the economy they are known to contribute to immensely. 

2.10 Ministry of Local Government (MoLG) 
Table 14: Ministry of Local Government (MoLG)

Position Female Male Total % F % M
Permanent Secretary (Vacant) 0 0 0 0 0
Director 0 2 2 0 100
Commissioner 0 4 4 0 100
Under Secretary 0 1 1 0 100
Assistant Commissioner 0 6 6 0 100
Principal officers 5 13 18 28 72
Senior officers 10 22 32 31 69
Officer Entry Level 11 14 25 44 56
Below Officer entry level 22 36 58 38 62
Total 48 98 146 33 67

Source: MoLG Staff List

The Ministry reflects a picture of women’s invisibility 
especially in senior management. The statistics in 
this sector indicate that there is no woman ranging 
from the ministerial position, PS, undersecretary, 
Commissioners, directors and assistant 
commissioners.
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Figure 9: Ministry of Local Government staff by sex and position

Ministry of Local government appears among the sectors with the lowest number of women in senior and middle 
management levels12. The Ministry reflects a picture of women’s invisibility especially in senior management. The 
statistics in this sector indicate that there is no woman ranging from the ministerial position, PS, undersecretary, 
Commissioners, directors and assistant commissioners.  Although the overall picture of women in the sector indicates 
a figure above the 30% critical mass (33% women to 67% men), majority of these women are in lower Ministry ranks 
such as personal secretaries, stenographers, records assistants and office attendants. 
This imbalance has greater implications especially for a sector that is at the heart of operationalising gender 
mainstreaming programmes at lower and higher local governments. According to the Uganda Gender Policy (2007), 
Ministry of Local Government is earmarked as a key sector to;

•	 Ensure that the local government development plans, programmes and budgets benefit women, men, boys 
and girls; 

•	 Monitor gender mainstreaming in local governments to ensure that services benefit women, men, boys and 
girls, persons with disabilities and people living with HIV/AIDS

•	 Collaborate with Ministry of Gender, Labour and Social Development on matters of gender mainstreaming
•	 Ensure disaggregation of data and information on local governments by sex and gender where applicable.

It has also been clearly established that although sectors strive to disaggregate data and information by sex, the 
utilization of this information to inform gender responsive planning remains a challenge. Most sectors focus on gender 
stops at tracking data on female and male employees or stakeholders they are dealing with. There is thus no thorough 
follow up on gender differences that are reflected in the data. 
At the district level, statistics indicate a pronounced level of gender gap in terms of women’s participation as indicated 
below. 

12  According to MoPS (2011); Guidelines for Mainstreaming Gender in Human Resource Management in the Public Service, Senior management 
level includes staff in U1 Scale, Middle management in U2-U3, Graduate and diploma entry level includes U4-U5 while Lower level includes U6-U8
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Figure 10: Women in Political and administrative positions at District level

Source: Rubimbwa, R. Komurembe, G. (2012) Women count: Security Council Resolution 1325: Civil Society Monitoring Report 2012, 

According to UNSCR report (2012) by CEWIGO there has been an increase in the number of women participating 
in politics especially due to the affirmative action policy and the increasing number of districts. It is also indicated 
that women councilors have been key in community mobilization on government programmes working towards 
income generation e.g. the National Agricultural Advisory Services (NAADS) and Community Driven Development 
(CDD) program. Despite these contributions, their numbers remain low compared to that of men in both political and 
administrative leadership. Such limited numbers have an implication on how much they can push for in local contexts 
with deeply entrenched cultures. The higher numbers in political rather than administrative positions could also point 
to the majority of women occupying affirmative action seats rather than being on open competitive positions or in the 
civil service.  

2.11 Ministry of Justice and Constitutional Affairs  
Table 15: Ministry of Justice and Constitutional Affairs

Position Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Director 1 2 3 33 67
Commissioner 5 1 6 83 17
Under Secretary 0 1 1 0 100
Principal officers 9 14 23 39 61
Senior officers 11 14 25 44 56
Officer Entry Level 43 51 94 46 54
Below Officer entry level 42 55 97 43 57
Total 111 139 250 44 56

Source: MoPS Payroll monitoring Unit
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Figure 10: Ministry of Justice and Constitutional Affairs

Ministry of Justice and constitutional Affairs is charged with the duty of promoting access to Justice especially through 
supporting and enhancing access to justice by the poor and the marginalized groups. Several impediments to accessing 
justice highlighted included a growing caseload, physical distance to service institutions, technical barriers, poverty, 
and lack of access by women and marginalized groups. 

Statistics from this sector indicate a steady increase in women’s involvement at different levels. The sector for instance 
boasts of an overall 44% of women with 5 out of 6 (83%) commissioners as female. The sector also identifies issues 
beyond numbers of women that constrain delivery of justice such as “women experience more barriers in accessing 
justice than men because they have higher levels of illiteracy and lack information about legal rights. Their restricted 
mobility and poverty means that it is not easy for them to access legal institutions and services” (NDP, 2010; 291).

2.12 Ministry of Lands, Housing and Urban Development 
Table 16: Ministry of Lands, Housing and Urban Development

Position female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Director 1 1 2 50 50
Commissioner 1 6 7 14 86
Under secretary 1 0 1 100 0
Assistant Commissioner 1 6 7 14 86
Principal Officers 6 19 25 24 76
Senior officers 13 27 40 33 68
Officer Entry Level 21 31 52 40 60
Below Officer Level 77 77 154 50 50

Total 121 168 289 42 58
Source: MoPS Payroll monitoring Unit
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Figure 11: Ministry of Lands, Housing and Urban Development

Land remains a critical resource that presents gender concerns in terms of access to, utilization and control over it. Land 
is therefore a key gendered resource whose issues require equal attention from women and men. Women are in key 
ministry positions such as a woman minister of state, a director and undersecretary. Women however are comparably 
fewer in all the other staffing positions. 

•	 One of the six commissioners is a woman
•	 One of the six assistant commissioners is a woman
•	 Only 6 (24%) Principle officers are female

Like most of the other ministries, statistics indicate that women find it a challenge to progress up the managerial ladder.  
Having fewer women in such critical positions of a sector such as Lands has implications in terms of women’s 
contributions to shaping decisions of land ownership and utilization. The   low numbers of  women on platforms where 
land issues are deliberated on is likely to drive women further into marginal positions of land ownership. 

2.13 Ministry of Energy and Mineral Development 
Table 17: Ministry of Energy and Mineral Development

Position female Male Total % F % M
Minister 1 1 100 0
Ministers of state 2 2 0 100
Permanent Secretary 0 1 1 0 100
Director 1 1 0 100
Commissioner 0 4 4 0 100
Under secretary 1 1 0 100
Assistant Commissioner 0 6 6 0 100
Principal Officers 2 3 5 40 60
Total 3 18 21 14 86

Source: www.energyandminerals.go.ug/topmgt 
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Figure 12: Ministry of Energy and Mineral Development

Ministry of Energy and Mineral Development is one of the key ministries headed by a female minister. However the 
Ministry’s top management is male dominated13. Out of the 23 members of this management structure (officers down 
to principal level), only 3 (14%) are women. Apart from the female minister, two female members in top management 
occupy positions of Principal Assistant Secretary and Principal Personnel Officer while men ocupy technical professions 
related to this sector. Men are in key positions such as the PS, commissioners, assistant commissioners and 
undersecretary in units such as electrical power division, new and renewable sources of energy, petroleum exploration 
among others. The gendered nature of staffing in this sector is a reflection of male and female staff distribution in 
institutions of higher learning. For example statistics on enrollment for academic year 2010/11 (Makerere University)  
indicate that College of Engineering, Design, Art and Technology (CEDAT) admitted only 23% of females (Mak, fact 
book, 2011). The low female enrollment on science courses could also broadly explain the limited number of female 
staff in sectors whose technical services are related to science related disciplines. 

2.14 Ministry of Education and Sports14

Table 18: Ministry of Education and Sports

Title Female Male Total % F % M
Permanent Secretary 1 0 1 100 0
Director/Deputy Dir. 2 3 5 40 60
Undersecretary 1 0 1 100 0
Commissioners 2 9 11 18 82
Assistant Commissioner 6 16 22 27 73
General Sec/Ass General Sec (UNATICOM). 1 1 2 50 50

13 The Ministry top management is composed of ministers, officers at the level of U1 and U2. Available statistics indicate that all these positions 
are occupied by a total of 23 members, 3 of whom are women. 
14 From the Ministerial Policy statement, 2013/14
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Principal Officer 12 22 34 35 65
Senior Officer 42 62 104 40 60
Officer entry Level 38 32 70 54 46
Below OEL 65 71 136 48 52
Total 170 216 386 44 56

Source: MoES Ministerial Policy Statement 2013/14

Figure 13: Ministry of Education and Sports

Ministry of Education and Sports uniquely boasts of female leadership in top positions. Positions of the Minister for 
Education and Sports, Permanent Secretary, Undersecretary are occupied by women. Overall, the Ministry has 44% 
female staff, according to the staff list in the Education sector Ministerial Policy statement 2013/14. These statistics 
indicate a slight improvement from 37% female staff in 2012 (MoPS, Payroll monitoring Unit). Although the Ministry 
has a higher number of women compared to other sectors, women remain fewer among commissioners, assistant 
commissioners, principal and senior officers even when they are more than men at officer entry level. Ministry of 
Education and Sports could fit with in the described “M Scale journey15” of women in managerial positions.  

Sex composition in each unit within the Ministry indicated high number of women in administration (57%), Business, 
Technical, Vocational Education, Communication, and information management, Higher education, technical and 
Vocational training among others. 

15  “M Scale” is the analytical description generated by this study. In this conceptual scale, the study maps out women’s journey on entry into 
public service, the blockages they encounter along the way and how they renegotiate them to stay in leadership. 
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Table 19: Sex Composition of staff in Directorates, Units and Departments, MoES16 

Directorates/Units/Departments Women Men Total Women (%) Men (%)
Administrative Support 4 3 7 57% 43%
Assessment and Certification 3 7 10 30% 70%
Basic &secondary education 1 2 3 33% 67%
Basic and primary education 9 8 17 53% 47%
Business,tech&voc.educ&training 8 5 13 62% 38%
Communication &info.Mgt 12 5 17 71% 29%
Construction Mgt. 3 14 17 18% 82%
Educ.planning &Policy analysis 11 15 26 42% 58%
Educ.standards(head qtr) 2 3 5 40% 60%
Finance and Accounts 6 6 12 50% 50%
Finance and Administration 1 1 2 50% 50%
Guidance and Counseling 5 4 9 56% 44%
Higher Educ.and training 9 5 14 64% 36%
Higher Educ.Tech.&voc& training 3 1 4 75% 25%
Human Resource Management 6 5 11 55% 45%
Industrial training 1 3 4 25% 75%
Instructional Materials 2 4 6 33% 67%
Internal Audit 2 6 8 25% 75%
Office Administration 16 27 43 37% 63%
Office of the Permanent Secretary 1 3 4 25% 75%
Physical Educ. & sports 3 4 7 43% 57%
Procurement 1 4 5 20% 80%
Qualification standards 5 6 11 45% 55%
Regional offices 16 40 56 29% 71%
Secondary Educ. for govt owned/aided 5 10 15 33% 67%
Secondary Educ.-Private 8 11 19 42% 58%
Special Needs Educ. 5 4 9 56% 44%
Teacher Educ.&tutor 9 6 15 60% 40%
UNATCOM 5 6 11 45% 55%
Totals 162 218 380 43% 57%
Source: Ministry of Education Staff List: Human Resource Department

Although there are visible higher numbers of women in the Ministry of Education and Sports, majority remain outside 
the senior managerial levels where critical decisions on national education take place. The Gender audit report (2013) 
for instance indicated that senior management level headed by the Permanent Secretary (PS) who is the technical head 
of the Ministry remains male dominated. Senior management is responsible for providing the strategic planning and 
direction at the Ministry as well as provide leadership in the day to day operations of the Ministry and is appointed by 
the public service and education service commissions.  Below is the sex representation at senior management level:

16  Cited in Ministry of Education and Sports Gender Audit Report(year)
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Table 20: Senior Management Positions in MoES, 2012

Position Women Men Total Women (%) Men (%)
Permanent Secretary 0 1 1 0% 100%
Under Secretary 1 0 1 100% 0%
Directors 1 2 3 33% 67%
Commissioners 3 8 11 27% 73%
Assistant Commissioners 6 20 26 23% 77%
Principal Officers 17 20 37 46% 54%
Total 28 51 79 35% 65%

Source: MoES, Gender Audit Report (2013)

2.15 Ministry of Internal Affairs 
Table 21: Ministry of Internal Affairs

Position Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Commissioner 0 1 1 0 100
Secretary NGO Board 0 1 1 0 100
Assistant Commissioner 0 2 2 0 100
Under Secretary 1 1 2 50 50
Principal Officers 3 15 18 17 83
Senior Officers 10 14 24 42 58
Officer Entry Level (OEL) 27 21 48 56 44
Below OEL 31 60 91 34 66
Total 72 116 188 38 62

Figure 14:  Ministry of Internal Affairs
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The Ministry of Internal Affairs core functions include promotion of efficiency and effectiveness in coordination of 
service delivery of the Ministry; registration, regulation, coordination and monitoring of NGOs to ensure that their 
mandate is in line with government policies and programmes; provide scientific analytical and advisory services to 
government departments responsible for administration of justice among other functions (MIA, 2013/14 MPS). The 
sector is divided into four functions (votes) with their respective directorates, departments and agencies. These include 
Headquarters, National citizenship and immigrations control, Uganda Police force and Uganda prisons service.  All the 
four units are headed by males17

Table 22: Votes (Financial categories) of Ministry of Internal Affairs

Unit Position Sex
Ministry Head quarters Minister Male
National citizenship and immigrations control Director Male
Uganda Police Force Inspector General Male
Uganda Prisons Service Commissioner Male

The sector remains not only male dominated but also characterized by professions closely related to male roles 
of maintaining law and order, security, control and protection against injustices. Although the sector highlights its 
commitment to gender as a cross cutting issue, it remains using generic rather than sex and gender disaggregated data. 
Male dominance in leadership coupled with the generic nature of focus on gender concerns may be key pointers to;

•	 Women’s marginalization as a human resource
•	 Covert resistance to integration of gender in the sector functions
•	 Inadequate comprehension of gender and how it should be implemented as a cross cutting issue

 

2.16 Ministry of Health
Table 23: Ministry of Health

Position Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Dep. PS 0 1 1 0 100
Director 2 1 3 67 33
Dep. Director 0 1 1 0 100
Commissioner 1 5 6 17 83
Assistant Commissioner 4 10 14 29 71
Under secretary 0 1 1 0 100
Principal Officers 14 23 37 38 62
Senior Officers 40 49 89 45 55
Officer entry Level 46 92 138 33 67
Below OEL 116 171 287 40 60
Total 221 354 575 38 62

Source: MoPS Payroll monitoring Unit

17 Gen. Aronda Nyakairima, Godfrey Sasagah Wanzira, Gen. Kale Kayihura, Comm. Johnson Byabashaija
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Figure 15: Ministry of Health

The Ministry of Health mandate is to promote policy formulation and policy dialogue with Health Development 
Partners, resource mobilization and budgeting, strategic planning, regulation, advising other ministries on health 
matters, setting standards and quality assurance, capacity development and technical support, provision of nationally 
coordinated services such as epidemic control, coordination of health research and monitoring and evaluation of the 
overall sector performance. The Ministry is headed by a male minister and a male minister of state. The Ministry’s 
senior management also remains male dominated with only 33% women as directors, 17% as commissioners, and 
29% Assistant commissioners. The numbers of Women remain low compared to men at all levels with the highest 
percentage of women realized at the senior officer level. Inadequate representation of women in such critical positions 
may result in low engagement and articulation of women’s specific health needs in a country where maternal death 
is at its peak, gender based violence rampant, and where poverty (feminized poverty) remains a reality. Drawing out 
women’s specific health needs requires meaningful involvement of women at all levels of planning and health service 
delivery 

The Ministry’s senior management also remains 
male dominated with only 33% women as 
directors, 17% as commissioners, and 29% 
Assistant commissioners. The numbers of 
Women remain low compared to men at all 
levels with the highest percentage of women 
realized at the senior officer level.
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2.17 Ministry of Water and Environment 
Table 24: Ministry of Water and Environment

Position Female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Director 0 2 2 0 100
Commissioner 2 7 9 22 78
Assistant Commissioner 4 13 17 24 76
Under secretary 0 1 1 0 100
Principal officers 6 30 36 17 83
Senior officers 25 55 80 31 69
Officer entry Level 25 52 77 32 68
Below OEL 52 133 185 28 72
Total 114 294 408 28 72

Source: Ministry of public service, payroll monitoring Unit

Figure 16: Ministry of Water and Environment
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Ministry of Water and Environment is headed by a female minister. The Ministry however has very low representation 
of women across all the positions. Women represent an overall 28% of the Ministry staff with the highest number of 
women at graduate entry level (U4). Even when you have high numbers of women at entry, their numbers  reduce 
in senior positons. Inadequate representation of women in this sector also pauses a challenge in articulating and 
representing women’s interests on issues of climate change, water and sanitation or saving the lives of millions of 
women in Uganda who still walk long distances to lonely places for water and firewood. Promoting women’s specific 
interests in sustainable natural resource utilisation may also require that women become critical actors in such policy 
and planning processes.

2.18 Ministry of Information, Communication and Technology 
Table 25: Ministry of Information, Communication and Technology

Position female Male Total % F % M
Permanent Secretary 0 1 1 0 100
Director 0 2 2 0 100
Commissioner 0 1 1 0 100
Assistant Commissioner 0 4 4 0 100
Under Secretary 1 0 1 100 0
Principal Officers 1 7 8 13 88
Senior officers 4 8 12 33 67
Officers at Entry Level 8 10 18 44 56
Below OEL 10 13 22 45 59
Total 24 46 69 35 67

Source: MoPS, payroll monitoring Unit

Figure 17: Ministry of Information, Communication and Technology



39

Information, Communication and Technology (ICT)is a key factor in any development process. In light of the catalytic 
role that communication plays in National development, the Government set up a Ministry of ICT to ensure optimum 
utilization of this resource for the attainment of social economic development goals. For Government to implement the 
long term national development programmes, especially the National Develop Plan (NDP 2010), reliable and affordable 
means of communication must be available at all levels of implementation. The sector coordinates a policy and strategic 
plan to ensure utilisation of information and communications technology (ICT). In terms of human resources, the Ministry 
is headed by male a minister, with a male minister of state. The goal of this sector is to contribute to improvement 
of socio-economic development through provision of affordable, accessible and high quality telecommunications 
services countrywide. In its draft telecommunications policy18 (2012), the Ministry commits itself to developing and 
operationalising a policy on gender mainstreaming in ICTs as well as ensuring mainstreaming of gender and needs of 
persons with disabilities and other marginalised groups in service delivery. Despite these commitments, the sector staff 
remain male dominated with men exclusively occupying top managerial positions as ministers, permanent secretary, 
Director and commissioners. The highest percentage of women among senior managerial positions is under assistant 
commissioner (29%). Overall, women remain under represented with only 27% compared to 73% men. 

2.19 Ministry of Trade, Industry and Cooperatives 
Table 26: Ministry of Trade, Industry and Cooperatives

TITLE Female Male Total % F % M
PERMANENT SECRETARY 0 1 1 0 100
DIRECTOR 0 1 1 0 100
COMMISSIONER 0 3 3 0 100
ASSISTANT COMMISSIONER 2 5 7 29 71
UNDER SECRETARY 0 1 1 0 100
Principal officers 1 12 13 8 92
Senior Officers 1 28 29 3 97
Officer Entry Level 12 12 24 50 50
Below OEL 18 29 47 38 62
Total 34 92 126 27 73

Source: MoPS, Payroll monitoring Unit

18  Ministry of Information and Communications Technology, 2012, Draft Telecommunications Policy 2012, Kampala
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Figure 18: Ministry of Trade, Industry and Cooperatives

The mandate of the Ministry of Trade, Industry and Cooperatives (MTIC) is derived from the Constitution under 
the Sixth Schedule Article 189, which provides functions and services for which government is responsible and the 
mandate of the MTIC is covered under sections 6, 8,10,11,20 and 23; and the National Objectives and Directive Policy 
of State contained in XIII - Protection of Natural Resources and XIV - General Social and Economic Functions. The 
Ministry was formed out of a merger of the Ministries of Tourism Wildlife and Antiquities, Ministry of Cooperatives and 
Marketing, Ministry of Commerce and Ministry of Industry and Technology. The mandate of the Ministry is therefore a 
consolidation of the respective mandates of the former Ministries, which are still relevant and summarized as

To formulate and support strategies, plans and programs that promote and ensure expansion 
and diversification of tourism, trade, cooperatives, environmentally sustainable industrialization, 
appropriate technology, conservation and preservation of other tradable national products, to 
generate wealth for poverty eradication and benefit the country socially and economically. (http://
www.mtic.go.ug/index.php?/The-Project/background-and-mandate/ )

The Ministry’s focus is to collect, process, analyse, and disseminate national and international data/information on the 
sectors and (provide an input for) rational decision-making.

In terms of management, the Ministry’s top leadership is composed of one female (woman minister) and four males. 
These include state minister for trade, state minister for industry, Permanent Secretary and the Undersecretary.  In 
addition, almost all senior managerial positions (U1) are held by men. The Ministry enjoys an average 27% of women 
in the entire Ministry with the highest being at the officer level (U4). According to statistics from the Payroll monitoring 
unit, MoPS, women compose only 29% of Assistant commissioners, 8% of Principal Officers and only 3% senior officers. 
Despite having 50:50 per cent of men and women at entry level, there are disproportionate numbers of females in 
senior positions of management. The gross under representation of women could negatively impact not only the 
Ministry’s aim of addressing gender as a crosscutting issue but also the function of collecting, processing, analyzing, 
and dissemination of national and international data/information on the sectors and (provide an input for) rational 
decision-making.
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2.20 Ministry of Works and Transport 
Table 27: Ministry of Works and Transport

TITLE Female Male Total % F % M
PERMANENT SECRETARY 0 1 1 0 100
DIRECTOR 0 1 1 0 100
COMMISSIONER 0 3 3 0 100
ASSISTANT COMMISSIONER 1 12 13 8 92
UNDER SECRETARY 0 1 1 0 100
PRINCIPAL officers 5 23 28 18 82
Senior officers 9 76 85 11 89
Officers at Entry Level 23 104 127 18 82
Below OEL 100 193 293 34 66
Total 138 414 552 25 75

Source: Ministry of Works and Transport, Staff list, MoPS Payroll monitoring Unit

Figure 19: Ministry of Works and Transport 

Ministry of Works and Transport presents a visibly wide gap between female and male staff at all levels of staffing levels 
with an overall 25% of staff as female. Majority of the female staff (34%) are in the lowest category of below officer 
entry level. These are the staff that (according to pay roll) appear between U5-U8. As the figure indicates, female staff 
run parallel to their male counterparts with no optimism of closing the gender gap. This is one of the ministries that 
paint a gloomy picture of wider gender imbalances in terms of career aspirations and opportunities. Similar imbalances 
are reflected in academic institutions19 where female enrollment in courses that would qualify one to function in such 
a sector remains low. 

19 See statistics of female enrollment at Makerere University in science based courses.
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2.21 Ministry of East African Affairs
Table 28: Ministry of East African Affairs

TITLE Female Male Total % F % M
PERMANENT SECRETARY 1 0 1 100 0
UNDER SECRETARY 0 1 1 0 100
DIRECTOR 0 1 1 0 100
COMMISSIONER 1 1 2 50 50
ASS. COMMISSIONER 0 3 3 0 100
Principal Officers 4 10 14 29 71
Senior officers 2 4 6 33 67
Officer entry level 6 2 8 75 25
Below OEL 6 17 23 26 74
Total 20 39 59 34 66

Source: MoPS payroll Monitoring Unit

Figure 20: Ministry of East African Affairs

Ministry of East African Affairs is one of the six ministries wih a female permanent secretary. However female staff 
remain few in top management and middle management levels. Women represent 29% of the principal officers and 
33% of the senior officers in the Ministry. The highest number of female staff is registered at the officer entry level (U4) 
although this high figure is not reflected anywhere in the higher levels of management.  Such imbalances are likely to 
cast a negative picture at a regional level (East Africa) where gender equality and women’s empowerment is one of the 
ultimate goals the community works towards. 
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2.22 Ministry of Tourism and Wildlife 
Table 29: Ministry of Tourism and Wildlife

TITLE Female Male Total % F % M
PERMANENT SECRETARY 1 0 1 100 0
COMMISSIONER 2 1 3 67 33
ASSISTANT COMMISSIONER 1 1 2 50 50
PRINCIPAL ACCOUNTANT 0 9 9 0 100
Senior officers 8 17 25 32 68
Officers at Entry Level 17 22 39 44 56
Below OEL 27 42 69 39 61
Total 56 92 148 38 62

Source: MoPS payroll monitoring Unit

Figure 21: Ministry of Tourism and Wildlife and Antiquities

The sector has one of the few scenarios of women in high positions of decision making. The Ministry’s permanent 
secretary, 2 of the 3 commissioners and 1 of the two assistant commissioners are female. However, the numbers 
of women remain low in all the remaining categories with all the 9 Principal officers being men. The sector’s role is 
to harness tourism, wild life and cultural heritage as a primary growth sector contributing to the transformation of 
Ugandan society from a peasant to a modern and prosperous country. Like most other sectoral commitments, Ministry 
of Tourism, Wildlife and Antiquities identifies gender and equity as cross cutting however; this principle requirement is 
not reflected in terms of promoting female staff in the sector. There is no reflection of a deliberate attempt to promote 
gender equity beyond the rhetoric of gender as cross cutting. 
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2.23 Mulago Referral Hospital 
Table 30: Mulago Referral Hospital

Mulago Referral Hospital Female Male Total % F % 
Male

Accountant/Acc. Assistant/Accountant General/Internal Auditor 8 14 22 36 64
Askari/Cleaner/Support Officer/Chef/gardener/Security Officer/
Dhobi/Housekeeper/Kitchen attendant 43 87 130 33 67

Assistant Commissioner 1 1 2 50 50
Clerical Officer/Receptionist/Secretary/Stenographer/Office 
Typist/Copy typist/Office attendant 70 51 121 58 42

Consultant/Senior Consultant 17 40 57 30 70
Director/Executive Director/Assistant/Deputy 1 1 2 50 50
Driver 2 15 17 12 88
Medical Officer 54 107 161 34 66
Nurse(Enrolled and Registered)/Midwife 785 62 847 93 7
Officer/Assistant 125 229 354 35 65
Principal Officer 8 19 27 30 70
Senior Officer 105 81 186 56 44
 Total 1219 707 1926 63 37

Source: MoPS Payroll monitoring Unit

Figure 22: Mulago Referral Hospital
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Mulago Hospital is the National referral Hospital in Uganda and teaching hospital for Makerere University. As a national 
referral hospital, Mulago has a critical role in promoting maternal health, combating gender based violence, as well other 
women specific health needs among other national health goals. The hospital like other sectors also experiences high 
instances of gender inequalities in terms of staffing. Women continue to be under represented in senior management 
roles although they greatly feature in high numbers with in the day-to-day activities of the hospital. 

Women are for instance predominant as nurses (Enrolled and Registered)/Midwife) where they are 93% as well as Clerical 
Officer/Receptionist/Secretary/Stenographer/Office Typist/Copy typist/Office attendants at 58%. The dominance of 
women in these categories continues to re-affirm and reinforce the gender stereotypes of women as subordinate 
to men in areas of leadership and decision making. For the case of Mulago referral hospital, the predominance of 
women in such lower position reemphasizes the redefinition of women’s roles as nurturers, at the heart of health 
care provision whether for the household members or as a state duty. Such stereotypes only work to inhibit women’s 
progress to positions that would enable them participate in making decisions to transform their lives and the lives of 
those around them. It leaves them in more dependent positions. 

Ministry of East African Affairs is one of the six 
ministries wih a female permanent secretary. 
However female staff remain few in top 
management and middle management levels. 
Women represent 29% of the principal officers 
and 33% of the senior officers in the Ministry.
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3.0 GOVERNMENT COMMISSIONS, AGENCIES 
AND SEMI-AUTONOMOUS INSTITUTIONS

3.1 ELECTORAL COMMISSION, Uganda 

Table 31: ELECTORAL COMMISSION, Uganda
Title Female Male Total % F % M
Commissioners (Including C/Man 2 5 7 29 71
Secretary EC 0 1 1 0 100
Directors 1 2 3 33 67
Heads of departments 1 10 11 9 91
Principal Election Officers 0 8 8 0 100
Senior Election Officers 11 21 32 34 66
Election Officers 99 154 253 39 61
Regional staff 151 26 177 85 15
Support Staff 24 25 49 49 51
Driver 1 143 144 1 99
Total 290 395 685 42 58

Source: Electoral Commission staff list

Figure 23: ELECTORAL COMMISSION staff categorized by Sex and position
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Uganda’s Electoral Commission is a constitutional body mandated “to efficiently organize, conduct and supervise 
regular, free, fair and transparent elections and referenda to enhance democracy and good governance” (EC, 20131). 
The Commission seeks to be an exemplary Electoral Management Body performing its functions with a high degree 
of excellence. According to the Commissions strategic Plan, achieving this vision, the Commission will be guided 
by the principles of independence, impartiality, professionalism, competence, efficiency, integrity, accountability, 
responsibility, transparency, inclusiveness, service orientation and a sense of common purpose. Beyond these general 
principles, the commission does not explicitly commit itself to gender equality. 

Despite these commitments that entail in them gender responsiveness and equality, the Electoral Commission’s 
management reflects a contrary image. Women remain marginally represented in the running of the commission. 
Statistics in the EC Strategic Plan (2013-17) indicate a leadership of 7 commissioners including the Chairperson. Out of 
the 7, only two commissioners are women. This represents just 29% of the commission. Further, low representation 
is reflected amongst heads of departments where women represent 9%. A sizeable number of females appear only 
in the lower echelons of the staff structure as regional staff (85%) and support staff (49%). Such imbalances present 
a contradictory picture in terms of the commission’s commitment to accountability and inclusiveness. The current 
status of women in EC staffing is an inference to inexaustive democratic commitment, a constraint to institutional 
acknowledgement of women’s political participation as a right.   

3.2 National Agricultural Advisory Services Secretariat 
Table 32: National Agricultural Advisory Services Secretariat

Title Female Male Total % F % M
Executive director  1 1 0 100
Managerial level 3 3 6 50 50
Officer Level 4 13 17 24 76
Zonal Coordinators 3 6 9 33 67
Support Staff 8 35 43 19 81
Total 18 58 76 24 76

Source: NAADS Secretariat Staff List

Figure 24:  NAADS Secretariat staff categorized by sex and position

1  The Electoral Commission, 2013, The Electoral Commission Uganda - Strategic Plan 2013 – 2017, Kampala
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The National Agricultural Advisory Services secretariat is a semi-autonomous unit under the Ministry of Agriculture, 
Animal Industry and Fisheries that came under the Plan for Modernisation of Agriculture. The Unit’s management 
indicates a fair representation of women at managerial level (50%) although this is not replicated in any other 
secretariat positions. Despite the immense contribution of women to the agricultural sector at household level, the 
NAADS secretariat an organ that cordinates advisory services to agriculturalists remains male dominated with women 
accounting for an overall 24% staff.  

3.3 National Agricultural Research Organisation (NARO)
NARO is established and governed under the National Agricultural Research Act, 2005. Its objectives are   to transform 
agricultural production into modern science-based market oriented agriculture capable of greater efficiency, profitability 
and of sustaining growth in the agricultural sector while contributing to poverty reduction. Statistics at NARO indicate 
a generalized categorisation of staff by sex though with no hierarchical distinctions drawn across ranks. This staff list 
indicated a total of 802 staff across all the NARO branches with only 28% being Female.

Table 33: NARO staff by sex
Females Males Total %F % M
223 579 802 28 72

Source: NARO Secretariat, Staff list

3.4 Education Service Commission (ESC) 
Table 34: Education Service Commission staff by sex and Position

TITLE Female Male Total % F % M
Chairperson of commission 0 1 1 0 100
Deputy chairperson 1 1 2 50 50
Member of commission 2 2 4 50 50
Assistant commissioner 1 1 2 50 50
Principal Officers 5 2 7 71 29
Senior Officers 2 2 4 50 50
Officer at Entry 3 5 8 38 63
Below OEL 14 19 33 42 58
Total 28 33 61 46 54

Source: EducationService Commision staff list
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Figure 25: Composition of staff in Education Service Commission by Sex 

3.5 Public Service Commission (PSC) 
Table 35: Public Service Commission staff by sex and Position

Title Female Male Total % F % M
Chairperson PSC 0 1 1 0 100
Deputy chairperson 1 0 1 100 0
Secretary, PSC 0 1 1 0 100
Deputy secretary 1 0 1 100 0
Member of commission 1 0 1 100 0
Commissioner 1 1 2 50 50
Under secretary 1 0 1 100 0
As. Commissioner 0 2 2 0 100
Principal officers 6 4 10 60 40
Senior Officers 3 6 9 33 67
Officers at Entry 2 6 8 25 75
Below OEL 8 23 31 26 74
Total 24 44 68 35 65

Source: MoPS Ministerial Policy Statement
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Figure 26: Percentage of Staff in Public service Commission by Sex

The Education service commission (ESC) and the Public Service Commission are among the few public institutions with 
a high percentage of women across different categories in Uganda’s public service. In all the top most positions up to 
senior officers, women are 50+ percent in ESC.  Women occupy even a higher percentage of 71% at the principal officer 
level. In the Public Service Commission, 60% of the principle officers are female.
According to ESC human resource office2, this picture has not always been the same. 

Before affirmative action intervention, there were few females in high level decision making positions, 
but we have seen numbers of women coming up. However, these women go in specific professions. 
They are in administration; you will find some as principal secretaries and administrators. If you went to 
Ministry of works and transport, things would be different. 

The key informant in ESC indicated that the image of women in higher positions could be linked to what girls are 
socialized to be, and do. She argues that sometimes, girls have attitudes that accord them low status. Since most of 
them fear to venture into the science disciplines, they may end up in such areas as administration and human resource. 
She however reiterates that the statistics in ESC indicate that women have set a pace that we can no longer afford to 
ignore. It was further argued that Personnel offices have more women than men because when you look at that cadre, 
it tends towards counseling, managing human relations. The personnel officer further noted that women become 
nurses not by school training but by socialization. Women may also easily tolerate the low payment of public service 
because they feel they are supported by their husbands. 

2  Principal Personnel Officer, Education service commission
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3.6 Uganda Bureau of Statistics (UBOS) 
Table 36: Uganda Bureau of Statistics3 (UBOS) Staff by sex and Position

JOB TITLE Male Female Total % F % M
ED’s office 3 0 3 0 100
Directors 6 2 8 25 75
Manager 5 0 5 0 100
Principal Officers 13 3 16 19 81
Senior OFFICERs 18 9 27 33 67
Officer  entry level 28 23 51 45 55
Administrative staff 35 18 53 34 66
Support STAFF 47 3 50 6 94
Total 155 58 213 27 73

Source: UBOS Gender Report, 2012

Figure 27: Uganda Bureau of Statistics Staff by sex and Position

Source: UBOS Gender Audit Report, 2012

Uganda Bureau of Statistics was established under the UBOS Act of 1998 as a semi-autonomous governmental 
agency responsible for coordinating, monitoring and supervising the National Statistical System. According to the 
unit’s website, gender analysis is one of the areas of focus in national statistics. The Bureau generates both sex and 
gender disaggregated data. The unit’s staffing and management functions indicate a low representation of women in 
managerial positions although gender concerns are dealt with in daily research, analysis and dissemination. Women 
form only 25% of directors, 19% of principal officers and 33% of the senior officers. Majority of the females in UBOS are 
at the diploma and graduate entry levels. 

3 Statistics as of 2012
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3.7 Parliament of Uganda
In the last 13 years, Uganda has witnessed an increase in the number of women joining the parliament and other 
key decision making spaces. During the 7th Parliament (2001-2006) women had 56 seats in Parliament.  In the 8th 
Parliament, out of the total number of members of Parliament, 99 were women, 79 of whom were District Women 
representatives, 14 directly elected women parliamentarians and 6 special interest representatives. This constituted 
31% of female representation in the 8th Parliament.  Uganda’s 9th Parliament comprises of 375 members with 129 
(34.4%) women MPs, a 3.4% increase from the 31% in the 8th Parliament. 

The dramatic increase of women has been largely due to the creation of new districts which automatically translates 
into a constituency although there has been a relative increase in women standing on the general constituency seat as 
indicated in the table below.

Table 37: Directly Elected Members of Parliament
2011
Contestants Winners
Male Female Male Female
1193 61 222 11

Total: 1254 Total: 233

2006
Contestants Winners
Male Female Male Female
777 28 205 10
Total:  805 Total: 215

Source: Uganda Electoral Commission

The presence of a female speaker of Parliament is one of the key milestones Uganda has achieved in women’s 
ascendance in high positions of decision making. The presence of women in such positions not only provides an 
opportunity for women issues to be discussed on the national agenda but it also “normalizes” women’s presence in 
such spaces. The idea of addressing the speaker of the house as “madam speaker sir” to the current and continuous 
language of “madam speaker” even when the male deputy speaker is chairing, is an experience to reckon with as we 
pursue involvement of women in decision making positions.  

Table 38: Parliamentary Committee Composition4

Committee Chair Person Vice Chair person
Standing Committees F M F M
Appointments Committee F M
Committee on Rules, Discipline and Privileges F M

Public Accounts Committee M M

Committee on Budget M M
Committee on National Economy M M

4  See parliamentary website
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Committee on Equal Opportunities F M
STANDING COMMITTEES
Committee on Government Assurances M F
Committee on Commissions, Statutory Authorities and 
State Enterprises M M

The Committee on Local Government Accounts M F
Committee on HIV/AIDS and Related Matters F M
The Committee on Science and Technology M M
Business Committee F F
Committee on Human Rights Affairs M
Sessional Committees
Committee on Information and Communication 
Technology F M

Committee on Defense and Internal Affairs M M
Committee on Physical Infrastructure M M
Committee on Gender, Labour and Social Development F M
Committee on Finance, Planning and Economic 
Development M M

Committee on Social Services M F
Committee on Foreign Affairs M M
Committee on Presidential Affairs M M
Committee on Legal and Parliamentary Affairs M M
Committee on Public Service and Local Government F F
Committee on Agriculture, Animal Industry and Fisheries M M
Committee on Natural Resources M M
Committee on Tourism, Trade and Industry F F
Committee on Health M F
Committee on Education and Sports F M
Committee on East African Community Affairs F F
Total 11 17 8 20

 Source: Parliament of Uganda, Website

Table 39: Parliamentary committees’ headship by Sex
Parliamentary Committees Women Men Total % F % M
Committee Chair Persons 11 17 28 39 61
Committee V/Chair 8 20 28 29 71
Total 19 37 56 34 66

Figure 28: Parliamentary Committees’ Headship by Sex
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3.8 The 9th Parliamentary Commission 

The Parliamentary commission is responsible for the administration of Parliament. According to Article 87 (a) of the 
Constitution, the Parliamentary Commission is a body corporate whose responsibility is for organisation and strategic 
guidance of the Parliament of Uganda. The commission is chaired by the Speaker of Parliament, who is a woman, and 
has seven other members, namely, the Leader of Government Business, Leader of Opposition, the Minister of Finance, 
Planning and Economic Development, and four Commissioners elected among the Members of Parliament. The status 
of women in this commission stands as follows.

Table 40: Composition of the 9th Parliamentary Commission by Sex
# Commissioners Female Male
1 Speaker - Commission Chairperson 1 0
2 Leader of Government Business 0 1
3 Leader of Opposition 0 1
4 Minister of Finance 1 0
5 Four Backbench Members1 1 3

Total 3 5
Source: http://www.parliament.go.ug/new/index.php/about-parliament/administration-of-parliament/parliamentary-commission 
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The commission is chaired by a woman, by virtue of being the Speaker of the 9th Parliament. Out of the total 8 members 
of the commission, 3 of them are women. The high number of men on the commission is dictated by the nature of 
some of the positions the commissioners hold before being selected. Unless women occupy the designate positions 
such as the speaker of parliament, leader of opposition, leader of government business, they do not have high chances 
of representation on the commission.  

The Parliamentary Commission is charged with appointing, promoting and exercising disciplinary control over 
persons holding public office in Parliament; review the terms and conditions of service, standing orders, training and 
qualifications of persons holding office in Parliament; provide a Parliamentary reporting service; and provide such 
other staff and facilities as are required to ensure efficient functioning of the Parliament among other functions. Since 
being a commissioner depends upon whether you are in particular positions (for some positions) having women in such 
positions as speaker, leader of government business or leader of opposition is imperative. In cases where membership 
to the commission is based on appointment, efforts can be made to ensure men and women get equal representation 
on such a critical organ of Uganda’s legislature.

3.9 National Environment Management Authority5 
The National Environment Management Authority (NEMA) is a semi-autonomous institution, established in May 1995 
under the National Environment Act CAP 153 and became operational in December 1995, as the principal agency 
in Uganda, charged with the responsibility of coordinating, monitoring, regulating and supervising environmental 
management in the country. NEMA advises Government and spearheads the development of environmental policies, 
laws, regulations, standards and guidelines; and guides Government on sound environmental management in Uganda. 
NEMA;s activities are focused on providing support to Government’s main goal of ensuring sustainable development 
through the National Development Plan (NDP); in accordance with the policy framework of the Government of Uganda 
and the Millennium Development Goals (MDGs). Statistics in the Authority indicate a fair representation of women in 
institutional leadership especially at director and senior level (see table 41 below). However, massive gaps still exist in 
the board of NEMA

5  Pay Roll Monitoring Unit, MoPS
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Table 41: National Environment Management Authority staff composition by sex
Title Female Male Total % F % M
Director 1 2 3 33 67
Senior Personnel Sec. 3 0 3 100 0
Officer level 7 4 11 64 36
Secretary/Office attendants 7  7 100 0
Drivers  10 10 0 100
Total 18 16 34 53 47

Source: MoPS Payroll management Unit

Figure 29: National Environment Management Authority

Source: Ministry of Public Service, payroll monitoring Unit, 2012

Table 42: Members of Board of Directors of NEMA 2013 - 2016
# Name Sex Designation on 

the Board
F M

Prof. J.H.Nyeko Pen –Mogi M Chairman
Mr. Gideon Badagawa M Vice Chairman
Prof. Elly N. Sabiiti M Member
Dr. Alex Opio M Member
Dr. Wilson Kasolo M Member
Mr. James Lutalo M Member
Eng. Mugisha Shillingi M Member
Mr. Simon Apollo Lowot Nangiro M Member
Mr. George Serunjogi M Member
Ms. Miriam Tumukunde F Member
Ms. Byarugaba Birungi Beatrice F Member
Dr. Tom .O. Okurut M Ex – Officio
Total 2 10

Source: http://www.nemaug.org/board/nema_board.pdf (seen on 12th Feb. 2014)
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NEMA inaugurated its 6th Board of Directors in 2013. The new Board is comprised of 12 members who represent 
different sectors that are critical to the successful execution NEMA’s mandate. The Members represent the academia, 
research, business sector, NGO, Agriculture, water Sector among others. Although the organisation focused on the 
broadness of the professions to be represented on the board, it remained blind to ensuring a fair representation of 
women and men. Out of the 12 members, only 2 (20%) are women. The language used to describe the leader of the 
board is also gender blind. The language of chairman or deputy chairman, is one of those that Ugandan institutions 
have sensitively modified to more accommodative categories (such as chairperson) to acknowledge that they are not 
exclusively meant for men.    

The Parliamentary Commission is charged 
with appointing, promoting and exercising 
disciplinary control over persons holding 
public office in Parliament; review the terms 
and conditions of service, standing orders, 
training and qualifications of persons holding 
office in Parliament; provide a Parliamentary 
reporting service; and provide such other staff 
and facilities as are required to ensure efficient 
functioning of the Parliament among other 
functions. Since being a commissioner depends 
upon whether you are in particular positions 
(for some positions) having women in such 
positions as speaker, leader of government 
business or leader of opposition is imperative. 
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4.0 PUBLIC UNIVERSITIES

Table 42: Statistics of women in Public University Management
SN Name of Public University Vice Chancellor Male Female
1 Busitema University Prof. Mary JN Okwakol 1
2  Gulu University Prof. Nyekopen-Mogi 1
3 Kyambogo University Prof. Isaiah Omolo Ndiege 1
4 Makerere University Prof. John Dumba Ssentamu 1

5
Metropolitan/Makerere 
University Business School 
(MUBS)

Prof. Waswa Balunywa 1

6 Muni University, Arua Prof. Christine Dranzoa 1

7 Soroti University of Science and 
Technology Prof. Robert Ikoja-Odongo 1

8 Mbarara University of Science 
and Technology Prof. Robert Kayanja 1

Total 6 2

Twenty five per cent of public universities are headed by women. This statistic projects public universities’ top 
management as male dominated. It also has negative implications on motivating women to aspire for top leadership 
in such institutions. 
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4.1 Makerere University1 
Makerere University is committed to the promotion of gender equality and women’s empowerment where all 
students, academic, administrative and support staff, female and male, enjoy equal opportunities, human rights and 
non-discrimination in all spheres of University life. This commitment is demonstrated by practices such as the ;

a. Institutionalization of affirmative action in the University’s admission processes (1990) 
b. Establishment of the Department of Women and Gender Studies (1990/91), an academic unit;
c. Establishment of the Gender Mainstreaming Division (GMD 2002), an administrative unit;
d. Institutionalization of the Senate committee on gender mainstreaming

Further, in the seven-year University Strategic Plan: 2000/01-2006/07, Gender Mainstreaming was ranked among the 
six strategic priorities of Makerere University. According to the new strategic plan of the University (2007/08-2017/18), 
the University aims at addressing core activities of teaching, research and outreach but will also endeavour to tackle 
key cross cutting issues such as quality assurance, ICT, human resource development, library services and physical 
infrastructure as well as gender mainstreaming. The University also developed a cross cutting course on gender for all 
the first year University students. 

These are some of the Institutional measures put in place to enhance the strive for gender equality. When the University 
was founded in 1922 it was very much a men-only institution with a masculinist culture.  Its motto at the time spoke 
volumes about the kind of institution it was: “Let’s Be Men!”  Makerere’s concern with gender justice dates back to 
1945 when the first six female students were admitted to the University. The motto eventually changed to “We Build 
for the Future” and more women were admitted.  It was, however, in the 1990s when the University started pursuing 
a broader gender agenda by taking definite steps forward.

4.2 Student Enrolment, Retention and Performance
In 1990, Makerere University instituted affirmative action in favour of female applicants (1.5 points scheme) geared to 
increasing the number of female students admitted to the University.  The number of female students accessing University 
education had over time been relatively small compared to that of male students: for instance, the percentages of the 
female students admitted to the science programmes ranged from 13% in 1988/1989 to 17% in 1989/1990; and for 
the Humanities, the percentage was 20% in 1988/1989 and 31% in 1989/1990. Although progressive improvement has 
been registered, bringing the percentage to 33% for science programmes in 2008/2009 and to 45% for the Humanities 
in the same year, the enrolment of female students is still lowest in the science programmes (it is still below the original 
target percentage of 35%).  Even for the Humanities, the percentage is still below the desired level for gender equality, 
which is 50% (Mak, Gender Policy; 2009). 

Persistent inequalities
Despite numerous efforts to promote women’s empowerment, gender inequalities persist in governance, student 
enrollment, performance, staff welfare, recruitment and promotion.  In terms of student enrollment, females still lag 
behind males in almost all science disciplines. 

1 Statistics as reflected in the Makerere University Fact Book 2010/2011
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Figure 30: Percentage of students admitted by course category and sex in 2010/2011 academic year2

According to this figure, girls’ enrollment is only higher in humanities disciplines e.g. Arts in Arts, East African School of 
Library and Information science; Economics and management (FEMA); Law, psychology and social sciences. The least 
number of females in 2010/11 were enrolled in technology, environment, FCIT and bachelor of sciences as the figure 
indicates above.  

Figure 31: Total Enrollment by sex/Percentage of females per college

Table 43: Admissions by Faculty, Region and Sex

2 See Makerere University fact book 2010/11
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Source: Makerere University Fact book, 2010/2011

The lower numbers of females in sciences is also reflected in the staffing levels not only at Makerere University but also 
other tertiary institutions. The table below shows staffing levels by sex, rank and faculty.
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4.3 Teaching Staff by Faculty (March 2011) 

	  

4.4 Makerere University Management3
At the top levels of the University, gender inequalities persist in governance. With no female chancellor registered in its 
history, the University top management, remains male dominated. By filling the position of the Deputy Vice Chancellor 
(DVC) Academic Affairs4 (previously held by a female staff) with a male, the University management will have lost one 
of the key female administrators – thus lowering women at that level from 40 to 30%. 

3  http://governance.mak.ac.ug/management/
4 With the appointment of Prof. Lilian Tibatemwa Ekirikubinka to the judiciary, the position of DVC AA fell vacant, was advertised and a male 
doctor was selected among three final contestants. Dr. Okello Ogwang successfully emerged the winner and is awaiting official appointment by 
the University Chancellor. The runners up to this position included Dr. Jessica Norah Aguti and Dr. Goretti Nabanoga (Daily Monitor, October 14th 
2013; 8) 
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Table 44: Composition of University management by sex
Position Female Male
Vice Chancellor  1
DVC (Academic Affairs)  1
DVC (Finance & Admin.)  1
University Secretary  1
Academic Registrar  1
Dean of Students  1
University Librarian 1  
Director Planning & Dev’t 1  
Director Human Resource 1  
University Bursar  1
Total 3 7
Per centage 30 70

Source: http://governance.mak.ac.ug/management/

4.5 University Council5
Makerere University council has 30 members 10 (33.3%) of whom are females. The council is headed by a male 
chairperson. The membership of council is composed of various representation categories such as nominees from 
Ministry of Education and Sports, Ministry of Finance, Planning and social Development, and Ministry of Information, 
Communication and Technology among others. Of the six government appointees on council, only one is female.  
The University Council remains the supreme governing body of the University. Although Makerere University has 
been committed to promoting gender equality through several structures established overtime (Senate committee 
on Gender Mainstreaming, Gender Mainstreaming Directorate, Makerere University gender equality Policy and the 
School of women and Gender Studies) University governance structures remain male dominated.

4.6 Committees of Council6
Makerere University Council carries out its functions through committees and these committees include the following.

Table 45: Committees of University council
Committee Chairperson Membership2 Total

Female Male Female Male
Appointments Committee 1 2 6 9
Finance, Planning & Administration Pending 2 6 8
Quality Assurance, Gender and ICT3 1 4 4 9
Estates and Works4 1 0 6 7
Staff Dev’t, Welfare and Retirement Benefits 1 2 7 10
Students Affairs and Disciplinary 1 1 4 6
Honorary Awards 1 1 3 5
Audit committee 1 0 4 5
Total 1 6 12 40 59
Per centage 14 86 23 77

5 http://governance.mak.ac.ug/council-and-committees/ 
6 http://governance.mak.ac.ug/council-and-committees/appointments-board-sub-committees/ 
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Out of the seven council committees only one is chaired by a female while female membership remains at a marginal 
23%. More gaps in terms of women representations are indicated in the two committees of Audit and Estates and 
works where there is no female representation at all. 

School of Women and Gender Studies (SWGS)
Table 46: Composition of Teaching Staff in the SWGS by Sex7

# Position Sex Total % F % M
Female Male

1 School Dean 1 0 1 100 00
2 Professors (incl. Associates). 3 0 3 100 00
3 Senior Lecturers & Lecturers 9 1 10 90 10
4 Assistant Lecturers 4 4 8 50 50

Source: School of Women and Gender Studies, Staff list, December 2013

Established in 1991, the School has grown into a vibrant institution with national and international outlook. In executing 
its mandate, the School of Women and Gender Studies works through a comprehensive strategy that includes teaching; 
research, publication and dissemination; outreach, networking and advocacy; and gender mainstreaming. The core 
mandate of the school is to offer a theoretical understanding of gender and development issues from an African 
perspective.  

The school remains not only an icon of promoting the discipline of gender and development but also walking the talk 
of promoting women’s leadership in all fields. 

7  Dr. Consolata Kabonesa, Dr. Florence Muhanguzi, Mr. Kyalisiima Zephaniah, 
Mr. Kindi Fred, Dr. Edith Okiria, Dr. Florence Ebila, Ms. Catherine Anena, Dr. Henry Manyire, Prof. Deborah Kasente, Dr. Elizabeth Bwanga, Mr. 
Mpiima David, Ms. Peace Musimenta, Dr. May Ssengendo, Prof. Josephine Ahikire, Dr. Sarah Ssali, Prof. Grace Bantebya, Ms. Ruth Nsibirano, Dr. 
Evelyn Lutwama, Mr. Amon Mwiine, Dr. Tabitha Mulyampiti, Ms. Victoria Namuggala
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5.0 KEY CONCLUSIVE OBSERVATIONS

5.1 Introduction
Government is implementing various initiatives under the Public Service Reform Programme (PSRP), aimed at improving 
governance in the Public Service. Achieving gender responsiveness in the Service is an integral part of the reform 
process. According to MoPS Gender Mainstreaming Guidelines1 achieving gender responsiveness in human resource 
management is in line with the Uganda Gender Policy (2007) that emphasises sector commitments to achieving women 
and men’s empowerment and gender equality. The Guidelines further indicate that despite this policy requirement, 
Ministries, Departments, Agencies and Local Governments are currently not addressing gender mainstreaming in 
human resource management.

The presence of women in decision making positions in public institutions remains a critical challenge in Uganda. It was 
observed for instance that in all ministerial policy statements and strategic planning documents of MDAs, gender equity 
is identified as a cross cutting issue along with HIV/AIDS and Environment. MDAs also include sectoral commitments/
alignments to the National Development Plan which identifies promoting Gender Equality and Transforming Mind-
Set, Attitudes, Cultural Practices and Perceptions as one of the key strategic actions to realise a transformed Uganda. 
However, sectors have not consistently and in an institutionalised manner focused on promoting gender equality. 
There is hardly consistent sex and gender desegregation of sectoral information, no overt commitment to promoting 
women in leadership and governance even when constraints to their participation are clearly known.

Although in many of the ministries and departments in Uganda, there is a critical mass of 30% identified by ECOSOC 
as critical for social transformation, majority of these women are confined in lower positions that are predominantly 
administrative in nature. The highest percentage of women remains in staff categories below officer entry level. This 
not only points to women in gender stereotypical professions at the periphery of decision making and influencing 
gender sensitive changes but also reinforces the gender gaps in staffing.
It was also noted that in cases where MDAs have registered high numbers of female staff, it has not happened because 
of a consistent and deliberate attempt to promote women in leadership and governance but rather individual women 
rising to those positions. There are hardly gender responsive capacity-building programmes designed, funded and 
implemented to promote women in leadership. As a result, promotion of gender mainstreaming in general and women 
in governance in particular remains more of rhetoric than a lived reality. Some institutions have gone ahead to put in 
place gender mainstreaming desks with officers in charge but their placement in the hierarchical and bureaucratic 
functioning of state institutions remains a challenge since majority of them do not have the leverage to influence 
decisions in most of the Ministry structures e.g. technical working groups or other management structures.
There is an observable low commitment to gender mainstreaming in most of the government institutions. According 
to MoES gender audit report (2013) gender mainstreaming is perceived as everyone’s but ultimately no body’s 
responsibility. 

When gender is perceived and implemented as a cross – cutting issue, everybody thinks somebody 
will do it, somebody thinks everybody will do it, ultimately nobody does it. (MoES, Gender Audit 
Report; 2013)

1  MoPS, 2011, circular standing instructions No. 2 of 2011 Guidelines for gender mainstreaming in human resource Management, Kampala
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Male leadership remains dominant especially in science oriented sectors and sectors whose roles reflect the traditional 
masculine roles. Apart from sectors whose professions lean towards humanities/ Arts education disciplines, women’s 
participation beyond officer entry level (In case of ministries) remains marginal. In sectors such as Works and Technical 
services, Energy and mineral development, ICT, women in senior, principal and management positions are still very few 
compared to sectors like education, and human resource management.

5.2 Ambiguity in Legislation
The overall statistics indicate that there are higher numbers of women at officer entry level however, these numbers 
of female staff reduce as one moves up the ladder. Yet the law that guides promotion of gender in human resource 
remains unclear. According to some of the human resource persons talked to, staff recruitment, deployment and 
promotion in government is guided by public service standing orders with specific guiding principles of the code of 
conduct and ethics. According to these standing orders2, in carrying out public business, a Public officer is expected to 
give fair and unbiased treatment to all customers irrespective of gender, race, religion, disability or ethnic background. 
A Public officer shall make choices based solely on merit. 

According to one of the key respondents, 
Merit is one of the principles of recruitment. Gender does not take precedence over merit. So how do you 
cause affirmative action to take precedence over merit? The law itself is not clear. You have affirmative 
action provided for but then it is not operationalised in the recruitment principles. The principles are clear 
but in their clarity they do not feature Affirmative action. 

This remains part of the challenges that promotion of women in decision making faces.
Institutional gender bias represents a challenge to all women seeking equal participation and competing for leadership 
positions, as does the way that political and economic systems are organized. Skepticism and mistrust of women’s 
ability to lead, and the stereotypes and prejudices about their role in society and their lack of suitability for leadership 
roles and decision-making are other major challenges for all women.

5.3 Emerging Concerns beyond the Numbers
According to key responses from the discussions during this analysis, it was noted that there is need to move into 
appreciating more complex questions of “Are women in high positions of decision making pushing women issues?” 
Respondents further argued that a deeper understanding of the nature of public institutions, the way they function, 
the organizational culture, the deep-seated gender inequalities in division of roles, responsibilities and entitlements 
could be key in explaining women’s presence that can translate into making a difference in the lives of women. We also 
need to ask ourselves whether women themselves are willing to take up challenging positions amidst their status as 
mothers, wives, grandmothers.

It was also noted that gender inequalities in terms of staffing require a long term focus on the nature of education 
and the education systems that girls and boys are subjected to. It also bears greater implications for ensuring that 
girls not only access education but rather that their capacities are shaped and oriented towards those aspects social 
cultures have consistently thought of as male preserves. Promoting women in leadership positions therefore requires 
a deliberate and consistent effort to be able to confront the many hurdles that constrain women from breaking into 
key positions of leadership and decision making. Deliberate efforts such as attracting and promoting female staff (who 
qualify) in the Ministry top positions could bridge the gap and create a cadre of female staff as role models for the young 

2  Republic of Uganda, 2010, The Uganda Public Service Standing Orders, Kampala
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female staff. Such specific strategies could include specific training of women in leadership positions for promotion or 
equipping them with skills to compete favorably with men in advertised positions. 

Actionable Recommendations
As FOWODE continues championing women in leadership and decision making there are key aspects of focus that 
have to be prioritized as per the findings in this status report. The status study only sought to establish the existing 
numbers of women at each level of management and decision making in selected institutions. 

1. Statistical Handbook as an Advocacy Tool
a. Use the Report to develop a statistical handbook to advocate for increasing the number of women in 

Leadership

2. Need for an Advocacy plan
a. FOWODE needs to develop an advocacy strategy to roll out programmes to address the inequalities 

indicated in this statistical report. 
b. Carrying out statistical mapping of women in leadership of Private sector and Non-Governmental 

Organisations
c. Carry out a comprehensive qualitative study to assess the effectiveness of women leaders in articulating 

women’s interests in development. This can also focus on;
•	 A deeper understanding of the nature of public institutions, the way they function, the organizational 

culture, the deep-seated gender inequalities in division of roles, responsibilities and entitlements 
could be key in explaining women’s presence that can translate into making a difference in the lives of 
women. 

•	 Understanding how women enter and progress in institutional management
•	 The enabling environment for women in managerial positions
•	 Assess the institutional and process related constraints to women in decision making positions as well 

as how best FOWODE can promote women in leadership.

3. Building Strategic partnerships for Gender mainstreaming
a. FOWODE should identify strategic entry points to ensure effective gender mainstreaming. For example 

if FOWODE entered into a partnership with strategic partners such as the Cabinet, Parliament and the 
Forum for Permanent Secretaries, the latter can ensure that some of the policies and guidelines on gender 
mainstreaming which do exist are used by government.

b. FOWODE to work with MoPS to implement gender mainstreaming guidelines in human resource
c. Need for FOWODE to champion awareness raising on the existing legal and policy guidelines for gender 

mainstreaming. This can be done through building strategic networks/alliances between FOWODE and the 
government institutions mandated to promote gender mainstreaming. 

d. Partnerships to re-vitalize gender mainstreaming particularly in human resources can target ministry of 
Public Service, Ministry of Gender, Labor and Social Development, Parliament of Uganda, Ministry of 
Finance, Planning and Economic development among others. 
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6.0: APPENDICES

Appendix 1: Status Checklist
1. Name of o the organisation/Institution/Ministry/Entity organisation
2. Title of the official talked to 
3. How many departments/units do you have
4. Who occupies which position (Male or female) in the above departments/units?
5. Are the positions elective or not? How does someone qualify to be in that position?  
6. What are the roles, responsibilities and entitlements of different positions (occupied by Women)?
7. Are there governance committees/ boards in your organisation/institution/Ministry/Entity (their composition, 

mandate, and leadership?)
8. How can we support women to aspire, recognize and take on leadership positions/decision making roles?

Appendix 2: List of Permanent Secretaries as per August 2013
Ministry Female Male
Office of the president – Katuramu Deborah 1  
Office of the prime minister – Guwatudde Kintu Christine 1  
Ministry of Finance, Planning & Economic Development  – Muhakanizi Keith  1
Ministry of Defence – Byengoma Rosette 1  
Ministry of  Agriculture, Animal Industry and Fisheries (MAAIF) – Rubarema Vincent  1
Ministry of energy & minerals – Kabagambe Kaliisa Fred  1
Ministry of Works & Transport – Okello Bwangamoi  1
Ministry of Education & Sports – Lukwago Nassali (Dr.) 1  
 Ministry of Justice & Constitutional Affairs – Atoke Francis  1
Ministry of Trade, Industry & Cooperatives – Onen Julius  1
 Ministry of Water & Environment – Ebong David  1
Ministry of Lands, Housing & Urban development – Musoke Gabindade  1
Ministry of Health – Lukwago Asuman  1
 Ministry of Foreign Affairs – M ICT – Samanya p Jimmy  1
Ministry of Local Government – vacant  0
 Ministry of Tourism, Wildlife & Antiquities – Patrick Mugoya  1
Ministry of Internal Affairs – Kagoda Stephen  1
Ministry of Public Service – vacant  0
 Ministry of East African Affairs – Mwanje Edith 1  
  Ministry of gender, labour & social development  – Bigirimana Pius  1



69

Ethics & Integrity – Muganzi Charles  1
 Judicial Service Commission – Kagole Kivumbi  1
 Public Service Commission – Bigirwa Duncan  1
 Health Service Commission – Lubanga Francis x  1
 Cabinet Secretariat – Lukone Opio Vincent  1
  Inspectorate of Government – Waiswa Bageya  1
 Judiciary  – Okalany Dorcas W 1  
 Education Service Commission – vacant 0  
Total 6 19
Percentage 24 76

Appendix 3: List of respondents contacted in the process of Data collection
# Place, individuals visited Action
1. Ms. Ariso Lillian Rose, Assistant Commissioner, Records and Information 

Management, Ministry of Public Service
Interviewed
List of staff in the MoPS

2 Ms. Mary Arutu, Ministry of Public Service Interview, further discussions after 
the draft report.

3 Ms. Jane Mwesigwa, Commissioner, Human Resource Development, 
Ministry of Public Service

GMS Guidelines hand book
Data set for staff across ministries 
(May 2012)

4 Ms. Zavia Mugwanya, Assistant Commissioner Pay roll management 
Unit.

Provided data set for all public 
servants as per July 2013

5 Human Resource and Administration officer, NAADS secretariat Provided a staff list
6 Principal Assistant Secretary, MoGLSD List of staff as in the Ministerial 

Policy statement
7 Ms. Idah Kigonya, Ministry of Gender, Labor and Social Development Courtesy call
8 Tumusiime Phionah, Human Resource Officer, Electoral Commission. List of staff provided
9 Mr. Ali Wallimbwa, Principal Health Planner, Ministry of Health 

(0712447241)
Unhorsed appointment

10 Ms. Janat Rashida Nakizito (Personnel Officer) 0788352164 – Ministry of 
Local Government

Provided list of staff in MoLG

11 Mr. Albert Mwesigwa, Senior Human Resource Officer, Local 
Government Finance Commission

Interviewed

12 Ms. Rossette Nanyanzi, Research Officer, Gender Unit, Ministry of 
Education and Sports

Interviewed

13 Mr. William Tukamuhebwa, Economist, Planning Unit, Ministry of 
Education and Sports

Provided staff list as reflected in 
the Ministerial Policy Statement

14 Principal Personnel Officer, Education service commission Interviewed
15 Ms. Barbara, Personnel Officer, 0704981993;  Ministry of works and 

Transport
Cannot provide a staff list or 
give an interview before the 
Permanent secretary’s approval 
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16 Principal Personnel Officer, Ministry of Internal Affairs Provided a staff list
17 Ms. Carmela Atto, Principal Personnel Officer, Ministry of Energy and 

Mineral Development
Cannot provide a staff list or 
give an interview before the 
Permanent secretary’s approval

18 Jim 0705038141 – Human Resource Officer, Uganda Revenue Authority Cannot provide a staff list 
or give an interview before 
Commissioner’s approval

19 Mr. Patrick Temera, Senior Social development officer, 0712801569, 
Ministry of Defence ptemera92@yahoo.co.uk

Cannot provide a staff list or 
give an interview before the 
Permanent secretary’s approval

20 Ms. Sarah Nahalamba, Gender and social Development Office, National 
Planning Authority

Promises an interview + Staff list 
on Monday 28th October, 2013

21 Mr. Robert Bagonza Head of Human Resource and Administration, 
National Agricultural Research Organisation NARO rbagonza@naro.
go.ug  0772594921

Provided a list of staff

22 Uganda Aids Commission Needs a letter to the Director 
general not a generic introductory 
letter
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Appendix 5: List of Institutions Assessed
This research report presents data from institutions that include government ministries, Government agencies and 
commissions. 

1. Ministry of Gender, Labor and Social Development
a. National Women’s Council
b. National Youth Council
c. National Library for Uganda
d. National Council for Children

2. Ministry of Public Service
3. Ministry of Finance, Planning and Economic Development
4. Ministry of Agriculture, Animal Industry and Fisheries
5. Ministry of Local Government
6. Ministry of Justice and Constitutional Affairs
7. Ministry of Lands, Housing and Urban Development
8. Ministry of Energy and Mineral Development
9. Ministry of Education and Sports
10. Ministry of Internal Affairs
11. Ministry of Health
12. Ministry of Water and Environment
13. Ministry of Information, Communication and Technology
14. Ministry of Trade and Industry
15. Ministry of Works and Transport
16. Ministry of East African Affairs
17. Ministry of Tourism and Wild Life
18. Ministry of Defense
19. Judiciary
20. Mulago Referral Hospital

Government Agencies and Commissions
21. Electoral Commission
22. Education Service Commission
23. Public service Commission
24. Local Government Finance Commission
25. National Agricultural Advisory Services Secretariat
26. National Agricultural Research Organisation (Secretariat)
27. Uganda Bureau of Statistics
28. National Environment Management Authority
29. Parliament of Uganda
30. Parliamentary Commission
31. Makerere University
  33. (Footnotes)

1  Hon. Emmanuel Dombo, Hon. Chris Baryomunsi, Hon. Jalia Bintu, Hon. Elijah Okupa
2  The membership excludes ex- officios, secretariat and mandatory University staff who have to be in attendance.
3  These are reflected as cross-cutting issues in the University strategic Plan
4  Two positions remain vacant (pending appointment)
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