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FOREWORD 

 

Realizing the Vision 2040 goals and NDP-III program objectives is possible only if the Uganda Public 

Service is in a position to deliver to expectations and beyond. Given our legacy of capacity challenges, 

and the current baseline of competencies, the situation calls for acknowledging the risks posed if there 

is status quo and the urgent need to alter the status quo and transform the Public Service by addressing 

the capacity challenges as a top priority.    

 

The capacity challenges are manifold. They are institutional, organizational, and individual or people-

related. Institutional capacity challenges relate to weaknesses in policy formulation, implementation, 

monitoring and evaluation and coordination among various stakeholders. These are of paramount 

concern especially in the context of the NDP-III adopting a programmatic approach to implementation 

of strategic interventions, which requires seamless planning and coordination among multiple 

stakeholders – both internal as well as external.  

 

Organizational challenges pertain to the organizational structure, functions, staffing structure, human 

resources, financial resources, physical resources – office environment, and more importantly the 

processes and systems including IT applications that enable operationalizing of policies and strategies 

and delivery of services to the citizens. In order to deliver quality services, the MDAs and LGs have to be 

“fit-for-purpose”. However, currently we have formidable challenges in the way we plan, organize, 

resource and operate. These challenges need to be addressed alongside the institutional challenges with 

the same sense of urgency and priority.  

 

Challenges pertaining to individual capacities relate to the gaps in knowledge, skills, and attitudes or 

competencies of the Public Service personnel. The Public Service personnel need to respond swiftly to 

the increasing demands for greater integrity, accountability, responsiveness, innovation, efficiency and 

effectiveness in all sectors, and tiers of government activity. Successful implementation of the NDP-III 

calls for bridging these individual competency gaps as a top priority so that they are on a sound footing 

to be able to contribute effectively to the NDP-III implementation.      

 

The Ministry of Public Service has taken up this challenge and is leading a series of interventions with 

the ultimate aim of transforming the Uganda Public Service into a highly competent, innovative, 

accountable, responsive, and effective workforce. The solutions are complex and need to be guided by 

an overarching value system that is futuristic and ensures a “fit for purpose” Public Service. The 

solutions involve a judicious mix of strategies for addressing the gaps. They involve a series of actions 

that are interdependent and having multiple stakeholders – requiring seamless coordination, flow of 

information; they require a sound M&E to track progress and evaluate effectiveness.  

 

To bring all these elements together, understand their interrelationships better, and bring clarity of 

process, and roles and responsibilities, the Ministry of Public Service has developed a Capacity Building 

Framework for the Uganda Public Service (UPSCBF). The UPSCBF provides a systematic approach for 

the MDAs and LGs to plan and implement their capacity building solutions. The MDAs and LGs are 

requested to adopt the Framework and its guiding principles, and integrate the strategies, and outputs 

into their respective work plans. The timeframe for the UPSCBF interventions corresponds to the NDP-

III implementation. High priority interventions are recommended to be completed in the first year itself 

so that the Public Service is well equipped to realize the stated goals and targets of NDP-III.  
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ACRONYMS 

 

  

ACRONYMS DEFINITION 

CBF Capacity Building Framework 

CNA Capacity Needs Assessment 

CRISP Culture Resources Impact Systems People 

CSRP Civil Service Reform Program 

CSCU Civil Service College Uganda 

DP Development Partner 

GoU Government of Uganda 

HRCB Human Resource Capacity Building 

ICT Information and Communication Technology 

IFMIS Integrated Financial Management Information System 

IPPS Integrated Personnel and Payroll System  

M&E Monitoring and Evaluation 

MAAIF Ministry of Agriculture Animal Industry and Fisheries (MAAIF) 

MEMD Ministry of Energy and Mineral Development  

MoFPED Ministry of Finance Planning and Economic Development 

MoGLSD Ministry of Gender and Labor and Social Development  

MoH Ministry of Health  

MoLG Ministry of Local Government  

MoPS Ministry of Public Service 

MoTWAs Ministry of Tourism Wildlife and Antiquities  

MoWT Ministry of Works and Transport  

NDP-I National Development Plan-I 

NDP-II National Development Plan-II 

NLGCBP National Local Government Capacity Building Policy 

NPA National Planning Authority 

OAG Office of the Auditor General 

OECD Organization for Economic Cooperation and Development 

PEAP Poverty Eradication Action Plan  

PSLC Public Service Leadership and Capability  

PSRRC Public Service Review and Reorganization Commission  

PSTP Public Service Training Policy 

UPS Uganda Public Service 

URA Uganda Revenue Authority 
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KEY TERMS AND DEFINITIONS 

  

TERMS DEFINITION 

Institution A set of formal and informal rules and regulations, processes and systems, 

coordination mechanisms applicable to a network of organizations and people.  

Organization A collection of people, processes, and systems working together in a coordinated 

and structured fashion, and guided by a set of rules and regulations, and policies, 

with the objective of achieving one or more shared goals.  

Capacity Ability to formulate policies, strategize, plan, resource, organize, execute, measure, 

monitor performance, learn and improve. 

Competency Knowledge, skills and attitudes required to undertake a particular task efficiently 

and effectively 

Institutional 

Capacity 

Ability of governments to envision, plan, strategize, resource, program and lead 

effective delivery of functions and services of the government by creating an 

enabling regulatory and institutional framework.  

Organizational 

Capacity 

Ability of government organizations to strategize, plan, resource, implement, 

monitor, review and reshape institutional actions that are in line with the current 

mandate and future requirements.  

Individual 

Capacity 

Ability of individuals in government organizations (public officers) to effectively 

and efficiently carry out assigned functions leveraging their competencies that lead 

to successful performance. 

Values Citizens expect public institutions and public officials to serve their interests. In the 

context of this Recommendation, “values” refers to core organisational values that 

guide the judgement of public servants as to how to perform their tasks in daily 

operations. While such values may vary by system, commonly stated core public 

values include accountability, impartiality, the rule of law, integrity, transparency, 

equality and inclusiveness.  

Merit-based Ensuring a fair and open system for recruitment, selection and promotion, based on 

objective criteria and a formalised procedure, and an appraisal system that 

supports accountability and a public-service ethos. Merit-based processes should 

also consider positive policies and practices to ensure an appropriate level of 

diversity.  

People 

Management 

The full range of policies, systems, processes and functions which manage the 

public service workforce; including formal human resource management systems 

and public employment policies, and the functional role of those who manage and 

lead public servants. 
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I. Introduction to the Uganda Public Service Capacity Building 
 Framework  
 

1.1. Background 

 
Uganda is considered a leader in public sector reforms. Over more than three decades, the Government 

of Uganda (GoU) has implemented a plethora of reforms aimed at enhancing the quality of life of the 

Ugandans through good governance and efficient and effective service delivery.  

 

Chronology of Public Sector Reforms in Uganda 

Late 1980s 

 Adoption of an economic recovery package in 1987 

 Establishment of the Public Service Review and Reorganization Commission (PSRRC) in 1988 

 Adoption of this Commission’s report as a blueprint for reform in 1989 

1990s 

 Civil Service Reform Program (CSRP) 

 Creation of Uganda Revenue Authority (URA) 

 Introduction of new Constitution  

 Initiation of Pay Reforms  

 Rationalization and Streamlining of Civil Service 

 Adoption of Budget Reforms - introduction of Medium-term Budgeting 

 Implementation of Poverty Eradication Action Plan (PEAP) 

2000s 

 Enactment of Acts by the Parliament:  

o The Budget Act, 2001 

o The Inspectorate of Government Act, 2002 

o The Leadership Code Act, 2002  

o The Public Finance and Accountability Act, 2003  

o The Public Procurement and Disposal of Public Assets Authority Act, 2003 

o The Public Service Act, 2008 

o The Public Service Commisison Act, 2008 

o The Anti-Corruption Act, 2009 

 Rollout of Financial Management and Accountability Program (FINMAP) 

 Adoption of Integrated Financial Management Information System (IFMS)  

 Adoption of Integrated Personnel and Payroll System (IPPS)  

 Public Service Training Policy (PSTP) and the National Local Government Capacity Building Policy 

(NLGCBP), 2005-06 

 Establishment of Civil Service College Uganda (CSCU), 2010 

Recent Initiatives 

 Policy Paper on the Transformation of Ugandan Public Service 

 Uganda Vision 2040 

 The first NDP (NDP-I) for the period: 2010/11 to 2014/2015 

 The second NDP (NDP-II) for the period: 2015/16 to 2019/2020 

 The third NDP (NDP-III) for the period: 2020/21 to 2024/2025 
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Public Sector Vision  

The Uganda Vision 2040 and the National Development Plans together outline the public sector vision 

for Uganda. The nation’s vision is stated as: 

 

“A Transformed Ugandan Society from a Peasant to a Modern and Prosperous Country within 30 years”1.  

 

The NDPs stipulate the Uganda’s medium term strategic direction, development priorities and 

implementation strategies. Since 2010, the National Development Plans have served as the primary 

vehicle to operationalize and deliver public sector reform outcomes in line with the Vision 2040 goals. 

The NDP-III (2020/21 – 2024/25) is currently underway.  

  

The key objectives of the NDP-III are: 

1) Enhance value addition in key growth opportunities;  

2) Strengthen the private sector to create jobs;  

3) Consolidate and increase the stock and quality of productive infrastructure;  

4) Enhance the productivity and social wellbeing of the population; and,  

5) Strengthen the role of the state in guiding and facilitating development.  

 

The NDP-III has eighteen (18) programs that have been designed to deliver the required results and 

address the 13 bottlenecks adopted by the African Union. These programs incorporate the country’s 

commitments to regional and international development frameworks and cross cutting issues. 

 

Critical Role of the UPS 

Successful implementation of the NDP-III in particular and achieving Uganda 2040 vision in general 

calls for: 

1) An efficient and effective UPS 

2) Highly knowledgeable, skilled, and possessing the right attitudes  

3) Dedicated and highly motivated public service 

4) High level of integrity among UPS workforce 

5) High level of responsiveness among UPS workforce 

6) Innovation and creativity in the UPS workforce 

7) Enabling laws and regulations, effective enforcement 

8) Enabling policy environment, coordination mechanism 

9) High quality policy formulation and implementation 

10) Fit-for-Purpose government institutions across all levels –well structured, staffed, resourced,  and 

equipped 

11) High quality public service delivery standards 

12) Harmonized working between national, sector and local governments  

13) Effective coordination, implementation, and monitoring and evaluation of program implementation 

across different tiers of the government – national, sector, and local governments.  

 

 

 

                                                             
1 Uganda Vision 2040 
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1.2. Capacity Requirements Emerging from the Vision 2040 and NDP-III 

 
The UPS is responsible for a variety of functions ranging from policy development, strategic planning, 

budgeting, human resource management, implementation of plans (NDP-III), program management, 

sector specific technical functions, service delivery to the citizens, and monitoring and evaluation. 

Through these critical functions, the UPS has the potential to transform the socio-economic landscape of 

the Nation and contribute significantly to the achievement of the National Vision.  

 
The capacity requirements emerging from the Vision 2040 and NDP-III implementation, can be 

classified into three dimensions: 

1) Institutional Capacity 

2) Organizational Capacity  

3) Individual Capacity 

 

Institutional Capacity is the ability of GoU to envision, plan, strategize, resource, program and lead 

effective delivery of functions and services to the citizens by creating an enabling regulatory and 

institutional framework.  

 

Institutional Capacity requirements include: 

a) Sound policy framework – enabling policies based on evidence, and comprehensive in coverage 

b) Effective programming and planning to implement the policies – detailed action plans with clear cut 

articulation of roles, responsibilities, timeframe and resources 

c) Effective coordination mechanisms required by programs that are across sectors and tiers of 

government involving multiple stakeholders 

d) Efective monitoring and evaluation framework 

 

Organizational Capacity is the ability of GoU to to strategize, plan, resource, implement, monitor, 

review and reshape institutional actions that are in line with the current mandate and future 

requirements.  

 

Organizational Capacity requirements include: 

a) Fit-for-Purpose organizational structure – that ably supports the mandate and functions of the 

organization 

b) Appropriate staffing structure that covers all the functions of the organization 

c) Adequate resources – human, financial and physical including an amicable office environment 

d) Sound processes and systems that enable achieving the organization’s objectives, output and 

service delivery targets, effectively and efficiently. 

 

Individual Capacity is the ability of UPS workforce to effectively and efficiently carry out assigned 

functions leveraging their competencies that lead to successful performance. 

 

Individual capacities can be further classified into:  

a) Core Competencies 

b) Occupation Specific Competencies  

 

Core Competencies are knowledge, skills, and attitudes, that cut across different sectors of the 
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government. They are common across the public service, applicable to all the MDAs and LGs. These can 

be further classified into Core – Technical and Core – Behavioural competencies.  

 

Core - Behavioural Competencies requirements include: 

a) Performance/result orientation.  

b) Leadership, communication, mentoring, networking, skills.   

c) Mindset change among the UPS from “control” to “enablers’, “catlayst“, or”facilitators” with focus on 

performance and results. 

d) Strong ethics and integirty and probity in public life are essential values that need to be built.  

e) Patriotism and sense of service to the community. 

f) Team work, team building. 

 

Core - Technical Competencies requirements include: 

a) Ability to formulate evidence-based policies, strong regulatory framework,  

b) Capacity for strategic thinking and planning, designing effective M&E systems, sound organization 

design, restructuring, instituion development. 

c) Capacity to develop value chain models for different sectors, MDAs and LGs to make their work 

processes efficient and effective.  

d) Ability to design and implment strong and effective regulatory frameworks and effective 

compliance mechanisms. 

e) Capabilities to scrutinize and select public investment programs – conduct technical and financial 

feasibility studies, project financing, cost-benefit analysis, environment and social impact analysis. 

f) Program/project management, change management, and risk management.  

g) Ability to develop and implement better coordination, institutional arrangements in the context of 

cross-cutting programs and multiple stakeholders – public and private sector.   

h) Competencies relating to stakeholder management, engaging private sector, joint ventures, public 

private partnerships, negotiations, contracts, service level agreements, etc.  

i) Ability to conduct supply-demand gap analysis of human resources (strategic human resource 

planning) for their respective sectors at the organizational level (MDAs and LGs).  

j) Ability to effectively manage public finances as well as human resources.  

k) Ability to internalize service standards across various sectors. 

 

Occulaton Specific Competencies are specific to the sector or occupation. These are essentially 

Technical Competencies. Occupation Specific Competencies are specific to the sector or cadre. The NDP-

III identifies the occupation specific competencies for most of the programs. They are described in 

Annex-1. While majority of the Competencies are relevant for the private sector, it is important that the 

subject matter expertise is mirrored in the public sector for better monitoring, coordination and 

regulation, where required.    

 

1.3. Capacity Gaps in the UPS 

 

The Capacity Needs Assessment (CNA) Report, of the MoPS, GoU identifies the capacity gaps and 

presents the insights and emerging issues. The Capacity Gaps identified pertain to the following 

dimensions: 

a) Institutional 

i. Policy 
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ii. Coordination 

iii. Legal Framework 

b) Organizational 

i. Strategic Planning 

ii. Organization Structure 

iii. Function 

iv. Service Delivery 

v. Budgetary Resources 

vi. Staffing/Human Resources 

vii. Physical Resources (Office Environment) 

viii. Processes, Systems, IT 

c) Individual 

i. Core Competencies - Technical, Behavioural 

ii. Occupation-specific Competencies - Technical 

 

Annex-2 provides a summary of the key issues and gaps. 

 

1.4. Bridging the Capacity Gaps in the UPS 

 
Human work force is the fulcrum of UPS capacity. The root cause for the gaps in institutional 

arrangements as well as organizational performance are individual competencies. Capacity building of 

the UPS workforce has a cascading effect on higher order capacities – organizational capacities as well 

as institutional capacities.  

 

The primary emphasis of capacity building in the UPS hence should be on the “people” component. This 

will enable the UPS to absorb, internalize the various reform initiatives that they are implementing or 

will implement relating to institutional and legal framework, organization development, processes and 

systems. 

 

It is important that the capacity building strategy of UPS is responsive to the competency requirements 

and gaps that have emerged from the NDP-III, Vision 2040 documents and the CNA Report.  

 

It is important to differentiate between immediate-term, short-term, and medium-term strategies for 

capacity building to address priority needs as well as better sequencing of capacity building 

interventions.  

 

The capacity building interventions have to be embedded in the larger talent management/HRM cycle. 

This will ensure an integrated approach rather than viewing capacity building as an isolated 

intervention or activity.  

 

The capacity building strategy should look beyond the traditional classroom training. It should explore 

a combination of interventions including on-the-job learning and association with professional 

communities. While classroom training remains the primary mode of learning, it has to be 

complemented by on-the-job learning.  This approach appreciates the linkages between capacity 

building and other HRM functions such as recruitment, performance management, and career 

progression.  



 

 

14 | P a g e    M/S SK PATODIA &ASSOCIATES WITH EFFICON CONSULTING 

 
 

 

1.5. Need for a Capacity Building Framework for UPS 

 
In order to address all the three dimensions of capacity gaps – institutional, organizational, and 

individual - in a systematic and sustained manner, an overarching framework is required that can bring 

together the guiding principles and elements that give shape to the UPS capacity.  

 

The guiding principles basically articulate the general guidelines on, “what needs to be done” to make 

the UPS productive, effective, responsive and agile. The elements of the capacity building framework 

break down the general guidelines into specific tasks and into activities to be undertaken by various 

stakeholders – MDAs, LGs, MoPS, NPA, MoFPED, etc.   

 

In order to achieve the objectives of NDP-III and subsequently fulfill the government’s commitment 

enshrined in the Vision 2040, there is need to create and operationalize a Capacity Building Framework.  

 

1.6. Purpose of the UPSCBF  

 
When capacity building is well managed, it can deliver: 

a) The enabling institutional and legal framework 

b) Fit-for-purpose organization which is well equipped, well structured, well staffed and well 

resourced financially and in terms of physical infrastructure and facilities 

c) The right people with the right competencies at the right time to the UPS.  

 

All of the above in turn enable the GoU institutions to effectively deliver their mandate and 

development outcomes in the present as well as the future. The capacity building framework serves as a 

guide for the MoPS, MDAs and LGs to address competency gaps and develop capacities of workforce 

within their respective organizations by adopting an integrated approach to capacity building.  

 

The UPS Capacity Building Framework (UPSCBF) specifically provides guiding principles for capacity 

development of UPS. It further provides an integrated framework for capacity development: 

a) Provides strategies for institutional and organizational capacity development 

b) Provides strategies for individual capacity development through appropriate learning and 

development strategies 

c) Articulates the interrelationship between institutional, organizational and individual capacity 

development 

The UPSCBF enables embedding of individual capacity development strategies into the overall human 

resources management cycle. It defines the mechanisms that will be employed in ensuring Quality 

Control of training/capacity development interventions that will positively impact service delivery. It 

provides guidance on the monitoring and evaluation framework for capacity building interventions at 

all levels to monitoring of progress and assessment of their impact on service delivery; Further, it 

provides guidance on resource mobilization to ensure sustainability and cost-effectiveness of capacity 

building interventions. 

 

1.7. Benefits of the UPSCBF 

 
The expected benefits of this UPSCBF inter alia are as follows: 
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1) It will serve as an anchor for the MoPS to embed its HRM functions and strategies. As an apex 

institution in charge of HRM policy formulation, planning, strategizing, and coordination of HRM 

policy implementation across the GoU, the framework will enable the MoPS to adopt a holistic 

approach to capacity building of the UPS.  

2) The UPSCBF will guide the MDAs and LGs on operationalizing the capacity building framework in 

their respective organizations.  

3) The UPSCBF will generate a greater understanding of the demand, gaps, and supply side issues of 

competencies among the UPS workforce.  

4) It will generate greater awareness about aligning the capacity building with the organizational, 

sector, and national vision and goals.  

5) The CBF will foster a learning and innovative culture in the public service.  

6) The CBF will instill confidence among the UPS workforce in the ongoing efforts, commitment and 

leadership of the MoPS to provide an enabling environment to all the UPS employees for personal 

and professional growth, capacity building, and career progression.  

 

1.8. Applicability 

 
The UPSCBF is applicable to all the GoU institutions including all the MDAs and LGs.  

  

1.9. Authority 

 
The MoPS is the custodian of the UPSCBF. The MoPS has the authority to make amendments to the 

UPSCBF as per requirement. It is recommended that the effectiveness of the framework be reviewed at 

least in 3-year intervals.   

 

1.10. Using the Capacity Building Framework Document 

 
The UPSCBF is structured as follows: 
 
Section 1 Introduction to 

the Uganda Public 
Service Capacity 
Building 
Framework  

Provides an overview of the public sector reforms and vision, 
identifies institutional, organizational, and individual capacity 
requirements and capacity gaps, presents the approach to capacity 
building, and need for a capacity building framework (UPSCBF), 
purpose, benefits, authority and applicability of the UPSCBF.  

Section 2 Guiding Principles 
of the Uganda 
Public Service 
Capacity Building 
Framework 

Provides the pillars, guiding principles, and action elements of 
UPSCBF. Presents the detailed strategies, outputs, responsibilities 
and verifiable indicators for building the M&E framework. Outlines 
the steps for operationalizing the UPSCBF.  

Annex 1 Requirements for 
Occupation 
Specific 
Competencies 

Describes the Occupation Specific requirements for NDP-III 
implementation 

Annex 2 Capacity Gaps in 
the UPS 

Describes the Institutional, Organizational and Individual Capacity 
Gaps in the UPS 

Annex 3 Generic Guidelines 
for Developing 
M&E Framework 

Provides generic guidelines for developing a M&E framework for 
capacity building interventions under the UPSCBF 
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The UPSCBF should be read in conjunction with the following three Reports: 
1) Capacity Needs Assessment Report (MoPS, October 2020) 
2) Report on Capacity Building Framework and Plan for Uganda Public Service (MoPS, October, 2020) 
3) Capacity Building Plan (MoPS, October 2020) 
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II. The Uganda Public Service Capacity Building Framework  
 

2.1. Overview of the Pillars and Guiding Principles of the UPSCBF 

 
The UPSCBF states “what should be done” to make the public service “fit for purpose”. It is supported 

by 3 pillars: 

1) Values-driven culture and leadership  

2) Skilled and effective public officers  

3) Responsive and adaptive public employment systems. 

 

There are 14 guiding principles, which are grouped under each of the 3 pillars. The 14 principles aim 

to identify what makes a public service fit for purpose and responsive today and will help ensure that 

they continue to be so in the future. They further identify the strategies to achieve and promote 

performance and quality service to citizens.  

 

The UPSCBF promotes a highly professional administration based on objectivity, impartiality and the 

rule of law, as a fundamental condition to ensure citizen trust in public institutions and governance. 

 

Pillar 1: Values-driven culture and Leadership 

 
Guiding Principles under Pillar 1 
a) Define the values of the public service and promote values-based decision-making. 

b) Build leadership capability in the public service. 

c) Ensure an inclusive and safe public service that reflects the diversity of the society it represents. 

d) Build a proactive and innovative public service that takes a long-term perspective in the design and 
implementation of policy and services. 

 
Pillar 2: Skilled and effective public officers 

 
Guiding Principles under Pillar 2 
a) Continuously identify skills and competencies needed to transform political vision into services 

which deliver value to society. 

b) Attract and retain employees with the skills and competencies required from the labour market. 

c) Recruit, select and promote candidates through transparent, open and merit-based processes, to 

guarantee fair and equal treatment. 

d) Develop the necessary skills and competencies by creating a learning culture and environment in 

the public service. 

e) Assess, reward and recognise performance, talent and initiative. 
 

Pillar 3: Responsive and adaptive public employment systems 
 

Guiding Principles under Pillar 3 

a) Clarify institutional responsibilities for people management. 

b) Develop a long-term, strategic and systematic approach to people management based on evidence 

and inclusive planning. 
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c) Set the necessary conditions for internal and external workforce mobility and adaptability to match 

skills with demand. 

d) Determine and offer transparent employment terms and conditions that appropriately match the 

functions of the position 

e) Ensure that employees have opportunities to contribute to the improvement of public service 

delivery and are engaged as partners in public service management issues. 

 

2.2. Pillar 1: Values-driven Culture and Leadership 

 
# Action Element 

(What) 
Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for 

M&E 

1.1 Clarifying and 
communicating the 
shared fundamental 
values which should 
guide decision-
making in the public 
service. 

Define the 
fundamental values 

Develop 
guidelines on 
Shared 
Fundamental 
Values 

MoPS 
 

Guidelines 
Developed 

Provide training on 
values, ethics, 
integrity 

Implement 
Training on 
Guidelines to all 
UPS 

MoPS, CSCU No. of 
Training 
Programs 
held 

1.2 Demonstrating 
accountability and 
commitment to such 
values through 
behaviour. 

Monitor 
Implementation of 
the guidelines 

Observation and 
Performance 
Reviews 

MoPS  % of 
employees 
covered by 
Performance 
Reviews per 
year 

 
No. of adverse 
Observations 
recorded per 
year 

Implement the 
guidelines 

Put the 
guidelines into 
practice 

MDAs and LGs  

1.3 Providing regular 
opportunities for all 
public officials to 
have frank 
discussions about 
values, their 
application in 
practice, and the 
systems in place to 
support values-
based decision 
making. 

Provide guidance on 
feedback 
mechanism - type of 
forum, frequency of 
such interactions, 
etc. to discuss 
concepts around 
public service 
values, and 
application in 
practice.  

Guidelines 
Developed on 
Feedback from 
UPS workforce 

MoPS Guidelines 
Developed 

Guidelines Facilitate MoPS  No. of surveys, 

Guiding Principle 1: Define the values of the public service and promote values-based 

decision-making. 
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# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for 

M&E 

Implemented implementation 
of Guidelines 

discussion 
forums 
implemented 
per year 

Guidelines 
Implemented 

Participation in 
discussion 
forums and 
surveys 

MDAs and LGs % of UPS 
workforce 
providing 
feedback per 
year 

 
 
 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

2.1 Clarifying the 
expectations 
incumbent upon 
senior-level public 
officials to be 
politically 
impartial leaders 
of public 
organisations, 
trusted to deliver 
on the priorities of 
the government, 
and uphold and 
embody the 
highest standards 
of integrity 
without fear of 
politically-
motivated 
retribution 

Refining the Core 
Competency 
Framework to 
reflect the 
expectations 
 
 
Explicitly stating in 
the Job Description 
the behavioural 
expectations 
(competencies) 
from senior-level 
public officials to be 
impartial leaders,  
 

Core 
Competency 
Framework 
Revised to 
reflect the 
behavioural 
expectation 

MoPS Core 
Competency 
Framework 
revised 

Core 
Competencies 
required for 
the Senior 
Management 
roles 
embedded into 
the Job 
Descriptions 

MDAs % of Senior 
Management 
Job 
Descriptions 
revised and 
integrated 
with expected 
behavioural 
Core 
Competencies  

2.2 Considering merit-
based criteria and 
transparent 
procedures in the 
appointment of 
senior-level public 
officials, and 
holding them 
accountable for 
performance. 

Develop 
appropriate policies 
and procedures that 
foster merit-based 
and transparent 
appointments of 
senior officials  
 

Policies and 
procedures on 
merit-based 
and 
transparent 
appointments 
of senior 
officials 
developed 

MoPS Policies and 
procedures 
developed 

 

Develop policies 
and procedures that 
strengthen 
accountability and 
performance of 

Policies and 
procedures for 
strengthening 
accountability 
and 

MoPS Policies and 
procedures 
developed 

 

Guiding Principle 2: Build leadership capability in the public service. 
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# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

senior officials. performance of 
senior officials 
developed. 

Monitor 
compliance, 
undertake course 
correction as 
required 

Recruitment 
Process Audits 
conducted 
(sample basis) 

MoPS No. of Audits 
conducted 

Implement Policies 
and facilitate Audit 

Policies and 
procedures for 
merit based 
recruitment 
and 
performance 
management 
implemented; 
audits 
facilitated 

MDAs and 
LGs 

No. of Audits 
passed scrutiny 

2.3 Ensuring senior-
level public 
officials have the 
mandate, 
competencies, and 
conditions 
necessary to 
provide impartial 
evidence-
informed advice 
and speak truth to 
power. 

Build the 
appropriate 
capacities in the 
senior management 
to take objective 
decisions, free of 
fear or favour, in a 
professional 
manner 
 

Implement 
Training 
Programs/Wor
kshops 
conducted for 
Top, Senior 
Management 
on 
Professionalis
m and 
Objective and 
evidence-based 
Decision-
Making 

MoPS No. of Training 
Programs/Works
hops conducted 
for Top, Senior 
Management on 
Professionalism 
and Objective 
Decision-Making 

Provide guidelines 
and training on the 
subject 

Participation in 
training 
programs 

MDAs and 
LGs 

No. of Top/Senior 
Management 
Employees 
completed the 
training 

2.4 Developing the 
leadership 
capabilities of 
current and 
potential senior-
level public 
officials. 

Provide training on 
the subject 

Training 
programs, 
workshops, 
conducted 

MoPS, CSCU No. of Training 
programs, 
workshops, 
conducted o 
Leadership, 
Strategic 
Thinking 

Participate in the 
training 

Participation in 
training 
programs 

MDAs and 
LGs 

No. of Top/Senior 
Management 
Employees 
completed the 
training 
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# Action Element (What) Strategy 

(How) 
Output(s) Responsibility 

(Who) 
Verifiable Indicator 

for M&E 

3.1 
 

Publicly committing 
to an inclusive, and 
respectful working 
environment open to 
all members of 
society possessing 
the necessary skills. 

Develop 
communication 
and publish on 
website and 
other relevant 
publications 
open to general 
public; this is 
part of a brand 
management 
exercise for the 
UPS 

Brand 
management 
Strategy 
Communication 
material for 
publication on 
website and 
other media 
developed.  
 
 

MoPS Brand management 
Strategy 
Communication 
material developed 

Disseminate 
the message 
across the 
organization – 
Top, Senior, 
Middle 
Management 

Communication 
material 
published and 
disseminated 
internally  

MoPS Communication 
material published 
and disseminated 
internally 

3.2 Developing measures 
of diversity, 
inclusion and well-
being, and 
conducting 
measurement and 
benchmarking at 
regular intervals to 
monitor progress, 
detect and remove 
barriers, and design 
interventions. 

Inclusive HRM 
policies that 
provide level 
playing field 
for officials 
from diverse 
backgrounds 
as well as 
gender 
 

Policy to 
develop gender 
equity and 
promote 
diversity 
including 
benchmarks to 
ensure gender 
equity and 
diversity 

MoPS Policies and 
benchmarks to 
develop gender 
equity and promote 
diversity 
developed/included 
in HRM policies and 
functions/practices 

Provide 
training 
 

Training on 
gender equity 
and diversity  

MoPS No. of Training 
Programs 
conducted on 
Explaining Gender 
inclusive and 
Diversity 
promotion Policies 
and Practices 

Participate in 
Training 

MDAs and 
LGs 

% of Employees 
Trained on Gender 
Inclusiveness and 
Diversity 
Promotion 

3.3 Taking active steps 
to ensure that 

Monitor 
compliance; 

Grievance 
Redressal and 

MoPS Grievance 
Redressal and 

Guiding Principle 3: Ensure an inclusive and safe public service that reflects the diversity of 

the society it represents. 
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organisational and 
people management 
processes as well as 
working conditions, 
support diversity 
and inclusion. 

undertake 
course 
correction 

Feedback 
mechanism on 
gender and 
diversity 
related issues 
developed and 
implemented 

Feedback 
mechanism on 
gender and 
diversity related 
issues implemented 

 

Senior 
Managers and 
above given 
responsibility 
to address 
gender and 
diversity issues 

MDAs and 
LGs 
(Reporting) 
 
MoPS 
(Monitoring) 

Job Descriptions of 
Senior Managers 
and above updated 
to include gender 
and diversity 
related 
competencies 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

4.1 Ensuring an 
appropriate 
balance of 
employment 
continuity and 
mobility to 
support policy 
and service 
implementatio
n beyond a 
political cycle. 

Develop policies 
on ideal tenures 
for UPS positions 
and cadres 
 
 

Policies and 
guidelines on 
ideal tenures  

MoPS 
 

Policies on ideal 
tenures 
developed/update
d 

Develop policies 
for mobility 
(internal and 
external 
transfers/postings
) based on 
competencies, 
merit 
(performance) and 
career progression 

Policies and 
guidelines on 
internal and 
external mobility 
and career 
progression  

MoPS Policies on internal 
and external 
mobility and 
career progression 
developed/update
d 

Implement the 
guidelines – Top, 
Senior, Middle 
Management 

Guidelines on 
ideal tenures and 
internal and 
external mobility 
and career 
progression 
adopted 

MDAs and LGs Guidelines adopted 

Monitoring of 
Implementation 

Process Audit MoPS Process Audit 
conducted on 
sample basis 

4.2 Engaging with 
communities 
outside the 
public service 

Develop 
Guidelines for 
conducting Citizen 
Satisfaction 

Guidelines for 
Citizen 
Satisfaction 
Surveys and 

MoPS Guidelines for 
Citizen Satisfaction 
Surveys and 
Feedback 

Guiding Principle 4: Build a proactive and innovative public service that takes a long-term 

perspective in the design and implementation of policy and services. 
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2.3. Pillar 2: Skilled and Effective Public Officers 

 

 

to set quality 
standards and 
ensure policies 
and services 
are responsive 
to users’ needs. 

Surveys and 
Feedback  

Feedback 
mechanism 

Mechanism 
developed 

Implement the 
guidelines 

Conduct Citizen 
Satisfaction 
Surveys 

MDAs and LGs No. of Citizen 
Satisfaction 
Surveys conducted 
per year 

Develop 
Guidelines on 
Citizen Charters 
for Service 
Delivery 

Guidelines on 
Citizen Charters 
for Service 
Delivery 

MoPS Guidelines on 
Citizen Charters 
for Service 
Delivery developed 

Introduce Citizen 
Charters for 
Service Delivery 

Citizen Charters 
for Service 
Delivery 
implemented 

MDAs and LGs % of MDAs and 
LGs implementing 
Citizen Charters 

Monitor 
Implementation 

MoPS 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for 

M&E 

5.
1 

Ensuring an 
appropriate mix 
of competencies, 
managerial skills, 
and specialised 
expertise, to 
reflect the 
changing nature 
of work in the 
public service. 

Build a framework 
for Core 
Competencies 
 
 
 

Competency 
Framework for 
Core 
Competencies – 
Behavioural and 
Technical  

MoPS Competency 
Framework for 
Core 
Competencies – 
Behavioural and 
Technical 
developed 

Develop 
Guidelines for 
preparing 
Occupation 
Specific 
Competencies 

Guidelines for 
preparing 
Occupation 
Specific 
Competencies 

MoPS Guidelines for 
preparing 
Occupation 
Specific 
Competencies 
developed 

Implement 
Guidelines for 
preparing 
Occupation 
Specific 
Competencies 

Occupation 
Specific 
Competencies 

MDAs and LGs Occupation 
Specific 
Competencies 
developed 

Develop guidelines 
to undertake job 
analysis and 
development/upd

Occupation 
Specific 
Competencies 
linked to Job 

MoPS Occupation 
Specific 
Competencies 
incorporated 

Guiding Principle 5: Continuously identify skills and competencies needed to transform 

political vision into services, which deliver value to society. 
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ating of job 
descriptions 

Descriptions into the Job 
Descriptions 

Coordinate with 
MDAs and LGs on 
Occupation 
Specific 
competencies 

Occupation 
Specific 
Competencies 
linked to Job 
Descriptions 

MoPS 
(Monitoring) 
 
MDAs and LGs 
(implementati
on) 

% of Job 
Descriptions 
linked to 
Occupation 
Specific 
Competencies  

5.
2 

Reviewing and 
updating required 
skills and 
competencies 
periodically, 
based on input 
from public 
officials and 
citizens, to keep 
pace with the 
changing 
technologies and 
needs of the 
society which they 
serve. 

Conduct functional 
reviews of MDAs 
and LGs to identify 
new functions or 
modifications in 
functions required 
in near future 

 

Functional 
Reviews 

MoPS Functional 
Reviews 
conducted 

Identify 
competencies for 
new/modified 
functions – 
occupation 
specific 

Identification  of 
Competencies to 
address 
new/modified 
functions 

MDAs and LGs Report on 
Identification  of 
Competencies to 
address 
new/modified 
functions 
developed 

Identify 
competencies for 
new/modified 
functions – core 

Identification of 
Competencies to 
address 
new/modified 
functions 

MoPS Report on 
Identification of 
Competencies to 
address 
new/modified 
functions 
developed 

5.
3 

Aligning people 
management 
processes with 
identified skills 
and competencies. 

Update Job 
Descriptions 

Job Descriptions 
updated with 
Occupation 
Specific 
Competencies 

MDAs and LGs 
– occupation 
specific 
 

% of Job 
Descriptions 
impacted by 
new/modified 
functions 
updated 

Job Descriptions 
updated with 
Core 
Competencies 

MoPS – core 
competencies 

% of Job 
Descriptions 
impacted by 
new/modified 
functions 
updated 

Making 
competency 
assessment an 
integral part of 
Performance 
management 

Performance 
Management 
policy and 
procedure 
amended to 
include 
competency 
assessment 

MoPS Performance 
Management 
policy and 
procedure 
amended to 
include 
competency 
assessment 

Revised 
Procedures for 

Orientation 
provided to HR 

MoPS (provide 
training) 

Orientation 
Programs 
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Performance 
Management 
Implemented 

Ambassadors in 
MDAs and LGs 
and Top/ 
Senior/Middle 
Management on 
revised 
Procedures 

 
 
MDAs and LGs 
(participate in 
training) 

conducted on 
revised 
procedures for 
performance 
management.  

 Revised 
procedures for 
Performance 
Management 
implemented 

MDAs and LGs % of MDAs and 
LGs 
implementing 
revised 
procedures 

Making 
competencies as 
the basis for TNA 

TNA methodology 
revised to make 
competency gaps 
as the primary 
basis for gap 
identification 

MoPS TNA 
methodology 
revised to make 
competency 
gaps as the 
primary basis 
for gap 
identification 

Orientation 
provided to HR 
Ambassadors in 
MDAs and LGs 
and Top/ 
Senior/Middle 
Management on 
revised 
Procedures 

MoPS (provide 
training) 
 
 
MDAs and LGs 
(participate in 
training) 

Orientation 
Programs 
conducted on 
revised TNA 
methodology  

Revised 
methodology for 
TNA implemented 

MDAs and LGs % of MDAs and 
LGs 
implementing 
revised 
procedures 

 Linking 
competencies and 
performance 
management to 
awards, 
recognition, 
mobility, career 
progression 

Policies for 
rewards, 
incentives/disinc
entives, mobility 
and career 
progression 
revised to include 
competency as 
one of the 
parameters 

MoPS Policies revised 
to include 
competency as 
one of the 
parameters.  

Orientation 
provided to HR 
Ambassadors in 
MDAs and LGs 
and Top/ 
Senior/Middle 
Management on 
revised Policies 

MoPS (provide 
training) 
 
 
MDAs and LGs 
(participate in 
training) 

Orientation 
Programs 
conducted 
on revised 
policies. 
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# Action Element 

(What) 
Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

6.1 Positioning the 
public service as 
an employer of 
choice by 
promoting an 
employer brand 
which appeals to 
candidates’ 
values, 
motivation and 
pride to 
contribute to the 
public good. 

Develop brand 
management 
strategy including 
publication on 
website, 
advertisements, 
news updates, 
stories in 
mainstream and 
social media 

Develop brand 
management 
strategy including 
publication on 
website, 
advertisements, 
news updates, 
stories 

MoPS in 
consultation 
with 
Recruitment 
Authorities 
 

Develop brand 
management 
strategy including 
publication on 
website, 
advertisements, 
news updates, 
stories published 

Utilize the 
competencies and 
job description for 
recruiting the 
right talent 

Recruitment 
authorities use 
job descriptions 
updated with 
relevant 
competencies – 
core and 
occupation 
specific  

Recruiting 
Authorities 
 

% of Job 
Advertisements 
including 
Competencies 
required along 
with Job 
Description in Job 
Advertisements 

6.2 Determining 
what attracts and 
retains skilled 
employees, and 
using this to 
inform 
employment 
policies including 
compensation 
and non-financial 
incentives. 

Develop capacities 
for HR analytics – 
to understand 
metrics such as 
attrition rate at 
disaggregated 
level 

Develop proposal 
describing the 
scope, 
justification, 
benefits of HR 
Analytics 
application; 
analyze options 
for procuring HR 
Analytics 
applications 
including costs, 
deployment 
timeframe, and 
training and 
support.   

MoPS Proposal for 
procurement of 
HR Analytics 
developed 

Procure, install 
HR Analytics in 
MoPS 

Procurement and 
deployment of HR 
Analytics 
application 

MoPS Procurement and 
deployment of HR 
Analytics 
application 
completed 

Develop and 
implement 
guidelines for 
conduct of exit 
interviews to 

Guidelines for 
conduct of exit 
interviews  

MoPS Guidelines for 
conduct of exit 
interviews 
developed 

Guidelines for MoPS, MDAs Ratio of No. of exit 

Guiding Principle 6: Attract and retain employees with the skills and competencies required 

from the labour market 
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understand 
factors leading to 
internal, external 
mobility or 
quitting the 
service 

conduct of exit 
interviews 
implemented 

and LGs interviews 
implemented to 
total No. of 
Attritions per year 

Conduct employee 
surveys at 
frequent intervals 
to understand 
motivation and 
demotivation 
levels and factors 

Guidelines for 
conduct of 
employee surveys  

MoPS Guidelines for 
conduct of 
employee surveys 
developed 

Guidelines for 
conduct of 
employee surveys 
implemented 

MoPS, MDAs 
and LGs 

% of UPS 
workforce 
participated in the 
feedback 

Based on feedback 
develop/tweak 
policies on 
incentives and 
disincentives 

Policies for 
incentive, 
disincentive, 
mobility, career 
progression, 
training tweaked 
in light of the 
feedback (where 
necessary) 

MoPS Policies for 
incentive, 
disincentive, 
mobility, career 
progression, 
training tweaked 

6.3 Providing 
adequate 
remuneration 
and equitable 
pay, taking into 
account the level 
of economic 
development. 

Review 
classification and 
grouping of cadres 
Review pay 
grades for each 
cadre 
 

Review Report on 
classification, 
grouping of 
cadres and pay 
grades for each 
cadre 
 

MoPS Review Report on 
classification, 
grouping of cadres 
and pay grades for 
each cadre 
developed 

 
Develop HR 
analytics 
capacities to 
analyze pay levels 
and disparities 
across cadres, 
grades 

Generate reports 
using HR 
Analytics 
application on 
pay level 
comparisons 
across cadres, 
grades 

MoPS Generate reports 
using HR 
Analytics 
application on pay 
level comparisons 
across cadres, 
grades 

Suggest course 
correction to 
reduce the 
disparities – 
restructuring of 
cadres, grades, 
pay scales 

Develop 
recommendations 
to reduce pay 
disparities, using 
benchmarking 
and other 
approaches 

MoPS and 
MoFED (joint) 
 

Recommendations 
on reducing pay 
disparities 
developed 

Study the financial 
implications in the 
short-term and 
long-term; do 
feasibility analysis 

Report on 
financial 
implications and 
feasibility of pay 
disparity 
reduction 

MoPS and 
MoFED (joint) 
 

Report on 
financial 
implications and 
feasibility of pay 
disparity 
reduction 
completed 
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Implement the 
recommendations 

Approval and 
implementation 
of the 
recommendations 

MoPS and 
MoFED (joint) 
 

Recommendations 
implemented 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

7.1 Communicating 
employment 
opportunities 
widely and 
ensuring equal 
access for all 
suitably qualified 
candidates. 

Develop 
communication 
strategy and 
materials 

Communication 
Strategy and 
Materials for 
Job 
Advertisements 

MoPS in 
consultation 
with 
Recruitment 
Authorities 
 

Communication 
Strategy and 
Materials 
developed 

Implement the 
communication 
strategy 
 

Job 
Advertisements 
reflecting 
communication 
strategy 

Recruitment 
Authorities 

Job 
Advertisements 
reflecting 
communication 
strategy published 

7.2 Carrying out a 
rigorous and 
impartial candidate 
selection process 
based on criteria 
and methods 
appropriate for the 
role and in which 
the results are 
transparent and 
contestable. 

Develop 
recruitment 
strategy and 
guidelines for 
recruitment 
process in line 
with best practice 
 
 

Recruitment 
strategy and 
guidelines for 
recruitment 

MoPS in 
consultation 
with 
Recruitment 
Authorities 
 
 

Recruitment 
strategy and 
guidelines for 
recruitment 
developed 

Implement the 
guidelines 

Recruitment 
strategy and 
guidelines for 
recruitment 
implemented 

Recruitment 
Authorities  

% of sample 
recruitment 
conducted as per 
new recruitment 
strategy and 
guidelines 

MoPS 

7.3 Filling vacancies in 
a timely manner to 
remain competitive 
and meet 
operational staffing 
needs. 

Develop service 
standards and 
timeframes for 
recruitment in 
collaboration 
with the 
Recruitment 
Authorities 

Service 
standards and 
timeframes for 
recruitment 

MoPS in 
consultation 
with 
Recruitment 
Authorities 
 

Service standards 
and timeframes for 
recruitment 
developed 

Propose ICT 
enabled 
tools/applications 
for streamlining 
the recruitment 
process 

IT application 
for recruitment 
procured 

MoPS in 
consultation 
with 
Recruitment 
Authorities 
 

IT application for 
recruitment 
procured 

Guiding Principle 7: Recruit, select and promote candidates through transparent, open and 

merit-based processes, to guarantee fair and equal treatment.ss 
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Provide training 
on ICT 
applications 

Training on IT 
application for 
recruitment 

MoPS in 
consultation 
with 
Recruitment 
Authorities, 
IT vendor 

No. of relevant 
Recruitment 
Agency staff 
trained on IT 
application for 
recruitment 

Monitor 
compliance by 
Recruitment 
Authorities 

Sample audits 
on utilization of 
IT application 

MoPS Sample audits on 
utilization of IT 
application 
completed 

Adhere to the 
service standards 
and timelines for 
recruitment 

Sample audits 
on recruitment 
process and 
timelines 

MoPS Sample audits on 
recruitment p 
rocess and 
timelines 
completed 

7.4 Ensuring effective 
oversight and 
recourse 
mechanisms to 
monitor 
compliance and 
address 
complaints. 

In collaboration 
with the 
Recruitment 
Authorities 
develop grievance 
redressal and 
appeal 
mechanism for 
raising 
complaints and 
escalation of 
complaints, 
resolution of 
complaints 
relating to 
recruitment; 
Leverage online 
applications for 
monitoring 
grievance 
redressal 

Online 
Grievance 
Redressal 
Mechanism to 
address 
recruitment 
related 
complaints  

MoPS & 
Recruitment 
Authorities 
 

Online Grievance 
Redressal 
Mechanism to 
address 
recruitment 
related complaints 
developed 

Monitor the 
progress of 
grievance 
redressal 

Online 
Grievance 
Redressal 
Mechanism 
implemented 

MoPS & 
Recruitment 
Authorities 
 

% of recruitment 
related complaints 
addressed using 
the new online 
grievance 
redressal 
mechanism 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibili
ty (Who) 

Verifiable 
Indicator for M&E 

Guiding Principle 8: Develop the necessary skills and competencies by creating a learning 

culture and environment in the public service. 



 

 

30 | P a g e    M/S SK PATODIA &ASSOCIATES WITH EFFICON CONSULTING 

 
 

 

8.
1 

Identifying 
employee 
development as a 
core management 
task of every 
public manager 
and encouraging 
the use of 
employees’ full 
skill-sets. 

Provide training 
on managerial 
skills, mentoring 
skills, 
performance 
management  

Training on 
Managerial Skills, 
Performance 
Management and 
Mentoring 

MoPS 
 

No. of Participants 
Trained 

8.
2 

Encouraging and 
incentivising 
employees to 
proactively engage 
in continuous self 
development and 
learning, and 
providing them 
with quality 
opportunities to 
do so. 

Provide 
guidelines and 
resources for 
self-learning 

 
 

Guidelines and 
resources for self-
learning 

MoPS 
 

Guidelines and 
resources for self-
learning 
developed and 
provided to MDAs 
and LGs 

Maintain record 
and recognize 
achievement of 
milestones under 
self-learning 
mode 

Develop Master 
Database for 
Capacity Building 
to capture among 
other things basic 
information on 
self-learning (topic, 
duration, etc.) and 
recognize 
achievement of 
milestones under 
self-learning mode 

MoPS Master Database 
for Capacity 
Building 
developed  
 
% of MDAs and 
LGs using the 
Master Database 
for Capacity 
Building  

8.
3 

Valuing different 
learning 
approaches and 
contexts, linked to 
the type of skill-set 
and ambition or 
capacity of the 
learner. 

Develop 
strategies for 
capacity building 
interventions – 
providing an 
optimum mix of 
learning 
techniques – 
classroom, self-
learning, on-the-
job learning, etc. 

UPS Capacity 
Building Plan  

MoPS 
 

UPS Capacity 
Building Plan 
developed 

Develop 
guidelines for 
selection of 
learning/capacity 
building 
interventions 

Guidelines for 
selection of 
learning/capacity 
building 
interventions 

MoPS Guidelines for 
selection of 
learning/capacity 
building 
interventions 
developed 

Implement the 
guidelines – all 
levels of 
management 

Guidelines for 
selection of 
learning/capacity 
building 
interventions 
implemented 

MDAs and 
LGs 

% of MDAs and 
LGs applying the 
guidelines 
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# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

9.1 Aligning and 
assessing 
individual, team 
and organisational 
performance 
through agreed 
indicators and 
criteria which are 
regularly 
discussed and 
reviewed 

Develop 
guidelines and 
indicators for 
aligning 
organizational 
performance to 
team and 
individual 
performance 
 

Guidelines and 
indicators for 
aligning 
organizational 
performance to 
team and 
individual 
performance – 
Annual 
Operating Plans 
of MDAs and LGs 
broken down 
into Individual 
Plans and 
Targets to the 
extent possible 

MoPS 
 

Guidelines and 
indicators for 
aligning 
organizational 
performance to 
team and 
individual 
performance 
developed 

 
 

Implementing 
the guidelines 

Guidelines 
implemented 

MDAs and 
LGs 

% of MDAs and 
LGs implemented 
the guidelines  Review of 

compliance 
Track progress 
of guidelines 
implementation 

MoPS 

9.2 Rewarding 
employee 
performance by 
appropriate means 
and addressing 
underperformance 
as part of a 
coherent approach 
to performance 
management. 

Develop 
guidelines for 
incentives and 
disincentives 
(both monetary 
and non-
monetary) for 
star performers 
and 
underperformers 

Guidelines for 
incentives and 
disincentives 
(both monetary 
and non-
monetary) for 
star performers 
and 
underperformers 

MoPS Guidelines for 
incentives and 
disincentives (both 
monetary and non-
monetary) for star 
performers and 
underperformers 
developed 

Conduct 
awareness 
workshops on 
the guidelines 

Awareness 
workshops on 
the guidelines 

MoPS 
 
MDAs and 
LGs 

% of MDAs and 
LGs participated in 
the awareness 
workshops 

Guiding Principle 9: Assess, reward and recognise performance, talent and initiative. 
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2.4. Pillar 3: Responsive and Adaptive Public Employment Systems 

 

 
 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibili
ty (Who) 

Verifiable 
Indicator for M&E 

10.1 Establishing 
institutional 
authority to 
set and 
oversee 
common 
minimum 
standards for 
merit-based 
people-
management. 

Develop institutional 
framework/mechanis
m (clearly articulating 
roles and 
responsibilities of 
various actors, and 
providing workflow 
charts) for 
implementation of the 
guidelines for merit-
based recruitment, 
merit-based 
placements, mobility, 
performance 
management and 
career progression 

Institutional 
framework, 
processes, and 
workflow 
charts covering 
HRM functions 

MoPS Institutional 
framework, 
processes, and 
workflow charts 
covering HRM 
functions 
developed 

Implement the 
institutional 
framework/mechanis
m, workflow processes 
–  

Institutional 
Framework 
adopted and 
implemented 

MDAs and 
LGs - Top, 
Senior, 
Middle 
Managemen
t supported 
by HR 

% of MDAs and 
LGs formally adopt 
and implement 
Institutional 
Framework and 
HRM work 
processes 

10.2 
 
 
 
 
 

Delegating an 
appropriate 
level of 
autonomy to 
individual 
agencies, 
ministries, 
leaders 
and/or 
managers, in 
order to allow 
the alignment 
of people 
management 
with their 
strategic 
business 
objectives 

Develop guidelines for 
development/review 
and restructuring of 
organization structure, 
and staffing in line 
with organizational, 
sector mandate 

Guidelines for 
development/r
eview and 
restructuring of 
organization 
structure, and 
staffing 

MoPS Guidelines for 
development/revi
ew and 
restructuring of 
organization 
structure, and 
staffing developed 

Implement the 
guidelines – Top and 
Senior Management 

Guidelines for 
development/r
eview and 
restructuring of 
organization 
structure, and 
staffing 
implemented 

MoPS Reports on 
Organizational 
Restructuring of 
MDAs and LGs 
based on 
Guidelines 

10.3 Ensuring 
appropriate 

Develop online 
reporting system to 

Online 
reporting 

MoPS Online reporting 
system to support 

Guiding Principle 10: Clarify institutional responsibilities for people management. 
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mechanisms 
for 
communicatio
n and 
information 
sharing 
among 
institutional 
actors in the 
public 
employment 
system. 

support the M&E 
function of the MoPS 
 

system to 
support the 
M&E function 
of the MoPS 

the M&E function 
of the MoPS 
developed 

Provide Training on 
Online reporting 
system for MoPS – 
M&E 

Training on 
Online 
reporting 
system for 
MoPS – M&E 

MoPS 
 
MDAs and 
LGs 

% of MDAs and 
LGs provided 
training on Online 
reporting system 

Online reporting 
system rolled out 

Online 
reporting 
system 
implemented 
across MDAs 
and LGs 

MDAs and 
LGs 

% of MDAs and 
LGs reporting 
using Online 
reporting system 

10.4 Ensuring that 
each 
institutional 
actor in the 
public 
employment 
system has 
the 
appropriate 
mandate and 
resources to 
function 
effectively. 

Develop/update job 
description of Top, 
Senior, Middle level 
managers to ensure 
they have the mandate 
to carry out HRM 
functions as 
appropriate 
 
 

Updated Job 
description of 
Top, Senior, 
Middle level 
managers 

MoPS Job description of 
Top, Senior, 
Middle level 
managers updated 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

11.1 Considers all 
relevant aspects 
of people 
management and 
ensures alignment 
with strategic 
planning 
processes of the 
government, 
including budget 
and performance 
management. 

Align the Strategic 
planning, HRM 
planning, and 
Budget calendars 
 
 
 

Alignment 
between the 
Strategic 
planning, HRM 
planning, and 
Budget 
calendars 
 

MoPS, 
MoFPED, NPA 

Alignment 
between the 
Strategic 
planning, HRM 
planning, and 
Budget calendars 
completed and 
implemented 

 
Strengthen 
interface between 
HRMIS/IPPS and 
FMIS – by 
implementing 
integration, 
customization of 

Interface 
between IFMIS, 
IPPS/HRMIS  

MoPS, 
MoFPED 

Interface between 
IFMIS, 
IPPS/HRMIS 
established 

Guiding Principle 11: Develop a long-term, strategic and systematic approach to people 

management based on evidence and inclusive planning. 
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ERP solutions, 
testing, piloting, 
and roll out 

11.2 Includes 
appropriate 
indicators to 
monitor progress, 
evaluates the 
impact of HR 
policies and 
processes, and 
informs decision-
making 

Develop an M&E 
framework to 
track progress 
against 
targets/milestones 
in the overall HRM 
strategy – 
pertaining to new 
functions, reforms 

M&E 
framework for 
Reforms HRM 
& New 
Functions/ 
Processes 

MoPS M&E framework 
for Reforms HRM 
& New Functions/ 
Processes 
developed 

Implement the 
M&E Framework – 
new functions and 
HRM Reforms 

M&E 
framework for 
Reforms HRM 
& New 
Functions/ 
Processes 
implementation 

MDAs and 
LGs 

% of MDAs and 
LGs implementing 
M&E framework 
for Reforms HRM 
& New Functions/ 
Processes  

Develop M&E 
Framework to 
track compliance 
with respect to 
HRM workforce – 
pertaining to 
Business as Usual 
functions 

M&E 
framework for 
business as 
usual HRM 
functions 

MoPS M&E framework 
for business as 
usual HRM 
functions 
developed 

Implement the 
M&E Framework – 
business as usual 

M&E 
framework for 
business as 
usual HRM 
functions 

MDAs and 
LGs 

% of MDAs and 
LGs implementing 
M&E framework 
for business as 
usual HRM 
functions 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable Indicator 
for M&E 

12.1 Making available 
adaptable and 
remote working 
options where 
possible and suited 
to the needs of the 
organisation, in 
order to enhance 
productivity. 

Develop policy 
and guidelines 
for remote 
working 
options with 
the objective 
of improving 
productivity 
 

Policy and 
guidelines for 
remote 
working 
options  

MoPS Policy and 
guidelines for 
remote working 
options developed 

Guiding Principle 12: Set the necessary conditions for internal and external workforce 

mobility and adaptability to match skills with demand. 
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# Action Element 

(What) 
Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for 

M&E 

13.1 Clearly defining 
the categories of 
employment that 
fall under civil 
service statutes, 
where such 
statutes exist, or 
general labour 
law, based on 
transparent and 
objective criteria. 

Clearly articulate the 
laws and regulations 
applicable to the UPS 
for different types of 
employment including 
contractors; publish in 
the website 

Guidelines on 
laws and 
regulations 
applicable to 
the UPS for 
different 
types of 
employment  

MoPS Guidelines on 
laws and 
regulations 
applicable to the 
UPS for different 
types of 
employment 
developed 

Provide orientation on 
applicable laws and 
regulations as part of 
the Induction Training 

Orientation 
on applicable 
laws and 
regulations 
as part of the 
Induction 
Training 

MoPS, CSCU % of New 
Recruits 
participated in 
the Orientation 
on applicable 
laws and 
regulations as 
part of the 
Induction 
Training 
 
% of UPS 
Employees 
participated in 
the Orientation 
on applicable 
laws and 
regulations as 
part of the 
Induction 
Training 

13.2 Clearly defining, 
and consistently 
applying, the 
terms and 
conditions of 
employment for 
functions and 
positions based 
on factors such 
as the nature of 
the work, labour 
market 
considerations, 
and public 
service capability 
development 

Monitor compliance to 
laws and regulations 
applicable to the UPS; 
Conduct compliance 
audit 

Compliance 
Audit 

MoPS # of Compliance 
Audits completed 

Guiding Principle 13: Determine and offer transparent employment terms and conditions 

that appropriately match the functions of the position 
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needs. 
13.3 Engaging 

representatives 
of public 
employees in 
legitimate 
consultation 
procedures. 

Develop and 
implement mechanism 
and guidelines for 
feedback, complaints 
and grievance 
redressal of UPS 
employees pertaining 
to working conditions, 
work related issues, 
etc.  

Mechanism 
and 
guidelines 
for feedback, 
complaints 
and 
grievance 
redressal of 
UPS 
employees 

MoPS Mechanism and 
guidelines for 
feedback, 
complaints and 
grievance 
redressal of UPS 
employees 
developed and 
implemented 

# Action Element 
(What) 

Strategy 
(How) 

Output(s) Responsibility 
(Who) 

Verifiable 
Indicator for M&E 

14.1 Ensuring ongoing 
communication 
between the front 
lines and senior-
level public 
servants, and 
horizontally 
through networks 
and communities of 
practice. 

Establish the 
Communities 
of Practice for 
different 
sectors – 
especially 
those engaged 
in direct 
interface and 
service 
delivery to 
citizens – e.g. 
health, 
education, 
community 
development, 
agriculture 
extension, etc.  
– develop 
policy and 
guidelines 

Develop Concept 
Paper on 
Communities of 
Practice and 
disseminate 
 
The Community 
of  Practice 
provides a forum 
for Sector 
consultation on 
the 
operationalisation 
of Sector Strategy.  
 
It does this by 
sharing best 
practice methods 
across hierarchy 
in each sector 
(from ministry to 
the 
parish/village)to 
improve 
employment and 
career 
development 
outcomes for 
people in the UPS 
public sector and 
developing 

MoPS 
 
MDAs and 
LGs 

Concept Paper on 
Communities of 
Practice 
developed and 
disseminated for 
wider consultation 
 

Guiding Principle 14: Ensure that employees have opportunities to contribute to the 

improvement of public service delivery and are engaged as partners in public service 

management issues. 
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2.5. Steps for Operationalizing the UPSCBF by UPS Stakeholders 

 

MoPS 

 Organize Seminars for Top Management of MDAs and LGs to explain the UPSCBF 

 Formally adopt the UPSCBF across the UPS 

 Communicate the UPSCBF document to all employees  

 Develop Detailed Capacity Building Plan for MoPS incorporating all the relevant Action Elements of 

the UPSCBF 

 Integrate the Detailed Capacity Building Plan into the HRM Strategy and Work Plan 

 Develop and Implement M&E Framework for the UPSCBF across the GoU. 

o The verifiable indicators provided for each Output corresponding to Action Elements, 

Guiding Principles and Pillars of the UPSCBF will form the core metrics for the M&E. The 

MoPS can complement these metrics with additional indicators as appropriate.  

o Annex-3 provides generic guidelines for devloping an M&E framework 

 

MDAs and LGs 

 Acknowledge the UPSCBF as the overarching Capacity Building Framework for UPS Capacity 

Building.  

 Acknowledge that the UPSCBF encompasses Institutional, Organizational, and Individual Capacity 

Building.  

 Formally adopt the UPSCBF across the Organization 

 Communicate the UPSCBF document to all employees 

 Develop Detailed Capacity Building Plan incorporating all the relevant Action Elements of the 

UPSCBF 

 Integrate the Detailed Capacity Building Plan into the HRM Work Plan 

 Implement M&E Framework 

 

MoFPED, NPA 

 Formally adopt the UPSCBF across the UPS 

 Communicate the UPSCBF document to all employees 

 Incorporate all the relevant Action Elements of the UPSCBF into respective Work Plans   

members' 
specialized skills 
in the sector.  

Develop and 
implement 
mechanism, 
web-based 
tools to 
enable UPS 
employees to 
join the 
relevant 
Community of 
Practice 

Development and 
implementation 
of Web-based tool 
for Community of 
Practice  

MoPS Web-based tool 
for Community of 
Practice 
developed and 
implemented 
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Annex-1: Requirements for Occupation Specific Competencies 
 

 
NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

Agro-industrialization 
Program: aims to increase 
commercialization and 
competitiveness of agricultural 
production and agro-
processing.  

 Agricultural 
Lawyer 896 

 Horticultural 
Therapists 1,135 

 Hydroponics 795 
 Taxidermy 

specialists 1,051 

 Bioinformatics Scientist 1,953 
 Agri-chemists 598 
 Biochemists 1,355 
 Agricultural Entomology specialists 

1,140 
 Agriculture Biotechnologists 1,348 
 Agriculture Microbiology Specialists 

1,134 
 Food microbiologists 1,540 
 Food Technology and Processing 

specialists 
 1,281 
 Ornamental Horticulture specialists 

1,437 
 Soil Science specialists 1,240 
 Weed scientists 2,241 

Mineral Development 
Program: aims to increase 
mineral exploitation and value 
addition in selected resources 
for quality and gainful jobs in 
industrialization.  

 Computerized 
Mine Design 
Specialists 890 

 Engineering 
Analysis and 
Design Specialists 
216 

 Geophysical 
Technician 286 

 Mechatronic 
engineers 534 

 Mine Surveying 
and Geospatial 
Specialists 513 

 Ore Body 
Modelling 
Specialists 

 456 
 Ore Dressing and 

Extractive 
Metallurgy 
Specialists 241 

 Rock Engineering 
Specialists 284 

 Rock Mechanics 
Specialists 727 

 Surface Mining 
Systems Specialists 

 Cartographers and surveyors 967 
 Digital Technologies and Mine Data 

Analytics Specialists 956 
 Engineering Chemists 232 
 Engineering Physicists 472 
 Geologists and geophysicist 727 
 Mine Automation and Robotics 

Specialists 198 
 Mining geomechanics Specialists 379 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

879 
Sustainable Development of 
Petroleum Resources 
Program: aims to attain 
equitable value from the 
petroleum resources and spur 
economic development in a 
timely and sustainable manner.  

 Petroleum 
Engineers 191 

 Drilling Engineers 
191 

 Production 
Engineers 335 

 Reservoir 
Engineers 287 

 Electrical & 
Instrumentation 
Engineers 249 

 Reservoir 
Geologists 96 

 Production 
Geologists 86 

 Production 
Chemists 191 

 Reservoir 
Geophysicists 191 

 Refinery Engineers 
167 

 Pipeline Engineers 
143 

 Petroleum 
Economists 335 

 Geotechnical 
engineer 143 

 Chemical Engineers 335 
 Well testing specialist 54 
 Mechanical technicians 197 
 Civil control engineers 179 
 Field Depletion Planning 81 
 Basin Analysis specialists 90 

Tourism Development 
Program: aims to increase 
Uganda’s attractiveness as a 
preferred tourist destination.  

 Airline 
management 
specialists 238 

 Ecotourism 
specialists 795 

 Multilateral 
Agreement 
negotiations 364 

 Museologists 334 
 Nature-Based 

Tourism and 
Ecotourism 
specialists 400 

 Palentologists 246 
 Sommelier-Wine 

and beverages 
tasters 501 
 

 Brand management specialists 817 
 Chefs 4,457 
 Geologists 454 
 GIS and Remote Sensing specialists 513 
 Human-wildlife Conflict Management 

specialists 400 
 Interpreters and Translators 411 
 Jewellery and Precious Metal Workers 

1,239 
 Tourism Products development an  

innovation specialists 1,423 
 Tourism research specialists 444 
 Zoologists 208 

Natural Resources,  Applied  Conservation biology specialists 860 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

Environment, Climate 
Change, Land and Water 
Management Program: aims 
to stop, reduce and reverse 
environmental degradation and 
the adverse effects of climate 
change as well as improve 
utilization of natural resources 
for sustainable economic 
growth and livelihood security.  

groundwater 
modelling 
specialists 191 

 Atmospheric 
Scientists 143 

 Faecal sludge 
management 
specialists 239 

 Geotechnical 
engineers and 
dredging 
specialists 96 

 Hydrology and 
Hydraulics 
specialists 478 

 Integrated 
hydrological and 
river modelling 
specialists 191 

 River flood analysis 
and modelling 
specialists 143 

 Ecological restoration specialists 765 
 Ecosystem biologist and 

biogeochemistry specialists 956 
 Environmental Engineers 956 
 Environmental Scientists and 

Specialists 287 
 Forest ecology specialists 956 
 Renewable Energy specialists 287 
 Soil Science and Soil Fertility specialists 

215 
 Water Science and Quality specialists 

956 

Private Sector Development 
Program: aims to increase 
competitiveness of the private 
sector to drive sustainable 
inclusive growth.  

Not Available Not Available 

Manufacturing Program: aims 
to increase the product range 
and scale for import 
substitution and improved 
terms of trade.  

Not Applicable  Chemical Plant and System Operators 
556 

 Civil Engineering specialists 323 
 Electrical and Electronic Engineering 

specialists 538 
 Fabric and Apparel Patternmaker 

specialists 430 
 Hydroelectric Plant specialists 592 
 Industrial Machinery Mechanics 556 
 Mechanical Engineering Technicians 

287 
 Metallurgy and Materials Science 215 
 Precision Instrument and Equipment 

Repairers 538 
Integrated Transport 
Infrastructure and Services 
Program: aims to have a 
seamless, safe, inclusive and 
sustainable multi-modal 
transport system.  

 Air Traffic Safety 
Electronics 
Technicians 115 

 Transport Planning 
specialists 72 

 Ship’s Engineer 45 

 Flight Instructor 65 
 Automotive Electrician 288 
 Civil Engineers 215 
 Aircraft Pilots and Related Associate 

Professionals 172 
 Civil Engineering Technicians 158 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

 Railway Safety and 
Control Systems 
specialists 36 

 Signaling 
Technicians 36 

 Ships’ Engineers 27 

 Mechanical Engineering Technicians 
143 

 Civil Engineering Labourers 129 
 Mechanical Engineers 115 
 Air Traffic Controllers 62 
 Airline management specialists 36 

Energy Development 
Program: aims to increase 
access to and consumption of 
clean energy.  

 Nuclear Physicists 
478 

 Engineering 
Thermodynamics 
specialists 430 

 Environmental 
Geologists 430 

 Petroleum 
Engineering 
specialists 430 

 Renewable Energy 
Systems specialists 
430 

 Energy Systems 
and Climate 
Change specialists 
382 

 Power System 
Dynamics and 
Control specialists 
335 

 Petroleum and 
Natural Gas 
Refining Plant 
Operators 287 

 Geoscientists 191 
 Petroleum 

Geologists 191 
 Energy 

Geoscientists 143 
 Geologists and 

Geophysicists 96 

 Electrical engineers 956 
 Electrical and Electronic Equipment 

Assemblers 526 
 Power Electronics and Drives 

specialists 335 
 Power line installation and 

maintenance specialists 287 
 Chemical and Physical Science 

Technicians 191 

 Digital Transformation 
Program: aims to 
increase ICT penetration 
and use of ICT services 
for social and economic 
development.  

 Not Applicable  Applications developers 920 
 Business intelligence (BI) analysts 416 
 Computer and Information Systems 

Managers 489 
 Computer Science Programmers 556 
 Computer Systems Analysts 456 
 Computer vision engineers 575 
 Data Communication and Software 

Engineering specialists 380 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

 DevOps specialists 1,241 
 Graphic Designing specialists 1,093 
 Information Science specialists 402 
 Machine learning and Artificial 

Intelligence (AI) specialists 397 
 Machine learning Engineers 460 
 Multimedia Artists and Animation 

specialists 277 
 Software Engineering specialists 1,936 
 Software Developers 2,928 
 Software Quality Testing (SQT) 

Automation specialists 3,113 
 Web Programming specialists 2,056 
 System auditors 2,342 
 Information Technology managers 

1,948 
 Enterprise architecture specialists 

1,739 
Sustainable Urbanization and 
Housing Program: aims to 
attain inclusive, productive and 
livable urban areas for socio-
economic transformation.  

Not Applicable  Interior Designers and Decorators 335 
 Town and Traffic Planners 335 
 Incinerator and Water Treatment Plant 

Operators 301 
 GIS and R specialists 234 
 Map Design & Spatial Planning 

Specialist - GIS Developer 201 
 Integrated Development Environment 

specialists 184 
 Construction Supervisors 1,171 
 Environmental Protection Professionals 

1,171 
 Occupational Health Inspectors and 

Associates 1,004 
 Stonemasons, Stone Cutters, Splitters 

and Carvers 502 
 SketchUp Modeler 669 

Human Capital Development 
Program: aims to increase 
productivity of the population 
for increased competitiveness 
and better quality of life for all.  

 Cardiologists 209 
 Colon and Rectal 

Surgeons 239 
 Dermatologists 

568 
 Gastroenterologists 

538 
 Geriatric Medicine 

Specialists 418 
 Haematologists 

299 

 General Surgeons 837 
 Anaesthesiologists 418 
 Emergency Medicine Specialists 454 
 Pathologists 1,135 
 Radiologists 2,868 
 Vocational Education Teachers 2,868 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

 Infectious Disease 
Specialists 1,123 

 Neurologists 717 
 Oncologists 418 
 Otolaryngologists 

490 
 Plastic Surgeons 

118 
 Podiatrists 478 

Innovation, Technology 
Development and Transfer 
Program: aims to increase the 
application of appropriate 
technology in the production 
and service delivery processes 
through the development of a 
well-coordinated STI eco-
system.  

 Astrobiology 
specialists 717 

 Astrochemistry 
and 
cosmochemistry 
specialists 598 

 Astronomists 
specialists 598 

 Cosmology experts 
609 

 Nanotechnologists 
598 

 Optical Assembly 
Technicians 1,494 

 Planetary science 
specialists 998 

 Space archaeology 
specialists 598 

 Animal Geneticists 1,811 
 Applications developers 3,173 
 Applications Engineers 1,918 
 Big data analysts 1,912 
 Clinical research specialists 1,315 
 Machine learning and Artificial 

Intelligence (AI) specialists 1,368 
 Multimedia Artists and Animation 

specialists 1,321 
 Project investment appraising 

specialists 2,390 
 Scientific researchers 1,948 
 Software Developers 2,928 
 Systems Analysts 1,572 

Community Mobilization and 
Mindset Program: aims to 
empower families, 
communities and citizens to 
embrace national values and 
actively participate in 
sustainable development. 

Not Available Not Available 

Governance and Security 
Program: aims to improve 
adherence to the rule of law 
and capacity to contain 
prevailing and emerging 
security threats.  

 Admiralty 
(Maritime) Law 
specialists 1,434 

 Entertainment Law 
specialists 1,434 

 Personal Injury 
Law specialists 717 

 Private 
investigator 5,975 

 Bankruptcy Law specialists 1,076 
 Business (Corporate) Law specialists 

717 
 Civil Rights Law specialists 2,151 
 Criminal Law specialists 2,868 
 Customs and Border Inspectors 3,944 
 Environmental Law specialists 1,243 
 Family Law specialists 1,530 
 Firefighters 2,390 
 Health Law specialists 1,673 
 Immigration Law specialists 2,199 
 Intellectual Property Law specialists 

1,482 
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NDP-III Programs 

Human Resources Requirement – 5 year timeframe 
Skills in Short supply 

and Training is not 
available in country 

Skills in Short supply and Training is in-

country 

 International Law specialists 956 
 Judges 1,434 
 Labour (Employment) Law specialists 

1,195 
 Military Law specialists 1,554 
 Police Inspectors and Detectives 1,195 
 Real Estate Law specialists 1,793 
 Tax Law specialists 1,088 

Public Sector Transformation 
Program: aims to improve 
public sector response to the 
needs of the citizens and the 
private sector.  

Not Available Not Available 

Regional Development 
Program: aims to accelerate 
equitable regional economic 
growth and development.  

Not Available Not Available 

Development Plan 
Implementation Program: 
aims to increase the efficiency 
and effectiveness in the 
implementation of the Plan.  

Not Available Not Available 

 
Source: Third National Development Plan (NDP-III) 2020/21 – 2024/25, July 2020, National Planning 

Authority, Government of Uganda  
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Annex-2: Capacity Gaps in the UPS 
 
Gaps in Institutional, Organizational, and Individual Capacities (Core Competencies) specified in 
the CNA Report.  
 
Element/Dimensions 

of Capacity 
Capacity Gaps Rating 

Culture   
Policy Making  Weak policy framework; coverage is not comprehensive, internal 

inconsistencies, not backed with realistic planning  
Policy Implementation  Policy implementation is weak 

 Frequency of review meetings is low; quality of review 
mechanism needs improvement 

 Budget availability on time is a major bottleneck 
 Weak technical skills, shortage of staff are major challenges  

 

Monitoring & 
Evaluation 

 M&E is weak; absence of impact evaluation studies; monitoring 
of programs/projects based on log frames is weak 

 MIS for M&E is weak 
 

Coordination  Substantial overlap between ministries, departments and 
agencies functions, leading to duplication of work and blurring of 
roles and responsibilities 

 Intra and inter MDA coordination needs improvement 

 

Laws & Regulations  Outdated laws exist across MDAs and Local Governments 
 Some laws do not align with the current functions 
 Compliance with laws and regulations is weak 

 

Strategy  In majority of cases, strategic planning exercise is largely top 
driven; this leads to lack of ownership or buy in at different levels 
of UPS hierarchy; which is must for successful program 
implementation 

 Quality of strategic plans need improvement; tools used to 
develop strategic plans and the process needs improvement 

 

 

Structure  The implementation of “Agency Model” has led to creation of 
parallel structures with a relatively greater autonomy for 
administrative and financial decision-making. 

 Keeping future requirements in view, the move from traditional, 
hierarchical structure to a functional structure may be required. 

 Wide variation in pay scales, financial and administrative 
autonomy, between the two models is a constant source of 
demotivation and dejection for the workforce. 

 

 

Function  There is room to improve the alignment of broad functions with 
the MDA mandate, sector vision or NDP goals.  

 Weak or no capacity to implement new functions. This is 
particularly marked in local government institutions where 
increasingly new functions are being assigned to them. 

 

 

Resources   
Budgetary Resources  There is scope for improving the macro-fiscal management, 

multi-year budgeting, program-based budgeting system, and 
integrating it with the sector planning process. 

 Very little or no budget allocation for capacity building/training 

 

 



 

 

46 | P a g e    M/S SK PATODIA &ASSOCIATES WITH EFFICON CONSULTING 

 
 

Element/Dimensions 
of Capacity 

Capacity Gaps Rating 

requirements for MDA officials.  
 Budget implementation is weak. This is reflected in the delays in 

release of funds, and procurement.  
 Lumping up of spending in the final quarters reflects on the weak 

cash flow and procurement management. Budget utilization, 
especially on capital projects is weak. 

Human Resources  Staffing levels are critically low – substantial positions are 
vacant.  

 Knowledge and application of the HRM cycle is weak. There 
is lack of a comprehensive HRM policy that encompasses 
“cradle to grave” employee life cycle. Policies currently are 
fragmented. Need to be integrated.  

 HR planning function in particular is weak. A good HR 
planning is half the battle won. This function has not been 
given the due importance. HR Planning has significant 
linkages to the budgeting as well as implications for 
recruitment of the best fit as well as ensuring GoU is working 
in full capacity at all points of time so that quality and 
quantity of services could be maximized.  

 Staffing levels are critically low – substantial positions are 
vacant.  

 Significant (6 months to 1 year and beyond) delays in 
recruitment have been reported by the sample MDAs.  

 The role of the Recruitment Authorities vis-a-vis the MoPS as 
well as line ministries need to be clarified. 

 Performance management and appraisal functions are 
ineffective. 

 Staffing structure is not commensurate with perceived 
workload - especially in the local governments. 

 There is no productivity assessment.  
 There is no workload assessment.  
 There are substantial gaps in training.  
 Motivation levels of employees across the MDAs are very low.   

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Physical Resources  The budget allocation for physical infrastructure and logistics 
(office building, workspaces, supplies, computer equipment, 
internet, transportation, etc.) is highly inadequate.  

 In some cases, especially in the case of transportation 
facilities, the facilities are at the bare minimum thus 
becoming a major obstacle in performance of duties.  

 
 

 

Impact   
Service Delivery 
Standards 

 Substantial work has been done on access to services; however 
there is further scope for improvement to attain saturation for 
current as well as projected population 

 There is lack of well articulated service delivery standards that 
the agencies are well versed with and adhere to. 

 Poor quality of service delivery. 

 
 

 

Systems   
IT Systems  Sub optimal utilization of IT systems 
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Element/Dimensions 
of Capacity 

Capacity Gaps Rating 

Processes  Absence or low utilization of tools/instruments for implementing 
a process/system.  

People   
Core Competencies  Low levels of proficiencies in core competencies.  

 Competency Gaps exist in following core competencies -
behavioural: 

o Ethics and Integrity 
o Assertiveness and Self Confidence 
o Accountability 
o Responsiveness 
o Concern for Quality and Standards 
o Team Work 
o Flexibility/Adaptability 
o Innovativeness 
o Political Acuity/Ingenuity 
o Pro-activism 
o Results Orientation 
o Self Control and Stress Management 
o Leadership  
o Effective Communication 
o Problem Solving 
o Decision Making 
o Result Orientation 
o Responsiveness 
o Knowledge Management 
o Networking 
o Systems Thinking 
o Public Relations and Customer Care 
o Team Work 
o Time Management 
o Organization Ability  
o Coaching and Mentoring 
o Change Management 
o Global Perspective 
o Emotional Intelligence 
o Delegation 
o Creative Thinking 
o Citizen Focus 
o Public speaking  
o Sensitivity 
o Presentation  
o Supervisory 
o Conflict management 
o Complaints Management/Grievances Redressal 
o Negotiation and Mediation 

 Competency Gaps exist in following core competencies -
technical: 

o Policy cycle – policy formulation (overall and sector 
specific policies), policy implementation, impact 
evaluation, feedback 
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Element/Dimensions 
of Capacity 

Capacity Gaps Rating 

o Development of legal and regulatory framework and 
effective enforcement mechanisms 

o Strategic planning, Strategy options, cost-benefit analysis, 
strategy selection for policy implementation 

o Institution Development - Institutional Framework, Rules 
of Engagement, Organization and Coordination 

o Programming – drawing up an integrated programs – 
setting up joint mechanisms for implementing policies 

o Planning – sector plans integrated across the hierarchies 
down to the grass roots (an iterative process between 
top-down and bottom-up) 

o Development of Results framework and M&E plan; 
implementing the M&E plan, reporting 

o Development and enforcement of Service delivery 
standards/benchmarks 

o Program, project implementation/management 
o Data Analysis 
o Budget Planning, Preparation 
o Accounting and Financial Reporting 
o Procurement management 
o Public-private partnerships 
o Cash Management 
o Financial Management Information System 
o Procurement Planning, Procurement Management 
o Asset Management 
o HRM – Workforce Planning 
o HRM – Performance Management 
o Employee Productivity Assessment  
o HRM – Competency based assessments, recruitment, 

placement, promotion, learning & career development 
o Contract management 
o Technology 
o Risk management 
o Change Management 
o Environmental Awareness 
o Environmental and Social Impact Assessment 
o Gender Equity 
o Development of MIS for monitoring of progress against 

plan targets – monitoring of KPIs, review of progress  
o IT Skills – Programming, Data Management, Hardware, 

Networking 
o Research and Investigation  
o Electronic Records and Library Management 
o Drafting/Report Writing Skills 
o Office Management 
o Records Management 

Occupation-specific 
Competencies 

 Low levels of proficiencies in occupation-specific competencies. 
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Annex-3: Generic Guidelines for Developing a Monitoring and 
Evaluation Framework 

 
Definition of Monitoring and Evaluation (M&E) 

 

Monitoring is the collection and analysis of information about a project or programme, undertaken 

while the project/programme is ongoing.  

 

Evaluation is the periodic, retrospective assessment of an organisation, project or programme that 

might be conducted internally or by external independent evaluators. 

 

Benefits of M&E  

 

M&E can help assess the impact that capacity building interventions are having on the UPS and can 

provide vital intelligence to:  

a) Assess and demonstrate effectiveness in achieving the capacity building objectives and/or impacts 

on performance of UPS workforce.  

b) Improve internal learning and decision making about the capacity building strategy, choice of 

interventions, compliance of MDAs and LGs with respect to capacity building related policies, 

processes, and, insights about success factors, barriers, which approaches work or don’t work.  

c) Ensure accountability to key stakeholders (e.g. MoPS, CSCU, MoFPED, NPA, Development 

Partners/Donors, etc.).  

d) Influence government policy on capacity building.  

e) Share learning and insights with wider community of stakeholders.  

f) Contribute to the evidence base about effectiveness and limits of capacity building interventions.  

 

Guiding Principles of M&E 

 

The M&E output and/or information collected should be:  

a) Focused and feasible in relation to available resources so that it supports rather than diverts 

resources from action (i.e. make sure the focus information collection on what is ‘needed to know’, 

not on what would be ‘nice to know’). 

b) Useful and timely so that it enables improving learning, decision making, and design of capacity 

building interventions.  

c) Useable by, and/or comparable to, data collected by other stakeholders so it contributes to the 

wider evidence base. 

d) Credible, valid and reliable to the extent possible within available resources. 

 

Indicators to be captured for M&E 

 

The information to be captured should facilitate: 

a) Tracking and assessing what has changed (before and after intervention scenarios) 

b) Understanding the reasons for changes 

c) Quantitative information expressed in numerical terms as numbers and ratios for example. This 

information will allow answering ‘what’, ‘how many’ and ‘when’ questions.  
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d) Qualitative information is expressed through descriptive prose and can address questions about 

‘why’ and ‘how’, as well as perceptions, attitudes and beliefs.  

e) The precise information needed will be determined by choice of key issues and questions and 

associated Indicators. 

f) Indicators are specific and concrete pieces of information that enable tracking the changes the 

capacity building program is trying to achieve. 

g) Indicators can be: 

i. Input Indicators – e.g. no. of trainers, cost of training, quality of training materials, quality of 

training delivery, quality of participation 

ii. Output Indicators – e.g. no. of training programs conducted, no. of officials trained, no. of 

on-the-job training interventions completed, expenditure on training 

iii. Effectiveness Indicators – e.g. activity pass/fail rate, average test score, training completion 

percentage rate, ROI for training is ROI (percentage) = ((Monetary benefits –

 Training Costs)/Training Costs) x 100. ROI may also be measured in terms of decreased 

per-item product cost or time. 

iv. Outcome Indicators – enhancement in competencies – captured through competency 

assessments, peer feedback and obsevation by supervisor, performance review, self 

assessment, etc.  

v. Ratios – e.g. Per Capita Cost of Training, average no. of training programs attended by an 

official in 3- years, etc. 

vi. Advanced Learning Analytics – Time to Proficiency, Knowledge and Skills Retention, 

Transfer of Training, Impact on Organizational Performance, Change in performance ratings 

over time, Customer/client satisfaction ratings, Employee engagement, Employee turnover 

rates, Percentage of promotions, Productivity rates over time, Employee retention rates 

 

Database for Capturing Information pertaining to Capacity Building Interventions and 

associated Verifiable Indicators 

 

a) Action by MoPS 

i. Development a Capacity Building Information Database (CBID) to capture data relating to 

capacity building interventions.  

ii. The CBID should encompass the different type of indicators decided by the MoPS for 

monitoring and evaluation.  

iii. The CBID ideally should have interoperability with the HRMIS. 

iv. Provide manuals and training for using the CBID system. 

 

b) Action by MDAs, LGs, CSCU 

i. Participate in the training of the CBID. 

ii. Deploy and use the CBID. 

 

c) The CBID (within or linked with the HRMIS) will give the information required for accurate 

monitoring by management, reporting and forecasting of capacity building interventions.  

 

d) Ideally, the CBID should have the ability to:  
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i. Collate organization wide development needs for input into organization’s learning and 

development program.  

ii. Deliver accurate baseline data by monitoring and reporting functions to support 

interpretation and decision-making by managers. 

iii. Regular monitoring and reporting on people management functions, including learning and 

development.  

iv. Tools/processes for forecasting (e.g. Scenario planning), in addition to trend analysis from 

HRMIS/benchmarking.  

 

Implementing the M&E for Capacity Building  

 

a) Action by MoPS, CSCU 

i. Develop guidelines, tools, formats for Monitoring & Evaluation of Capacity Building 

Intervention - guidelines should include the indicators to be captured, reported, the 

reporting arrangements, use of the CBID/HRMIS 

ii. Provide training on the guidelines 

 

b) Action by MDAs, LGs, CSCU 

i. Participate in the training on Monitoring.  

ii. Deploy and use the Monitoring templates. 

 

c) Reporting Arrangements: 

i. MoPS will provide guidelines and training on M&E of capacity building to MDAs and LGs 

ii. MoPS will identify the indicators and format for reporting, and frequency of reporting based 

on availability of data and type of intervention 

iii. MoPS will check compliance with the reporting requirements 

iv. MoPS will develop guidelines on reporting by line managers on the impacts of learning and 

development in the workplace and on business outputs. This will be in addition to the 

regular reporting.  

v. MDAs, LGs will follow the guidelines issued by the MoPS 

 

Impact Evaluation of Capacity Building Interventions 

 

a) Action by MoPS 

i. Develop guidelines, tools, formats for Impact Evaluation of Capacity Building Interventions 

ii. Provide training on the guidelines 

 

b) Action by MDAs, LGs, CSCU 

i. Participate in the training on Impact Evaluation 

ii. Deploy and use the Impact Evaluation templates. 
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c) Suggested criteria for Impact Evaluation of Capacity Building Interventions:  

 

Criteria Task Indicators of Success (suggested) 
Relevance  Assess how well proposed 

capacity building 

interventions address 

business needs, capability 

needs, and individual needs 

within the agency.  

 When designing the 

evaluation strategy, include 

questions such as: 

o What is the learning 

strategy and cost? 

o Why do we believe it will 

meet our needs?  

o How will we be able to 

tell if it is ‘fit for purpose’?  

 To what extent does capacity building:  

o Specifically address business needs?  

o Align with priorities that are identified in 

the organization’s strategic planning, 

workforce planning and performance 

management systems?  

o Address current and future capabilities?  

 

Appropriate-
ness 

 Measure how appropriate the 

allocation of resources to 

capacity building is to 

identified needs and 

priorities. Take into account:  

o The extent of integration 

of learning and 

development with other 

HR strategies and 

business practices  

o The desired benefits  

o The scope of each 

intervention  

o Quantitative and 

qualitative information 

about the level and 

nature of investment 

o How well the design of 

the intervention matches 

the desired culture and 

the needs of the target 

audience  

o Risks  

o Alternatives.  

 To what extent are learning and development 

integrated with:  

o HRM strategies (for example 

performance management system, career 

and succession management)?  

o Relevant business practices?  

o To what extent is common/shared data 

consistently collected and used (for 

example performance management 

system, workforce planning and learning 

and development)?  

o Are learning and development key result 

areas included in the HRM strategy and 

business plans, and regularly reported 

on?  

o How appropriate are the learning and 

development interventions or programs 

to the desired culture and needs of the 

target individual or audience?  

o Is the timing, duration and level of 

investment appropriate to the required 

outcome?  

Reaction  Reaction of participants: 

Measure participants’ 

immediate reaction to aspects 

 What satisfaction rating do participants give 

to aspects of the intervention such as 

relevance, currency, suitability of delivery 
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Criteria Task Indicators of Success (suggested) 
of the intervention such as 

topic, speakers, format, 

schedule, relevance, 

appropriateness of 

placement.  

 

 Reaction of facilitator: 

Consider the presenter/ 

facilitator’s assessment of the 

quality and value of the 

intervention (include 

attendance, participants’ 

commitment, format, learning 

transfer).  

method and quality of the presenter?  

 To what extent do participants believe the 

objectives of the intervention were achieved?  

 What satisfaction rating do participants and 

line managers give to the timing of the 

intervention and the suitability of 

information provided (such as accessibility of 

the information, clarity of objectives and 

target audience)?  

 How highly does the presenter or facilitator 

rate participation and engagement?  

Capability 
Required 

 Evaluate the success of the 

learning intervention by 

measuring whether the 

individual(s) (and therefore 

the agency) has acquired the 

capability, knowledge, 

attitudes, or competency 

required.  

 To what extent are the acquired capabilities 

demonstrated by participants to the 

identified standard or level at:  

o The conclusion of the intervention? 

o An appropriate period after the 

intervention?  

Performance 
On the Job 

 Assess individual 

performance on the job 

following development 

interventions.  

 These processes include 

informal support and 

coaching and formal 

performance management 

processes.  

 What is the level of opportunity to apply the 

acquired capability in the workplace, as 

perceived by an individual and line 

managers?  

 To what extent do participants demonstrate 

the acquired capability in the workplace, as 

perceived by themselves, colleagues, line 

managers and stakeholders?  

Outcomes of 
Learning and 
Development 

 Assess outcomes achieved at 

individual, group and/or 

organizational levels. They 

can be positive, negative or, at 

times, ambiguous. Consider:  

o Did we get value for 

money?  

o Did our investment 

accrue tangible and 

intangible results leading 

to better business 

outcomes?  

o Could we have achieved 

 What is the level of satisfaction of the 

organization’s top, senior managers, line 

managers and stakeholders with 

improvement/ achievement of desired 

business outcomes at appropriate level (e.g. 

agency, business unit, individual)?  

 What is the level of contribution of learning 

and development interventions to the 

achievement of actual (desired and 

unintended) outcomes as perceived by:  

o Top management 

o Senior managers? 

o Line managers? 
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Criteria Task Indicators of Success (suggested) 
the same or better 

outcomes – cheaper 

and/or quicker?  

o How can we improve?  

o Stakeholders?  

 
 
 

*** End of Document *** 


