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BACKGROUND
Initiated by the European Union Delegation (EUD) Kampala and the Private Sector Foundation 
Uganda (PSFU) and supported by an international consultancy firm CESO1, under the Sustainable 
Business for Uganda Platform (SB4U), this report summarizes the findings of a training programme 
audit, designed to understand and evaluate the current training inputs provided by educational 
institutions and businesses in Uganda to close skill gaps for employees in four job-intensive sectors: 
manufacturing and agro processing, tourism and hospitality, construction and digitisation.

Existing school to work readiness training schemes both within and without Uganda vary widely in 
type, focus, duration, terms and regulations. There is also great diversity with respect to how they are 
designed and linked to educational systems, businesses and labour market structures in different 
country contexts.

To strengthen these initiatives, it is critical to explore the process by which the local education sector, 
via formal and non-formal training programmes (largely) delivered by education institutions and the 
private sector, produces a graduate ready to enter into and succeed in the world of work. This denotes 
that a graduate has both the soft skills (workplace skills) and hard skills (technical skills) to succeed 
in the country’s labour force. The quality of the graduate themselves is therefore a significant factor, 
not just the quality of the programmes they attend.

Skills in this context are defined as the abilities and capacities acquired through deliberate, systematic, 
and sustained efforts to smoothly and adaptively carry out complex economic activities or job 
functions involving: 

Conducting an audit exercise of existing skilling programmes within a country is an effective way of 
documenting and evaluating the current initiatives on offer from the public and private sector. The 
outcome of the audit process provides a baseline measure of the design and structure of current 
internship models, offering evidence-based suggestions as to how the public education system and 
the private sector can be more active in trying to change and influence the environment that they are 
operating in to produce more employable graduates with the right mix of technical and soft skills for 
the current labour market.

The findings from the training programme audit, which are detailed in this document, will be used to 
inform the formulation of a work readiness programme that will be offered by the private sector and 
implemented under a new initiative funded by the EU and implemented by Enabel and PSFU.

1  CESO Development Consultants. 
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METHODOLOGY
The objectives of the audit were to:

 a Help public authorities in charge of education service delivery work alongside the 
private sector to improve the soft skills of graduates to better prepare them to 
successfully enter the workforce.

 a Conduct an audit of government-provided tertiary education institution and 
company-based training programmes to examine how they are working to close 
skills gaps in the current and future labour force.

 a Evaluate the structure, content, design and delivery of the current training 
programmes provided by educational institutions and local businesses to close 
employee skills gaps in job-intensive sectors of Uganda’s economy.

 a Use the results to guide the formulation of a ‘Work Readiness Programme’ offered 
by the private sector in the form of an accredited on-the-job training programme 
for technical and soft skills.

 
The audit was designed to focus on both private sector training programs, which are largely non-
formal, short-term training initiatives provided by private sector companies for new hires, and 
universities providing workplace training experiences as part of their overall instructional model. A 
total of 8 higher education institutions (HEIs) and 7 companies who were included in the audit across 
the targeted sectors. A set of six Programme Quality Indicators (PQIs) were established to reflect 
what constitutes a high-quality training programme.

TABLE 1 – PROGRAMME QUALITY INDICATORS

PROGRAMME QUALITY 
INDICATOR TITLE PROGRAMME QUALITY INDICATOR DESCRIPTION

PROGRAMME QUALITY 
INDICATOR 1: 

Programmes Focus on 
Career Readiness

 a Programmes incorporate a series of progressive, industry-
relevant and industry-valued coursework that is sequential 
and purposely combines core soft and technical skills 
learning.

 a Course standards reflect an elevated level of instructional rigor 
that matches the desired level of learning.

 a Completed coursework in a programme of study leads to 
awarded credit and industry certifications.

 a Curriculum content and design meet core learning standards 
and criteria.

2
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PROGRAMME QUALITY 
INDICATOR TITLE PROGRAMME QUALITY INDICATOR DESCRIPTION

PROGRAMME QUALITY 
INDICATOR 2

Programmes are Aligned 
to Education and Industry/
Labour Priorities

 a Programmes fully align with national, international (and where 
appropriate local) economic and labour priorities and projected 
growth areas in targeted sectors (disaggregated by education 
vs. company programmes).

 a Programmes provide appropriate educational opportunities 
and content for youth to enter into high-growth, high-demand 
and high-wage occupations (disaggregated by education vs. 
company programmes).

PROGRAMME QUALITY 
INDICATOR 3

Training Programmes are 
Aligned with System and 
Employer Needs

 a Training programmes are vertically aligned with credentialed 
(certificate) programmes currently offered in education 
institutions or within established training programmes offered 
within companies.

 a Training programmes are fully aligned with national economic 
and labour priorities.

 a Vertical sequencing ensures that there are “no dead end” 
programmes being offered to participants.

PROGRAMME QUALITY 
INDICATOR 4

Programmes Provide 
Appropriate Career 
Transition Experiences and 
Skills Development

 a Programmes promote and provide multiple access points 
for participants to obtain employability- and career-related 
experiences.

 a Content is visibly progressive, culminating with one or more 
capstone experiences that allow participants to exhibit their 
skills development.

 a Capstone experiences include, but are not limited to, work-
based internships/apprenticeships and industry-valued 
certifications. 

PROGRAMME QUALITY 
INDICATOR 5

Educators/Instructors/
Trainers Leading 
Programmes Receive 
“Lifecycle” Professional 
Development

 a Educators/instructors/trainers are competent and adequately 
trained and supported to deliver the programme.

 a Educators/instructors/trainers receive professional 
development and training complementary to the rigor and 
relevance of the programme’s coursework.

 a Professional development reflects and reinforces the 
necessary conditions and instructional capacities needed to 
help participants achieve academic and technical learning 
success.

 a Utilising the “lifecycle” approach, educators/instructors/
trainers are provided with multiple, ongoing touch points over 
the course of their profession to sharpen their instruction and 
retain relevant industry know-how and skills reflective of their 
content expertise. 

3
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PROGRAMME QUALITY 
INDICATOR TITLE PROGRAMME QUALITY INDICATOR DESCRIPTION

PROGRAMME QUALITY 
INDICATOR 6

Adequate Funding is 
Leveraged to Sustainably 
Drive Programme Delivery

 a Targeted public and private funding is identified and leveraged 
to deliver quality training programmes and drive attainment of 
priorities.

 a Funding is diversified and includes traditionally allocated 
sources, as well as other funding streams that reflect shared 
priorities across government agencies, the private sector and 
donor groups that can be reallocated appropriately, providing 
greater programmatic returns on investment. 

FINDINGS
3.1 · PROGRAMME QUALITY
The core of the audit focused on analysing the quality of the training programmes offered in a selection 
of HEIs and companies. Using a training programme evaluation rubric, a training programme checklist, 
a focus group discussion tool, a classroom lesson observation tool and a curriculum quality evaluation 
rubric, each institution was assessed based on the six PQIs. The institutions were scored on a scale 
for each PQI based on a set of descriptions for each indicator that rated their performance as low, 
medium or high on a set of descriptors, which acted as sub-indicators, as in the example below. 

TABLE 2 – EXAMPLE PQI RATING TABLE

PROGRAMME QUALITY INDICATOR 1 
PROGRAMMES ARE ALIGNED TO EDUCATION AND INDUSTRY/LABOUR PRIORITIES

Definition: Training programmes should fully align with national, international (and where appropriate, local) economic 
and labour priorities and projected growth areas in targeted sectors. Programmes should provide appropriate 
educational opportunities and content for youth to enter high-growth, high-demand and high-wage occupations.

PROGRAM 
QUALITY 

THRESHOLD
HIGH-QUALITY (HQ) MODERATE-QUALITY (MQ) LOW-QUALITY (LQ)

Quality 
Threshold 
Descriptor

 a The training programme 
is fully aligned with 
national, international 
(and where appropriate, 
local) economic and 
labour priorities.

 a The training programme 
is fully aligned with 
projected growth areas 
in targeted sectors within 
Uganda.

 a The training programme 
is partially aligned with 
national, international (and 
where appropriate, local) 
economic and labour 
priorities.

 a The training programme 
is partially aligned with 
projected growth areas 
in targeted sectors within 
Uganda.

 a The training programme is 
not aligned with national, 
international (and where 
appropriate, local) economic 
and labour priorities.

 a The training programme is not 
aligned with projected growth 
areas in targeted sectors within 
Uganda.

3
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PROGRAM 
QUALITY 

THRESHOLD
HIGH-QUALITY (HQ) MODERATE-QUALITY (MQ) LOW-QUALITY (LQ)

Quality 
Threshold 
Descriptor

 a The training programme 
encompasses all core 
soft and technical skills 
necessary for the aligned 
occupation.

 a The training programme 
provides numerous 
educational opportunities 
and content which allow 
youth to enter high-
growth, high-demand and 
high-wage occupations. 

 a The training programme 
and corresponding 
certification is highly 
valued by participating 
youth.

 a The training programme 
encompasses some of 
the core soft and technical 
skills necessary for the 
aligned occupation.

 a The training programme 
provides some educational 
opportunities and content 
which allow youth to 
enter high-growth, high-
demand and high-wage 
occupations. 

 a The training programme 
and corresponding 
certification is somewhat 
valued by participating 
youth.

 a The training programme does 
not encompass any core soft 
and technical skills necessary 
for the aligned occupation.

 a The training programme does 
not provide any educational 
opportunities and content which 
allow youth to enter high-
growth, moderate-demand and 
moderate-wage occupations.

 a The training programme and 
corresponding certification 
is not valued by participating 
youth.

Using the rating system described above, each institution participating in the audit was given a 
ranking for their training programme’s performance against the six PQIs. Overall, most institutions 
scored highest on PQI 1 and 2, and lowest on PQI 4 and 6. They scored moderately on PQI 3 and 5.

These findings demonstrate that, while institutions are largely providing training programmes 
aligned to industry and labour priorities as well as employer needs, they are falling short on delivering 
appropriate career transition experiences and skills, and ensuring that they generate enough funding 
to deliver their programmes sustainably. They are doing a moderate job at ensuring their programmes 
focus on career readiness, as well as ensuring that the educators, instructors and trainers delivering 
these programmes are being given the opportunity to continue developing professionally so as to 
provide the most relevant and effective training programme possible to participating youth.

In the following graphs, the PQI scores for each institution were converted to numerical values, with a 
low score equalling a 1, a medium score equalling a 2 and a high score equalling a 3. They were then 
averaged to provide a mean score for each PQI for all institutions (in the first graph) and separately 
across companies and HEIs (in the second graph).

HEIs mildly outperformed companies in PQI 1 and 2, while they greatly outperformed them in PQI 
3 and 4. Companies, on the other hand, moderately outperformed HEIs in PQI 5 and 6. From these 
results, it appears that HEI training programmes are better aligned to industry and employer needs, 
and deliver better career readiness and workplace training skills. However, it appears that company 
programmes provide better professional development for their trainers and supervisors, as well as 
generate more adequate funding to continue their training programmes.
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FIGURE 1 – AVERAGE PQI SCORE FOR ALL INSTITUTIONS

FIGURE 2 – AVERAGE PQI SCORE FOR COMPANIES AND HEIS
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3.2 · PROGRAMME DESIGN
Most institutional initiatives were fairly similar in their scope, with slight variation in their entry 
requirements, number of participants and programme features related to supervision and structured 
content.

SIZE, LENGTH AND TIMING
All HEIs reported that they were unsure of the number of participants passing through their 
programmes annually; some companies also reported the same. For those companies who 
kept records of their Participant numbers ranged from 20 to 200, indicating that both HEIs and 
companies face a variety of potential scale up and absorption challenges if they are to increase 
the number of trainees they take on per annum, as well as likely documentation issues that 
must be addressed through improved record keeping.

Evidence shows that programmes of less than 6-9 months are not suitable to deliver quality 
instruction and training, meaning that institutions must rethink their approach to internships 
to ensure participants receive the exposure they require to adequately grow and hone quality 
technical and soft skills. 

ENTRY REQUIREMENTS, PAYMENT AND CERTIFICATION
Entry requirements are largely accessible to the majority of youth who have attended school, 
and most institutions are quite clear regarding the necessary credentials participants must 
have to attend their training programme.

The majority of programmes are unpaid (67% in total); 57% of companies do not offer any 
compensation (e.g. wages) during their training programmes, while 75% of HEIs (6 out of 8) 
offer no wages or stipends to participants. These findings indicate that monetary value is not 
placed on the time participants spend interning or attending a training programme, which could 
be a result of limited resources on the part of host organisations to finance compensation 
packages, or a desire to limit financial investments in youth who are largely not qualified for 
the job and cannot be hired after their internship. If training programmes are to become more 
professionalised, providing a package of compensation in the form of wages and stipends will 
be a critical factor in standardising initiatives across a range of sectors and host organisations, 
and will likely require a substantial investment of capital to support companies to gradually 
assume these fees.

Most institutions (80% in total) do not offer any certification for their training programme to 
participants. In total, 86% of companies and 75% of HEIs offer no certification following an 
internship.

Certification is critical to professionalise and standardise the content offered in training 
programmes – specifically regarding soft, workplace readiness skills – and it must be provided 
to participants undertaking accredited training or internship programmes. While technical skills 
are difficult to certify using a uniform standard (given that they vary across sector and across 
jobs within a sector), it is possible to assess and certify the acquisition of a set of key soft 
skills in trainees using a standardised set of metrics. Given the gaps identified by employers 
around specific sets of soft skills, developing an assessment and certification process for this 
component of future skilling programmes is critical.
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ORIENTATION, SUPERVISION AND CONTENT
Both companies and HEIs largely provide orientation and supervisors to their trainees. 
However, only half of HEIs and all the companies audited provide professional development to 
their supervisors. HEIs provide a written curriculum and capstone experience for trainees (an 
assignment or project each participant must complete to graduate that has them practically 
demonstrate their skills and knowledge) at far higher rates than companies, likely because 
internships are part of the standard coursework in each education institution and are a 
required credit for graduation. As such, HEI training programmes are given more of a structure 
regarding their content delivery via a written curriculum and a defined assessment at the close 
of the process, conducted through a culminating project.

TABLE 3 – TRAINING PROGRAMME ORIENTATION, SUPERVISION AND CONTENT

ORIENTATION 
PROVIDED

SUPERVISOR 
PROVIDED

PROFESSIONAL 
DEVELOPMENT 
PROVIDED FOR 
SUPERVISOR

WRITTEN 
CURRICULUM 

PROVIDED

CAPSTONE 
EXPERIENCE 

PROVIDED

ALL 
INSTITUTIONS 80% 80% 73% 60% 47%

COMPANIES 86% 71% 100% 14% 14%

HEIS 75% 88% 50% 100% 75%

BUDGET

All the institutions audited reported that they are self-funded except for Rwenzori Tourism 
Academy, which is completely privately funded. The 7 HEIs stated that they also receive public 
funding. Additionally, all institutions reported funding gaps in their training programmes except 
for Spear. Interestingly, none of the institutions could report their annual budgets in exact 
figures except for Clarke University, which operates its training programmes for US $500,000 
per year.

This finding begs the question of how large funding gaps really are for running training 
programmes, and what exactly requires additional funding to improve the institutional 
models within companies and HEIs. Moreover, if gaps already exist to operate these training 
programmes, adding additional fees for providing compensation (i.e. wages and stipends) to 
participants will likely further increase costs that both companies and HEIs are already unable 
to meet.
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3.3 · WORK READINESS SKILLS
The audit established the type of soft skills taught to participants through the training programmes 
they attend. The skills identified for inclusion in the audit are broken down into three key areas 
(personal qualities and abilities, interpersonal skills and professional competencies), each with a sub-
set of relevant skills that are critical in any sector and position to ensure an employee can succeed 
as a professional in the work place.

Most institutions reported incorporating all of these skills in some way into their training programmes, 
though the intensity of the instruction likely varies widely. Notably, institutions all reported work ethic, 
collaboration and teamwork, and managing time and resources as the most common skills provided 
to trainees through their programmes. The least developed skill was big-picture thinking, followed by 
respect for diversity, creativity and innovation, and career and life management.

HEIs and companies reported that they deliver soft skills in their training programmes at about the 
same rate. However, HEIs were more likely to provide skilling related to conflict resolution, respect for 
diversity and customer service at a much higher rate than companies. Companies, on the other hand, 
reported that they were more likely to deliver skills related to career and life management, continuous 
learning and adaptability, workplace safety and application of literacy, technical and numeracy skills.

While positively all institutions are concerned with delivering soft skills to their trainees, they need 
help to expand and standardise this content to deliver it in an integrated way specific to their sector. 
Additionally, they require support to evaluate the skills development of their trainees to ensure 
they are adequately assessed on their understanding and uptake of these competencies following 
completion of their training programme.

Importantly, all the data in this section is self-reported by each institution and could not be 
independently verified via classroom observations (due to school closures and lockdown) or written 
curricula (as no institution provided it). Further assessment of each institution’s delivery of soft skills 
would be useful to confirm the effectiveness and quality of the training provided, and to link those 
findings to the uptake of these critical skills among youth participating in skilling programmes.
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FIGURE 3 – SKILLS PROVIDED BY ALL INSTITUTIONS

FIGURE 4 – SKILLS PROVIDED BY COMPANIES AND HEIS
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CONCLUSIONS AND RECOMMENDATIONS

4.1 · HEADLINE FINDINGS

FINDING 1:

HEI and company training programmes equally focus on career readiness and are aligned to 
industry priorities. But, HEI programmes offered credentialing for coursework, progressive 
content and capstone experiences, which company programmes did not. They also delivered 
a slightly wider range of career readiness and workplace training skills.

These results, however, are reflective of internship programmes that are delivered in short 
bursts and are largely directly unmanaged within host organisations by HEI staff themselves. 
Findings also showed that company programmes provide better professional development 
for their trainers and supervisors, and generate more adequate funding for their training 
programmes. In sum, it appears both HEI and company training programmes have room for 
improvement, and can learn something from one another.

FINDING 2

Training programmes vary widely in timing, size and length across HEIs and companies.

These ranges indicate that both HEIs and companies face a variety of potential scale up and 
absorption challenges if they are to increase the number of trainees they take on per annum, 
as well as likely documentation issues for participants that must be addressed through 
improved record keeping.

The wide variety in the length of training programmes likely results in a range of experiences 
and content delivered to participants – with many receiving very little on-the-job instruction in 
the workplace over 1-3 months. Evidence shows that programmes of less than 6-9 months 
are not suitable to deliver quality instruction and training, meaning that institutions must 
rethink their approach to internships to ensure participants receive the exposure they require 
to adequately grow and hone quality technical and soft skills.

The full-time training programmes offered to participants do demonstrate a positive 
commitment, however, allowing trainees to focus all their efforts on developing their skills in a 
real working environment. This finding can be built upon going forward.

FINDING 3

Programmes are accessible to youth who have a secondary level education, but the majority 
are unpaid and do not certify their trainees.

Overall, most institutions are quite clear regarding the necessary credentials participants 
must have to attend their training programmes, which largely hinge on participants having a 
secondary level education.

Yet, the majority of programmes are unpaid, indicating that little monetary value is placed on 
the time participants spend interning or attending a training programme. This could be a result 
of limited resources on the part of host organisations to finance compensation packages, or a 
desire to limit financial investments in youth who are largely not qualified for the job. If training 
programmes are to become more professionalised, providing a package of compensation in 
the form of wages and stipends will be a critical factor in standardising initiatives across a 
range of sectors and host organisations, and will likely require a substantial investment of 
capital to support companies to gradually assume these fees.

4
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Most institutions do not offer any certification for their training programme to participants. 
Yet, certification is critical to professionalise and standardise the content offered in training 
programmes – specifically regarding soft, workplace readiness skills – and should be provided 
to participants undertaking accredited training or internship programmes. While technical skills 
are difficult to certify using a uniform standard (given that they vary across sector and across 
jobs within a sector), it is possible to assess and certify the acquisition of a set of key soft 
skills in trainees using a standardised set of metrics. Given the gaps identified by employers 
around specific sets of soft skills, developing an assessment and certification process for this 
component of future skilling programmes is critical.

FINDING 4

Most institutions provide orientation and supervision for their trainees, but few companies 
provide a written curriculum or capstone experience.

Overall, both companies and HEIs largely provide orientation and supervisors to their trainees. 
However, only half of HEIs and all the companies audited provide professional development 
to their supervisors. HEIs provide a written curriculum and capstone experience for trainees 
at far higher rates than companies, likely because internships are part of the standard 
coursework in each education institution and are a required credit for graduation. As such, 
HEI training programmes are given more of a structure regarding their content delivery via a 
written curriculum and a defined assessment at the close of the process, conducted through 
a culminating project.

FINDING 5

All institutions have funding gaps. But, most are not aware of their actual annual budgets, 
making it difficult to identify what resources they need to improve their training programmes.

Nearly all the institutions audited reported that they are self-funded and have funding gaps 
in their training programmes. Interestingly, none of the institutions except one knew their 
annual budget. This finding begs the question of how large funding gaps really are for running 
training programmes, and what exactly requires additional funding to improve the institutional 
models within companies and HEIs. Moreover, if gaps already exist to operate these training 
programmes, adding additional fees for providing compensation (i.e. wages and stipends) to 
training participants will likely further increase costs that both companies and HEIs are already 
unable to meet.

FINDING 6

All institutions provide soft skilling during their training programmes. But, they need help to 
expand their offerings across the range of workplace readiness skills new employees require, 
and to standardise the content they deliver within each sector.

Overall, most institutions reported incorporating a range of soft skills in some way into their training 
programmes, though the intensity of the instruction likely varies widely. Notably, institutions all 
reported work ethic, collaboration and teamwork, and managing time and resources as the most 
common skills provided to trainees through their programmes. The least developed skill was 
big-picture thinking, followed by respect for diversity, creativity and innovation, and career and 
life management.

On the whole, HEIs and companies reported that they deliver soft skills in their training 
programmes at about the same rate. However, HEIs were more likely to provide skilling related 
to conflict resolution, respect for diversity and customer service at a much higher rate than 
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companies. Companies, on the other hand, reported that they were more likely to deliver skills 
related to career and life management, continuous learning and adaptability, workplace safety 
and application of literacy, technical and numeracy skills.

These findings indicate that, while positively, all institutions are concerned with delivering soft 
skills to their trainees, they need help to expand and standardise this content to deliver it in an 
integrated way specific to their sector. Additionally, they require support to evaluate the skills 
development of their trainees to ensure they are adequately assessed on their understanding 
and uptake of these competencies following completion of their training programme. 
Further assessment of each institution’s delivery of soft skills would be useful to confirm the 
effectiveness and quality of the training provided, and to link those findings to the uptake of 
these critical skills among youth participating in skilling programmes.

 
4.2 · IMPLICATIONS FOR DESIGNING THE WORK  
READINESS PROGRAMME

Findings from the audit indicate that HEIs and companies are striving to deliver effective training 
programming to youth in the country, though the content, duration and quality of these programmes 
varies widely. The design of the work readiness programme must take this into account and ensure 
above all that these elements are standardised in the programme that will eventually be delivered. 
Expanding the length and structure of soft skilling under the programme will go a long way in 
ensuring youth benefit from the training they receive, and better guarantee they are prepared for 
the work of work once they leave school or their internship.

HEIs and companies can work together to ensure that the skills and knowledge provided in 
education institutions is clearly aligned to industry needs and standards, and to the realities of 
Ugandan work places. Likewise, ensuring youth are placed in internships with clear structures, 
guidance, supervision and evaluation points will help to promote better outcomes from these 
skilling programmes, and help young workers gain the experience they need to be employable. 
Certification and accreditation are key to this process and should form a clear part of the work 
readiness programme that is designed – especially for a standardised set of soft skills.

Finally, the costs of delivering a longer training programme of at least 6 months, and financing 
the payment of wages and stipends for participants, will clearly present a challenge to the design 
and execution of the work readiness programme which must be addressed. Even if the new 
programme is to provide funding for the first round of internships, a scaffolded model whereby 
host organisations gradually assume the costs of financing their interns must be embedded in the 
programme for it to be sustainable. Host organisations must also buy into the model and believe 
that it is worth their time and effort to participate in. This is achievable as long as the programme 
is focused on providing quality content, appropriate training length and delivery mechanisms, 
supervised training, and a final assessment as confirmation that participants have mastered the 
skills required to be successful in the workplace.






