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Uganda Labour Market Assessment 2021
Executive Summary
Macro-economy
This 2021 refresh of the 2019 Inclusion Works' Labour Market Assessment (LMA) for
Uganda suggests the underlying economy had proven relatively resilient to the 2020 COVID19 pandemic, especially during the first quarter (March to May) when the decline in output
was highest, as most of the economy was shut. Agriculture, services and manufacturing
sectors, the most significant contributors to GDP, survived. The survival of these sectors was
supported by the increase in the cash crop growing activities, intensified public and private
investments in energy and oil and construction projects, and a strong rebound in ICT. Such
resilience may have earned Uganda a high ranking on the African Development Bank’s
economic resilience indices constructed for 46 African countries.
There were significant, albeit temporary, losses in employment during the lockdown, with
95% of employees let go over this period. However, though most layoffs were largely
temporary, waged employment is still far below pre-pandemic levels. A significant number of
employers appeared to manage costs by reducing or delaying payments to employees, who
then shifted casual work and agriculture as an alternative source of income. Women and
urban areas were disproportionately impacted (likely related to the struggles of the tourism,
hospitality, transport and education sectors, some of which almost came to a halt). Border
closures except for essential cargo compounded stresses on household income, as did the
spill-over effects of the disruption in global demand on Ugandan exports, remittances and
foreign direct investments. The Central Bank of Uganda's projects economic growth of 3.03.5 per cent in FY2020/21, increasing to 4.0-4.5 per cent and 6.0-7.0 per cent in FY2021/22,
subject to successful COVID-19 containment and a substantial private sector credit growth.
The economic stimulus package predominantly benefited larger companies in the form of tax
rebates. However, most small and medium-sized enterprises (SMEs) were excluded by
rigorous credit appraisal processes, as were inaccessible legal registration requirements and
the reliance on land titles as collateral. Ugandan enterprises are primarily informal and
focused on low productivity activities.
Safety net payments reached only a fraction of the country’s poor as the National Social
Security Fund was unable to release partial payments to people who had contributed
into the Fund to cope with the burden of COVID-19. While public sector workers
continued to receive salaries, those in the private sector and particularly the informal
sector did not. Moreover, employment protection and promotion is largely ineffective in
what is essentially an informal economy, with little chances for persons with disabilities.
The special grant for persons with disabilities was designed long before the COVID-19
pandemic, so the level of benefits was likely to be deficient for them.
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Government Policy
The publishing in Uganda gazette no.10 of the Uganda Persons with Disabilities Act, 2020
(Act 3 of 2020), the main policy change since the first Labour Market Assessment in 2019, is
encouraging. The Act has a particular focus on the employment quota which will need to be
set and published at least once every two years. The Act also allows deductions of up to ten
per cent on the chargeable income of employees with disabilities, as may be provided for by
the Income Tax Act.

Demand & Supply of Labour
Employers in small enterprises froze recruitment in the early stages of the pandemic,
progressively prioritising digital and interpersonal skills as recruitment restarts. The creativity
inspired in the labour market mitigates the potential risk of these smaller companies shutting
down in the long term. For example, businesses have become more innovative and resilient
in selling their products, relying more on home deliveries. Overall, companies have retained
their inclusion aspirations and equally call for more refresher training on the inclusion of
people with disabilities.
Jobseekers (and OPDs) within the Inclusion Works programme areas have seen more
material change in employer attitudes towards disability since 2019. But, negative societal
(and employer) attitudes continue to be discouraging, especially for people with disabilities
with higher support needs and material vulnerabilities of sexual harassment and assault for
women with disabilities in employment. Aspiring entrepreneurs have faced a lack of access
to finance. Most employers want people who already have some work experience, just as
there is increased emphasis on entrepreneurship - of aspirations to be job creators for (and
share wealth creation with) other people with disabilities and other vulnerable groups, citing
difficulties getting waged employment.

Conclusions & Recommendations
In terms of conclusions from this, both for the remainder of the Inclusion Works programme
and other disability-inclusive employment programmes is to recognise that,
•

The gaps in the labour market on disability confidence of employers and employment
readiness of jobseekers remain as relevant in 2021 as it was in 2019.

•

In part, the future of work will be more technological, virtual and digital, hence an
imperative to support job seekers with disabilities to acquire deeper digital and
interpersonal skills.

•

SMEs will likely be even more relevant for employment from 2021 than 2020 as the
government intensifies implementing the Skilling Uganda reform agenda.

•

Waged employment will likely continue to lag for some time, and self-employment will be
an imperative for many – either as an end or a means towards waged work later.

•

There are essential elements of the regulatory framework that Inclusion Works and
others must influence. These the Third National Development Plan's 5-year human
resource plan, understanding the law, and implementing and enforcing inclusive
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employment protection and promotion. Also, the operationalising of the Persons with
Disabilities Act, 2020, specifically how the inclusion quotas are set, published, and
enforced. Finally, access to government funds to support people with disabilities in
establishing their own businesses.
•

The barriers and vulnerabilities of women with disabilities in employment are
considerable in Uganda and must be prioritised in the final year of the Inclusion Works
programme.

Shikuku Obosi
Technical Adviser, Social Inclusion
Sightsavers
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Background
Inclusion Works is a UKAid funded programme implemented by a consortium of international
and national development agencies and disability organisations. The four-year programme
ending June 2022, evidences how labour market systems can adapt to be more inclusive of
persons with disabilities informal employment. It does that in Bangladesh, Kenya, Nigeria,
and Uganda.
One of the programme's first implementation actions in 2019 was to complete labour market
assessments (LMAs) in all four countries, recognising that the programme first needed to
have an objective assessment of how labour market systems in those countries function, or
dysfunction, in relation the disability.
Those initial assessments adopted a Markets
for Poor (M4P) approach to mapping demand
for and supply of labour, supporting functions
and regulatory frameworks (the "rules" of the
system). The LMAs significantly influenced the
programme; in recognising that employers
often aspire to a more inclusive workforce but
lack the know-how and employer disability
confidence, jobseekers with disabilities
aspired to formal employment (including selfemployment) but lacked employment
readiness and self-confidence. Missing in the
labour market system was a capacity-building
function to address that and act as a
meaningful bridge between demand and
supply. The original labour market assessment
for Uganda can be found at https://asksource.info/resources/labour-marketassessment-inclusion-works-uganda.
The Inclusion Works programme has now refreshed those initial labour market assessments
(LMAs) in 2021, again following a structured M4P framework and recognising that labour
markets conditions will have evolved since 2019, not least in light of COVID-19. While the
foundation (2019) LMAs first considered which sectors have the greatest opportunity to
generate more inclusive employment (versus contribution to GDP growth, recognising that
the two are not necessarily the same), the 2021 refreshed LMAs first considered how the
macro-economy weathered the pandemic, sector by sector. It has researched the
effectiveness and inclusivity of economic stimulus/recovery packages and any changes in
labour market regulatory frameworks post-2019 relative to disability. The refreshed LMAs
have then gathered opinions from the demand, supply and supporting functions of the
system to gain an updated primary perspective on what has, or has not, changed, within the
system post-2019.
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1. Macro-economic context
1.1 Key economic indicators
The Gross Domestic Product (GDP) for Uganda preliminary estimates indicate that the
economy grew by 2.9 per cent during the Fiscal Year (FY) 2019/20, a much slower growth
compared to the 6.8 per cent (revised) growth registered in FY 2018/19. The slow growth
can be accounted for by the lockdown that lasted over four months in 2020, border closures
except for essential cargo, the spill-over effects of the disruption in global demand on
Ugandan exports, remittances and foreign direct investments. In real terms, the size of the
economy increased to Uganda shillings 126,559 billion in FY 2019/20, up from Uganda
shillings 123,043 billion in 2018/19. In nominal terms, total gross value added increased to
Uganda shillings 138,841 billion in 2019/20 from Uganda shillings 131,406 billion in 2018/19,
increasing the GDP per capita to 910 USD in 2019/20 from 884 USD in 2018/19.
Regarding sector contribution to overall GDP, the agriculture sector contributed 24.0 per cent
in 2019/20 compared to 23.1 per cent in FY 2018/19, which is a 0.9 percentage point
increase in the share of GDP. The industry sector's contribution slowed down to 26.2 per
cent in 2019/20 from 26.3 per cent in 2018/19. The services sector continued to be the most
significant contributor to GDP, representing 43.0 per cent from 43.2 per cent in 2018/191.
The performance in agricultural activities is primarily attributed to the excellent performance
in cash crop growing. In addition, there was an increase in coffee-growing activities and the
use of improved farming practices to manage weather variability. Also, the weather was
favourable for most of the financial year 2019/20.
The services sector registered a growth of 2.9 per cent in 2019/20 compared to 5.7 per cent
in 2018/19, contributing 43.0 per cent to GDP. Accommodation and food services recorded
the most significant decline (8.5 per cent). Social distancing, curfews, and in some cases, full
lockdowns created a precarious business climate for restaurants, bars, cafes and other
businesses dependent on guests. In Uganda, mandatory closure of companies in the
hospitality industry (including food service centres and restaurants) led to significant job
losses."2 The International Growth Centre highlights that “the closure of air travel due to
COVID-19 coupled with risk-averse tourists unwilling to travel overseas until a vaccine is
widely available impacted travel and accommodation. Also, many potential tourists, domestic
or international, may have lost their jobs or suffered a serious decline in their incomes or
savings, rendering long-distance vacations more of a luxury in the short term.”3

1

Uganda Bureau of statistics
Agra, A Rapid Analysis of the Impact of the COVID-19 Pandemic on Selected Food Value
Chains in Africa, Synthesis report, Agra regional food trade and resilience programme,
October 2020.
3 Wilber Manyisa & Ahebwa Philip, COVID-19 and Uganda’s Tourism Sector: Reviving the
Industry through the National Budget, IGC, January 2021, Ref: F-20129-UGA-1
2
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Table 1: Contribution to GDP, 2015/16 – 2019/20
2015/16

2016/17

2017/18

2018/19

2019/20

Agriculture, forestry and
fishing

22.8

23.5

23.2

23.1

24.0

Industry

26.3

26.0

26.1

26.3

26.2

Services

44.2

43.5

43.5

43.2

43.0

Taxes on products

6.8

7.0

7.2

7.5

6.8

Source: Uganda Bureau of Statistics
Information and communication registered the most remarkable growth in services (21.9 per
cent). According to the World Bank, the significant contraction in the services sector was "in
part offset by the strong rebound in information and communications services as firms and
households adapted to the use of online solutions to ensure some continuity of business and
daily life.
The industry sector comprises mining and quarrying, manufacturing, electricity, water and
construction activities. The overall industry sector registered a slowdown in growth by 2.2 per
cent in 2019/20 compared to 10.1 per cent in 2018/19 as manufacturing, mining, and
quarrying activities contracted. On the other hand, construction activities registered a growth
of 5.4 per cent compared to the 14.2 per cent growth recorded in 2018/19 due to “intensified
public and private investments in energy and oil projects, real estate activities, and the
expansion of industrial zones.”4
Taxes on products comprise value-added tax, taxes and duties on imports and exports, and
excise duties on selling specific products. Taxes on products declined by 1.3 per cent
following an earlier growth of 5.8 per cent in 2018/19. As a result, taxes on products
contributed 6.8 per cent to GDP in 2019/20 compared to 7.5 per cent recorded in 2018/19.
Economic resilience indices (ERI) that the African Development Bank constructed for 46
African countries ranks Uganda highly on the ERI (the ability to recover is often associated
with an economy’s flexibility).

4

World Bank, Uganda Economic Update, Strengthening Social Protection to Reduce
Vulnerability and Promote Inclusive Growth, 14th Edition February 2020.
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Specific to GDP, Ugandan Bureau of Statistics data suggests that there is a difference in
GDP impact by sector. Year Quarterly Gross Domestic Product (QGDP) for 2020/2021 Q2
reports a growth by 1.6 per cent compared to the increase of 9.0 per cent (revised) registered in
Q2 of the previous year. Agriculture was more resilient than Services which was the worst
affected sector. On the other hand, activities in critical sectors like education and
accommodation and food services were curtailed mainly for most of the year. All this against
2016/17 constant prices (removing inflationary effects on pricing).

r
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Bank of Uganda data on exports shows that on a calendar year, coffee exports grew
significantly (US$ value), tea marginally. Same on horticulture (at least flowers), which was
stable on a calendar comparison and a significant fiscal year recovery from July 2020 after a
shock from January to June.
Though the World Bank’s latest Purchasing Managers’ Index (PMI) survey data points to
subdued private sector business conditions in several African countries at the start of 20215.
In Uganda, the PMI moved back above the 50.0 no-change mark in February, recording
51.2, up from 49.8 in January, an indicator of anticipated expansion of economic activity (this
was pre-second wave of COVID-19).

Source: Bank of Uganda Monetary Policy Report April 2021
UBOS estimates that there were contractions in all sectors in Q2—Agriculture by 0.8%,
Industry by 2.2% and Services by 5.4%. The decline is in line with the Bank of Uganda’s
view of a downturn in economic activity. In addition, many businesses were shut throughout
the majority of the quarter due to lockdown throughout the April-June quarter. A complete
lockdown was in place in March 31st-May 25th 2020. So the dramatic drop in April to June
was consistent with the concurrent decline in GDP across sectors and how PMI (which tends
to be more linked to manufacturing) gradually recovered as GDP contribution also regained
in Q3 2020 as the economy progressively re-opened since June. Not a coincidence.
The Ugandan Shilling appreciated by 0.7% against the US Dollar, trading at an average midrate of Shs. 3,667/US$ in February 2021. Subdued corporate sector demand for the dollar
amidst stable inflows from offshore investors during the period contributed to the
appreciation of the Shilling.
In February 2021, the Bank of Uganda maintained the Central Bank Rate (CBR) at 7%, with
inflationary pressures projected to remain subdued in the coming months. The low CBR is
World Bank, Africa’s Pulse, An Analysis of Issues Shaping Africa’s Economic Future, April
2021, Volume 23
5
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expected to support the economic recovery process. Commercial banks' Shilling
denominated lending rates edged downwards in January 2021, decreasing slightly to a
weighted average of 17.4% from 17.5% in December 2020. This movement is partly
attributed to the accommodative monetary policy stance and subsiding credit risks. Similarly,
foreign currency lending rates decreased from a weighted average of 5.6% to 4.7% over the
same period.

The share of Uganda's exports to the Middle East was 42.6% in January 2021, increasing
from 28.8% in January 2020. This increase followed the increased exportation of mineral
products to the United Arab Emirates.

1.2 Employment
Evidence accessed from a policy brief6 of the International Growth Centre, a research and
policy think-tank, from a compilation of recent surveys and policy actions for supporting
private sector recovery, present the following key findings from work exploring different
impacts of the pandemic on Uganda's economy:
1. The majorities of firms closed down over lockdown but have since re-opened. As a result,
93% were back in operations by October 2020 though they are now operating below
capacity due to significantly reduced hours, workers and machine usage.

6

Alfonsi et al., The impact of COVID-19 on Ugandan firms Evidence from recent surveys
and policy actions for supporting private sector recovery, Policy brief, UGA-21049,
International Growth Centre Uganda, April 2021
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2. There were significant losses in employment during the lockdown, with 95% of employees
let go over this period. Of those who were laid off, there was a limited shift to agriculture or
casual work. However, layoffs were largely temporary, with 90% of them subsequently
hired back after lockdown. Only 6.5% instituted permanent layoffs. A significant number of
employers instead appear to manage costs by reducing or delaying payments to
employees.
3. Gender played a significant role, as female-owned business households suffered more
with the lockdown. Seventy-five per cent of the female business owners had to increase
the time they spent caring for household members, whereas the corresponding rate was
68 per cent for males.
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4. Since lockdown, there has been a slow recovery. However, wage employment is still far
below pre-pandemic levels. After lockdown, those employed were earning between 5070% of what they were before lockdown.

13

Labour Market Assessment - Uganda | August 2021

5. In terms of government support, firms and employees highlighted interest rate subsidies,
cash transfers, and social assistance grants as crucial policies to support recovery.
However, there appears to be limited awareness of existing support programmes.

1.3 Entrepreneurship & Enterprise
A recent study7 that examined the effect of COVID-19 at a micro level focusing on Micro
Small and Medium Enterprises (MSMEs) during and post the lockdown reported that, despite
the relaxation of COVID-19 containment measures especially lifting of the lockdown, the
emergence of MSMEs from lockdown has been much more challenging. On the one hand,
the majority of the businesses are experiencing liquidity challenges (more so female-owned).
On the other hand, access to credit is limited as financial institutions remain pessimistic
about the businesses' future. Employment recovery remains very sluggish as business sales
have not fully recovered. Results suggest that recovery of employment is much slower in
MSMEs in the services sector than in agriculture and manufacturing, alluding to the severity
of the pandemic's impact on the industry.

7

Nathan Sunday et al., The plight of Micro Small and Medium Enterprises amidst COVID-19:
A post lockdown analysis based on Business Climate Survey, Special Issue No. 02 March
2021, Economic Policy Research Centre.
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Businesses lost a significant number of days due to COVID-19. Five in ten (54 per cent)
business enterprises closed operations for some time. The average duration of closure was
101 days (3 months, ten days) for those that closed. In this regard, businesses in the
agriculture sector were more resilient, with only 10 per cent reporting having closed for some
time, compared to services (54 per cent) and manufacturing (74 per cent). Indeed, unlike the
services and manufacturing sectors, the agricultural industry was not directly affected by the
government instituted lockdown measures to contain the virus. Except for the ban on weekly
mobile agrarian markets, the government imposed no further restrictions on the sector.
Female owned enterprises were in dire need of financial assistance at the time of reopening, more so those in the services sector (Figure 2). Due to loss of sales resulting from
closure, half of the businesses required financial assistance to resume operations. Despite
having closed for nearly the same duration (as earlier indicated), a significantly higher
percentage of female-owned (84.5 per cent) businesses reported a need for financial support
to re-open compared to male-owned (30.7 per cent). This alludes to cash flow challenges
female-owned businesses experience, which results in low savings. Businesses in the
services sector were more in need of financial support than manufacturing and agriculture,
possibly due to the severe decline in sales and business activity in the services sector due to
prolonged lockdown. Loans from commercial banks were the most common finance source
used by the businesses while re-opening because commercial banks have broader
geographical outreach, greater capacity to adopt technological innovation and more
remarkable ability to mobilise financing for on-lending.
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Relaxation of COVID-19 containment measures slightly eased access to inputs. However,
access to credit remains a challenge for businesses primarily due to disruption in the local
supply chains (due to transport restrictions) and global supply chains (especially for
manufacturing firms) due to the closure of factories abroad. Also, banks fear of default due to
low sales on borrowers' side, difficulties in accessing guarantors and loan officers, and
transport restrictions made it difficult to access banks.
Remarkably, lifting of the lockdown and relaxation of containment measures such as the
extension of curfew hours, allowing public and private transport to operate slightly eased
access to inputs. However, 41 per cent of the firms reported that easing containment
measures had not changed much as far as access to credit is concerned (Figure 3),
suggesting that lending institutions are still pessimistic about the ability of businesses to
service loans. The outcome, however, has adverse implications on economic recovery as
enterprises face financial constraints.
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An earlier survey by Development Initiatives suggested that the direct impact of COVID-19
caused the loss of jobs and incomes, with "worst cases of MSME owners experiencing
incomes falling below zero, resulting in the discontinuation of their business activities. In
addition, about 23% of the urban poor may have lost 100% of their daily income pre and post
the lockdown."8
COVID-19 and lockdown resulted in a sharp contraction in employment across all sectors,
especially the service sector resulting in a sluggish recovery of work upon lifting of lockdown.
Based on the sample of firms surveyed by the Economic Policy Research Centre9, total
employment reduced from 3,094 in the quarter October-December 2019 to 1,746 in June
2020 and 2,078 by February 2021, representing an average monthly growth rate of 2.4 per
cent. Based on the firms surveyed, there was a decline of about 33 per cent in the current
employment level than the pre- COVID-19 employment levels (as of December 2019). Given
the above estimated monthly average employment recovery rate of 2.4 per cent, the
Economic Policy Research Centre estimates that it would take about 32 months (2 years and
eight months) effective July 2020 for these businesses to reinstate their pre-COVID-19
employment level. Notably, employment recovery was much slower in the services sector
than in agriculture and manufacturing, which alludes to the pandemic's disproportionate
impact, with the services sector most affected.

8

Development Initiatives, Socioeconomic impact of Covid-19 in Uganda: how has the
government allocated public expenditure for FY2020/21? August 2020.
9

Nathan Sunday et al., The plight of Micro Small and Medium Enterprises amidst COVID-19:
A post lockdown analysis based on Business Climate Survey, Special Issue No. 02 March
2021, Economic Policy Research Centre.
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1.4 Economic Outlook
The Central Bank of Uganda's projects economic growth of "3.0-3.5 per cent in FY2020/21,
increasing to 4.0-4.5 per cent and 6.0-7.0 per cent in FY2021/22. It also references exports
benefitting from strengthening foreign demand, reduced pandemic-related uncertainty and
improving global investment. However, the medium-term economic outlook remains highly
conditional on the timeline of the worldwide vaccines rollout and the course of the virus and
its new variants."10

The Business Tendency Index remained above the 50-mark threshold in February 2021,
indicating increasing optimism on doing business by the private sector. The index recorded a
value of 52.70 in February, an improvement from 50.37 recorded in January. Manufacturing,
agriculture, wholesale trade and services sectors registered increased optimism. However,
downside risks include subdued private sector credit growth and the recent ban of Uganda's
grains exports to Kenya.

10

Bank of Uganda, State of the Economy Report, March 2021
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1.5 Economic stimuli
Digital Measures
To encourage the use of Digital Technologies in Response to the COVID-19 Shock Within
Sub-Saharan Africa, Uganda implemented one the most significant number of policies (15),
coming second only to Kenya (22). The set of guidelines included finding more affordable
ways to increase digital infrastructure and deliver digital services. These two combined can
help continue business functions and provide education, health, social protection, civic
education, and other services.
Tax based measures
The Uganda Revenue Authority (URA) put the following measures to support taxpayers in
meeting their obligations during this pandemic:
•

Extension of time within which to file tax returns – the 31 March 2020 filing deadline for
taxpayers whose accounting date is in September was extended by two months to 31
May 2020.

•

Returns of PAYE, VAT, Local Excise Duty, Withholding Tax and taxes under the Lotteries
and Gaming Act for March due by 15 April 2020 extended to 30 April 2020.

•

All customs border stations and customs warehouses shall remain open and functional to
facilitate movement and clearance of cargo subject to the Customs laws and guidelines.

•

Waiver of penalty and interest upon voluntary disclosure - a taxpayer who makes any
voluntary disclosure during March and April 2020 and pays the principal tax would have
had their penalty and interest remitted per the law.

•

It encouraged taxpayers to use its online services but remains available to offer services
that are not accessible online.

•

Deferment of tax payments due in March and April 2020 under instalment arrangement
MOU’s to May 2020 for taxpayers whose businesses have been affected by government
directives on COVID-19 and are unable to meet their obligations during the period.

•

The Bank of Uganda (BoU) decided to ease monetary policy by reducing the Central
Bank rate to 8% from 9% to ensure adequate access to credit and the normal functioning
of financial markets.

Fiscal/Monetary Measures
•

Supervision of Financial Institutions (SFIs) to defer all discretionary distributions such as
dividends and bonus payments for at least 90 days effective March 2020.

•

Provision of exceptional liquidity assistance to commercial banks that were in liquidity
distress for a period of up to one year.

•

Provision of liquidity to commercial banks for a more extended period through the
issuance of reverse Repurchase Agreements (REPOs) of up to 60 days at the CBR, with
the opportunity to roll over
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•

Purchase of Treasury Bonds held by Microfinance Deposit-taking Institutions (MDIs) and
Credit Institutions (CIs) to ease their liquidity distress.

•

Waiving limitations on the restructuring of credit facilities at financial institutions that may
risk going into distress.

•

Elimination of bank-to-wallet charges and cash-out fees for lower transaction tiers for 30
days.

•

Grant special permission to SFIs to restructure loans of corporate and individual
customers that have been affected by the pandemic on a case by case basis effective
April 2020.

Social security contributions (waiver/subsidy)
The National Social Security Fund (NSSF) measures to ease the cash flow burden of
affected employers/ businesses in the private sector. Starting 31 March 2020, the NSSF
allowed Ugandan companies facing economic distress to reschedule their NSSF
contributions for three (3) months without accumulating penalties. This was, however,
dependent on making an application to the Fund to work out the modalities of enjoying this
amnesty. Considering social security as a form of social protection that would help alleviate
the income shocks faced by workers during the COVID-19 lockdown, subscribers to the
National Social Security Fund (NSSF) demanded part payments of their benefits. Other
views suggested a consideration, on a selective basis, of members who are out of the job or
unable to meet their loan obligations due to COVID-19, with the rationale to protect them
from losing their assets to banks. However, the NSSF’s position was that there was no legal
basis for doing so.
Labour market measures
The government of Uganda established no specific labour market measures to protect
workers from losing income or employment. However, in March 2020, the state minister for
Labour and Industrial Relations announced that the government had released new
guidelines to protect workers from insecurities resulting from the COVID-19 crisis. The
guidelines were intended to restrain employers from laying off workers without taking lawful
procedures and giving them benefits. In case of any justifiable layoff, these would be
temporary and not expected to break the continuous service of the affected employees. In
addition, workers would have to be given notice following the law and informed when to
resume.
Furthermore, the guidelines emphasised the need to pay terminal benefits that accrue
should the employee decide to terminate the employment relationship. The president of the
Republic of Uganda also consistently discouraged employers from laying off their workers as
a result of the COVID-19 pandemic. In a televised address on International Labour Day, the
president suggested that instead of laying off workers, employers would rather send them on
leave and recall them when the situation normalises.
Special grant for persons with disabilities
Through the Ministry of Gender Labour and Social Development, the government of Uganda
disbursed the National Special Grant for Persons with Disabilities worth 2 billion shillings to
over 200 groups of people with disabilities in several districts. The grant aims to boost the
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economic activities of the beneficiary groups, and each group of 5 to fifteen people gets up
to UGX. 5,000,000 (five million shillings only), posted to beneficiary bank accounts. It is
important to note that this grant was designed long before the COVID-19 pandemic.
However, the Ministry decided to make disbursements during the COVID-19 crisis was so
that persons with disabilities, especially those in the rural areas where economic activities
were not drastically affected by the lockdown, remain active and generate income as much
as possible.
Important to note, is that organisations of persons with disabilities (OPDs) do have concerns
on the disbursement and monitoring of the grants remains a gap, with alleged fraud and
mismanagement at county and sub-county levels. The Ministry would do well to engage
OPDs on this, to create a transparent and accessible system.
Social safety net to protect “the poor and vulnerable"
•

The temporary cash for work scheme will have supported an estimated 500,000 people
nationally once fully implemented. This support targets the informal sector workers in the
main urban areas and the flood-affected districts in the country.

•

The current senior citizen grant will have been expanded to 71 districts to provide
200,000 additional elderly people with income support once fully implemented.

•

A single national registry for beneficiaries of safety net programs was established to
improve the targeting of social protection.

•

Existing customers continued to receive water from the National Water and Sewerage
Corporation and Umbrella Authorities and electricity services (Umeme) over the lockdown
period between April and June 2020.

Stimulating a quick economic recovery, enhancing debt transparency and debt
management
•

Businesses in tourism, manufacturing, horticulture and floriculture with a turnover of less
than UGX 500 million ($ 136,300) were to be exempted at least UGX 6.5 billion of
Corporate and VAT tax.

•

The financial sector would have accessed extra liquidity to counteract the collapse in
growth and the rise in non-performing loans

•

An additional 20,000 farmers in 10 other districts to those where the World
Bank’s Agriculture Cluster Development Project11 currently operating would have
accessed the e-voucher technology to access higher quality agriculture inputs and
improve productivity and resilience.

•

Debt transparency was enhanced with greater public access to data on total public debt,
government guarantees, individual Public-Private Partnerships, implicit contingent
liabilities, including from legal proceedings, and domestic arrears with not more than a
one-year.

11

https://projects.worldbank.org/en/projects-operations/project-detail/P145037
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2. Policies and Regulatory Framework
2.1 The Persons with Disabilities Act, 2020
On 14 February 2020, the government of Uganda published in Uganda gazette no.10 the
Uganda Persons with Disabilities Act, 2020 (Act 3 of 2020). The Act is the localisation of the
UNCRPD and is the main policy change since our first Labour Market Assessment in 2019.
The Act requires the Minister responsible for disability affairs in consultation with the national
council for persons with disabilities and employers' organisations to determine the quota of
persons with disabilities workforce for employers and by statutory instrument publish the
agreed quota at least once in every two years. It also makes provision for an employer with
employees with disabilities to be allowed deductions of up to ten per cent on the chargeable
income, as may be provided for by the Income Tax Act.
While there has so far been little commentary on the Act, it does appear to have similarities
to the 2006 Act which facilitated a 15% income tax deduction for companies which have at
least a 10% representation of disability in their workforces; although arguably that led to the
unintended creation of very low paid jobs for people with disabilities in order to access the
tax break and was later reduced to a 2% break for a 5% representation. A key learning from
that earlier experience must be that quotas alone are not sufficient, and that there needs to
be parallel attention to working conditions.
How the Act interacts with provisions in other employment and income tax acts, policies and
regulations is yet to be seen. As reported in 2019, there is already provision in the National
Employment Policy for tax incentives to employment to support reasonable accommodation
costs (including workforce sensitisation on disability).
It’s also yet to be clear how the Act interacts with the government’s position that selfemployment and income generation is likely a more feasible pathway to livelihoods for
people with disabilities.
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3. Demand for Skills
This section has taken views from a number of employers across business sectors to sense
their experiences over the last two, most notably those of the previous year of COVID-19.
Conversations have naturally led them to look forward at the coming years, their confidence
and expectations during the post-pandemic economic cycle, and how that has changed
inclusive employment aspirations and ways of working and skillsets they will demand.
For Kakira Sugar Company, employment patterns within the company have shifted with the
interruption of some labour-intensive industrial production activities. To mitigate this, the
company has resorted to temporary measures such as limiting routine recruitment and
replacement of workers to only essential workers and only in critical positions. In addition,
the company has halted staff performance appraisals, promotions and salary increments.
Kakira has also resorted to mechanisation of industrial production technologies as opposed
to labour-intensive production techniques; a move the company sees is likely to have a
permanent effect on future employment requirements. Subsequently, the company is already
considering reducing its office footprint and training and even recruiting technologically
skilled workers and adopting remote work.
Kakira has weathered COVID-19 challenges to meet its production targets, pegging hope on
the worldwide vaccination efforts, countries slowly opening up their borders, and the supply
chain getting back to normal as an accelerator to total capacity production for both local and
international markets in the next two to three years. In the meantime, the company sees
halting salary improvements and labour absorption patterns as a temporary measure to cope
with the times.
The company's diversity and inclusion aspirations have not been affected. It has continued
to improve its working environment regarding disability, meeting the unique needs of such
employees and offering training and employment opportunities to upgrade their skills
consistent with technology-driven production. The sugar company is asking for more
information about the employability of persons with disabilities regarding skill levels and
qualification and their needs as far as work is concerned.
Sino Industrial Park laid off no staff. It, too, projects recovery rate will increase as lockdown
restrictions get lifted. COVID-19 necessitated a flexible work policy in the company. The
company wants to work on re-skilling its staff through refresher training. Its diversity
aspirations have not changed, and see disability training, including training its top
management in sign language, as key to helping meet those aspirations.
Elgon Water (Mbale) projects that economic recovery will be slow, citing low profits due to
the inability to outsource from abroad and low sales, among many other factors. As a result,
has seen many companies temporarily freezing recruitment.
In the long term, though, most companies may shut down due to persistent dip in profits.
However, the creativity witnessed in the labour market mitigates the risk as businesses try to
be more creative and resilient in the way Elgon Water conducts sales, relying more on home
deliveries, for example. The company believes that flexible working in shifts every month will
be the new normal.
The company's diversity and inclusion aspirations have not changed much and are on
course for full realisation when the COVID-19 situation improves. The company suggests
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that Inclusion Works needs to invest in refresher disability inclusion training for managers for
both technical and other staff, including basic sign language. They also indicate that
employees with disabilities need to be checked on and motivated by the organisations such
as Inclusion Works.
Consistent with all the above, Makapesi Matchbox projects that the economic recovery will
be slow, citing the effects of the market on the labour market. Makapesi has seen most
organisations downsizing due to the inability to sustain running to full capacities.
The company has weathered the pandemic challenges and expanded while others were
shutting down or operating at reducing capacities, having ordered raw materials from
different countries in advance to avoid any delays occasioned by the pandemic.
Whereas the manufacturing sector's downsizing could be reversed when the COVID-19
situation stabilises, remote working and social distancing at the workplace will be the new
normal for the long haul, drastically changing the company's future. This also means
Makapesi has prepared to adapt and needs employees who can multitask in different roles
and are flexible to the company's changing needs.
Makapesi sees that embracing greater disability inclusion becomes essential to
organisations like it and provides transport to and from work for staff with disabilities. The
company sees a lack of reasonable accommodation as a limiting factor for inclusion.
Warriors, a Labour Export Company, projects that economic recovery will be slow citing a
temporary cut back on employment and salaries due to reduced budget lines. However, the
company’s employing people with informal skills as a means to reduce expenditure as a
permanent change to ensure practical sustainability of the labour market during and after the
pandemic have somewhat mitigated that risk.
The company sees the use of modern technologies like zoom while conducting company
meetings has led to effective utilisation of resources, and has been engaging its employees
in refresher training on using such modern technological advancements for meetings.
The enterprise recognises the need to create a friendly working environment for employees
with disabilities on an equal basis with others, offering people the tailored workplace support
they need according to their disability. In addition, the company recognises it needs to do
more on its diversity and inclusion aspirations and has asked for more disability awareness
training.
Consistent with Labour Export Company, CAEVA Uganda reports a slowdown in staff
recruitment in the NGO sector. Furloughed employees have not yet been recalled. The
retained staff have become more productive, though, and the number of people venturing
into non-formal employment has increased. Therefore, there is optimism that staff
recruitment will improve with time. However, the likelihood of furloughed staff taking on their
jobs again is low, considering that many have established themselves in the non-formal
sector.
CAEVA sees the NGO sector focusing more on remote working, prioritising skillsets initially
less utilised, and local resource mobilisation over the next 2-3 years. In addition, the
organisation wants disability awareness training for its staff and support on how to promote
an enabling environment for all as a potential accelerator for diversity and inclusion efforts.
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The Little Venice Hotel Siroko also projects that economic recovery will be slow, citing
reduce business for employers and less money to pay staff. However, the hotel projects that
the recovery rate will accelerate over the next 2 to 3 years with more COVID-19 vaccine
rollouts and lockdowns relaxation.
Our conversation revealed that the skill sets the hotel feels relevant to its business have
remained the same. It has adopted flexible working arrangements.
The hotel has upheld its diversity aspirations and employed at least one person with a
disability. In the meantime, it wants Inclusion Works to focus on facilitating sign language
interpreters and more refresher training on the inclusion of people with disabilities.
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4. Supply of Skills
4.1 Jobseekers
We interviewed a number of male and female job seekers with different types of disabilities
to gather information on what had changed on their employment aspirations, the barriers that
stop them from realising those aspirations, the vulnerabilities they face in employment, and
how they measure the success of their employment.
The majority of the group felt that their employment aspirations still centred on both waged
and self-employment over the past two years. Waged employment aspirations ranged from
CEO of organisations for people with disabilities, to farming, to creative art to procurement.
However, there was an increased emphasis on entrepreneurship - of aspirations to be job
creators for (and share wealth creation with) other people with disabilities and other
vulnerable groups, citing difficulties getting waged employment.
Regarding barriers to realising those aspirations, the group felt these remain constant to two
years ago. Societal and employer attitudes continue to be discouraging because of low
disability confidence, perceptions of low capabilities and the perception of the cost of
providing reasonable accommodation. Others struggle with financial literacy, CV and cover
letter writing, and lack of mentors. Not surprisingly, most employers are looking to employ
people who already have some work experience. Lack of sign language interpretation is a
significant communications barrier (for hearing impairments). People with albinism are
especially temperature-sensitive and get sunburns in hot weather. Entrepreneurs are facing
fierce competition in the open market.
Mobility for people with disabilities, including those who use personal assistants, continues to
be a big challenge, worsened by COVID-19 lockdown. In addition, employers are not likely to
be recruiting inclusively now because of the economic pressures from the pandemic and
now looking at specific skill sets. Overarching all of this is a feeling that access to finance
continues to be seen as a significant barrier for potential job creators (entrepreneurs). As a
result, some have struggled to find a market for their finished products.
Again, vulnerabilities have not changed over the past two years. Isolation and exclusion from
decision-making, abuse and harassment (sexual, verbal), exposure to danger in
emergencies (fire, evacuation) and lack of reasonable accommodation were mentioned as
specific vulnerabilities in employment. Women with disabilities felt to be most at risk of
sexual exploitation in the workplace. The degree of impairment was also cited as a
vulnerability factor.
In terms of measuring success, the group identified the ability to manage their own lives,
increased accessibility of the physical environment, and exposure to the community,
increased their ability to do the job. For others, it is the ability to earn an income and career
progression. Finally, for those with more entrepreneurial aspirations, measures of success
included increased customer base/connections, ability to earn an income, and enhanced
financial management, industrial and digital skills.
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5. Supporting Functions
5.1 Organisations of Persons with Disabilities
We asked OPD leaders a number of questions on changes in context over the past two
years (since the original labour market assessment in 2019).
•

What are OPDs seeing as change over the past two years?

•

Do OPDs see labour markets as more inclusive or less?

•

What more needs to change and how?

•

What are OPDs expectations of their role now within the labour market system?

The leaders see an increment in enrolment rates within the Inclusion Works programme
areas/districts and attribute that to increased awareness and sensitisation on disability
inclusion in formal employment created by the project steering committees and Disability
Inclusion Facilitators (DIFs). Also, there is increased attention on the SDG slogan of "Leave
No One Behind" among employers through OPD activities. However, out of the Inclusion
Works programme areas, these have decreased.
However, the leaders feel that enrolment is still low because the focus is on job seekers with
higher education who are, in fact, the minority. In addition, the second wave of COVID-19
has also slowed down enrolment as many companies that expressed a readiness to recruit
people with disabilities put their plans on hold.
The leaders report seeing a link between CRPD compliance and the probability of employing
(and retaining) people with disabilities (including those with hearing impairments), paying
them reasonably well, and offering decent work. It follows, therefore, that such CRPDcompliant companies have better job retention rates than those that do not. However, job
retention too has been affected by COVID-19 due to uncertainties in the customer base.
The OPD leaders felt that their efforts using different channels towards sensitisation and
dissemination of disability-related information to both employers and jobseeker’s disability
inclusion is bearing fruits. Sensitised employers are spreading the awareness to other
employers, resulting in enhanced diversity aspirations.
The OPD leaders feel that despite COVID-19, there is a visible attitudinal change in some
employers, especially those who have interacted with the Inclusion Works project and have
had their "eyes opened" on disability inclusion and CRPD. The leaders cite a positive
example of such positivity in a financial institution that has created a specific package for
persons with disabilities to get loans to start businesses to economically empower them.
Sign Language Interpretation has also picked up, and in most events there is demand for the
services.
However, the leaders from different OPD networks unanimously feel that the labour market
is not sufficiently inclusive. Employers whose mind-sets are still closed to disability are still
hostile. The recruitment policies of such employers are still very exclusive in the way they
advertise their job opportunities. The understanding of reasonable accommodation, too, is
limited to just physical accessibility (read ramps). The area of assistive devices and
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technologies is fledgling partly due to costs and partly due to employers inadequate
understanding of what is needed.
The leaders felt that OPD's capacity, including in governance systems, has dramatically
improved, though, with the support from the Inclusion Works programme, and noted that
even some OPD networks have fully equipped offices. However many other OPDs are still
struggling. There is a challenge of data on how many job seekers with disabilities are
available, and the OPDs need capacity to generate this. They still lack information on what is
trending in disability and have limited knowledge of disability legislation, limiting their
advocacy work. The leaders are convinced that if OPDs play their role well, they need
enhanced knowledge and skills in legislation and policy understanding and analysis,
resource mobilisation, and advocacy. The other areas are strategic planning, data collection
and regular Board and Inclusion Works project steering committee meetings. Effective,
inclusive and democratic organisations, able to inspire trust and confidence from their
constituencies is key for OPDs, as is leadership development.
The leaders expect to see more job seekers with disabilities in both the formal and informal
sector, noting that for the latter, much as they would not have job contracts, they will be more
empowered and more skilled. They felt a need for more awareness and empowerment for
the job seekers engaged in spearheading the employment drives and for job seekers to own
the advocacy process for inclusive employment. They also want to see youth with disabilities
have a stronger voice in all these, equipped with media skills in lobbying.
To achieve the expectations, the OPD leaders want people with disabilities, including the
youth, to be empowered and pushed to the forefront and leading in training facilitation.
Frontline people like the Disability Inclusion Facilitators and project officers need regular staff
training in monitoring, evaluation and learning, in communication, reporting, business
packaging. Social media campaigns, among others.
The leaders want Inclusion Works to sensitise employers and OPD members about the
national regulatory frameworks, laws and policies, and opportunities in inclusive
employment. The government should enforce these, promote reasonable accommodation,
and remove communication barriers. The OPDs themselves have asked for simplified
versions of the legal documents. The leaders explained that they have not yet supported
employers to review their internal policies since most employers deem their policies to be
confidential. The leaders believe that some of the managers of these companies have not
even seen their own internal policies. The guidelines are believed to be with the boards of
directors. Some private companies still operate informally with people not being given a
contract, which seems to underscore the nature of the current labour market.
In the meantime, for companies with corporate social responsibility agendas, the leaders feel
that those need to be structured to support inclusive employment better.
OPD leaders require capacity building on big companies’ advocacy for inclusive
employment, behavioural change and communication, and to forge closer linkages between
national grass-root OPDs. They need training on disability laws, inclusion and positive
attitude change towards their fellow persons with disabilities noting that some disability
categories are more marginalised within the disability movement and need capacity building
to grow themselves.
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Alongside training in disability and implementing disability laws to improve disability
confidence, employers also need support to develop safeguarding policies and focal persons
to prevent exploitation and ensure equal pay for all.
OPDs see INGOs as needing more training in disability inclusion and support in making their
policies disability inclusive. They are keen to see donors only fund inclusive projects.
Inclusion Works should promote employment for people with disabilities with vocational skills
alongside those STEM (science, technology, engineering and mathematics) skills, and
engage more with Federation of Uganda employers to help in reaching out to many
employers, scale up information dissemination through media, IEC materials and support
OPD to disseminate these to their networks. The leaders also want Inclusion Works to
consider an informal sector focus and persons with disabilities without higher education who
are the most vulnerable and unemployed.
Job seekers need soft skills training as well as financial management and proposal writing
training. For those who do not have access to online training tools, face-to-face training or
mentoring is preferred. Some found the Accenture12 course was helpful, but others felt that it
is too complicated for some persons with disabilities.
OPD and Disability councillors need to be trained on Article 27 of the CRPD to support its
compliance. Lastly, Inclusion Works should advocate the government to enforce Ugandan
disability laws, including people with disabilities in the SAGE social protection programme13,
and ratify the African Disability Protocol.
They expressed a need for more awareness and empowerment for the job seekers engaged
in spearheading the employment drives and for job seekers to own the advocacy process for
inclusive employment. They also want to see youth with disabilities have a stronger voice in
all these. The leaders want Inclusion Works to ensure that persons with disabilities have IT
skills to open up more opportunities for them in the job market.
Lastly, they see their role in creating awareness about available opportunities to job seekers,
approaching employers for job opportunities, and developing a database for job seekers and
sharing on different platforms. However, it is also crucial to build IT skills. The leaders expect
the government to liaise with companies to allow OPDs to train the companies in disability
and inclusion.

5.2 National Council for Disability
The conversation with Uganda’s National Council for Disability unpacked a number of
enabling regulatory frameworks such as the policy on accessible ICTs to allow persons with
disabilities to utilise technology for employment and informal employment. The housing
Control Act requires that all public spaces and buildings are accessible so that persons with
disabilities can easily access work and living spaces. On the service commission at all
district levels, there is a requirement that a person with a disability is a member, as a
strategy to promote inclusive recruitment. Notably, however, there is no specific

12

Accenture Skills to Succeed Learning Exchange, the online employability skills
development platform adopted by the Inclusion Works programme.
13 https://socialprotection.org/discover/blog/social-assistance-grants-empowerment-sageprogramme-uganda
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quota/number of slots designated for persons with disabilities in the districts. The
government has developed a skilling policy to promote skilling Ugandans and persons with
disabilities can take advantage of this to engage in self-employment. The government has
put in place rehabilitation centres, which offer hands-on skills such as carpentry, metalwork,
salon work, providing persons with disabilities with skills to be employed in the informal
sector. There are Inclusive Government programmes such as Uganda Women
Empowerment Program (UWEP), Youth Livelihood Program (YLP), Special Grants, and
Emyooga.14 The tax holiday incentive for companies based on the number of people with
disabilities recruited has never worked so well.
The Disability Council informed us that plans are underway to develop disability-inclusive
social security for the informal sector. The Social Assistance Grant for Empowerment mainly
targets older persons. The age will be lowered to 65 years and the coverage increased so
people with disabilities can benefit. In FY 2021/2022, the budget allocation has been
increased. In addition, the Kampala City Council Authority has a program with UNICEF
focused on mentorships, protection and cash transfers for personal needs for young
adolescent girls, including those with disabilities – in and out of schools.
The Disability Council feels that COVID-19 has come with both advantages and
disadvantages. According to the Council, one such benefit is that the future for work will
focus a lot more on deliverables, and it sees this as an opportunity for persons with
disabilities. The Council feels that as long as people with disabilities are given clear job
descriptions, they can consistently deliver remotely, which a plus is because “technology will
shape the future of employment, and big businesses will resort a lot more to technology.”
Conversely, social distancing and employee reduction have put persons with disabilities are
at a higher risk of being laid off due to the perception that employing them is demanding in
terms of accessibility and reasonable accommodation.
The challenge that affects the rural setting is the lack of information on and coordination of
government programs such as the Youth Livelihood Program, and Uganda Women
Empowerment Program. As a result, some persons with disabilities do not now know and
have never accessed these programs.
The Council too feels that employment protection and promotion is still inadequate, with little
chances for persons with disabilities. As a result, job seekers are vulnerable to exploitation
by scrupulous companies.
The council wants Inclusion Works to sensitise employers on disability inclusion and persons
with disabilities on non-confrontational advocacy and to build a positive mind-set.

5.3 Federation of Ugandan Employers
The Federation of Uganda Employers (FUE) recognises that the government has created the
national employment council, national employment strategy, and increased job matching
platform focusing more on persons with disabilities from a policy point of view. Initiatives
such as the Graduates Voluntary scheme are a critical platform for government commitment
14

Emyooga is a word derived from a local Ugandan dialect (Runyankole) to refer to
specialised skills enterprises/groups. It is a presidential initiative aimed at wealth and job
creation.
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to the employment of persons with disabilities. We heard from the conversation with FUE
that several companies took advantage of this scheme to become disability inclusive.
FUE explained that the adjusted mechanisms of regulatory frameworks have led to a
renewed interest in the rural setting, which has boosted the growing demand for agriculture an opportunity for self-employment.
Also, because of COVID-19, there is now some funding available for self-employment, the
disability fund adjusted upwards from UGX 5 billion to UGX 10 billion. In addition, the
stimulus package is being disbursed – to support the economy to recover, including human
resources. There is a broader recovery fund for big companies and another recovery fund for
small companies.
The Employer’s Federation believes that the level of productivity increased for all the urban
and rural populations. In addition, supervisory capacity and innovation improved as
managers had to devise better ways of maximising profit working with fewer employees.
On the other hand, employers have increasingly adopted digitalisation and virtual work, just
wanting to see the results. As a result, the Federation predicts that the traditional 8 to 5
o’clock work hours will soon disappear as some assignments get hired out.
The Federation decried employment protection as having significantly weak and
unsatisfactory, mainly because of the economy's structure that it describes as “largely
informal.” The implication is that the vast majority of people do not have social protection.
Moreover, the level of benefits likely from the national social security fund is deficient for
those who access it. Worse still, there are no unemployment benefits during lockdowns.
In conclusion, the Federation feels that the many policy documents being developed, such
as the national development framework, the Third National Development Plan’s (NDP3) 5year human resource plan, are to capture disability inclusion within the broader reform
agenda such as skilling Uganda reform agenda.
The Federation wants the Inclusion Works project to be active in ongoing broader programs
such as special grants for persons with disabilities. In addition, it wants the job portal to
disseminate essential information that would enable persons with disabilities to register for
placement.
Lastly, Inclusion Works needs to be profile employers that have become inclusive.

5.4 Ministry of Labour & Social Protection
Our conversation with the Ministry revealed that the government has increased the 1M
Special Grant, to 5M and shifted its management to the national level to promote
employment of persons with disabilities through self-employment.
The Ministry confirmed that many development and private sector companies closed shop,
rendering many jobless due to government restrictions to the coronavirus. Persons with
disabilities were worse affected due to transport difficulties and no organised mechanisms
for working from home.
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The Ministry felt that COVID-19 affected urban areas more than rural areas because the
former relies on supplies from the latter. Moreover, because of transport restrictions,
movement was made complicated, and price hikes were inevitable. Inevitably, those
businesses unable to sustain rent payments closed. On the other hand, the rural areas
seemed to have fared better because of reliance on agriculture, which remained operational
despite the low prices.
As expected, conditions of employment favoured employees in the public sector who
continued to receive salaries even when not working. Private sector laid-off employees or
reduced pay for some of those it retained.
The Ministry elaborated some of the amended Uganda Disability Act (2006) to the Persons
with Disabilities Act (2020). For instance, the Guidelines for Rehabilitation Centres (2021)
have added these centres to the list VTIs. The candidates of the latter will be assessed and
certified by the Directorate of Industrial Training (DIT) and will be issued certificates.
However, it remains to be seen how favourably employers will react to this. Limited
understanding of the law, its implementation and poor enforcement is a crucial residual gap
in employment protection and promotion.
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6. Conclusions and Recommendations
The 2019 Labour Market Assessment contained a number of specific emerging issues and
recommendations.
Emerging issues included:
•

Although the government has formulated a range of policies, they are outrightly ignored
or not effectively implemented.

•

Most employers are ignorant about the existing incentives of employing persons with
disabilities as stipulated in the policies.

•

The value chain analysis in different subsectors shows that persons with disabilities have
a range of job opportunities to easily engage in if they have the requisite skills.

•

The persons with disabilities have less access to education, life skills and vocational
training and do not have the necessary support to participate fully in the labour market.

•

There is no robust and well-coordinated labour market coordination system in Uganda for
supporting formal job inclusion of persons with disabilities.

Recommendations
•

Bolster implementation of existing policies on disability inclusion (accessibility, quotas,
and tax waivers, among others).

•

Encourage employers to advertise jobs widely (various avenues) and include a specific
clause encouraging persons with disabilities to apply.

•

Employers should be sensitised to provide supportive structures at recruitment and
during employment.

•

Establish or functionalise the Labour Market Information System (LMIS).

•

A sizable number of the labour force is semi-formal – overlap between formal and
informal sectors. People with disabilities could be supported to cross to the formal sector
to generate more opportunities for more inclusive employment.

•

Collaborate with employer organisations such as FUE, the National Organisation of
Trade Unions (NOTU), Human Resource organisations to sensitise member
organisations about eliminating barriers and facilitating the inclusion of persons with
disabilities in the formal labour market.

•

Empower persons with disabilities with vocational skills and on job training and upgrades
in education to be able to perform well and keep their jobs.

•

There is a need to make existing vocational training institutions more inclusive to attract
persons with disabilities and retain them.

•

Provide ICT infrastructure for persons with disabilities to boost their skills, i.e. computers
at the different schools for persons with disabilities and community access points.
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•

Use champions of persons with disabilities who have made it to show the abilities of
persons with disabilities.

•

OPDs should consider signing memorandums of understanding (MoUs) with recruitment
agencies and provide information on qualified persons with disabilities for consideration.

•

Create a platform where junior/mid-level managers (mainly in the private sector) can
interact with young people with disabilities and collaboratively create prototype solutions
to overcome some of the organisational/attitudinal barriers identified.

•

There is a need for massive behaviour change communication (BCC) activities for
employers and persons with disabilities to work on the negative perceptions/attitudes,
stigma and discrimination. This could be achieved through a BCC strategy/sensitisation
plan.

Those emerging issues and recommendations retain currency in the 2021 LMA refresh but
with an increased focus on:
•

Youth, digital and interpersonal skills.

•

The vulnerabilities of women with disabilities in employment.

•

Internships for work experience placements for persons with disabilities.

•

Advocacy work geared towards understanding the law, its implementation and poor
enforcement for inclusive employment protection and promotion.

In terms of conclusions from this, both for the remainder of the Inclusion Works programme
and other disability inclusive employment programmes is to recognise that,
•

The gaps in the labour market on disability confidence of employers and employment
readiness of jobseekers remain as relevant in 2021 as it was in 2019.

•

In part, the future of work will be more technological, virtual and digital, hence an
imperative for support job seekers with disabilities to acquire deeper digital and
interpersonal skills.

•

SMEs will likely be even more relevant for employment from 2021 than 2020 as the
government intensifies implementing the skilling Uganda reform agenda.

•

Waged employment will likely continue to lag for some time, and self-employment will be
an imperative for many – either as an end or a means towards waged work later.

•

There are essential elements of the regulatory framework that Inclusion Works and
others must influence. These the Third National Development Plan's 5-year human
resource plan, understanding the law, and implementing and enforcing inclusive
employment protection and promotion. Also, the operationalising of the Persons with
Disabilities Act, 2020, specifically how the inclusion quotas are set, published, and
enforced. Finally, access to government funds to support people with disabilities in
establishing their own businesses.

•

The barriers and vulnerabilities of women with disabilities in employment are
considerable in Uganda and must be prioritised in the final year of the Inclusion Works
programme.
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