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About Makerere University  
●  The oldest and premier University in Uganda  

●  Will be celebrating 100 Years of Excellence in Building a Transformed 
Society” 

●  Mission: To provide transformative & innovative teaching, learning, research and 
services responsive to dynamic national & global needs. 

●  Core Values: Accountability, Inclusivity, Professionalism, Integrity & Respect 



D&I Capacity and Needs Assessment 

Overarching objective 

●  Understand how Makerere takes into account representation of 
categories of people that have typically been marginalized from 
leadership & decision-making processes as well as integrating 
Diversity, Equity & Inclusion Issues in the University mandate areas of 
Teaching, Research, Knowledge management & partnership.  

○  Institution’s capacity to administer DEI programs in its existing 
protocols, systems & practices. 



Why D&I Capacity and Needs 
Assessment 
❖  D&I is an ideal to be conscious about and work to achieve  
❖  Inclusion in leadership and training matters for 

transformation at the institutional level 
❖  Important to assess; 

➢  Who is included in decision making processes?  
➢  How inclusive are trainings, programs & services 

offered? 
➢  What are the gaps?  

➢  Guide Mak and its partners in setting targets & tracking 
Diversity Equity & Inclusion (DEI) progress at an 
institutional level 



Approach to the D&I Capacity and Needs 
Assessment 

●  Review of Institutional Documents – HR manual, Policies, 
Strategic Plan 

●  Key informant interviews: Leaders and Administrators 

●  Observations: Buildings, Signage, etc 

●  Expert opinion 



FINDINGS 



Human Resource: Recruitment of Staff 

Existence of a Gender Equality Policy 

Mak an equal opportunity employer, all jobs are 
open to all gender 

Existence of Appointments Board with a diverse 
representation 

Search process for recruitment of top managers at 
the University comprise of a diverse representation 

v  The 
Appointments 
and promotions 
Policy not 
aligned to the 
Gender Equality 
Policy.  

v  Staff 
appointments 
criteria is yet to 
include gender-
responsive 
considerations. 



 
 

Capacity development, advancement & retention of 
staff 

Advancement 

•  All staff given equal opportunity for training; 
entitled to study leave & tuition waiver  

•  Opportunities shared on staff email list with all 
& promotion open to all based on a set criteria 

•  Staff development fund equally accessed by 
all members 

Retention 

•  System in place to retain both academic and 
non-academic staff weak 

T h e r e  i s  a 
gender policy 
but aligned  to 
t h e  s t a f f 
deve lopmen t 
programmes.   
No deliberate 
training of staff 
on gender 

No well 
established 
system to retain 
quality human 
resource beyond 
60 years: Many 
Profs &  
resourceful staff 
leaving the 
University 



 

 

All courses are open to all gender 
and girls are given affirmative action 
for 1.5 at entry & 40% for females in 
STEM 

District quota system to address 
imbalances and cater for the less 
privileged/disadvantaged students 
from rural districts & also minority 
tribes 

Existence of exchange 
p r o g r a m m e s &  a n 
international office to support 
s t u d e n t s  o f  d i v e r s e 
backgrounds 

Policy on Students with 
Disabilities Policy in 2014 
in admission of students 

A sexual  harassment policy 
in policy in place to address   
r ep roduc t i ve r i gh t s o f 
students & staff, especially 
female students  

Admission  
of students 

Not clear whether 
District quota 

system offers equal 
opportunity to all 

regardless of 
location & income 

levels 

No clear statistics of 
staff or students with 

disabilities 
No infrastructure for 

disability  
Absence of the 

Disability Support 
Centre  

Students with 
disabilities are rarely 
admitted for science 

related courses 

There is 
minimal or 

lack 
awarenes

s or 
understan

ding of 
what 

exactly 
constitutes 
disability 
within key 
university 
personnel 



Curriculum Development Process 
Status 

●  Most of the  course content  for 
degree programmes is globally 
accepted 

●  A cross cutting core course on 
Gender is taught in almost all 
undergraduate & postgraduate 
programmes. 

●  New programmes developed are 
requited to have an engendered or 
gender responsive curricula 
before approval  

Gap 

●  Many programmes approved without 
incorporation of gender  & equity 
considerations in the curriculum 

●  Many courses do not take care of PWDs, 
HIV/AIDS, e.g. Students with disabilities 
have very limited courses that suit their 
nature of disabilities  like  Science 
Courses 

●  New Course/programs in most cases 
private/expensive  for the poor, not 
available for the district quota 



Teaching and Learning 
Status 

●  There is a good mix of instructors 
by gender drawn  from various 
parts of the country/regions  

●  Instructors/Lecturers to some extent 
use gender-responsive pedagogy 

●  The young staff (45 years and 
below) handle are quick to respond 
to students voices but some of the 
old staff (45 years & above) are 
slow in response 

Gap 

●  Venues/buildings without lifts and ramp  to 
support students who use wheel chairs  

●  No exams  & examination scripts to cater for 
PWDs 

●  Online classes (internet and required 
gadgets) are expensive for the disadvantaged 
students  

●  There is no system to caters for students with 
HIV/AIDS 

●  No childcare facilities for the benefit of 
parenting staff and students 

●  Teaching is silent on pregnant & parenting 
students & how they should be handled by 
Instructors & by staff in non-academic issues 



Research and Innovation 
Status 

●  Research at University is in all areas 
that benefit everyone 

●  Research processes & innovations, 
irrespective of discipline, integrate 
gender analysis. 

●  Research opportunities are shared 
through the Website & staff mailing 
systems for the benefit of benefit 
everyone  

●  There some specific research calls 
encourage women to apply for 
research funds.  

Gap 
●  No evidence of research 

activities that for example favor 
the blind 

●  Most projects are ran by able 
bodied persons without 
intentionally considering PWDs 

●  Equality & inclusivity are not 
always integrated at the 
beginning 

●  No gender-focused research 
skills training programme for 
staff and students. 



The University works with 
a range of partners and 
outside bodies: donors/
charities, associations, 

local authorities, and the 
local business community 

in generating, sharing 
knowledge, information 
and research outputs 

Makerere involves 
most stakeholders  
at different levels 

as stated in its 
strategic plan 

mainly through 
MoUs 

Knowledge 
Management, 
Partnerships 

and 
Networking  

University encourages and 
support the participation of 

University staff and 
students in national, 

regional and international 
conferences and other fora 
that enhance knowledge 
and sharing on gender 

issues by  granting 
permission without 

discrimination.  

Many partners work on the adhoc basis without formal agreements 
due lack of an overarching policy to guide these partnerships 



Other areas of Assessment  
Aspect (s) Description of the current situation Weaknesses  

Election and 
appointment of 
Administrators- 
Deans, HoDs, 
Principals,  
Directors and 
VC 

ü  The systems are open for everyone with 
known procedures 

ü  HoDs & Deans are voted by their electorate 
ü  Other Positions- Principals, Directors & VCs 

go through a search process  

Women are very few in 
these positions. They 
become even fewer the 
higher you go in the 
hierarchy 

Representation 
  

ü  Universi ty Governing Counci l has a 
represented of all categories  

ü  The Composition of college, school & 
departmental committees take into account 
diversity 

ü  GRC constitute  students all categories. 
ü  University Council & Senate have various 

categories of staff and students represented  

There is no deliberate 
s y s t e m t o i d e n t i f y 
P W D S  & o t h e r 
marginalized  groups on 
these committees when 
they are being formed. 
E . g . . T h e C o l l a g e 
Statute is silent  
 



Other areas of Assessment  Cont…… 
Aspect (s) Description of the current situation Weaknesses  

Accessibility ü  All new buildings have ramps for 
wheel chair users 

ü  Some new buildings have lifts 
ü  Main library has disability room on 

the ground floor, computers and 
programs for the visually-impaired 
students and staff 

ü  Some equipment & aids procured 
for students especially PWDs  

ü  Few disability signposts at some 
entrances 

ü  Humps in some areas to reduce 
speed 

ü  Reservation of ground floor rooms 
for PWDs in new buildings 

ü  L i f t s i ns ta l l ed i n some 
buildings but sometimes not 
f unc t i ona l ( o l d vs new 
structures) 

ü  The University still lacks a 
D i s a b i l i t y c e n t e r w i t h 
professional staff 

ü  Most streets are dark at night 
and this a security risk to 
students & staff especially 
those at tending evening 
lectures 

ü  No means of transport to & 
from University  for PWDs 

ü  No appropriate toilets in halls 
& lecturer rooms for PWDs   

 



Other areas of Assessment  Cont…… 
Aspect (s) Description of the current situation Weaknesses  

Planning ü  Planning is all inclusive 
ü  The Public Finance management 

Act of 2015 requires every 
government entity including 
universities to Plan, Budget for & 
implement Gender & Equity 
interventions. 

ü  No evidence of gender 
b u d g e t i n g  t r a i n i n g 
programme for all key staff 
i nvo lved in Un ive rs i t y 
p l a n n i n g & b u d g e t i n g 
processes. 

Leadership ü  Mak has Openness to diversity as 
one of its core values- Refer to 
current Strategic Plan 2020-2030 

ü  Al l Un ivers i t y management 
committees & associations have 
representatives of minority groups  

ü  People Living with HIV/AIDS 
are not represented 



Conclusions 
●  Makerere University is an inclusive institution. It has policies & 

procedures that provide equal opportunity for all, generally lay foundation 
for diversity, equity  and inclusion in the provision of services to the wider 
community without discrimination.  

●  However, integration of diversity, equity & inclusion in the University  
core mandate areas : teaching, research, and Knowledge Transfer and 
Partnership is wanting , thus the need for training of persons responsible 
for these core functions. 



THANK 
YOU 


