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ABSTRACT
This study examines the dynamics of skills acquisition in Uganda, focusing on enhancers and barriers within the 
context of a rapidly evolving labour market. Against a backdrop of significant unemployment challenges, where 
12 percent of the population is unemployed and 41 percent of youth are not in employment, education, or training 
(NEETs), the research provides a comprehensive analysis of skills development initiatives and labour market 
dynamics. The study employs a mixed-methods approach, combining extensive desk review with a quantitative 
analysis of secondary data from the Uganda National Labour Force Surveys. Key findings highlight that Uganda’s 
labour market is undergoing a substantial transformation driven by technological advancements, the Fourth 
Industrial Revolution (4IR), and COVID-19 pandemic impacts. Despite achieving an average GDP growth of 5.3 
percent, the country experiences jobless growth, largely attributed to mismatches between labour supply and 
demand.

Research reveals significant challenges in skills acquisition, including a persistent disconnect between 
educational outcomes and market needs. This study shows that despite the government’s implementation of 
various initiatives—including the Skilling Uganda Strategy, the Uganda Skills Development Project (USDP), and 
the Youth Livelihood Program—significant gaps persist in addressing skills mismatches. A particular concern is 
that 30 percent of graduates work in jobs unaligned with their qualifications. The analysis emphasizes the critical 
role of digital, socio-behavioral, and analytical/technical abilities in the modern workplace while identifying key 
barriers such as the digital divide, inadequate educational infrastructure, and societal norms. The study concludes 
by recommending strategic interventions focusing on bridging the digital divide through infrastructure investment, 
curriculum revision, enhanced support for vulnerable groups, and strengthened public-private collaboration. This 
research contributes to the existing body of knowledge by providing evidence-based insights for policymakers to 
develop effective strategies bridging the gap between skills acquisition and productive employment in Uganda, 
ultimately supporting the country’s economic growth and development goals.

Keywords: Skills acquisition, labour market dynamics, employment, digital transformation, educational reform, 
Uganda
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1 INTRODUCTION
Skills acquisition is critical in fostering economic growth 
and development, particularly in developing economies 
(Agarwal, 2017; Sanchez et al., 2015). To remain 
economically competitive and foster development amid 
globalisation and technological advancement, countries 
must continually upskill their workforce. The role of 
skills has been amplified by technological advancement, 
globalisation and economic liberalisation (OECD, 
2013). According to Omene (2021), skill acquisition 
is the practical training by individuals or groups to 
gain self-sustaining knowledge. More succinctly, skills 
acquisition enables individuals to develop capabilities 
and values that will benefit them, others, and society 
through gainful employment generation (Uka & Ogide, 
2019). 

Developing countries face significant challenges of 
high unemployment rates, underemployment, and 
vulnerable employment, especially among the youth. 
Uganda, for instance, exemplifies these challenges. 
According to the 2021 National Labour Force Survey 
(NLFS) report, unemployment increased to 12 percent 
from 9 percent in 2019/20 (Uganda Bureau of 
Statistics [UBOS], 2021). While this figure may seem 
modest, it masks a more significant issue which is the 
high number of youth Not in Employment, Education, 
or Training (NEETs). The NLFS report indicates that 41 
percent of the youth (approximately 4 million Ugandans 
aged between 18 and 30) are not engaged in any 
productive activity.

Underemployment and informal employment pose 
additional challenges. Of the 87 percent of the working 
population, 40 percent are in subsistence employment, 
characterised by underemployment and vulnerability 
(UBOS, 2021). Additionally, about 10 percent of the 
employed population did not possess any formal 
education, while 67 percent did not have any trade or 
technical skills or specialisation (ibid). This significantly 
hampers the productivity and competitiveness of the 
labour force. Therefore, skills acquisition presents a 
viable solution to these employment challenges.

Notably, Uganda has achieved an average growth 
in its Gross Domestic Product (GDP) at 5.3 percent, 
albeit this growth has not translated into the creation 
of jobs; hence, jobless growth (MFPED, 2023). A 
mismatch between labour supply and demand, 
among other factors, has largely caused this jobless 
growth, underutilising the existing workforce (World 
Bank, 2023). In addition, evidence has shown that 
mismatches between the skills possessed by job 
seekers and the requirements of employers are a 
significant contributor to unemployment in Uganda. 
Studies by Khamis (2019) and Teera (2020) highlight 
that the curriculum in many educational institutions 
does not align with the practical skills needed in the 
labour market. Consequently, graduates often find 
themselves ill-prepared for available job opportunities, 
exacerbating the unemployment problem. Furthermore, 
inadequate infrastructure, especially in vocational 
training centers, and outdated equipment characterize 
poor quality education and training, thus hindering 
skills acquisition (Guloba et al., 2023). 

Relatedly, the private sector in Uganda also finds that 
workers in the labour market across all sectors are 
inadequately prepared for employment. For instance, in 
manufacturing, the Uganda Manufacturers Association 
(UMA) reports that 68 percent of manufacturing firms 
faced difficulties hiring workers with the necessary 
technical skills, affecting productivity and growth 
(UMA, 2022). The agricultural sector, which employs a 
significant portion of the population, also lacks modern 
farming skills and techniques, limiting productivity and 
income potential. 

Skills acquisition is a gendered phenomenon. Notably, 
women and girls in Uganda often face greater barriers to 
accessing education and training opportunities critical 
for employment. Cultural norms, early marriages, 
and high dropout rates among girls hinder them from 
continued training education which affects the level of 
skills acquisition for employment. According to UBOS, 
only 45 percent of girls’ complete secondary education 
compared to 55 percent of boys, and women represent 
just 30 percent of students in technical and vocational 
training programs (UBOS, 2022). This gender disparity 
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in skills acquisition exacerbates the economic inequality 
between men and women, limiting the overall potential 
for economic growth.

Uganda has strived to enhance skills acquisition 
through various education and training initiatives, 
policies, and programs to address these challenges. For 
instance, the Skilling Uganda Strategy 2011-2020 was 
a major initiative aimed at transforming the Technical 
and Vocational Education and Training (TVET) system 
to be more responsive to the needs of the labour market. 
The Uganda Skills Development Project (USDP) 2016-
2020, funded by the World Bank, aimed to enhance the 
capacity of institutions to deliver high-quality, demand-
driven training programs. Additionally, the government 
implemented the Youth Livelihood Program (YLP) to 
provide skills and start-up capital to unemployed youth, 
enabling them to create jobs.

Despite these efforts, significant challenges remain in 
skills acquisition and productive employment1. Many 
educated and trained people end up unemployed, 
working in professions that do not utilise their skills, 
or emigrating to other countries. For example, a survey 
conducted by the Uganda Investment Authority (UIA) 
in 2021 indicated that 30 percent of graduates worked 
in jobs that did not match their qualifications (UIA, 
2021). Furthermore, the emigration of skilled labour 
to other countries for better opportunities is a growing 
concern. The International Organization for Migration 
(IOM) reported that between 2015 and 2020, Uganda 
experienced a 15 percent increase in the number of 
skilled workers leaving the country (IOM, 2021).

Given this background, the study aims to assess the 
enhancers and barriers to skills acquisition in Uganda. 
Specifically, the study;
a) Examines the key factors influencing skills 

acquisition for productive employment and the 
interactions between Uganda’s labour supply and 
demand. 

b) Critically reviews Uganda’s various initiatives, 
interventions and programs to address skills 

1 The International Labour Organization (ILO) defines productive employment as work that 
yields returns sufficient to lift workers and their dependents above the poverty line

challenges.
c) Identifies and assesses the skills demand and 

supply in the labour market. This will provide 
insights into the skills gaps in the job market and 
explore the mismatches in Uganda’s labour market.

d) Provides insights into the best practices, lessons 
learned, and potential solutions to enhance skills 
acquisition for productive jobs in Uganda. 

By providing evidence around the above specific 
objectives, the study contributes to the evidence that 
enables policymakers to make informed decisions 
on effective strategies and policies to bridge the gap 
between skill acquisition and productive employment 
in Uganda, thereby contributing to the country’s overall 
economic growth and development.

This research report is organised as follows: Section 
one presents a brief background to the study and its 
objectives. Section two discusses the related literature. 
Section three provides the methods used and the data 
sources. Section four discusses the study findings, 
while section five concludes the study and provides the 
policy implications of the findings.

2 REVIEW OF RELATED 
LITERATURE

The International Labour Organization (ILO) defines 
productive employment as work that yields returns 
sufficient to lift workers and their dependents above the 
poverty line.2 Skills acquisition is crucial in facilitating 
access to such productive employment and enhancing 
economic growth, job opportunities, income levels, and 
living standards (Sanchez et al., 2015). Furthermore, 
productive employment is essential for integrating 
the poor into society, lifting them out of poverty, and 
promoting ongoing skill development and community 
engagement (Szirmai et al., 2013). This underscores 
the critical interplay between skills and employment, 
sparking an ongoing debate about whether skills 
precede jobs or vice versa.

2 Matt Ripley & Steve Hartrich (2017). Measuring productive employment: A ‘how to’ note
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In many developing countries, possessing skills is 
often a requirement for securing employment, with 
minimal on-the-job training being provided later. 
However, an opposing view suggests that on-the-
job training enhances productivity, leading to higher 
earnings and productive employment. Unfortunately, 
only educated individuals who already possess some 
skills tend to benefit from such training, leaving less-
educated individuals, particularly those in smaller and 
informal enterprises, disadvantaged (Hentschel, 2017). 
Implementing on-the-job training could potentially 
build the less-educated individuals’ technical skills, 
offering them productive employment prospects.

Despite the evident correlation between skills and 
employment outcomes, a challenge of skills mismatch 
persists across various nations. For example, in India, 
a significant portion of university graduates hold 
degrees are under employed in fields that exceed the 
requirements of employers, leading to underutilisation 
of their skills. Similarly, over 50 percent of graduates 
in Tunisia find themselves in roles unrelated to their 
acquired skills. In Lebanon, many wage earners and 
self-employed individuals are engaged in occupations 
that do not capitalise on their skill sets, reducing 
productivity and economic growth (Sanchez et al., 
2015).

In less developed countries, individuals with advanced 
degrees sometimes lack the essential high-level 
analytical and interactive skills needed to succeed 
in the labour market. Hentschel (2017) highlights 
the importance of possessing basic skills, such as 
numeracy and literacy, as foundational prerequisites 
for entering the workforce and achieving productivity. 
Today’s work environment increasingly recognises 
social skills as essential to cognitive abilities for 
achieving productive employment. A strong base of 
fundamental skills among the citizens is essential for 
countries to guarantee the trainability of their workforce 
and attract low-tech manufacturing, which is crucial 
for job creation and economic growth. Combined with 
essential lifelong learning abilities, basic skills are a 
driving force for shifting to more advanced activities 
(ILO, 2008).

Low-income countries like Uganda have especially high 
unemployment rates among highly educated individuals. 
Specifically, whereas the number of educational 
institutions has grown on account of privatisation 
of the educational sector, the quality of graduates is 
still low and partly explains their unemployment in the 
job market. This underscores the necessity of aligning 
educational curricula to the changing needs of the 
labour market, thus equipping graduates with relevant 
skills for jobs and economic participation. Additionally, 
the budget allocation to the education sector primarily 
focuses on primary education, with a notable absence 
of emphasis on skills acquisition which is prevalent at 
secondary and tertiary level (Nuwagaba, 2012).

Youth unemployment is a pertinent issue in developing 
countries, closely linked to economic growth and 
structural dynamics (Akileswaran et al., 2023; Kilimani, 
2017). As economies experience GDP growth, they shift 
towards more capital-intensive industries and a higher 
demand for quality goods (Kniivilä, 2007). Consequently, 
there is a decreasing need for low-skilled labour and 
a corresponding increase in demand for high-skilled 
labour. This shift worsens youth unemployment, as 
many lack the technical and technological skills required 
for these evolving job markets. As a result, a significant 
portion of the youth population finds employment in 
the informal sector, where jobs are often unproductive 
(Szirmai et al., 2013). 

Research across various sectors, including tourism and 
agro-processing, reveals a skills mismatch among youth 
(Engineering Management and Innovation Institute, 
2024; Nkwatsibwe, 2023; Apunyo, 2022). While 
possessing adequate basic, social, and technical skills, 
young individuals in Uganda often lack problem-solving 
abilities essential for specific productive jobs (Guloba 
et al., 2021). To address the issue of skills mismatch, 
various countries have embraced the dual model where 
learners obtain classroom knowledge while receiving 
hands-on training. However, several factors have 
hindered the dual model’s effectiveness. One challenge 
is inadequate employer support in providing on-the-job 
training to facilitate long-term employment prospects 
in productive jobs. Additionally, a negative perception 
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exists surrounding apprenticeships, particularly 
regarding their lower earnings, which often leads 
to them being disregarded by the youth as a viable 
means of skill acquisition. Lastly, limited collaboration 
among vocational institutions, governmental bodies, 
employers, and trade unions limits the delivery of 
training that aligns with productive job requirements 
(Hentschel, 2017).

Studies focusing on specialised fields such as ICT and 
business education highlight the critical importance 
of equipping graduates with entrepreneurial skills 
such as innovativeness, business management, and 
effective communication (Nafuna et al., 2022; Utebor 
& Chukwunonyelim, 2021). While studies emphasise 
technical competencies as primary drivers of 
employability, others demonstrate that graduates with 
employability skills (communication skills, problem 
solving and decision-making skills and teamwork 
skills) are more likely to secure employment (Kraja et 
al., 2024; Fajaryati et al., 2020; Menon et al., 2018; 
Suarta, et al., 2017). Appropriate teaching methods and 
materials are essential to equip teachers to facilitate 
student skills acquisition. Collaborative efforts between 
educational institutions and industries play a crucial 
role in addressing this need. Through close collaboration, 
institutions can tailor their curricula to incorporate 
practical training, knowledge, and the development of 
an entrepreneurial mindset. This prepares graduates 
for productive employment, fostering economic growth 
through innovation and entrepreneurship.

In conclusion, skills acquisition for productive 
employment is multifaceted, with various factors 
influencing the ability of individuals to secure meaningful 
and sustainable jobs. The review above highlights the 
persistent skills mismatches across nations, particularly 
in developing countries. The literature also stresses the 
critical role of industry-education collaboration and 
the importance of aligning educational curricula with 
the evolving needs of the labour market to ensure that 
graduates possess the relevant skills of an employer’s 
demand. Moreover, various scholars attribute unique 
skills that is, entrepreneurial capabilities, social skills, 
technical competencies, and hard skills to the likelihood 

of securing employment, although the majority highlight 
technical competencies as key for this changing world 
of work. However, there is still a lack of significant 
knowledge about the extent of skills mismatches, what 
predicts skills acquisition, and the progress of existing 
interventions designed to improve skills acquisition. 
This study addresses these gaps by examining the 
enhancers and barriers of skills acquisition, identifying 
and assessing skills demand and supply, highlighting 
the mismatches in the labour market and reviewing 
Uganda’s skills acquisition initiatives as well as the 
best practices in other countries.

3 METHODS
This section presents the data and methods used to 
achieve the stated objectives. 

3.1 Data sources and desk reviews

First, the study uses nationally representative 
secondary data from the Uganda National Labour Force 
Survey (NLFS—2021, 2016/17), the National Council 
for Higher Education (NCHE), and UBOS statistical 
abstracts. The relevance and reliability of these data 
sources for Ugandan labour outcomes guided our 
selection, ensuring our findings are based on the most 
current and accurate information. 

The study undertakes a desk review of past literature 
to identify the factors that impede and enhance the 
acquisition of critical skills in demand. This allows for 
gathering existing information and data on the subject 
and offers insights into the labour market’s fundamental 
and unique aspects. It also reviews relevant government 
policy documents and project reports. For objectives 
one, two, and four, we thoroughly reviewed the existing 
literature, including academic studies, reports, and 
policy documents. This comprehensive approach 
allows us to synthesise existing knowledge of skills 
acquisition, relevant initiatives in Uganda and globally, 
and best practices, providing a solid foundation for our 
findings. 
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3.2 Empirical model specification

The study explores trends in labour supply and demand 
and economic sectors and occupations experiencing 
growth to answer objective three. In addition, it 
analyses the determinants of skills mismatches in the 
labour market using multinomial logistic regression. 

We conduct data analysis in two steps. First; we present 
descriptive statistics for the key dependent variables 
(skill levels, education and qualification mismatch) and 
the relationship between each dependent variable and 
the socio-demographic variables. Then, we undertook a 
multivariate analysis to establish the combined effects 
of the explanatory variables on education mismatch, 
qualifications mismatch, and skill levels.

The study also estimated the determinants of education 
mismatch, qualifications mismatch and skill levels 
using the multinomial logit, whose specification is as 
follows:

Where   represents the dependent variables (skill levels 
and education mismatches) and  represents the 
independent variables including the socio-demographic 

and employment characteristics identified in Li et al. 
(2024), Botezat et al. (2024), Rikala et al. (2024), and 
Pholphiru (2017). The MNL model essentially compares 
any given outcome with a reference outcome and thus 
has response probabilities given as, 

     (1)

where   is a  . In addition, to 
ensure model identification,   is set to zero  
for one of the categories, and coefficients are then 
interpreted with respect to that category, termed the 
base category, where , is the base category and 

 is the identification condition. Following Li et al. 
(2024), Botezat et al. (2024), and Pholphiru (2017) the 
study specifies the three multinomial logistic regression 
models are written in the form:

Where  captures individual  skill level, education 
mismatch/match, or qualification mismatch/match. 
All model variables are specified, measured, and 
presented in Table 1 below. 

Variable name Definition and Measurement
Dependent variables 

Skill levels

This is a classification of occupations based on the complexity and range of tasks performed in that occupation.

1= Highly skilled occupation
2= Skilled occupation
3= Low skilled occupation

Education mismatch

This is a situation in which the individual’s le’el of education does not correspond to the required level of 
education for that occupation.
1= Over educated
2= Matched
3= Under educated

Qualifications mismatch

An individual working in an occupation in which s/he has an educational attainment below (above) the modal 
qualification is deemed underqualified (overqualified)
1= Overqualified
2= Matched
3= Under qualified

Explanatory variables

Table 1 Definitions and measurement of variables
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Variable name Definition and Measurement

Age

Self-reported age of the respondent
Measured by dummies
1. 14 to 17 (1=Yes, 0 otherwise)
2. 18 to 30 (1=Yes, 0 otherwise)
3. 31 to 64 (1=Yes, 0 otherwise)

Sex
Self-reported sex of the respondent
Dummy 1=Male, 0=Female

Marital status

Self-reported current marital status of the respondent
Measured by dummies
1. Never married (1=Yes, 0 otherwise) 
2. Currently married (1=Yes, 0 otherwise) 
3. Divorced/ Separated (1=Yes,0 otherwise)
4. Widow/ Widower (1=Yes, 0 otherwise)

Status of employment

1. Classification of jobs in employment for pay or profit based on self-reported occupations. 
2. Measured by dummies
3. Employer/ Own account worker (1=Yes, 0 otherwise) 
4. Independent workers without employers (1=Yes, 0 otherwise) 
5. Independent contractors (1=Yes, 0 otherwise)
6. Employees (1=Yes, 0 otherwise)
7. Contributing family workers (1=Yes, 0 otherwise)

Relationship with the 
household head

Measured by dummies
1. Head (1=Yes, 0 otherwise)
2. Spouse (1=Yes, 0 otherwise)
3. Biological child (1=Yes, 0 otherwise)
4. Other (Stepchild/ adopted child, Grandchild, Parent of the head or spouse, brother/sister, Other relative, 

other non-relative) (1=Yes, 0 otherwise)
Residence Dummy 1=Rural, 0=Urban

Job satisfaction

Self-reported level of satisfaction with the current job
Measured by dummies
1. Very satisfied (1=Yes, 0 otherwise) 
2. Somewhat satisfied (1=Yes, 0 otherwise) 
3. Neither (1=Yes, 0 otherwise) 
4. Somewhat unsatisfied (1=Yes, 0 otherwise) 
5. Very unsatisfied (1=Yes, 0 otherwise) 

Region 

Measured by dummies
1. Kampala (1=Yes, 0 otherwise) 
2. South Buganda (1=Yes, 0 otherwise) 
3. North Buganda (1=Yes, 0 otherwise)
4. Busoga (1=Yes, 0 otherwise)
5. Bukedi (1=Yes, 0 otherwise)
6. Bugisu (1=Yes, 0 otherwise)
7. Teso (1=Yes, 0 otherwise)
8. Karamoja (1=Yes, 0 otherwise)
9. Lango (1=Yes, 0 otherwise)
10. Acholi (1=Yes, 0 otherwise)
11. West Nile (1=Yes, 0 otherwise)
12. Bunyoro (1=Yes, 0 otherwise)
13. Tooro (1=Yes, 0 otherwise)
14. Ankole (1=Yes, 0 otherwise)
15. Kigezi (1=Yes, 0 otherwise)

Education level

Self-reported highest level of educational attainment
Measured by dummies
1. Primary or less (1=Yes, 0 otherwise) 
2. Secondary (1=Yes, 0 otherwise) 
3. Tertiary (1=Yes, 0 otherwise) 

Source: Authors’ construction, 2024.



12 RESEARCH SERIES 164

SKILLS ACQUISITION IN UGANDA: BRIDGING THE GAP BETWEEN EDUCATION AND EMPLOYMENT IN THE ERA OF DIGITAL TRANSFORMATION.

4 FINDINGS
This section highlights the findings on the factors that 
hinder or support skills acquisition, the programs and 
initiatives designed to promote the development of 
in-demand skills, the demand and supply of skills in 
Uganda’s labour market, the mismatches between 
them, and the best practices and strategies for 
improving skills development. 

4.1 Skills Acquisition 

This subsection highlights the key emerging issues in 
Uganda’s labour market, the skills that are most in 
demand and the facilitators and challenges in acquiring 
these skills.

4.1.1 Key emerging issues in Uganda’s labour 
market

Uganda has witnessed significant development in 
labour relations in recent years, reflecting the evolving 
economic landscape and global shifts. Technological 
advancements and the Fourth Industrial Revolution 
(4IR) are changing how work is organized (Zervoudi, 
2020; 2018). The gig economy, digital platforms, and 
remote work reshape traditional labour dynamics. 
Employers are adapting to new work structures, and 
employees are navigating changes in job roles and 
expectations (ILO/ Federation of Uganda Employers-
FUE, 2022). Thus, the traditional labour market and 
social policies, which were adequate for decades, are 
facing challenges in adapting to the rapidly evolving 
world of work. 

The COVID-19 pandemic brought about profound 
changes that reshaped the landscape where employers 
and employees interact (ILO/FUE, 2022; Ng, 2021). 
The pandemic has acted as a catalyst for accelerated 
work and workplace changes. Enterprises nationwide 
have undergone significant structural transformations, 
embracing digital tools and new technologies (Ministry 
of ICT & National Guidance, 2023). These innovations 
have prompted a fundamental reassessment of how 
work is conducted, disrupting long-standing norms and 
practices. One notable impact has been in the working 

space, as remote work gained prominence, with an 
average of 28 percent of employees working remotely 
during the pandemic (ILO/FUE, 2022). The traditional 
office setting is being redefined, and some enterprises 
are still reconsidering the need for physical spaces. 
This shift has implications for workplace relations, 
altering how employers and employees interact. Virtual 
collaboration tools and remote communication methods 
are becoming integral to the new work landscape.

The changes in the world of work extend to skills 
development, knowledge sharing, and productivity. 
The Fourth Industrial Revolution (Industry 4.0) plays 
a pivotal role, rendering some jobs obsolete and 
necessitating continuous training for the workforce 
(Mugume, 2023; World Bank, 2020). The global threat 
of retrenchments looms large, emphasising the shift 
from a focus on “long-term employment” to “long-
term employability” (Ssebulime et al., 2020). This 
underscores the importance of upskilling and reskilling 
workers to adapt to technological advancements and 
fit into emerging job profiles (Mugume, 2023). The 
Fourth Industrial Revolution brings opportunities and 
challenges to Uganda’s labour market. Embracing 
digitalisation, automation, and artificial intelligence 
can enhance efficiency and competitiveness. Therefore, 
policies that support innovation, entrepreneurship, and 
a tech-savvy workforce are critical in navigating the 
transformative impact of the 4IR.

Other noteworthy aspects of Uganda’s labour market 
relations are trade unions’ continued vital role, the 
prevalence of the informal sector, and the need to 
address youth unemployment. First, trade unions 
continue to play a crucial role in advocating for workers’ 
rights in Uganda (Schminke & Fridell, 2021). These 
unions operate within the framework of the 2006 Labour 
Union Act, which outlines the legal procedures for their 
establishment and operation. Collective bargaining 
remains a common practice, enabling workers and 
employers to negotiate terms encompassing wages, 
working conditions, and benefits (Schminke & Fridell, 
2021). Second, the informal economy engages a 
significant portion (91.9 percent) of the workforce 
in Uganda (UBOS, 2021). However, while this sector 
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offers employment opportunities, it also poses 
challenges in regulation and ensuring workers’ rights. 
Balancing the needs of this informal workforce with 
formal regulations is an ongoing consideration in the 
evolving labour landscape (Prospects, ILO, 2021). 

Thirdly, given the country’s youthful demographic, 
addressing youth unemployment is a focal point in 
Uganda. According to findings of the 2021 National 
Labour Force Survey (NLFS), only 37 percent of the youth 
aged 18 to 30 years were in employment, and worse still, 
41 percent were in NEET (UBOS, 2021). Additionally, 
aligning educational programs with industry needs is 
crucial for preparing the younger generation for the 
evolving job market. Lastly, collaboration between the 
government, employers, and educational institutions 
is essential in shaping a workforce that meets the 
demands of a dynamic economy.

In summary, Uganda’s labour landscape is undergoing 
a profound transformation shaped by technological 
advancements, the Fourth Industrial Revolution, and 
the impacts of the COVID-19 pandemic. This evolution 
challenges traditional labour market norms and 
underscores the need for adaptive policies. Embracing 
the opportunities presented by 4IR requires a strategic 
focus on skills development and continuous training to 
navigate the changing job market. As Uganda navigates 
these shifts, addressing the vital role of trade unions, 
regulating the informal sector, and tackling youth 
unemployment remain imperative for fostering a 
balanced and dynamic labour market.

4.1.2 Vulnerable groups in Uganda’s labour 
environment

In Uganda, some groups are particularly vulnerable 
in the labour environment. Economic, social, and 
educational disparities may account for this. These 
vulnerable groups include the youth, women, rural 
communities, Persons with Disabilities (PWDs), the 
informal sector, refugees and Internally Displaced 
Persons (IDPs). In particular, the youth face challenges 
in accessing quality education and employable skills 
training, thus limiting their ability to meet the demands 
of the evolving job market (Mugume, 2023; Gage, 

2018; UNDESA, 2015). In addition, the economy has 
limited capacity to create as many jobs as needed by 
the unskilled youth and the ever-increasing population 
(Nakirijja et al., 2019). This partly explains why the 
youth unemployment rate is high and why there is a 
risk of a growing skills mismatch, especially with the 
fourth industrial revolution (4IR) technologies. 

Women persistently face gender disparities in access 
to education, employment opportunities, and equal 
pay for equal work. Notably, UBOS (2021) reveals that 
nearly 16 percent of females have no formal education 
compared to their male counterparts (8 percent). In 
addition, the employment-to-population ratio (EPR) 
for females is only 33.8 percent compared to 51.9 
percent for males. Similarly, the median monthly pay 
for females is UGX 140,000 versus UGX 250,000 for 
males. The gender digital divide limits women’s access 
to and use of digital tools and technology-related job 
opportunities (Namakula, 2021; Women of Uganda 
Network -WOUGNET, 2020). 

Rural communities are also among the most vulnerable 
groups. They often lack infrastructure, access to quality 
education, and opportunities for skills development. 
Limited access to information, technology, and formal 
employment opportunities implies this, which may 
contribute to higher rates of underemployment and 
poverty in rural communities.

People with Disabilities (PWDs) face discrimination, 
physical barriers, and limited access to inclusive 
education and employment opportunities (ICED, 2023; 
MGLSD, 2020; Ministry of Education and Sports, 2019). 
This results in a risk of exclusion from the formal labour 
market due to a lack of accommodative infrastructure 
and awareness of the capabilities of persons with 
disabilities. 

UBOS (2021) classified a significant portion (92%) 
of Uganda’s informal sector workforce as vulnerable. 
Workers in the informal sector and those who are low-
skilled lack job security, social protection, and access 
to formal training. Therefore, these workers may not 
directly benefit from the advancements of the 4IR, 
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face challenges in adapting to new technologies and 
be more vulnerable during economic downturns (Fox & 
Signé, 2021). 

Lastly, the refugees and Internally Displaced Persons 
(IDPs) also fall under the vulnerable groups. Refugees 
and IDPs often face displacement due to conflict, 
limiting access to stable employment and education 
(Schuettler & Caron, 2020). Specifically, refugees 
face significant barriers to employment, including 
lack of official documentation and work permits, non-
recognition of their educational credentials, limited 
proficiency in local languages, and restricted mobility 
rights (Lindrio, 2023; Beltramo et al., 2020). The 
absence of social networks in host communities and 
the disproportionate lack of information on labour 
markets further compounds their difficulties in finding 
employment opportunities (Schuettler and Caron 
2020). Consequently, limited access to skilling and 
opportunities hinders their integration into the labour 
market, making them vulnerable to poverty and 
exploitation in informal work arrangements. 

4.1.3 Skills that are most in demand and their 
implications for educational and training 
institutions

In the context of Uganda’s evolving labour market 
amidst the fourth industrial revolution (4IR), three 
fundamental categories of skills are notably in demand: 
Digital Skills, Socio-behavioural Skills, and Analytical 
and Technical Skills (Mugume, 2023; ILO, 2022; 
Rasool, 2021; Guloba & Kakuru, 2021; Napolitano 
et al., 2021; IFC, 2019). Digital Skills encompass 
the adeptness in utilising technology and computer 
literacy, which is crucial for navigating the increasingly 
digitised occupations. This includes proficiency in 
digital devices, communication applications, and 
networks, as the World Development Report (2019) 
and the International Finance Corporation (IFC, 2019) 
highlighted. Socio-behavioural Skills, often regarded as 
soft skills, are imperative for successful engagement 
in the 4IR labour market. These skills entail effective 
communication, leadership, collaboration, problem-
solving, and flexibility (Guloba and Kakuru 2021; 
Napolitano et al., 2021). Lastly, analytical and technical 

skills, encompassing critical thinking, problem-solving, 
and STEM-related competencies, are essential as the 
4IR generates new job opportunities in technical fields. 
The International Labour Organization (ILO, 2022) and 
the World Bank (2016) stress the significance of these 
skills in meeting the demands of the evolving job market.

The demand for these skills has significant implications 
for educational and training institutions, necessitating 
adaptations into curricula and learning approaches. 
To adequately prepare individuals for the 4IR labour 
market, institutions must prioritise the development 
of digital, socio-behavioural, analytical, technical, 
entrepreneurial, and language skills. This involves 
curricula enhancement, incorporating practical 
experiences, and fostering lifelong learning approaches 
to ensure continuous skill upgrading. Collaboration 
between the government and the private sector is 
essential for successfully implementing upskilling and 
reskilling programs, as emphasised by the African 
Development Bank (AfDB, 2019) and the ILO (2022). 
Additionally, increased budget allocation to sectors 
such as ICT and education is crucial for adequate 
investment in educational programs, infrastructure, 
and technology, as recommended by various studies, 
including those by the World Bank (2019) and the AfDB 
(2019).

4.2 Barriers and Facilitators of Acquisition of the 
Skills most Demanded

In today’s rapidly evolving global environment, acquiring 
digital skills, socio-behavioral skills, and analytical 
and technological abilities is imperative. Therefore, it is 
essential to comprehend the barriers and facilitators of 
skills in demand to develop practical tactics that enable 
individuals to prosper in a knowledge-based economy. 
To develop a more skilled and adaptive workforce, the 
discussion examines the main barriers and facilitators 
that affect the acquisition of these skills that are most 
in demand, as shown in Table 2.
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Table 2 A brief review of the facilitators and barriers to acquisition of the most in demand skills

Skills Barriers Facilitators

Digital Skills

•	  Digital divide: Rural-urban digital divide 
(Gillwald et al., 2019; Neto & Rogy, 2021) 
and the gender digital divide (WOUGNET, 
2020)

•	  Educational barriers: Outdated curriculum 
lacking comprehensive digital skills 
training, absence of a national digital 
skills framework (GOU, 2020).

•	  Resource shortage: Insufficient 
computers, unreliable internet (Mulamba, 
2023).

•	  Economic issues: High cost of devices 
and internet access (Gillwald et al., 
2019).

•	  Cultural attitudes: Resistance to the 
adoption of new technologies.

•	  Language barrier: Predominance of 
English in digital content.

•	 Access to resources: Online learning and resources 
access (GOU, 2023).

•	 Entrepreneurial empowerment: Enable recognition of 
emerging technologies for business growth (Desirée, 
2016).

•	 Overcoming geographical barriers (Busiinge, 2023).
•	 Adaptability: Continuous education for workforce 

competitiveness.
•	 Development of tech hubs and innovation centres 

(GoU, 2023).
•	 Social and economic inclusion: Empowering 

marginalized groups (UNCDF, 2022).

Socio-behavioural Skills

•	 Lack of trained educators (Dolev & 
Leshem, 2016).

•	 Cultural Norms: Some traditions 
discourage assertiveness and critical 
thinking (Maryville, 2021).

•	 Economic instability: Poverty and 
instability are affecting social and 
emotional development.

•	 The inability of young people to globally 
recognise or acquire the skills required 
for the modern workforce (UNICEF, 2021).

•	 Enhanced teacher training programs: Improved 
training programs for teachers (Ahmed et al., 2021).

•	 Employer Investment: Employer training programs 
in teamwork, communication, problem-solving, and 
leadership (Kumar, 2024).

•	 Community-based Programs focused on empowering 
young people: Life skills training, mentorship, and 
peer support (Luwangula et al., 2021).

Analytical and Technical 
Skills

•	 Resource shortages: Lack of adequate 
equipment such as computers and 
infrastructure in many schools and 
tertiary institutions (GOU, 2020).

•	 High Costs: Tuition fees, materials and 
equipment can be prohibitive for many 
learners (Nangayi, 2023).

•	 Gender disparity: Underrepresentation 
of women in STEM fields due to low 
self-esteem and lack of role models 
(Dickerson et al., 2015).

•	 Educational Mismatch: Disconnect 
between education and market demands 
(Muhammad & Zahida, 2013).

•	 Continuing Professional Development programs for 
teachers (MoES, 2017).

•	 Access to online education platforms (Kamraju et al., 
2024).

•	 Utilization of digital tools in education: (Abid et al., 
2022).

•	 Internship and apprenticeship programs (IYF, 2015).
•	 Investment in training programs and scholarships 

(MoES, 2011).

 Source: Authors construction, 2024
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Government policies, strategies, Laws and programs and private initiatives Figure 1

In conclusion, a multifaceted approach that addresses 
economic, educational, and cultural barriers while 
leveraging available resources and partnerships can 
significantly enhance the acquisition of these critical 
skills. This, in turn, will foster greater employability, 
social inclusion, and economic development in Uganda.

4.3 Efforts to Enhance Skills Acquisition 

This subsection explores the efforts by both the 
government and the private sector to enhance skill 
acquisition in Uganda. These encompass a wide range 
of strategies, laws, policies, programs, and initiatives 
specifically designed to boost skills development across 
the country, as highlighted in Figure 1 and discussed in 
Appendix 2.

A summary of some of the strategies, policies, 
and initiatives for boosting skills acquisition (see 
Appendix 2)

The government of Uganda has undertaken significant 
efforts to address youth unemployment and align 
education with labor market demands through targeted 
strategies and initiatives. One of the key frameworks was 
the Poverty Eradication Action Plan (PEAP) (2004/5–
2007/8), which prioritized vocational education. 

Under this plan, the government aimed to increase 
the transition rate from secondary education (Senior 
Four) to Business, Technical, Vocational Education and 
Training (BTVET) from 10% to 50% through the Uganda 
Vocational Qualifications Framework (UVQF) (MoFPED, 
2004). In 2008, the government enacted the BTVET 
Act to further enhance coordination and promotion of 
BTVET.

Another significant initiative was the Uganda Skills 
Development Project (USDP) (2016–2020), which 
focused on strengthening institutions to develop 
centres of excellence in agriculture, construction, 
and manufacturing through curriculum development. 
Under the USDP, the Skills Development Facility (SDF) 
supported short-term, employer-led training programs 
and recognized prior learning. This program benefitted 
over 49,000 participants, including persons with 
disabilities.

In 2014, the government launched the Youth Livelihood 
Programme (YLP), providing over 10,000 youth with 
vocational skills in areas such as carpentry, tailoring, 
agro-processing, and ICT. Similarly, the National 
Strategy for Private Sector Development (NSPSD) 
(2017/18–2021/22) facilitated the approval of 580 
vocational training institutions to strengthen workforce 
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skills and foster private-sector growth.

On the private sector front, initiatives such as Youth 
Skilling Pathways (YSP) by CARE International have 
enhanced financial literacy through village savings and 
loan programs. Other notable contributions include the 
Technical Vocational Education and Training (TVET) 
Policy (2019) and private programs like MTN’s Ace 
Skilling and the Presidential Initiative for Skilling the 
Girl/Boy Child, which have collectively promoted 
vocational training and skills development. Broader 
education initiatives such as Universal Primary 
Education (UPE) and Universal Secondary Education 
(USE) have also aimed to equip students with essential 
skills like problem-solving, formal reasoning, and 
occupation-specific knowledge.

However, despite these efforts, significant challenges 
persist. People often consider TVET a less prestigious 
alternative to traditional academic pathways; this 
leads many to see it as a “last resort” for students 
who do not excel academically (MoES, 2021). This 
stigma is reinforced by cultural biases that prioritize 
white-collar professions over technical and vocational 
careers. Additionally, many BTVET institutions suffer 
from inadequate funding and infrastructure, which 
raises concerns about the quality of training and limits 
the practical skills and resources available to students 
(MoES, 2021; Okumu & Bbaale, 2018; MoFPED, 2019). 
These issues continue to hinder the effectiveness of 
vocational education and training programs, despite 
the comprehensive strategies and initiatives in place. 
Overall, Uganda has yielded significant advancements 
in skills development, but there is still a need for 
continued efforts to overcome these persistent 
challenges.

4.4 Skills Demand, Supply and Mismatches

This subsection delves into Uganda’s labour market’s 
critical skills demand and supply. It highlights the 
mismatches in qualifications, education, and skill 
levels and presents the drivers of these mismatches.

4.4.1 Skills supply 
This sub-section provides an overview of skills supply 
(proxied by different levels of educational attainment) 
and the potential skills supply reflected by enrolment 
in Uganda’s Higher Education Institutions (HEIs). More 
succinctly, the study focuses on HEIs as a critical stage 
of human capital development along Uganda’s entire 
education pathway. This way, this sub-section seeks 
to provide a foundation to assess whether Uganda 
is continuously developing its knowledge and skills 
base to respond to the current and potential demand 
and close the skills mismatches and shortages being 
experienced. 

Figure 2 provides educational attainment by gender, 
highlighting significant gender disparities across 
various education levels. A larger proportion of females 
have inadequate higher-level formal education than 
their male counterparts, indicating a substantial gap 
in foundational skills among women. However, females 
have a higher percentage of some primary education 
(31.6 percent), and fewer complete it than males, 
suggesting improved retention strategies to ensure 
skill development. The lower secondary education 
completion rates for females (i.e., 3.4 percent and 5.5 
percent for males) and the disparity in higher education 
attainment (i.e., 3.8 percent of females and 6.5 percent 
of males with degrees) illustrate the uneven distribution 
of skills acquisition. This uneven educational attainment 
implies that males are more likely to possess higher 
skill levels, affecting the overall skills supply in Uganda. 
Addressing these educational gaps through targeted 
policies and programs is essential for developing a 
more balanced and inclusive skills supply, which is 
crucial for Uganda’s socio-economic progress.
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We can best understand the potential skills gained for 
Uganda’s labour market by exploring enrolment trends 
in HEIs, including universities and TVETs. Notably, 
the amended 2006 Universities and Other Tertiary 
Institutions Act recognises three broad categories of 
HEIs in Uganda: Universities, Other Degree Awarding 
Institutions (ODAIs) and Other Tertiary Institutions 
(OTIs). ODAIs receive accreditation from the National 
Council for Higher Education (NCHE) to offer 
specialized degree programs in several areas; however, 

OTIs mainly offer diplomas and certificates focusing 
on agriculture, teacher training, technical courses, 
business, management, and social development.

Figure 3 provides an overview of Uganda’s higher 
education sub-sector, highlighting the nexus between 
the number of HEIs and total gross enrolment. The 
figure shows that the number of HEIs in Uganda 
increased by 19 percent (from 207 to 246 institutions) 
between FY2013/14 and FY2020/21. 

Education attainment disaggregated by gender (2021)Figure 2

An overview of the Higher Education Sub-sector in UgandaFigure 3

Source: Authors’ construction using data from NLFS (2021)

Source: Authors construction using data from UNCHE
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Similarly, there was a minimal increase in the 
enrolment in Uganda’s HEI from 247,473 in FY2013/14 
to 268,686 during FY2020/21 (nearly an 8.5 percent 
increase), reaching a peak of 275,254 before the 
COVID-19 pandemic in FY2018/19. Remarkably, 
despite increasing HEIs, their total enrolment has 
stagnated or declined, especially between 2019/20 
and 2020/21. Various factors, including the adverse 
effects of the COVID-19 pandemic and its subsequent 
prolonged lockdown containment measures, could 
explain this.

In addition, Figure 4 reveals that the enrolment of 
male students is relatively higher than that of their 
female counterparts during 2013/14 – 2020/21. In 
2020/21 alone, the number of male and female 
students enrolled in HEIs was 145,695 and 122,991, 
respectively. However, it is important to note that the 
gender enrolment gap has declined over the years, with 
more females enrolling in HEIs. This could be attributed 
to the initiatives, policies, and programs implemented 
by the government (such as affirmative action) and 

other non-state actors, which aim to address gender 
disparities in Uganda’s education system. Despite the 
rise in enrollment, McCowan (2014) notes that there 
are too few graduates that gain the skills needed to 
find work and overall, their employability has been 
challenging globally (Iyioke & Iyioke, 2020).

To further explore the potential skills supplied for 
Uganda’s labour market, the study disaggregates the 
enrolment by gender in the different HEIs categories, as 
shown in Table 3. The table shows that in FY2020/21, 
there were more male students enrolled in universities 
(55 percent), Technical Colleges (81 percent), Teachers 
Colleges (60 percent), ICT & Media (65 percent), Art & 
Design (70 percent), Agriculture, Fisheries and Forestry 
institutions (68 percent). On the other hand, female 
enrolment was dominant among the institutions that 
fall under the category of Health (52 percent), Hotel 
and Tourism (60 percent), Business, Management, and 
Social Development (53 percent), and Other Degree 
Awarding.

Trends in HEIs enrolment disaggregated by gender, 2013/14 – 2020/21Figure 4

Source: Author construction using data from NCHE, 2022
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Concerning the central discipline of study, Figure 5 
reveals that student enrolment in arts and humanities 
disciplines significantly exceeds that in science 
disciplines between 2013/14 – and 2020/21. However, 
it is essential to note a gradual shift in the enrolment 
from the arts and humanities to the science disciplines. 
Over the period between 2013/14 and 2020/21, 
whereas the share of enrolment in the Arts & Humanities 
category declined from 63.1 percent to 60.0 percent, 
the enrolment shares in sciences slightly increased 
from 36.9 percent to 40.0 percent. The government’s 
deliberate efforts to promote and prioritize skills 

acquisition in STEM-focused programs likely caused 
this. These programs aim to equip students with skills 
relevant to the opportunities presented by the Fourth 
Industrial Revolution and the dynamic job market. In 
addition, Kakooza et al. (2019) reveal that science 
graduates have a slightly larger impact on value added 
productivity of labour compared to arts graduates.

In addition, Figure 6 provides an overview of education 
alignment with market needs in Africa. Education 
alignment with market needs shows how well 
educational institutions and programs meet labour 

 Overall (Both Ugandans & foreigners) Ugandan
HEI Category  Male  Female  Total  Male  Female  Total 
Universities 107,885 89,818 197,703 95,730 84,054 179,784
Business/Mgt/Social Dev’t 11,269 12,694 23,963 10,810 12,267 23,077
Other Degree Awarding 4,472 6,571 11,043 4,231 6,445 10,676
Agric./Fisheries/Forestry 1,619 771 2,390 1,619 768 2,387
Health 6,279 6,814 13,093 6,225 6,728 12,953
Technical Colleges 6,388 1,538 7,926 6,386 1,538  4
Teachers Colleges 4,512 2,957 7,469 4,512 2,957 7,469
Theology 1,079 275 1,354 944 212 1,156
ICT & Media 649 351 1,000 636 340 976
Hotel & Tourism 416 636 1,052 416 636 1,052
Art & Design 228 97 325 220 93 313
Others 912 456 1,368 910 455 1,365
Grand Total 145,708 122,978 268,686 132,639 116,493 249,132

Source: Authors construction using data from NCHE, 2022

Table 3 Disaggregation of enrolment by institution category 2020/21

Trends in enrolment disaggregated by major discipline of study (2013/14 – 2020/21).Figure 5

Source: Authors’ construction using data from NCHE, 2022
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market demands and requirements. The figure shows 
that, on a scale of 0 to 100, Uganda’s education system 
and curriculum are relatively well-aligned with market 
needs. 62.58), which lies above the African average 
value of 53.2. Despite this, Uganda performs lower than 
her peers within the East African region, with Kenya 
(88.5), Rwanda (70.7) and Tanzania (66.5) having 
higher scores. Therefore, this creates an impetus for 
Uganda to strive and ensure that the skills, knowledge, 
and competencies imparted through education are 

relevant, up-to-date, and aligned with the current and 
future needs of employers, industries, and the economy.

In conclusion, the above analysis highlights 
advancements and ongoing challenges in Uganda’s 
educational landscape, with significant implications 
for skills acquisition. While the country has increased 
the number of Higher Education Institutions (HEIs) 
and made progress in narrowing the gender gap in 
enrolment, disparities in educational attainment persist, 

A comparison of education alignment with market needs in Africa (average 2016-2021)Figure 6

Note: Scale 0 - 100 (where 100 implies that education is perfectly aligned with market needs)
Source: Authors’ construction using data from the Ibrahim Index of African Governance, 2023. 
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particularly between males and females. Furthermore, 
the positive shift towards science and technology 
disciplines suggests an alignment of education with 
market demands, which is crucial for effective skills 
acquisition. However, continuous efforts are still 
essential to ensure that the skills and competencies 
imparted through education are relevant, up-to-date, 
and inclusive. 

4.4.2 Skills demand 
This sub-section analyses the demand for skills by 
exploring the changes in Uganda’s occupational 
structure over the past five (5) years. Initially, the 
study explores the growth of the key broad sectors and 
highlights their contribution to employment. Additionally, 
It proceeds to investigate the employment shifts 
between occupations (classified by the International 
Standard Classification of Occupations - ISCO). This 

subsection aims to depict the demand for occupations 
and skills, highlighting areas where skills acquisition 
should be prioritized. 

Figure 7 shows trends in Uganda’s sectoral growth 
rates, as a percentage of GDP, between 2017/18 and 
2022/23. Although there was a reduction in the growth 
rate from 8.5 percent to 6.2 percent, the service sector 
remains the fastest-growing sector in Uganda, with 
the agriculture and industry sectors coming in second 
and third places, respectively. As the service sector 
remains the fastest growing, there is an increasing 
need for skills in customer service, sales, and digital 
literacy. The slower growth in agriculture and industry 
suggests a decreased but still significant demand for 
traditional agricultural and technical skills. To align 
with these trends, educational and training programs 
must adapt, emphasising service-oriented skills while 

Trends in sector growth rates as a percentage of GDP (2017/18 – 2022/23)Figure 7

Source: Authors’ construction using data from UBOS, 2023

maintaining support for agricultural and industrial expertise. Also, it is important to note that despite the negative 
consequences of COVID-19 and its containment measures on the economy’s growth performance, the growth 
of sectors in 2021/22 and 2022/23 shows a glimpse of potential to bounce back to their pre-pandemic levels 
gradually. 
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Between 2016 and 2021, Uganda’s labour force 
experienced a notable shift towards the services sector, 
which saw its share of employment increase from 42 
percent to nearly 50 percent, as shown in Figure 8. This 
growth in the services sector coincided with a decline 
in employment in the agricultural sector. The country’s 
employment landscape is significantly transitioning, 
as a growing proportion of the workforce shifts from 
traditional sectors (agriculture and production) to 
service-oriented roles, thus increasing demand for 
service sector skills. This transition necessitates 
realigning educational and vocational training programs 
to equip the workforce with the necessary skills to 
thrive in the formal service sectors.

Relatedly, Figure 9 reveals that Uganda’s “services” 
sector employed more of the labour force than 
other sectors, encompassing formal and informal 
employment settings. In 2021 alone, the services sector 
employed approximately 47.1 percent and 83.9 percent 
of the labour force in informal and formal employment, 
respectively. This broad reach across formal and 
informal employment underscores the sector’s critical 
role in Uganda’s labour market. It highlights the need 
for diverse skills and training programs to support 
workers in various employment conditions within the 
services sector. 

Trends in employment disaggregated by sector (%)Figure 8

Nature of employment by sector in 2021 (%)Figure 9

Source: Authors’ construction using data from NLFS (2016/17), UNHS (2019/20) and NLFS (2021)

Source: Authors’ construction using data from NLFS, 2021.
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Employment shifts in Uganda’s labour market 

Employment shifts reflect the changes in the patterns 
and structure of employment over time. This subsection 
explores the occupational employment shifts in 
Uganda’s labour market during the period 2016 and 
2021. Noticeably, significant changes have occurred 
in the types of occupations within Uganda’s labour 
market. Technological advancements, educational 
attainment, and evolving labour market needs, among 
others, have influenced these occupational shifts. Table 
5 shows changes in employment shares across various 
occupational categories in Uganda from 2016 to 2021, 
using ISCO categorisation codes. There was a decline 
in the share of professionals, dropping from 6 percent 
to 5.3 percent, and agricultural, forestry, and fishery 
workers decreased from 31.3 percent to 28.8 percent. 
Elementary occupations also saw a slight reduction 
from 15 percent to 14.2 percent. Conversely, service 

and sales workers experienced a significant increase, 
rising from 23.2 percent to 27.1 percent, indicating a 
shift towards more service-oriented employment. 

Overall, the growing demand for skills in service-oriented 
roles, as evidenced by the increase in service and sales 
workers, indicates a need for skills in customer service, 
sales, and interpersonal communication. The modest 
gains in technicians, associate professionals, and 
plant and machine operators suggest a rising demand 
for technical and vocational skills, as well as digital 
skills. On the other hand, the decline in professionals 
and agricultural workers points to a reduced demand for 
traditional expertise and manual labour, underscoring 
the importance of adapting educational and training 
programs to meet evolving market needs.

In addition, Figure 10 compares the distribution of 
employment across different occupational categories 

Main Category - ISCO code Shares of employment in 
2016 (%)

Shares of employment in 
2021 (%) Employment gain or Loss

Professionals 6 5.3 -0.7
Technicians & associate professionals 2.9 3 0.1
Service & sales workers 23.2 27.1 3.9
Agricultural, forestry & fishery workers 31.3 28.8 -2.5
Craft & related trades workers 12.8 12.4 -0.4
Plant / machine operators & assemblers 6.5 6.8 0.3
Elementary occupations 15 14.2 -0.8
Others 2.2 2.3 0.1

Source: Authors construction using data from NLFS (2016/17) and NLFS (2021)

Table 4 Employment Shifts by occupational structure between 2016 and 2021

Gender disaggregation of employment by occupations (%)Figure 10

Source: Authors construction using data from NLFS (2016/17) and NLFS (2021)
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for males and females in Uganda. In 2016/17, skilled 
agricultural, forestry, and fishery workers constituted 
the largest employment share for males (29.2 percent) 
and females (34.1 percent). By 2021, this category saw 
a slight decrease for both genders (males: 29 percent, 
females: 28.6 percent). The most significant change 
was observed among service and sales workers, which 
increased markedly for females from 30.6 percent to 
38.2 percent, and grew for males from 17.5 percent to 
19.5 percent. Craft and related trades workers remained 
relatively stable for females, but slightly decreased for 
males. These shifts indicate a growing trend towards 
service and sales roles, particularly for women, and a 
slight decline in traditional agricultural occupations for 
all genders.

4.4.3 Mismatches in the labour market 
In contemporary labour markets, the mismatch 
between the workforce’s skills and those demanded 
by employers has emerged as a critical concern. This 
subsection, therefore, delves into various mismatch 
indicators, shedding light on individuals’ educational 
and qualification mismatches and skill levels as per 
the requirements of their occupations. By examining 
education and qualification mismatches alongside 
analysing skill levels across different occupational 

categories, we aim to uncover nuanced insights into 
the evolving landscape of employment.

a.  Education mismatch (Horizontal mismatch) 
This refers to the situation where a worker’s level 
of education (International Standard Classification 
of Education – ISCED) does not correspond to the 
required level of education for that occupation under 
the ISCO classification (Morsy & Mukasa, 2019; UBOS 
2021). The determination of education mismatch is 
grounded in the ISCO-ISCED correspondence method 
that matches one’s education level attained with the 
appropriate occupation (Flisi et al., 2017). Specifically, 
this matching process entails aligning individuals’ 
educational qualifications with the educational 
requirements specified for their respective occupations, 
as shown in Table 5.

This comparison yields three classifications: education 
match, over-education, and under-education. Where 
one is considered over-educated (under-educated) 
if their education level surpasses (falls short of) the 
education level required for their occupation. If the 
education level aligns with the level required for their 
job, then this is an education match. 

Table 5 Mapping of the ISCO major groups to skill levels and ISCED levels of education

ISCO major groups ISCED groups

1=Managers, senior officials and legislators
2=Professionals
3=Technicians and associate professionals

6=Second stage of tertiary education (leading to an advanced 
research qualification)
5=First stage of tertiary education, 1st degree (short and medium 
duration)

4=Clerks
5=Services and sales workers
6=Skilled agricultural and fishery workers
7=Craft and related trade workers
8=Plant and machinery operators and assemblers

4=Post-secondary, non-tertiary education
3=Upper secondary level of education
2=Lower secondary level of education

9=Elementary occupations 1=Primary education or less

Source: Authors construction using ILO (2012).
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Figure 11 shows the proportion of the population 
with mismatches and their skill levels. The findings 
reveal that 55 percent of the population experience 
an education mismatch. This means a considerable 
portion of the workforce needs to better utilise their 
skills or faces barriers to advancement, suggesting 
potential labour market inefficiencies. Following Morsy 
and Mukasa (2017), we can attribute this mismatch 
to several factors, including rapid technological 
advancements, shifting job demands, and disparities 
in education and training opportunities. Additionally, 
the presence of over-educated (11 percent) and 
undereducated individuals (44 percent) underscores 
potential inefficiencies in the labour market, with 
implications for productivity and economic growth. 

b.  Qualification mismatch (Vertical mismatch)
The qualification mismatch is determined by computing 
the modal qualification for each occupation (Rasool, 
2021). If an individual’s educational attainment 
is below (above) the modal qualification for their 
occupation, they are considered underqualified 
(overqualified). Figure 11 reveals that nearly 41 percent 
of the population has a qualification mismatch (both 
under-qualification and overqualification), suggesting a 
substantial portion of the workforce faces discrepancies 
between their qualifications and job requirements. This 

signifies a skills gap, where the education system is 
not effectively equipping graduates with the specific 
skill sets demanded by employers. Alternatively, there 
might be a shortage of jobs that align perfectly with 
the qualifications of the workforce, which could be due 
to a mismatch between the degrees offered and the 
industries that are growing in the economy. 

4.4.4 Categorisation of skill levels
Following Guloba et al. (2021), the study adopted three 
skill-level categories.31 The ISCO skill levels range 
from low-skilled jobs requiring minimal education 
and training to high-skilled occupations that demand 
advanced education, training, and expertise. While 
ISCO skill levels provide a general indication of the 
skill requirements of different occupations, they may 
not directly measure skill acquisition. However, ISCO 
skill levels indirectly reflect aspects of skill acquisition, 
especially when considering career progression and 
advancement within occupations. 

Notably, Figure 11 reveals that 6.3 percent of the 
workforce is in high-skilled occupations, indicating 
a smaller proportion of individuals engaged in roles 

3 The skill levels include Highly skilled (Managers and Professionals), Skilled 
(Technicians and associate professionals; clerical support workers; and sales 
workers) and Low skilled occupations (Skilled agricultural, forestry and fishery 
workers; craft and related workers; plant and machine operators and assem-
blers; and elementary occupations). 

Source: Authors’ construction using data from NLFS (2021).

Proportion of the population by mismatches and skill levelsFigure 11
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requiring advanced or specialised. Skilled occupations 
account for a larger share of the workforce (nearly 
30.9 percent), while the majority (62.8 percent) are in 
low-skilled occupations. This distribution suggests a 
concentration of the workforce in roles with lower skill 
requirements, which affects productivity, economic 
growth, and income inequality.

4.4.5 Incidence of mismatches in the labour market
Table 6 provides insights into the incidence of 
mismatches across education, qualification, and skill 
dimensions within the labour force. Notably, whereas 
17.9 percent of individuals have both their education 
level and qualifications matching the requirements for 
their occupation, a substantial 27.0 percent have the 
required level of education but possess qualifications 
higher than what is typically required. Conversely, nearly 
10.85 percent are over-educated and over-qualified. 
Additionally, a sizable portion (41.3 percent) of the 
population is under-educated but has qualifications 
matching the modal qualification for their occupations.

Table 6 Incidence of mismatches

Variables Percentage
Education mismatch and Qualification 
mismatch
Education match + Qualification match 17.9
Education match + Over-qualified 27.0
Education match + Under-qualified 0.2
Over-educated + Qualification match 0.5
Over-educated + Over-qualified 10.9
Over-educated + Under-qualified 0.0
Under-educated + Qualification match 41.3
Under-educated + Over-qualified 0.0
Under-educated + Under-qualified 2.2
Total 100

Education mismatch and Skills
Education match. + Skilled occupation 14.3
Education match + Highly skilled occupation 5.8
Education match + Low-skilled occupation 25.1
Over-educated + Skilled occupation 3.7
Over-educated + Highly skilled occupation 0.0
Over-educated + Low-skilled occupation 7.7
Under-educated + Skilled occupation 13.9
Under-educated + Highly skilled occupation 1.1

Variables Percentage
Under-educated + Low-skilled occupation 28.4
Total 100

Qualification mismatch and Skills
Qualification match + Skilled occupation 15.5
Qualification match + Highly skilled 
occupation

5.8

Qualification match + Low-skilled occupation 37.9
Over-qualified + Skilled occupation 15.3
Over-qualified + Highly skilled occupation 0.1
Over-qualified + Low-skilled occupation 23.2
Under- qualified + Skilled occupation 1.2
Under-qualified + Highly skilled occupation 0.0
Under- qualified + Low-skilled occupation 1.1
Total 100

Source: Authors’ construction using data from NLFS (2021).

Focusing on the education mismatch and skill levels 
labour force linkages, a significant proportion (25.1 
percent) of individuals with matching education 
levels work in low-skilled jobs, whereas some work 
in skilled (14.3 percent) or highly skilled (5.8 percent) 
occupations. Moreover, there are instances of over-
educated individuals occupying skilled (3.7 percent) 
or low-skilled (7.7 percent) positions, indicating a 
misalignment between education levels and the skill 
requirements of their jobs. This mismatch between 
education and skill levels in the labor market is 
further highlighted by the presence of under-educated 
individuals in both skilled (13.9 percent) and low-
skilled (28.4 percent) occupations. These mismatches 
lead to reduced job satisfaction, lower wages, and 
reduced productivity which in turn has a long-term 
impact on the country’s workforce as well as economic 
growth (Kaharudin et al., 2023).

Table 7 reveals that although some individuals with 
qualifications matching their occupation’s modal 
qualification hold skilled (15.5 percent) or highly skilled 
(5.8 percent) jobs, a substantial percentage (37.9 
percent) occupy low-skilled positions. Additionally, 
there are instances of over-qualified individuals 
occupying skilled (15.3 percent) or low-skilled (23.2 
percent) positions, indicating a misalignment between 
qualifications and the skill requirements of their jobs. 
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Conversely, a small percentage of skilled (1.2 percent) 
and low-skilled (1.1 percent) occupations employ 
under-qualified individuals.

4.4.6 Population characteristics by ISCO skill levels, 
education, and qualification mismatch

 Appendix 1 provides a comprehensive overview of the 
incidence of education and qualification mismatches 
across various demographic and socioeconomic 
variables. 

The statistics provide evidence of a high proportion 
of employment in low-skilled occupations across 
all variables analysed, except for the individual’s 
field of study. The results on sex differentials show 
(i) a disparity in occupational distribution: a higher 
proportion of females (41.7 percent) work in skilled 
occupations than males (23.5 percent), while a more 
significant percentage of males (69.8 percent) work in 
low-skilled occupations than females (52.6 percent). 
The gender disparities observed in occupational 
distribution and educational alignment are influenced 
by several factors especially cultural norms, gendered 
perceptions and societal expectations that often 
channel men and women into different professions, 
leading to occupational segregation (Bordoloi, 2023).

Focusing on marital status, divorced/separated 
individuals exhibit the highest proportion of employment 
in skilled occupations (44.4 percent) compared to other 
categories. More than 50 percent of individuals across 
all the marital categories are well matched in terms 
of qualifications, with individuals who are currently 
married or divorced/separated having higher rates of 
over-qualification compared to those who are widowed/
widower or never married. Individuals who are never 
married exhibit the highest rate of education match 
(51.8 percent), while the widowed/widows have the 
highest rate of under-education (55.9 percent). This 
partly suggests that marital status may impact an 
individual’s access to education and job opportunities.

The findings also show that skilled (37.2 percent) and 
high-skilled (36.3 percent) occupations employ many 
individuals with tertiary education, in contrast to those 

with primary or secondary education. Most individuals 
with primary or less (74.1 percent) and Secondary 
(57.7 percent) education are in low-skilled occupations. 
In addition, tertiary-educated individuals experience 
considerable overqualification (46.4 percent) 
compared to other categories, although the majority 
(53.6 percent) are well-matched in job qualifications. 
Regarding education mismatches, more individuals 
with secondary education (84.3 percent) are well-
matched compared to those with tertiary education 
(50.3 percent). In comparison, 81 percent of those 
with primary or less education are undereducated for 
their jobs. This highlights the necessity of ensuring that 
educational qualifications align with the demands of 
the labour market to reduce mismatches and enhance 
employment outcomes.

Age groups also reflect variations in mismatch 
incidences, with more youth (18 to 30 years) in 
low-skilled occupations (64 percent), experiencing 
higher rates (44.4 percent) of over-qualification, 
and a large proportion being well matched in terms 
of education compared to 31-to-64-year category. 
Among individuals over 30 years, 47 percent are 
under-educated, and this group has the lowest rate of 
educational match (43.1 percent) compared to other 
age groups. This could indicate several factors, such 
as limited access to continuous education or training 
programs, technological advancements outpacing their 
skill development, or structural barriers hindering career 
advancement opportunities. Targeted interventions 
may thus be necessary to realign youth employment, 
address skill gaps, and promote lifelong learning 
initiatives for older workers to enhance employability 
and career progression.

Regarding the relationship with the household head, 
the results reveal that children and other household 
members exhibit slightly higher rates of being well-
matched (education match) for their jobs (46.2 percent 
and 55.9 percent, respectively) compared to the 
household head and spouse (44.9 percent and 41.7 
percent respectively). Conversely, the head and spouse 
demonstrate a higher incidence of undereducation 
(44.1 percent and 49.2 percent respectively) than 
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children and other members. Moreover, children and 
other members display a higher overqualification rate 
(42.3 percent and 40.4 percent, respectively) than 
the parents. This suggests that parents play a pivotal 
role in fostering educational achievement among their 
children, potentially guiding them toward levels of 
education that surpass their own.

Rural-urban disparities are also evident in mismatches, 
with urban individuals experiencing higher over-
qualification rates (48.1 percent) than those in rural areas 
(32.3 percent). Furthermore, 51 percent of individuals 
in rural areas are undereducated, contrasting with 
31.6 percent of their urban counterparts experiencing 
undereducation. Results on the sector of work also 
reveal disparities in employment and educational 
patterns, with over 90 percent of individuals employed 
in the agricultural sector, as well as those in production 
working in low-skilled occupations. Conversely, 60 
percent of those in the services sector are in skilled 
occupations and demonstrating higher rates of being 
well educationally matched in their employment (50.8 
percent) compared to those in agriculture (37.3 percent) 
or production (42.6 percent) sectors. This highlights the 
importance of sector-specific policies and strategies to 
address skill gaps, promote job creation, and enhance 
productivity across different sectors of the economy.

More individuals employed in written contracts are 
well-matched in terms of education (70.7 percent) and 
qualification (63 percent) compared to those with oral 
agreements (education (57.5 percent) and employment 
(59 percent), respectively. Nearly 79 percent of 
individuals with oral agreements are employed in 
low-skill occupations. A further investigation into the 
contract’s duration shows that more individuals hired 
on contracts of more than three years (54.2 percent) 
and those hired on contracts of 1 to 3 years (24.1 
percent) are in high-skilled occupations. In contrast, 
over 90 percent of individuals hired on contracts of 
less than six months are in low-skilled occupations. 
It is also important to note that there are relatively 
higher levels of education and qualification match 
among individuals with contracts of less than one 
month (over 70 percent are well matched) and those 

hired on contracts of more than three years (over 60 
percent) as compared to other categories as shown 
in Appendix 1. Regarding experience, the statistics 
highlight that individuals with no experience are the 
most under-educated (54 percent), with 80 percent of 
these employed in low-skilled occupations. Regarding 
education match, 49.6 percent of individuals with 1 to 
5 years of experience and 50.8 percent of those with 6 
to 10 years of experience show a good match compared 
to other experience categories. 

Regional data indicates that a higher proportion of 
Kampala workers hold skilled jobs (52.7 percent), 
possess education appropriate for their positions 
(56.5 percent), and are overqualified (57.3 percent) 
for their current employment. Additionally, relatively 
higher proportions of the workforce in northern and 
western Uganda exhibit higher under-education levels 
than those in Central and some parts of Eastern 
Uganda (Appendix 1). This indicates a need for further 
investment in education and skills development 
initiatives in these regions to enhance the employability 
and productivity of the workforce. 

Regarding the individual’s field of study, the results 
reveal that many individuals who studied education 
(58.5 percent) and natural sciences, mathematics, and 
statistics (65.2 percent) are in high-skilled occupations. 
Over 70 percent of those in health, welfare, and services 
and over 50 percent in social sciences, journalism, 
information, business administration, business 
law, and ICT are in skilled occupations. Additionally, 
individuals in health and welfare, natural sciences, 
mathematics, statistics, and education exhibit the 
lowest rates (less than 24 percent) of educational and 
qualification mismatches compared to other study 
fields.

4.5 Drivers of mismatches and skill levels

Table 7 presents the average marginal effects of 
multinomial logit models to estimate the drivers of 
mismatches and skill levels, as shown in Equation 
(2). The study estimates three (3) models, including 
education mismatch, qualification mismatch, and skill 
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levels. The results demonstrate the significant impact of various covariates on the probability of an individual 
experiencing mismatches in the Ugandan labour market.

The findings reveal that being female decreases the likelihood of being in a low-skilled occupation by 0.867, reduces 
the likelihood of being overqualified by 0.372, and weakly reduces the likelihood of being underqualified by 0.348 
compared to being male. These findings align with Berggren (2011), who noted that women tend to be careful in 
selecting qualifications and are more likely to secure jobs matching their skills.

Table 7 Drivers of mismatches and skill levels

Skilled occupation (1) Matched (2) Qualification match (3)
VARIABLES High_skilled_

occup
Low_skilled_

occup
Over_

educated
Under_

educated
underqualified overqualified

Female -0.027 -0.867*** 0.014 -0.070 -0.348* -0.372***
(0.137) (0.061) (0.096) (0.065) (0.206) (0.064)

Marital status (Never married)
Currently married -0.078 0.160* 0.036 0.087 -0.280 0.063

(0.195) (0.090) (0.122) (0.095) (0.278) (0.086)
Divorced/Separate -0.874*** 0.010 -0.408** 0.182 -0.076 -0.111

(0.264) (0.110) (0.166) (0.116) (0.343) (0.109)
Widow/widower -1.025*** 0.709*** -0.596** 0.422*** -0.606 -0.539***

(0.394) (0.156) (0.285) (0.159) (0.539) (0.169)
Age group (14 to 17)
18 to 30 1.542** -0.495*** 1.417*** -0.261 1.844 1.541***

(0.733) (0.121) (0.377) (0.168) (2.915) (0.219)
31 to 64 2.705*** -0.474*** 1.320*** -0.128 2.229 1.106***

(0.742) (0.133) (0.385) (0.176) (3.638) (0.225)

Relationship with the household head (Head)
Spouse 0.022 0.192** -0.146 0.069 -0.141 -0.009

(0.159) (0.075) (0.123) (0.076) (0.248) (0.077)
Biological child -0.470* 0.484*** 0.538*** -0.078 -0.739** 0.304***

(0.244) (0.102) (0.143) (0.107) (0.376) (0.099)
Other relative -1.106*** 0.751*** 0.342** -0.203* -0.341 0.126

(0.289) (0.111) (0.148) (0.117) (0.331) (0.107)
Hsize 0.064*** 0.049*** -0.047*** 0.008 0.046 -0.016*

(0.020) (0.010) (0.015) (0.010) (0.028) (0.009)
Urban -0.434*** -0.698*** 0.422*** -0.433*** 0.343** 0.619***

(0.110) (0.053) (0.080) (0.056) (0.165) (0.052)
Status of employment (Employer/ own account worker)
Independent workers 
without employers

-1.371*** -0.429*** -0.326*** 0.537*** -0.522* -0.563***

(0.252) (0.082) (0.118) (0.079) (0.313) (0.075)
Independent contractors -1.649 0.313* -0.632* 0.501*** -14.664 -0.720***

(1.032) (0.180) (0.331) (0.159) (801.487) (0.165)
Employees 2.470*** -0.066 -0.458*** -1.053*** 0.974*** -0.962***

(0.208) (0.089) (0.117) (0.085) (0.291) (0.081)
Contributing family workers -1.081 0.081 -0.185 0.522*** 0.272 -0.351**



31

SKILLS ACQUISITION IN UGANDA: BRIDGING THE GAP BETWEEN EDUCATION AND EMPLOYMENT IN THE ERA OF DIGITAL TRANSFORMATION.

RESEARCH SERIES 164

Skilled occupation (1) Matched (2) Qualification match (3)
VARIABLES High_skilled_

occup
Low_skilled_

occup
Over_

educated
Under_

educated
underqualified overqualified

(1.033) (0.144) (0.271) (0.179) (0.781) (0.173)
Job satisfaction (Very satisfied)
Somewhat satisfied -0.421*** 0.064 -0.041 0.026 0.007 0.041

(0.106) (0.054) (0.083) (0.055) (0.160) (0.053)
Neither -1.434*** 0.237*** -0.133 0.012 -0.711** -0.008

(0.216) (0.079) (0.125) (0.082) (0.293) (0.079)
Somewhat unsatisfied -0.567*** 0.405*** 0.053 -0.046 -0.581* -0.158

(0.212) (0.098) (0.143) (0.098) (0.347) (0.097)
Very unsatisfied -2.032*** 0.600*** 0.174 0.011 -1.122* -0.004

(0.439) (0.131) (0.181) (0.129) (0.599) (0.125)
Region (Kampala)
Buganda South 0.171 0.552*** -0.211 0.485*** 0.080 -0.255**

(0.207) (0.111) (0.145) (0.133) (0.307) (0.110)
Buganda North 0.136 0.878*** -0.510*** 0.404*** -0.256 -0.487***

(0.246) (0.123) (0.173) (0.141) (0.357) (0.119)
Busoga -0.043 0.359*** -0.489*** 0.267* 0.278 -0.187

(0.238) (0.126) (0.181) (0.147) (0.338) (0.124)
Bukedi -0.001 0.147 -0.268 0.235 0.064 -0.348**

(0.284) (0.159) (0.232) (0.179) (0.418) (0.158)
Elgon -0.187 0.235* 0.027 0.453*** -0.510 -0.390***

(0.279) (0.142) (0.203) (0.163) (0.454) (0.142)
Teso -0.586** 0.818*** -0.063 0.569*** -0.616 -0.630***

(0.296) (0.132) (0.184) (0.149) (0.417) (0.130)
Karamoja 0.271 0.827*** -2.055*** 0.394*** -0.309 -1.901***

(0.283) (0.135) (0.346) (0.148) (0.398) (0.159)
Lango 0.097 0.905*** 0.412** 0.942*** -1.110** -0.872***

(0.298) (0.143) (0.197) (0.161) (0.536) (0.142)
Acholi 0.703*** 0.949*** 0.340** 0.496*** -1.056** -0.535***

(0.241) (0.130) (0.164) (0.148) (0.469) (0.126)
West Nile -0.274 0.362*** -0.172 0.762*** -0.379 -0.823***

(0.247) (0.130) (0.192) (0.150) (0.378) (0.134)
Bunyoro 0.043 0.748*** -0.332* 0.604*** -0.376 -0.594***

(0.266) (0.130) (0.184) (0.147) (0.386) (0.126)
Toro -0.140 0.559*** -0.466** 0.608*** -1.589*** -0.826***

(0.253) (0.128) (0.187) (0.145) (0.524) (0.127)
Ankole -0.135 0.643*** -0.164 0.576*** -0.371 -0.605***

(0.238) (0.122) (0.165) (0.142) (0.356) (0.121)
Kigezi -0.185 0.801*** -0.087 0.734*** -1.370*** -0.806***

(0.276) (0.144) (0.196) (0.158) (0.529) (0.140)
Constant -4.509*** 0.827*** -2.177*** -0.297 -1.886 -0.637**

(0.796) (0.189) (0.426) (0.231) (2.211) (0.260)
Observations 10,739 10,739 9,503 9,503 9,577 9,577

Note:Robust standard errors in parentheses

*** p<0.01, ** p<0.05, * p<0.1

Source: Authors construction using data from NLFS (2021)
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Focusing on marital status, divorce or separation 
reduces the likelihood of being in a high-skilled 
occupation and overeducation by 0.874 and 0.408, 
respectively. Similarly, being widowed decreases 
the likelihood of being in a high-skilled occupation 
by 1.025 percentage points. These results suggest 
widowed individuals may prioritise spending time 
with family, managing household responsibilities 
and businesses, or addressing personal matters over 
career ambitions. Widowed individuals are also less 
likely to be overeducated (0.596) and overqualified 
(0.539) and more likely to be in low-skilled occupations 
(0.709) and undereducated (0.422) compared to those 
who have never married. These results suggest that 
marital status significantly influences education-skill-
qualification matching, as supported by Moore and 
Rosenbloom (2016).

Considering age, being in the 18 to 30 age bracket 
(compared to the 14 – 17 age bracket) increases the 
likelihood of being in a high-skilled occupation by 1.542 
and being over-educated by 1.417, while reducing the 
likelihood of being in a low-skilled occupation by 0.495. 
Being in the 31- 64 age group increases the probability 
of being in a highly skilled occupation and being over-
educated by 2.705 and 1.32, respectively. It reduces the 
probability of being overqualified by 1.106 percentage 
points. Extensive work experience, specialised skills, 
and advanced qualifications make these individuals 
highly desirable for high-skilled occupations, thus 
reducing their likelihood of low-skilled employment.

Results regarding the relationship with the household 
head indicate that being a household’s biological child 
is associated with an increased likelihood of being 
over-educated (0.538) and over-qualified (0.304) 
compared to being the head. This could suggest 
that being a household head’s biological child may 
imply better access to educational resources or more 
substantial encouragement to pursue higher education 
(Boser-Duker et al., 2021; Darko & Carmichael, 2020). 
As a result, they may attain higher levels of education. 
Being a household’s biological child and spouse is also 
associated with an increase in the probability of being 
in a skilled occupation by 0.484 and 0.192, respectively, 

compared to being the head of the household. Other 
household members are more likely to be in low-skilled 
occupations (0.751).

An increase in household size is associated with a 
decrease in the likelihood of being over-educated 
and overqualified by 0.047 and 0.016 percentage 
points, respectively. Compared to smaller household 
sizes, it increases the probability of being in either a 
low-skilled or high-skilled occupation by 0.049 and 
0.064 percentage points. This result may suggest 
that individuals from larger households have access 
to more resources or support networks that facilitate 
skills development and career advancement. However, 
it reduces the likelihood of over-education and over-
qualification by 0.047 and 0.016 percentage points, 
respectively. 

Urban residence decreases the probability of being 
in high-skilled and low-skilled occupations by 0.434 
and 0.698, respectively, making urban residents more 
likely to be in skilled occupations. Urban residents 
are also more likely to be over-educated (0.422) and 
overqualified (0.619). The nature of the urban job 
market, often offering a mix of opportunities from entry-
level to mid-level roles requiring moderate skills and 
experience, partly explains this. 

Regarding employment status, being an employee 
increases the likelihood of being in a high-skilled 
occupation and being over-qualified by 2.47 and 0.974, 
respectively. Similarly, it lowers the likelihood of being 
over-educated and over-qualified by 0.458 and 0,962, 
respectively, compared to being an employer/ own 
account worker. This likely results from employers 
screening for skills that match job requirements. 
Contributing family workers are 0.522 percent more 
likely to be under-educated for the jobs they hold and 
less likely (0.351) to be overqualified. This may be 
because family businesses hire them without strict 
educational requirements, focusing instead on their 
familiarity with the business and using the position as 
part of their management training. Job satisfaction also 
impacts employment. The results for job satisfaction 
show that somewhat satisfied individuals are 0.421 
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less likely to be employed in high-skilled occupations 
compared to being very satisfied. Meanwhile, those 
who are somewhat unsatisfied or unsatisfied are 0.405 
and 0.600 percent respectively more likely to be in low-
skilled occupations.

Concerning the Kampala region, the marginal effects 
for the different regions indicate varied findings for the 
skill levels, education, and qualification mismatches. 
However, there is consensus regarding regional effects 
on skill levels and the incidences of education and 
qualification mismatches. Specifically, the results 
reveal that the workforce in other regions is more likely 
to be in low-skilled occupations, more likely to be 
under-educated, less likely to be overqualified and less 
likely to be over-educated compared to their Kampala 
counterparts. These findings can be attributed to 
Kampala’s status as the capital city, which offers 

more excellent economic opportunities, better access 
to education and training, urbanisation trends, and 
the concentration of government and administrative 
functions, collectively resulting in a higher proportion 
of skilled workers and lower incidences of education 
and qualification mismatches in Kampala compared to 
other regions.

4.6 Best Practices and Strategies for Skills 
Acquisition

This subsection presents a review of regional and 
global best practices and successful strategies used 
to enhance skills acquisition. We aim to benchmark 
effective practices that Uganda can adopt to overcome 
major challenges impeding skill acquisition. Considering 
the current trends in globalisation, Uganda’s labour 
market has consistently been affected by rising skills 
and education qualification mismatches between what 

Country Main Drive on Skills 
Acquisition

Key strategies and 
initiatives

Success stories Limitations Takeaways for Uganda

Kenya Structured policy 
reforms and 
increased TVET 
enrolment

Implementation of various 
legal frameworks, public-
private partnerships, 
Female Future Leadership 
Programme

Increased 
enrolment, 
especially in 
TVET, curriculum 
reform, and 
public-private 
partnerships

Inadequate 
funding, shortage 
of personnel, weak 
linkages between 
research and 
industry

Standardise workplace-
based training, harmonise 
education and industrial 
policies and provide 
adequate training 
equipment.

Sierra 
Leone

Coordinated and 
standardised training

National TVET policy, 
establishment of 
National TVET Agency, 
decentralisation of higher-
level TVET institutions

Improved quality 
of TVET programs, 
employment 
opportunities in 
agriculture

Uncoordinated 
training from 
private institutions

Detailed research on TVET 
status, decentralised TVET 
institutions, and established 
a coordinating agency.

India National priority on 
skill development 
and entrepreneurial 
initiatives

Creation of the Ministry 
of Skills Development, 
collaborations with 
international and national 
players, focus on informal 
education

Upscaling of 
labour force, 
inclusive 
economic growth

Lower labour 
productivity 
compared to other 
economies

Establish a Ministry of 
Skills and Entrepreneurship, 
map existing skills and 
certifications, and foster 
partnerships between 
educational institutions and 
businesses.

Germany Dual training 
education system 
combining practical 
work experience with 
theoretical instruction

Public-private solid 
collaboration, intermediary 
institutions, on-the-job 
training

High employment 
rates among 
graduates, 
production of in-
demand skills

Potential 
misalignment with 
higher education

Adopt a dual vocational 
education system, create a 
robust governance system, 
and combine practical and 
theoretical training.

Source: Authors construction, 2024

Table 8 A summary of best practices in skills acquisition
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the labour market demands and what the education 
and training institutions produce. Rising unemployment 
and underemployment, especially among the youths, 
force many into low-paying and non-decent work as a 
means of survival. As such the absence of a harmonised 
approach to linking education and training institutions’ 
outcomes to the country’s development priorities, low 
production, and productivity, among others. 

We select four countries: Kenya, India, Germany, and 
Sierra Leone. We choose Kenya because it is within 
the East African community and has best practices in 
policy reforms (Republic of Kenya, 2018a); Germany- 
to get a European-based experience in strengthening 
the TVET. Germany is renowned for its best practices 
in strengthening TVET. India, because of its strength in 
skilling the youth, given that it has a high population 
of poverty-stricken youth, and Sierra Leone, for 
strengthening the TVET and African experience (OECD, 
2013).

There are critical lessons that Uganda can draw from 
the 4 country case studies. First, Kenya’s success 
in TVET highlights the importance of standardising 
workplace-based training and harmonising education 
and industrial policies to ensure that skills developed 
to meet the current and future needs of the economy. 
Furthermore, the establishment of National TVET 
Agency coupled with decentralization of higher-level 
TVET institutions underscores the need for Uganda to 
have a coordinated approach to skills development 
and increasing access to TVET programs. India’s 
prioritisation of skill development through a dedicated 
Ministry of Skills Development and fostering strong 
partnerships between educational institutions and 
businesses can guide Uganda in aligning training 
programs with Labour market demands. Germany’s 
dual vocational education system, which combines 
practical work experience with theoretical instruction, 
demonstrates the effectiveness of integrating real-
world training with classroom learning, supported by 
strong public-private partnerships. 

Governance and institutional quality of the education 
sector (although not highlighted in the table) emerge 

as critical drivers of success across all these 
countries. Kenya’s TVETA ensures standardization and 
oversight, while Sierra Leone’s National TVET Agency 
coordinates training efforts and regulates institutions 
to improve quality and access. India’s Ministry of 
Skills Development centralizes policy implementation 
and fosters accountability, enhancing collaboration 
among stakeholders. Intermediary institutions, such 
as chambers of commerce, strengthen Germany’s 
governance framework. These institutions align 
vocational education with labour market demands and 
maintain high-quality standards. These governance 
structures ensure that the TVET systems in these 
countries are well-coordinated, sustainable, and 
aligned with national development goals. Thus, 
Uganda can significantly enhance its skills acquisition 
framework by adopting best practices from the above 
case studies of Kenya, Sierra Leone, India, and 
Germany. By addressing the limitations and leveraging 
the success stories of these countries, Uganda can 
create a more robust and dynamic skills development 
system, ultimately driving economic growth and 
reducing unemployment.

5 CONCLUSION AND POLICY 
IMPLICATIONS

Skills acquisition is vital for economic growth, 
particularly in developing economies like Uganda, which 
face high unemployment, underemployment, and a skills 
mismatch between educational outcomes and market 
needs. Despite efforts like the Skilling Uganda Strategy 
and Youth Livelihood Program, significant gaps remain. 
This study aims to explore the factors that enhance or 
impede skills acquisition, assess the effectiveness of 
existing initiatives, and provide insights into bridging 
skills demand and supply mismatches. Additionally, it 
examines best practices from other countries.

Key findings highlight that Uganda’s labour market 
is transforming due to technological advancements, 
the Fourth Industrial Revolution (4IR), and impacts 
of the COVID-19 pandemic. These shifts have 
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redefined traditional labour market dynamics and 
highlighted the need for adaptive policies. The most 
in-demand skills include digital, socio-behavioural, 
and analytical/technical abilities. However, barriers 
hinder acquisition of these skills such as the digital 
divide, inadequate education infrastructure, economic 
disparities, and societal norms. Conversely, policy 
initiatives, community programs, and private-sector 
involvement facilitate skills acquisition. Bridging the 
digital divide through investments in infrastructure, 
revising curricula to incorporate the in-demand skills, 
supporting vulnerable groups, and enhancing public-
private collaboration are key for an inclusive labour 
market.

While vocational and technical training initiatives have 
laid a foundation for skills development, challenges like 
resource constraints and negative perceptions persist. 
Raising awareness about the importance of vocational 
education, aligning training with market demands, and 
strengthening links between training institutions and 
employers through internships and showcases can 
improve employment outcomes. 

Findings also reveal significant disparities in education, 
qualifications, and job requirements in Uganda’s 
labour market, leading to the underutilisation of skills 
and reduced productivity. Factors such as rapid 
technological advancements, shifting job demands, 
and unequal access to education contribute to these 
mismatches. 

Comparative analysis of best practices from Kenya, 
Sierra Leone, India, and Germany offers valuable 
insights. Kenya’s structured policy reforms, Sierra 
Leone’s standardised training, India’s focus skill 
development and entrepreneurship, and Germany’s 
dual vocational education system provide actionable 
lessons for Uganda. 

Policy implications include:

•	 Vocational and technical education programs 
need to be enhanced to align with the skills most 
in demand. The MoES should oversee this effort, 

integrating digital, socio-behavioural, and 
analytical/technical competence-enhancing 
modules into the curricula. Regular consultations 
with industry experts, curriculum developers, 
and educational stakeholders can achieve this, 
ensuring relevant and up-to-date content. This 
will help bridge the gap between education 
and employment, increasing job readiness and 
productivity.

•	 Strengthening public-private partnerships will 
help identify relevant skills demanded in the 
labour market and develop appropriate skilling 
and training programs. The MoES and the MGLSD 
should work closely with private sector actors and 
firms (e.g.PSFU, UMA, and others) should provide 
insights on emerging skill needs and industry 
trends to ensure curricula align with market 
needs and improve employability. Holding regular 
labour market stakeholder meetings between 
demand stakeholders (e.g., employers and firms) 
and supply side (e.g., education institutions) can 
actualise this recommendation. 

•	 There is a need to promote continuous/lifelong 
learning and upskilling initiatives to address 
regional and demographic disparities in skills 
acquisition. The MGLSD, MoES and the MoFPED 
should prioritise the implementation of the TVET 
policy and other skilling initiatives and appropriate 
more resources to support their implementation.

•	 Policymakers should develop and implement 
special support programs to include 
marginalised groups in the labour market. 
These groups include women, PWDs, the youth 
in rural areas, and the widowed. For instance, by 
drawing on global best practices such as Kenya’s 
Ajira Digital program for rural youth or Germany’s 
incentives for disability-friendly workplaces, 
Uganda can adapt and implement similar initiatives 
to effectively empower these groups.
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APPENDICES
Appendix 1: Population characteristics by ISCO skill levels, Education and Qualification mismatch

ISCO Skill levels Education mismatch Qualification mismatch

Variable Skilled 
occup

High skilled 
occup

Low skilled 
occup

Well 
Matched

Over 
educated

Under 
educated

Well 
matched

Over 
qualified

Under 
qualified Total

Gender % % % % % % % % % %
Male 23.5 6.7 69.8 46.5 12.0 41.5 56.4 40.9 2.7 100
Female 41.7 5.7 52.6 43.2 10.5 46.2 63.0 35.2 1.8 100

Marital status

Never married 26.5 3.3 70.3 51.8 16.3 31.9 56 41.9 2.1 100
Currently married 31.1 7.9 61 43.6 10.7 45.7 59 38.5 2.5 100
Divorced/separated 44.4 3.7 51.9 47 8.9 44.1 61.7 36.3 2.0 100
Widow/Widower 33.2 4.0 62.8 37.6 6.5 55.9 72.9 25.3 1.8 100

Education

Primary or less 25.5 0.4 74.1 19.0 0.0 81.0 98.9 0.0 1.1 100

Secondary 39.4 2.9 57.7 84.3 10.6 5.1 0.0 94.3 5.7 100

Tertiary 37.2 36.3 26.5 50.3 49.7 0.0 53.6 46.4 0.0 100

Age groups

14 to 17 16.8 0.1 83.2 51.6 4.5 43.9 84.2 15.8 0.0 100

18 to 30 32.5 3.5 64.0 48.0 14.1 38.0 53.5 44.4 2.1 100

31 to 64 31.5 9.1 59.3 43.1 9.9 47.0 61.9 35.5 2.6 100

Relation with head

Head 31.3 7.9 60.8 44.9 11 44.1 58.7 38.7 2.6 100

Spouse 39.8 7.5 52.7 41.7 9.1 49.2 62.2 35.6 2.1 100

Biological child 23.5 2.1 74.3 46.2 14.7 39.2 56.3 42.3 1.4 100

Other 22.4 2.0 75.5 55.9 16.6 27.5 57.3 40.4 2.3 100

Residence

Rural 24.7 5.0 70.3 40.8 8.0 51.1 65.7 32.3 2.0 100

Urban 40.8 8.3 50.9 51.8 16.6 31.6 48.9 48.1 3.0 100

Sector of working

Agriculture, forestry and 
fishing

0.9 0.3 98.8 37.3 8.2 54.5 68.9 30.7 0.4 100

Production 5.5 1.4 93.1 42.6 17.1 40.3 53.5 45.2 1.4 100

Services 59.5 11.9 28.5 50.8 11.9 37.3 54.5 41.6 3.9 100

Contract type

A Written contract 35.9 44.6 19.5 70.7 16.3 13 63 28.8 8.2 100

An Oral agreement 18.4 3.2 78.5 57.5 16.8 25.7 59 38.1 2.9 100

Duration of contract

Less than 1 Month 3.2 2.1 94.7 71.5 15.0 13.6 76.6 21.9 1.5 100

1 month to less than 3 
months

13.0 2.1 84.9 51.7 22.7 25.7 59.4 39.9 0.8 100

3 months to less than 6 
months

5.9 3.8 90.3 46.4 21.4 32.2 72.8 27.2 0.0 100
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ISCO Skill levels Education mismatch Qualification mismatch

Variable Skilled 
occup

High skilled 
occup

Low skilled 
occup

Well 
Matched

Over 
educated

Under 
educated

Well 
matched

Over 
qualified

Under 
qualified Total

6 months to less than 
12 months

27.0 11.8 61.2 57.1 17.3 25.6 61.6 35.7 2.7 100

12 months to less than 
36 months

39.6 24.1 36.3 66.1 19.2 14.7 49.3 42.3 8.3 100

More than 36 months 29.7 54.2 16.1 64.2 17.1 18.7 65.4 19.5 15.0 100

Don‚Äôt know 12.1 9.4 78.5 54.7 18.4 26.9 51.6 42.2 6.2 100

Experience

No experience 18.9 1.1 80.0 38.6 7.5 54.0 63.0 35.2 1.8 100

1 to 5years 42.4 2.8 54.7 49.6 16.2 34.3 50.2 46.2 3.6 100

6 to 10years 34.4 6.2 59.3 50.8 15.7 33.5 53.5 44.4 2.1 100

10+ years 32.5 5.4 62.1 41.7 13.0 45.3 58.4 40.0 1.5 100

Region 

KAMPALA 52.7 8.6 38.7 56.5 22.9 20.7 41.0 57.3 1.7 100

Buganda South 37.7 7.4 54.9 49.4 12.7 37.9 49.1 47.8 3.0 100

Buganda North 24.3 5.5 70.2 48.0 9.4 42.6 57.6 40.1 2.3 100

Busoga 36.0 8.9 55.1 51.1 9.1 39.8 52.4 43.8 3.8 100

Bukedi 35.5 8.8 55.7 49.1 13.7 37.1 54.4 41.7 3.9 100

Elgon 35.7 5.8 58.5 43.2 10.9 45.9 60.9 37.5 1.6 100

Teso 19.4 2.8 77.7 39.2 8.8 52 66.4 31.9 1.7 100

Karamoja 24.6 4.0 71.4 45.5 1.4 53.1 87.2 10.7 2.1 100

Lango 22.5 4.9 72.6 28.8 13.4 57.9 70.6 28.7 0.8 100

Acholi 21.2 6.4 72.4 40.1 16.1 43.8 63.4 35.5 1.1 100

West Nile 34.7 6.9 58.5 38.5 9.2 52.3 67.5 28.9 3.6 100

Bunyoro 26.3 4.5 69.2 42.3 8.9 48.7 59.8 38.2 2.0 100

Toro 26.7 6.0 67.3 45.1 7.4 47.5 68.7 30.4 0.9 100

Ankole 30.0 6.0 64.1 42.8 13.3 43.9 58.9 38.1 3.0 100

Kigezi 25.1 5.4 69.5 40.2 9.7 50.1 71.4 27.1 1.5 100

Field of study (Degree, Post-Secondary and Post Primary Specialized Training)

Generic programmes 
and qualifications

43.7 25.6 30.7 44.5 55.5 49.8 50.2 100

Education 23.2 58.5 18.3 65.7 34.3 66.5 33.5 100

Arts and Humanities 38.3 20.0 41.7 28.7 71.3 32.3 67.7 100

Social sciences, 
journalism and 
information

56.2 16.1 27.6 28.1 71.9 29.6 70.4 100

Business, administration 
and law

51.7 21.9 26.4 28.2 71.8 40.8 59.2 100

Natural sciences, 
mathematics and 
statistics

28.4 65.2 6.4 85.4 14.6 85.4 14.6 100

Information and 
Communications and 
technologies (ICTs)

52.0 28.0 20.0 36.8 63.2 43.5 56.5 100
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ISCO Skill levels Education mismatch Qualification mismatch

Variable Skilled 
occup

High skilled 
occup

Low skilled 
occup

Well 
Matched

Over 
educated

Under 
educated

Well 
matched

Over 
qualified

Under 
qualified Total

Engineering, 
manufacturing and 
construction

13.1 14.3 72.6 23.7 76.3 23.7 76.3 100

Agriculture, forestry, 
fisheries and veterinary

23.7 38.3 38.0 52.0 48.0 52.0 48.0 100

Health and welfare 73.4 19.3 7.2 75.3 24.7 76.0 24.0 100

Services 70.6 22.8 6.5 26.7 73.3 30.6 69.4 100

Source: Authors construction using NLFS (2021)

Appendix 2: A summary of the Strategies, Policies, and Initiatives for boosting skills acquisition

Documents Achievement Challenge

Government strategies and plans

Poverty Eradication Action Plan (PEAP), 2004/5-
2007/8: The second version of the PEAP prioritised 
vocational education in Uganda. A distinctive feature of 
this initiative was its dual focus on academic education 
and skills development (MoFPED, 2004). A key 
objective of the plan was to increase the transition rate 
from senior four (secondary education) to Business, 
Technical, Vocational Education and Training (BTVET) 
from 10 percent to 50 percent. (MoFPED, 2004) 

PEAP laid the foundation 
for the 2008 BTVET Act, 
which marked a significant 
step towards promoting 
and coordinating BTVET 
initiatives, which are 
essential for skills 
development in Uganda 
(MoFPED, 2004). 

The PEAP’s human capital development 
component faced difficulties due to a lack of 
well-defined plans, detailed implementation 
strategies, and effective cost considerations 
(Otuku, 2013). 

BTVET Skilling Uganda Strategic Plan (2011-2020).- 
Skilling Uganda: Skilling Uganda aimed to transform 
BTVET to improve skills, increase productivity for 
workers and businesses, and enhance Uganda’s 
competitiveness in global markets for the future 
(SABER Country Report, 2012)

Established the Uganda 
Skills Development Project

 Lack of an institutional framework; unclear 
procedures for establishing BTVET institutions; 
and the absence of transitional provisions for 
existing institutions governed by different laws, 
such as the Universities and Other Tertiary 
Institutions Act, 2001, and the Education 
(Pre-Primary, Primary and Post Primary) Act, 
2008. Additionally, governance structures were 
deficient for BTVET institutions, and there was 
a scarcity of trainers with the necessary CBET 
competencies, limited industry involvement, 
and insufficient support services for research 
(MoES, 2019).

Government programs   
The Uganda Skills Development Project (USDP), 
2016-2020: The USDP was established to implement 
the goals outlined in the BTVET Skilling Uganda 
Strategic Plan. The aim was to enhance the capacity 
of institutions to provide skilling training programs 
characterised by quality and alignment with the needs 
of key sectors, that is, agriculture, construction, and 
manufacturing (MoES, 2020). 

i. Formed a TVET council 
comprising representatives 
from diverse sectors, 
including education, 
agriculture, health, 
tourism, construction, 
manufacturing, oil and gas, 
and trade and industry. 
 ii. Creation of TVET Policy

The public remains largely unaware of the 
opportunities afforded by BTVET. It continues 
to regard this form of education and training 
as a secondary choice for those who have not 
thrived in academic settings. In contrast to 
academically oriented education and training, 
BTVET is consistently overlooked in popularity 
and prestige. This unfavourable perception 
poses a significant obstacle to the effective 
implementation of government initiatives 
aimed at skilling the population (MoES, 2020).
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Documents Achievement Challenge

Government strategies and plans

Skills Development Facility (SDF), 2016-2020: The 
third component of the USDP was executed by the 
SDF under PSFU, concentrating on “employer-led 
short-term training and recognition of prior learning.” 
Funded by the World Bank, the primary objective was 
to bridge the skills gaps between the skills acquired 
through university education and those sought explicitly 
by employers to ensure productive employment (PSFU, 
2022). 

1. 49,062 individuals 
participated in skills 
enhancement initiatives 
tailored for the informal 
sector within micro and 
small enterprises, among 
whom 314 trainees were 
PWDs. 2. Significant 
strides were made through 
grants awarded to eight 
(8) public and three (3) 
private training institutions. 
These grants facilitated 
curriculum development 
and innovative training 
across various domains, 
including cyber security, 
welding and fabrication, 
plumbing, aquaculture, silk 
production, digital skills, 
and tourism (PSFU, 2022).

1. COVID-19 affected the SDF’s granting 
process, and the closure of training institutions 
hindered student enrolment and postponed 
the rollout of skilling interventions. 2. Absence 
of a standardised trainers’ curriculum, 
insufficient funds for grantees to pursue 
UNBS certification, and the inability of some 
trainers to implement the acquired knowledge 
due to a lack of start-up tools and equipment, 
particularly for vulnerable groups. 3. Lack of 
funds to procure necessary complementary 
machinery and technology, hindering the 
optimisation of skilling outcomes (PSFU, 2022). 

The Youth Livelihood Programme (YLP): Launched 
in 2014, the YLP is an initiative financed by the GoU 
to address the prevalent issues of high unemployment 
rates and poverty among the country’s youth. 

Over 11,245 individuals 
across the country 
received vocational skills 
training. These skills 
encompass a variety of 
occupations, such as 
masonry, carpentry, metal 
fabrication, hairdressing, 
tailoring, leatherworks, 
agro-processing, electrical 
repairs, bakery/cookery, 
video-audio editing, motor 
mechanics, clay moulding, 
and ICT. The program also 
aims to impart business, 
entrepreneurial, and life 
skills to empower youth 
(MoGLSD, 2021). 

Negative attitudes among certain youth, 
insufficient technical capacity in Local 
Governments, internal conflicts leading to the 
breakdown of some groups, intentional non-
repayment of funds by some youth, including 
youth leaders, and the misallocation of funds 
by certain groups have significantly impeded 
the realisation of the goals set by the YLP 
(MoGLSD, 2021).

National Strategy for Private Sector Development 
(NSPSD) 2017/18 – 2021/22: This strategy was 
structured around three primary pillars. Specifically, 
one of the objectives within the ‘Macro Pillar’ was 
entrepreneurship and skills development, which 
aimed at several key areas: enhancing the quality of 
vocational training, education, and entrepreneurship in 
both schools and vocational training institutions (GoU, 
2021). 

 Numerous vocational 
training institutions have 
received government 
approval. These include 
190 business centres, 361 
technical centres, and 29 
specialised centres, all 
of which aim to provide 
essential skills to the 
workforce to stimulate 
private sector development. 

 NSPSD lacked a dedicated budget. It was 
assumed that implementing MDAs would 
effectively prioritise and integrate the 
strategy’s initiatives into their budgeting and 
planning processes, which was ineffective in 
practice (GoU, 2021). 

Private sector-led initiatives   
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Documents Achievement Challenge

Government strategies and plans

The Youth Skilling Pathways (YSP) Model: CARE 
International in Uganda created the YSP model, 
designed to meet the immediate requirements of young 
individuals while equipping them with skills for the 
future. This model, which combines the village savings 
and loans (VSLA) model with tailored skills and training 
initiatives, seeks to improve the skills, employment 
opportunities, and social integration of underprivileged 
refugees and youth. 

Achievement: Nearly 
3000 urban youth were 
reached through the YSP, 
with 95 per cent applying 
the knowledge and skills 
acquired through formal 
employment or as self-
employed entrepreneurs 
post-graduation. Of 
these, 67 percent secured 
employment with the 
small-medium enterprises 
where they were placed, 
while 33 percent initiated 
their income-generating 
activities or small-scale 
enterprises, such as salon 
and hairdressing, bicycle 
repairs, tailoring, and 
motorcycle maintenance 
and repairs (Huxtable & 
Gillingham, 2019)

Success in employment and entrepreneurship 
outcomes, but sustainability challenges.

Source: Authors construction, 2024
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