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FORWARD

ealizing the NDP-Ill program obijectives is possible with robust planning and

implementation of interventions intended to boost human capital development.

Given its new mandate as stipulated under Uganda Heart Institute act 2016,
Uganda Heart Institute (UHI) is best positioned to play a vital role in the human
capital development, by scaling down on the impact of cardiovascular disease.

UHI has a major contribution to make towards national development by scaling
up prevention and treatment of non — communication diseases which have a
direct impact on human capital development. To realise progress in containing
the cardiovascular diseases, there is need for increased effort towards attraction,
development and retention of adequate human resource with the required

Knowledge, skills and attitude for performance
of the Institute’s functions.

Cognizant of ‘ ‘ the current baseline of
manpower gaps There (staff numbers, skills gap)
in the Institute, is need for the situation calls for
continuous  planning increased effort and implementation  of
capacity building towards attraction, programs (CBP) aimed at
challenging the status development and quo and transforming the
Institute. The capacity retention of adequate challenges are manifold.
They are institutional, human.resource with the departmentalandindividual
or people related. required Knowledge, Institutional capacity

skills and attitude for
performance of the
Institute’s functions.

challenges relate to
implementation,

gaps in policy formulation,
monitoring and evaluation

and coordination among stakeholders,
departments and functions. These are of
paramount  concern especially in the context of

the NDP-IlIl and the UHI 5 years’ strategic plan.

The departmental challenges pertain to the organisation structure, functions, human
resources, financial resources, tools, office environment and more importantly
the processes and systems including IT applications that enable operationalising
policies and strategies and delivery of services to the citizens.

Challenges pertaining to individual capacities relate to the gaps in knowledge,
skills, and attitude in the clinical and support services. The Institute’s human
resource needs to respond swiftly to the increasing demands for cardiovascular
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service, to foster prevention, treatment and reduce referrals abroad in quest for
specialised treatment.

Successful implementation of the NDP-lll and the UHI strategic Plan calls for
bridging the Institutional and individual capacity gaps as a top priority. UHI has
already taken credible steps by implementing interventions aimed at transforming
the Institute into a cardiovascular centre of excellence with highly competent,
innovative, accountable, responsive, and effective human resource. The solutions
are diverse and need to be guided by an overarching value system that is futuristic
and ensures a “fit for purpose” workforce.

The solutions involve a judicious mix of strategies for addressing the gaps. They
involve a series of actions that are interdependent and having multiple stakeholders
on board — requiring seamless coordination, flow of information, a sound M&E to
track progress and evaluate effectiveness.

To bring all these elements together, Uganda Heart Institute has developed this
5 years Capacity Building Plan(CBP) to provide a systematic approach for the
Institute to plan and implement effective human resource development interventions.

All stakeholders are requested to embrace the Capacity Building Plan, integrate the
strategies and outputs into their respective work plans. High priority interventions
are recommended to be completed in the first 3 years so that the Institute is well
equipped to realise the stated goals and targets of NDP-Ill and the Institute’s
strategic plan.

| invite all stakeholders to join hands and make transformation of Uganda Heart
Institute a reality.

Dr. James Magara

CHAIRMAN, BOARD OF DIRECTORS
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EXECUTIVE SUMMARY

i. Introduction

This Capacity Building Plan (CBP) is developed in view of the need to enhance
Institutional Human Resource Capacity of Uganda Heart Institute. The CBP will
enable the Institute to fulfill its mandate provided under the Uganda Heart
Institute Act 2016, attain its mission and strategic objectives as stipulated in the
UHI Strategic Plan.

One of the objectives of UHI strategic Plan 2022/23-2026/27 is to enhance
institutional effectiveness and efficiency to meet the growing demand for
cardiovascular services. In an effort to achieve on this objective, the Institute has
developed the 5 years CBP for implementation of human resource development
programmes aimed at improving HR skills and knowledge for better performance
of job functions.

Aware of the fact that skilled HR need a corresponding level of welfare and tools,
the CBP comprises of three interrelated components i.e (i) Training (ii) Welfare (iii)
Tools.

The CBP is based on Human Capital Development as  one of the objectives of
NDP lll. The CBP therefore is an important tool of UHI necessary for acquisition of
the needed skills for implementation of the strategic interventions for prevention
and treatment of cardiovascular diseases.

ii. Purpose

The CBP is undertaken in view of enhancing staff development to improve Human
Resource capacity for better performance of UHI. This will enable the Institute to
deliver on its mandate, mission, vision and strategic objectives.

iii. Objectives
Specifically, the CBP is intended to; -

a) Provide staff training and development programs intended for enhancement
of the HR knowledge and skills necessary for performance of job functions in
all departments and divisions of the Institute.

b) Execute sufficient staff welfare program that will improve workplace
environment, stimulate motivation, commitment and create a good corporate
image.

c) Improve management and coordination of staff training and development
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programs under a central coordinating unit, by consolidating all the training
and staff development activities under one Unit, for better management.

iv. The recommended Interventions for Implementation

Aware of the need for comprehensive capacity enhancement of UHI, the CBP
includes 3 key components which contribute to performance of functions. These
components are interdependent in facilitating performance. They are Training,
Welfare and Tools.

a. Training:

In this CPB, training is recommended to contribute a dominant share of HR capacity
building activities to facilitate acquisition of the needed Skills, knowledge and
attitude of individual job holders. When implemented the training interventions
will address the skills gap of individuals and teams. Uganda Heart Institute is a
superspecialised entity where provision of the needed service largely depends
on the supper specialist skills of its HR. It is on this basis that implementation of
the planned training activities is highly recommended for the Institute to attain the
desired skill levels.

Having focused much on the medical courses in the recent past, UHI has been left
with a big gap in leadership and management skills. To bridge the gap, a balanced
training program is recommended to scale up leadership and management skills
especially for the HR in the clinical departments.

Summary Budget of Training Activities for the 5 Years costed CBP

UGX usb UGX usD Total UGX Total USD
YEAR 1 363,800,000 101,056 875,703,600 243,251 | 1,239,503,600 344,307
YEAR2 267,000,000 74,167 536,875,200 149,132 803,875,200 223,299
YEAR3 266,200,000 73,944 764,492,400 212,359 | 1,030,692,400 286,303
YEAR 4 146,200,000 40,611 737,197,200 204,777 883,397,200 245,388
YEAR 5 297,400,000 82,611 675,982,800 187,773 973,382,800 270,384

b. Welfare
It is understood that skilled HR will be efficient when the trained individuals and
teams are adequately facilitated with welfare items, to create an enabling
environment that stimulates motivation and commitment. This CBP therefore
includes welfare interventions that will complement the planned training for
better performance.
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Summary Budget for Welfare ltems (5 years)

Professional Allowances 23,438,862,886 6,501,765
Health Insurance 2,511,540,000 696,682
Break Tea 864,416,256 239,782
Over-time 707,249,664 196,185
Staff Canteen( Set up) 50,000,000 13,869
Corporate Shirts 327,430,400 90,826
Social events 245,572,800 68,120
Staff SACCO 223,248,000 61,927
Fuel / Transport 7,858,329,600 2,179,841
Rewards 81,857,600 22,706
Wellness activities 392,916,480 108,992
Corporate games (Teams) 392,916,480 108,992
Staff General Meetings 163,715,200 45,413

Tools/Equipment

V.

Efficient performance is facilitated by adequate tools. UHI being a hospital,
medical equipment is considered an essential component of capacity building.
It is understood that, equipping a hospital is not necessarily a component of HR
function, however in this context, the CBP considers basic tools without which the
Institute may not perform the most basic tasks of the Institute. The total budget
estimate for the basic tools is indicated below in the table

Summary Budget for re-tooling

BUDGET UG X usD
9,196,500,000 2,554,583

The Budget:

A budget estimate of UGX 51,329,056,966 billion has been drawn. However,
we note that this budget includes the cost of tools/ equipment which is capital
development and which task outside the HR budget items.
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The Summary Budget for the 5 Year CBP

CBP Component Budget in UGX Budget in USD
Training 4,874,501,600 1,354,028
Welfare 37,258,055,366 10,349,460
Basic Tools 9,196,500,000 2,554,583

Total Budget 51,329,056,966 14,258,071

vi.Recommendations and Conclusions

UHI is under transition to a fully-fledged autonomous cardiovascular center of
excellence. With the new mandate, the current HR Capacity of the Institute in
all aspects is in-adequate. In an effort to enhance the HR Capacity. this CBP
recommends practical interventions for implementation in a period of 5 years

a. Approval of the staffing structure:

The current staffing structure is inadequate and thin on ground. This will be
addressed by proposals for provision of adequate staff numbers and categories.
Approval of the proposed HR structure therefore is one of the most important
recommendations of this CBP

b. Enhancement of salaries: Aware of the need to provide a living wage, salary
increments have been recommended to improve pay that will enable HR afford
the cost of living and stay focused on their respective jobs

c. Implementation of the Training Interventions:

d. Improve welfare provision: Currently the staff welfare is low and does not
facilitate the needed motivation and commitment for HR performance. It is therefore
recommended that the welfare activities identified in this CBP be prioritized for
implementation.
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1.0 INTRODUCTION

Uganda Heart Institute (UHI) is established by the Uganda Heart Institute Act
2016 as an autonomous Government Entity with the mandate to undertake and
coordinate the management of Cardiovascular Diseases (CVD) in Uganda. Upon
its establishment, the Institute embarked on establishment of an HR system that
will enable acquisition and retention of skilled human resource to operationalize
the planned interventions intended to deliver on its mandate. Among other key
components of the HR system is the Human Resource manual to provide regulations
for HR management, the staff establishment structure to provide for adequate
human resource numbers and categories and the HR capacity building plan for
execution of capacity building interventions for HR development.

In fulfillment of the need to build human resource capacity a five years Capacity
building plan has been developed to provide sufficient interventions for
implementation to address the HR capacity gaps. The CBP is based on capacity
needs assessment (CNA) to ensure implementation of performance based
interventions. The impart capacity building program is sensitive to key ingredients
in performance including skills, knowledge, attitude of individuals and welfare,
policy, tools and equipment for institutional capacity necessary for an enabling
environment for people to perform.

It is on this basis that UHI developed the five year CBP to provide for implementation
of the necessary training programs and welfare packages to improve skills,
stimulate commitment and motivation for better performance at Institutional,
departmental and individual levels.

The five year costed CBP is a tool of staff development which provides the
needed interventions with budget estimates for funding of the planned activities.
It is envisaged that the CBP will be embraced by stakeholders and receive
the necessary support of stakeholders for its funding and implementation of
interventions.

1.1 Background and Context

According to the UHI Strategic Plan, 2021, the overall goal of UHI for the next
five years is to reduce the burden of cardiovascular disease in the country. This is
to be achieved through the following strategic objectives:

1. Strengthen health promotion and prevention of cardiovascular disease.

2. Enhance institutional effectiveness and efficiency to meet the growing demand
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3. Increase access to quality and equitable cardiovascular services to both local
and international clients

4. Expand research and training in cardiovascular services

5. Manage and oversee cardiovascular services in the country

In an effort to have in place a human resource team with capacity to achieve the
above objectives, the Institute embarked on developing a human resource system
including; the organization structure, Human Resource manual and a Capacity
Building Plan. The capacity building forms a strategic component of the HR system
by focusing on key aspects including training, welfare improvement and retooling.
The Capacity building plan therefore, is intended to provide interventions for
adequate training, welfare and tools for performance of the UHI functions.

1.1.1 The Legal and Policy Context

Uganda Heart Institute Act (2016)

The Uganda Heart Institute Act 2016 establishes the Institute as an autonomous Government entity. The act
provides for increasing local capacity to handle super specialized cardiovascular services and to empow-
er the Uganda Heart Institute to oversee other public health centers which are not super specialized but
which are handling cardiovascular related services. Section 5 (e), provides legal basis for UHI to develop
and promote educational programmes on the management and prevention of cardiovascular disease and
related diseases;

=  The UHI Act Provides the mandate and sets legal basis on which all functions and activities of UHI are
built
= |t is the UHI law within which all the UHI activities including training conform

National Development Plan (NDP) il.

The NPD Il is the Government National master plan that sets the National Development Agenda to guide
all sectoral programs in the Next 5 Years of its implementation. The NDP provides for Human Capital
Development under which the Government intends to have in place well-educated, enlightened and
healthy human resources who are essential to facilitate national development. This objective aims at pro-
ducing appropriately knowledgeable, skilled and ethical labour force, improve population health, safety
and management. The NDP Il recognizes Capacity building as one of the key triggers of Human Resource
development in all sectors of the economy

The UHI Strategic Plan (2020/21- 2025/2026)
The Strategic Plan sets the UHI development agenda for the next five years.

The UHI strategic Plan recognizes the fact that UHI intends to launch a robust Capacity building program
to enable the Institute attract and retain the required skill levels. The Strategic plan interventions call for
super specialist posts to be filled under the new Human Resource structure and manual. For the UHI em-
ployees to deliver on the planned programs, the strategic plan recommends training to enhance skills and
competencies
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Human Resources for Health Strategic Plan 2020-2030. The HR for health strategic plan calls for Effec-
tive health workforce coverage and resilience with the necessary Leadership and People Skills to guide
the health sector in right direction. The strategic plan intends to equip health leaders and managers
with adaptive leadership skills at central and regional levels targeting Directors, Heads of Departments,
Divisions and Institutions, and HR Managers: One of the key aspects is to conduct leadership and gov-
ernance capacity needs assessment at MoH, and at the Health facility levels and develop needs-based
tailor-made leadership and governance training program . This strategic plan provides a health sector
framework for the development of Human Resources for Health.

UHI Human Resource Management and procedures Manual (2020).

The UHI HR Management and Procedures Manual 2021 is a set of regulations that guide execution of
HR activities in the Institute. In regard to staff development, the manual prescribes steps and actions
taken in planning, implementation and evaluation of staff development programs. All the HR activities of
UHI that relate to staff development and capacity building are conducted within the framework of the
HR management and procedures manual 2021. Section 4.4.15 Provides for training allowance, types of
training, the training procedures, training methods, the HRD planning formats and so on. The HR manual
is a basic tool that regulates the manner in which staff training and development should be managed in
UHI

Uganda Heart Institute Organization Structure.

The Institute staffing capacity depends on the positions established in the staff structure. The Organiza-
tion establishment provides for staffing numbers and categories with their corresponding salaries. The
structure forms basis for planning of training and development activities basing on staff numbers and
categories provided therein. Most of the planned training, welfare and tools is in tandem with the
staff provisions of organization structure

UHI Fellowship Policy

The fellowship policy regulates activities for fellowship training. All activities regarding planning and im-
plementation of training and development of fellows is conducted within the fellowship policy framework.
Aware of priority given to the fellowship programs in regard to cardiac skills, the fellowship policy is a
key tool in planning and implementation of fellowship programs.

The UHI Performance Appraisal Reports.

Part D. of the Staff performance appraisal Instrument provides for Identification of Performance gaps
and action plans to improve performance through capacity building. The Performance Appraisal forms
are a sources of Training Needs of Individual employees identified during performance of functions.
Appraisals of the last three years have been a key source of information in the identification of training
needs

Public Service Standing Orders (2021)
The PSO is the Public Service regulations under the Public Service Act No. 9 of 2008.

Sec. J of the PSO regulates the manner in which Staff Training and Development should be conducted in
all Public service entities.

Sec. (J-a) 2. States that staff training and development in Government shall be guided by the Public Ser-
vice Training Policy.

The PSO describes procedure for staff training and development of public officers as a continuous pro-
cess, which shall be needs based. The PSO sets the guiding framework within which all the Public service
activities regarding human resource are managed. Provides for all other terms and conditions of service
including guidelines and activities of staff development in Government entities.
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Public Service Training Policy

Sec. 2.3, states that all government agencies will have responsibility for training and developing their
employees. The policy calls on every Government Official to take initiative and interest in his or her
development and shall be accountable for his/her training authorized to undertake. Sec. 15 states that
training needs shall be identified at both Organizational and individual levels. The policy provides a
framework for managing trainings across the service. The policy guides each Public Service Entity to
formulate its Training plans

Public Service Capacity Building Framework.

The PSCBF is the guide to MDAs on development of Institutional Capacity Building Plans

1.2 Justification

Upon establishment of the UHI as an Autonomous Government Entity in 2016, the
Institute has not had a comprehensive Human Resource Development plan based
on a Training Needs Assessment. Despite the commendable steps taken by the
Institute towards training of its human resource, there was still need to undertake
a study to establish the current HR capacity in terms of skills and competences vis-
a-vis the human resource capacity needed to perform functions.

Unplanned trainings complicate coordination and can lead to depletion of
personnel when many people attend training at the same time, at the expense
of the job duties at hand. It's further understood that absence of training
needs assessment limits training funding since the potential funders will not have
documented justification for funding the training activities.

Basing on the new status of UHI that came with change of mandate, the Institute
faces a capacity gap resulting from the expanded functions and responsibilities.
The high need for training and staff development that comes with new mandate is
not reflected in the current planning and budgeting. For instance, the annual budget
for training in the F/Y 2020/21 is sh. 440,810,000 which is quite insufficient for
an Institution under transition to establish a global center of excellence.

It is against the above background that this CBP is developed in line with the
National Development Plan Il and the UHI Strategic Plan 2020/21- 2024/25

The NDP Ill Chapter 16 (Human Capital Development), intends to  accelerate
acquisition of the urgently needed skills in key growth areas and develop
comprehensive national and sectoral Human Resource Development Plans (HRDP).
The CBP also resonates the Uganda Heart Institute Strategic Plan which emphasizes
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the need to transform and develop the Institute towards a center of excellence for
cardiovascular care and research by 2020.

The Feasibility Study for establishment of a State-of-the-Art Cardiac Hospital
for Uganda Heart Institute, stated that UHI will avail facilities for training and
research to position UHI as a reputable and globally recognized center in
cardiovascular clinical research and innovation which is translated into patient
benefit at pace and scale. The Public Service training policy which guides staff
training and development requires development of training programs based on
a well conducted CNA.

It's on this basis therefore that UHI conducted a CNA and developed a 5 Year
CBP.

1.3 Purpose of The Capacity Building Plan (CBP)

The Capacity Needs Assessment (CNA) and development of the CBP is undertaken
in view of enhancing staff development to improve the Human Resource capacity
of UHI. This will enable the Institute to deliver on its mandate, mission, vision and
Strategic Obijectives.

The UHI has a major contribution to make towards the achievement of the objectives
contained in the National Development Plan (NDP lll). Such a commitment calls for
a Human resource team that is well trained and facilitated to perform functions.

The UHI has a Training Committee which oversees the training function in the
Institute. The training committee needs to be supported with a comprehensive
staff development plan on which the committee will base decisions to recommend
trainings.

1.3.1 Obijectives

The overall objective of this CBP is to identify the UHI human resource capacity
needs and develop a 5 years CBP with interventions to scale up staff training
and development. Cognizant of the changed status under the new mandate of
the Institute established as an autonomous entity, the CBP will provide adequate
solutions for addressing skills gap, improve welfare and identify the basic tools
needed to facilitate performance. Ultimately, the CBP will be a key tool for
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mobilizing funding, undertaking training activities and improving staff commitment

at work in a coordinated manner. Specifically, the CNA and CBP is intended to: -

Provide staff training and development program intended to improve the HR
knowledge and skills necessary for performance of job functions in the Institute.
Basing on the TNA, the training program will provide training interventions
for implementation in the next five years to address capacity gaps at the
institutional, departmental and individual levels with an aim of delivering on
the Institute mandate in line with the UHI strategic plan;

. Execute a sufficient staff welfare package that will improve workplace

environment, stimulate motivation, commitment and create a good corporate
image. Basing on the identified welfare gaps and tools/equipment, the CBP is
intended to implement welfare interventions based on both monetary and non-
monetary benefits for attraction and retention of the skilled human resource.

Improve management and coordination of staff training and development
programs under a central coordinating unit in the UHI. The CBP will consolidate
all the training activities under one program for better coordination and
management under the UHI Training Committee

. Mobilise stakeholder support for the capacity building programs with an aim

of mobilising adequate resources and good will necessary for implementation
of the capacity building activities. The CBP will provide adequate information
and justification regarding the existing human resource capacity in terms of
staffing levels (numbers and skills), skills gap and interventions planned to
address the gaps. In addition, the CBP will be a source of information on the
needed welfare package and tools/equipment for supporting performance.
The CBP will ultimately serve as a tool for informing stakeholder decisions on
the right capacity building interventions for funding
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Uganda Heart Institute 5 years Capacity Building Plan

1.4 Institutional Arrangement

Uganda Heart Vision, mission and Mandate

Vision: “A global center of excellence in cardiovascular services”

Mission: “To promote health, provide preventive and clinical cardiovascular
services and conduct research and training in cardiovascular science”

Goal: “The overall goal is to reduce the burden of cardiovascular
disease in the country”

Mandate: “To coordinate the prevention and treatment of cardiovascular
disease in Uganda”
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2.0 THE CAPACITY BUILDING PROCESS

The capacity building in UHI will take five steps in a cycle, these include:-

a. Engaging stakeholders on capacity development,
b. Conducting Capacity needs assessment,

c. Formulating a Capacity Building Plan

d. Implementation of the Capacity Building Plan

e. Evaluation of the Capacity Building Plan

Figure 2 The UHI Capacity Development process

Stepl
Engage
Stakeholders
on Capacity
Developemnt

Step5
Evaluate Step 2
Capcity Asses Capacity
Development Needs

Step4 Step3
Impliment the Formulate A
Capacity Building Capacity
Plan Building
Response

2.1 Methodology

Development of this Capacity Building Plan adopted participatory and consultative
approach to ensure ownership, involvement of stakeholders in implementation of
interventions and sustainability of the programme.
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During CNA the Task Team explored a broad spectrum of techniques and methods
described below;

a) Holding the Inception Meetings

At the commencement of the exercise, the task team held inception meetings with
key stakeholders. The inception meetings agreed on processes, activities and
timelines for developing the CBP.

b) Stakeholder Engagement

UHI is linked to key external partners, including the Government Ministries,
Departments, agencies and non-Government organizations. In order to obtain
important information regarding capacity building, the key stakeholders were
consulted including, Ministry of Health, Ministry of Public Service, Makerere
University, the Health professional bodies. Internally  all staff members were
involved and their capacity needs identified. Group departmental meetings were
held and questionnaires were distributed to all staff members for capacity needs
identification. The Executive Director was consulted on matters of strategic needs
and the needs of Board of directors were taken care of by consulting the Board
Secretary.

c) Review of the Existing Documents

A comprehensive study of the existing documents was conducted. This review was
done to inform the study on policy direction and best practices. Important aspects
of the documents review were policy and legal implications, benchmarking of
the best practices to develop a CBP based on existing literature.
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3.0 THE CAPACITY NEEDS ASSESSMENT/ANALYSIS (CNA)

In this context, capacity needs assessment considered three (3) key aspects. These
include Training, Tools/Equipment and Staff welfare. The three components are
regarded as having a direct bearing on staff capacity for performance of functions
at the Institutional, Departmental and Individual levels. Training which contributes
to enhancement of individual skills for improved competence and attitude, is the
dominant factor of capacity building. In the analysis therefore, emphasis was
placed on identification of the training needs. However, for individuals to put
their skills to use, they need sufficient tools/equipment and adequate welfare for
motivation and retention. On this basis, the study delved further into assessment
of the basic tools and welfare.

It is further understood that, the Human Resource Capacity is highly dependent on
staffing numbers and categories and the key HR systems in place. UHI is currently
developing an organization structure which when approved will provide for the
adequate staffing in numbers and skills. This CNA therefore does not stretch to
assessment of staff numbers and positions since that component is handled under
review of the Organization structure.

3.1 Analysis Of The Basic HR Aspects
Staffing

Currently the Institute is severely understaffed with most departments operating
at less than 50% of the needed human resource. Understaffing is attributed
to the inadequate staff structure which provides for 189 positions out of 707
proposed positions needed by the Institute to operate at full capacity.

Table 1, Staffing information indicating the staff categories employed by the UHI

Total Staff in Staff on Contract
Category oost GoU payroll Staff LOCUMS | Secondment
Numbers 230 160 47 16 7

Table 1 above indicates that UHI employs a total of 230 employees both in the
clinical and corporate services. Of the approved establishment of 189, only 160
staff are appointed into the structure, leaving 29 vacancies which are’ either
obsolete, cannot attract the needed cadres or do not have wage for recruitment.In
order for UHI to provide the needed cardiac services, 80 employees are appointed
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on short —temporary contracts as contract staff, Locums and secondments.
The above scenario compromises capacity of the Institute in 2 ways

i. The Institute does not operate at the required capacity due to severe
inadequacies in staff numbers

ii. The individuals employed on short — temporary terms are not motivated
enough to commit their full capacity in terms of time and effort.

Figure 3: Comparison of size of staffing categories

STAFFING BY CATEGORY
LOCUMS Secondment

7% \ / 3%

GoU payroll
70%

Contract
20%

B GoU payroll M Contract B LOCUMS Secondment

The Gender distribution

The Government of Uganda agreed on a Gender policy on the basis of women
emancipation for uplifting the female gender in all aspects of development. This
policy would see most Institutions adopt affirmative action for Gender equity. The
subsequent activities in this regard are gender mainstreaming in all Government
- programmes including Capacity building. In UHI, the assessment indicated rather
":c}\..lqrge number of female employees taking 66% of staff posts compared to
males at 33%. This development is due to the dominant Nursing department
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where the profession is preferred by females as compared to males. In terms
of training and welfare, UHI does not discriminate, both males and females are
given equal opportunities to access welfare and training.

The gender Distribution

Gender Frequency Percent
Male 82 36 %

Female 148 64%
Total 230 100.0

The table above indicates un even gender distribution in staff numbers of Uganda
Heart Institute with 64% of staff being females. This imbalance is a result of the
dominant Nursing cadre who make the biggest section of the Institute. It isunderstood
that traditionally, the nursing care is dominated by the female employees. The
gender distribution however is not a reflection of the equal opportunities for both
male and females .

The Current Education levels of UHI Human Resources

The current level of education determines the skills level and trainability of staff in
post. UHI is a superspecialised entity where majority staff members should hold
post graduate qualifications and training in professional areas. The graph below
indicates that 37% of total staff are already qualified with masters and post-
graduate studies and 39% possess bachelor’s degrees. with highly specialized
functions in all departments, UHI will need to train the 39% staff who stopped at
bachelor’s level to attain post graduate qualifications to match the skills demand.
For staff who stopped at UCE, UACE and certificates (support teams) should be
recommended for short courses to enhance their skills in the support services. Long
courses will be recommended for selected individuals under support category, for
growth and change of positions depending on their respective talents.
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Figure 4: The existing qualifications
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Job Descriptions

The Job Descriptions are important in HR development. The JDs entail key job
information including the job duties, reporting relationships, salary levels and
person specifications expected of each job. This information is useful in decision
making regarding recruitment and training. During the TNA, 23.5 % of respondents
indicated that they do not have the job descriptions, implying that they are not
guided on their job expectations. Where jobs lack written person specifications,
key stakeholders in training (Training Institutions, students, funders, potential
candidates on labour market) who need information to pursue qualification and
skills for such jobs, will not access adequate guidance
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Have Job descriptions Frequency Percent

No 16 23.5
Yes 52 76.5
Total Respondents 68 100.0

3.2 Assessment of The Institutional Capacity

At the Institutional level, there are components of the Institute regarded as key
influencers of the Institutes capacity. The key components include the Organization
structures, the strategic policies and Organs established by policy or by law for
shaping the strategic direction of the Institute. It is worth noting that Uganda
Heart Institute is established by law, Uganda Heart Institute Act 2016, which gives
it a strong legal foundation on which fundamental organs and functions are build.

Currently UHI is transitioning to its full establishment as an autonomous entity and
a global center of excellence. Upon its establishment with the new mandate in
2016, the Institute developed the necessary strategic policies and organs for
start-up, to operationise its mandate.

Policy Analysis

As an autonomous Government Entity, UHI is established by an act of Parliament.
The UHI act 2016 provides for the law regarding establishment and operations of
the Institute. However, while the law provides for autonomy, several key functions
remain under the direction and control of the central Government entities. For
instance, the Institute generates revenue but the authority to appropriate and
utilize the NTR is with entities governing national resources. On staffing, the UHI Act
provides for an independent appointing Board, to recruit, manage and develop
its human resource, but the mandate to create staffing positions and terms and
conditions of service remains with the MoPS.

The HR policy in Government entities is centrally established by the Ministry of Public
Services (MoPS). Arising out of the Public Service Act, the MoPS developed the
Public Service Standing Orders 2010 as Public Service Regulations. The Ministry
regulates salaries, pension, Organization Structures, leave, training policy, staff
allowances and the general public service code of conduct.
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At Institutional level, UHI developed a Human Resource Management and
Procedures Manual, to guide management of the Institute Human Resource activities.
It is observed that there are substantial policies and regulations governing HR
functions developed both centrally and at Institutional level, however most of the
UHI employees are not conversant with the HR policies.

The Organization structure is a key policy document for provision of staff
posts and their related salaries. When UHI attained its autonomy in 2016, the
staffing structure was to be reviewed in light of the emerging new functions and
responsibilities. However due to un avoidable circumstances, UHI is still under a
small structure with staff establishment of 189 posts which are too far less than
the required 707 posts . The current UHI staff structure therefore, does not reflect
the expanded new UHI as an autonomous entity.

In an effort to fast-track review of the staff structure, UHI has proposed and
submitted to the MoPS for approval of a revised structure of 707 posts. The
revised structure if approved by the MoPS will have a significant improvement in
staffing and remuneration of the Institute employees.

In regard to policy, there are a number of key policies not yet developed as
indicated below in the table;

Table 3 status of Key policy documents in UHI

UHI Act
The UHI Board Charter

Uganda Heart Institute Regulations
HR Manual
Strategic Plan

Organization structure

HR Capacity Building Plan
ICT Policy

... Page



Board of Directors

Established by the UHI act 2016, the UHI Board of Directors is the Institute’s
Governing body. The Board is composed of 9 members appointed by the Minister
of Health, with the Executive Director as the Technical Head on the Board. The
Secretary to the Board is the head of the Board Secretariat. For effective running
of its business, the Board is guided by the Board Charter which provides regulations
governing the Board activities. There are four Committees of the Board Including:

e Board Finance and Projects Committee

e Board Human Resource and Administration Committee
e Board Audit and Risk Management Committee

e Board Clinical Services Committee

The above committees are fully constituted and functional.

The Board received induction training for familiarization of members with the
policies, procedures and the general conduct of the Board members. During the
induction, the following content was covered.

i. Overview of Corporate Governance and Principals and Board room
dynamics
ii. The role and functions of the Board and Management and Chairing meetings
iii. Board Minutes and reports
iv. Strategy implementation
v. Risk management- Role of the Board
vi.  Finance and the Board
vii. Policy Communication and Stakeholder management

The Board Secretariat is the administrative arm of the Board. It is observed that
currently the Board secretariat is manned by one person, the Board Secretary
who needs support of administrative assistants. Also the Board Secretariat needs
an Independent Office that accommodates Office of the Secretary to the Board,
a Board room and Records Office for safe custody of the Board Information and
Records.
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UHI Top Management

The Top Management of UHI is under the leadership of the Executive Director as
established by the UHI Act 2016. The Executive Director is the Chief Executive of
the Institute and the Head of Technical business. The ED is deputized by the Deputy
Executive Director (DED) who is also the Head of Clinical Services and operations.
It is observed that except for the Chief Executives, the rest of Departments still
operate at lower levels as Divisions and Units, with most heads appointed in
lower positions than the job demands. This leaves top management with members
operating at under capacity.

Office of the Executive Director

In his analysis, the Executive Director explained that, in terms of Human Resource
development, Uganda Heart Institute has taken a commendable step in staff
training. However, the ED raises concern over the gaps in the management
skills of employees in the Clinical Departments. He said for the Institute Heads
of department to be all round leaders and managers, the Institute needed to
embark on the required Heads of department needed to have full grasp of the
strategic direction of the institute. He recommended tailor made leadership and
Management courses for Heads of Department including: -

= Corporate Governance

= Strategic planning

= Corporate Law

= Project Planning and Management

" Project Proposal writing and Resource Mobilisation
= Strategic Planning and Management

" Management Skills Improvement

= Strategic Human Resource Management

= Performance Management in Organisations

The Organization structure

Currently UHI has a total establishment of 189 approved posts. The current
establishment provides a thin staff structure which was inherited in 2016 upon
establishment of UHI as an autonomous Government entity. Since then, UHl initiated
a review process which recommended an establishment of 707 positions approved

by the Board in 2020.
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Given the above statistics, currently the Institute operates at 27.7% of its required
staff capacity. All departments are severely understaffed with most units operating
inadequately in significant functions including; Monitoring & Evaluation, Public
health component, Research department, Inspection and quality assurance, Risk
management.

Figure 5 Comparison of staff numbers in the current and the proposed structures.
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Figure 6 Comparison of staff numbers of the corporate service
(Staff in post, approved structure and Proposed structure)
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Figure 7: Comparison of total staff in Corporate Service (In post, Approved & Proposed)
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Figure 7 above indicates that, in the corporate services, the projected HR
requirement is 96 staff in the midterm. However currently, the approved number
is 45 and only 44 in post. The corporate service is operating at 46 % of the
required staff which is far below the required staff capacity.

Figure 8: Comparison of staff numbers
(In-post, approved current, Proposed structure)
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Figure 9: Comparison of staff numbers in the clinical departments
(In-post, current approved and Proposed structure)
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Figure 10The clinical and Corporate staffing in comparison
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Analysis of Departmental Capacity

Currently UHI has 16 divisions in both Corporate and Clinical services. While
most divisions operate as departments, there is no clear cut between departmen'rs
and divisions. Some divisions operate as departments due to the sensmvri‘y and /_

workload. Generally, it is observed that organization of functions of UHI doé/
not match the new mandate given under the UHI act 201 6.
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Cognizant of the expanded functions under the new mandate, the organization
is planned for elevation of most functions to Directorates and departments in the
proposed structure.

For departments to function effectively, there are basic office tools that should
be available. Among the most necessary are Office computers and transport
facilities.

Table 4 The departments indicating their staffing status and the basic tools

Departments Available Not available Approved | Filled Gap Vehicle Computer
Adult Cardiology 12 11 1

Paed Cardiology 9 8 1 X
Surgery 11 8 3 X
Anaesthesia 5 4 1 X
Critical Care 6 4 2 X
Nursing 57 52 5 X
Pharmacy 4 4 0 X
Laboratory 5 5 0 X
Radiology 5 4 1 X
Perfusion 4 2 2 X
Physiotherapy 3 2 1 X
Pathology 3 1 2 X
Nutrition 1 1 0 X
Bio Medical Eng 3 2 1 X
Medical Records X
tGr;rr;;:ql Adminis- 5 5 0 <
HRM 2 1 1 X
Finance 6 4 2 X
Planning 1 1 0 X
Procurement 2 2 0 X
Audit 2 1 1 X




Communication 1 1 0 X

Records 5 4 1 X
IT 1 1 0 X
Inventory Man- 5 2 0 x
agement
Key: Available X Not available

Analysis of the Strategic Functions in the Corporate Service
Human Resource Management

The HRM Division is the fulcrum of the human resource function, responsible for
championing the strategic direction and operations of the HR interventions. The
division coordinates the development and implementation of a Human Resource
Strategy that supports achievement of UHI’s strategic plan and Mandate. Currently
the HRM Division is manned by 2 people, the Principal Human Resource Officer
(Head HR) and an Acting HR Officer

As a superspecialised entity employing the Cardiac specialists who are highly
regarded in skills and experience, UHI needs a robust HR department with skilled
HR practitioners to manage the current UHI HR in transition to its full autonomy.
The HR department will play a key role in attraction, retention and sustainability
of the needed human resources. While the current post holders in the division are
skilled to handle the HR function, the Unit has a big manpower gap in terms of
numbers.

The 2 HR staff are overworked and under resourced. Understaffing and resource
constraints are a hindrance to implementation of a range of functions within
timelines. The Unit lacks key facilities, including; Office space, documents equipment
such as heavy duty printer, scanner, filing space, reception area, among others.

Analysis of Information Communication Technology (ICT)

In an effort to build a modern Institution that embraces e-Governance, use of
Technology will be central in the operations of the Institute. The IT section s
intended to ensure that the ICT resourcing needs of UHI are efficiently managed /
delivered in the most cost effective manner possible and are consistently providing
quality technical services/ support to both internal and external stakeholders.
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The IT section is responsible for development and implementation of ICT policies,
procedures, systems and routines that will result in the effective and timely provision
of information and communication services to the Institute to ensure effective
decision making and programme implementation. It has been observed that most
of the key items for ICT are still being developed, notably the ICT Policy and
the ICT Strategic Plan are both in draft form. The ICT section procured a Health
Management Information System(HMIS) which is currently under development and
installation. Currently the Institute maintains a fairly equipped IT system, though
with minimal resources. All Offices in the Institute are equipped with computers.
Strategic Offices are provided with laptops, and mobile printers. There are also
centralized heavy duty printers and photocopiers. Currently the ICT systems in
place include: -

i. The UHI domain — emailing system
ii. The Remote Desk Management
iii. Centralized printer soft ware
iv.  Firewall. Protecting HMIS, to reject unwanted information
v. The TVs for broadcasting tokens for client’s reception

Work in progress

For the Institute to manage an efficient ICT system, there is need to finalise
installation of the Health Management Information System (HMIS) to automate
most of the key functions in the Institute for provision of an efficient cardiovascular
service. The HMIS when fully functional will manage the following modules; -

® The Outpatient Department (OPD) Module

= The Inpatient Module

= Surgery Module

= Cath lab Module

= Laboratory Module

= Pharmacy Module

= HR Module

= Accounting Module

® |nventory Management and procurement Module

ICT Challenge

The efficiency of ICT software depends on the availability of hardware
equipment. However, the Institute demonstrates inadequacy of key hardware
equipment including; the server for data backup and a switch board for

connecting Offices on line
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3.3 The Welfare Analysis

Currently UHI implements a welfare policy inherited from the main stream public
service. While the policy provides a harmonized pay policy for the Uganda
public service, it does not adequately take care of the welfare peculiarities of
the Institute.

a) Salaries.

UHI employees are paid under the salary structure of the general public health
sector. Despite the government effort to improve health worker’s salaries generally,
the current salaries for UHI do not provide adequate compensation for the level
of skills and effort of cardiac specialists in the Institute. Under the Heallth sector
the pay policy has been an area of concern and has seen health workers hold
several strikes agitating for pay rise. In an effort to establish adequate pay, UHI
developed a structure, submitted to the MoPS for approval.

Table 5: Wage comparisons between the current and the proposed structures

No. Details No. of Posts Annual Wage
1 Current Structure 198 5,132,440,608
2 Proposed Structure 707 40,082,821,500
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Figure 11: Comparison of the current and proposed salaries for selected posts in UHI
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b) Allowances:

UHI adopted allowances of the general public service irrespective of the peculiar
welfare needs of Institute. The public service allowances provided under circular
standing instruction No.4 of 2008 do not cater for the hospital working conditions,
such as working overtime in surgery and critical care units, working at awkward
hours and exposure to health risks such as COVID 19 and Ebola. In addition, the

'-»‘.\\publlc service allowances were established 15 Years ago and have since been

affected by inflation and the ever rising cost of living.
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Table 6:The selected approved allowances under circular standing instruction

No. 4 of 2008 - MoPS

Night Allowance 150,000 120,000| 110,000 110,000 110,000| 55,000
Safari Day allowance 14,000 13,000 12,000 12,000 12,000 11,000
Dinner Allowance 3,000 3,000 3,000 3,000 3,000 2,000
Sitting Allowance 90,000 90,000 90,000 20,000 90,000 90,000
Training Allowance 90,000 80,000 80,000 80,000 80,000 80,000

It is noted that in 2018, Ministry of Public Service had approved increased duty
facilitating allowances for public Officers to take care of the inflation rates and

cost of living. However, the revised rates were never implemented.

In an effort to retain the specialists in the heart Institute, UHI adopted a monthly

professional

allowance.

The Welfare Needs Proposed by UHI Staff

During the CNA, staff members identified welfare needs which they regard as
Important to facilitate commitment, stimulate motivation and enhance performance.

In their response the staff members identified the following welfare areas;

Vii.
Viii.

Staff Housing

Monetary Allowances

Staff Canteen/Cafeteria

Medical Insurance

Staff Loans
Staff Parties

Baby Care Centre

Subsidized Shops,
Monetary Benefits

Staff parties
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According to figure 12 above, monetary allowances picked the highest share of
response from staff. This is justified by the fact that UHI salaries are low and staff
need allowances to cover up the gap. Staff housing and medical insurance also
featured most in the response, explained by the fact that housing and medical
care are part of the basic needs. In a nut shell, because staff salaries do not
provide a living wage, staff members will need most of the basic needs covered
by the Institute. The same applies to response on staff canteen which featured

Uganda Heart Institute 5 years Capacity Building Plan

Figure 12: Staff response on welfare needs
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3.4 TRAINING NEEDS ANALYSIS
3.4.1 The UHI training Trends

Currently UHI employs 230 people. 70 % of these are on Government of Uganda
Payroll and 30% on local contracts outside the UHI approved structure. Currently
most staff benefitting from training are those on the GoU payroll, especially the
long term trainings within and outside Uganda. This means 30% of UHI staff do
not access the formal long term training for professional and career development.
In terms of welfare, UHI faces a challenge of remuneration of LOCUMS and
temporary employees since they are not entitled to salaries

Uganda Heart Institute regards training as a key aspect of staff development.
The Institute has supported most of its employees to undergo training and build
capacity in their different professions, both within and outside Uganda. The Heart
Specialists undergo intensive training to attain the required level of expertise
and skill. In this regard, the Institute supports fellowship programs for doctors and
nurses who aspire to super specialize in cardiac service. The Institute established
a fellowship program to carry out practical placements of both internal and
external practitioners. The fellowship program has since graduated 46 internal
staff. It is however noted that despite of the effort towards training, the Institute
training program is inadequately funded. With the limited funding in place, the
Institute trained a number of staff as indicated below in the table

Table 7: the number of staff trained per division in the last 5 years

by 2016/17 — 2020/21

Page ....

Perfusion 1 1 2
Cardiac Anesthesia 2 1 1 4
Cardiac Nursing 3 3 17 13 6 42
Cardiac Surgery 1 2 3
Cardiac Critical Care 1 1 2
Pediatric Cardiology 1 3 1 5
Pharmacy 1 1 2 4
Laboratory 2 1 3
Biomedical Engineering 1 1 2
Adult Cardiology 1 1
Information Technology 1 1
Administration 1 1
Medical Records 1 1
Stores 1 1 2




Figure 13: Beneficiaries of training in comparison
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Figure 13 above demonstrates that majority of staff who benefitted from training
are nurses. This is due to the big numbers of the nurses compared to other categories
of staff in the Institute. The table also demonstrates that staff categories in the
corporate services benefitted less compared to their counterparts in the Clinical
services.

Figure 14: the UHI training Trend in the last five Years

Trained

30
25

20

2016/17 2017/18 2018/19 2019/20 2020/21

Figure 14 above indicates a general upward trend in training. Between the
Financial 2017/18 and 2018/19, there was a great improvement in numbers
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attending training courses though, the Institute experienced a downward trend

between 2018/19 and 2020/21.

Figure 15; Comparison of training beneficiaries between

the Clinical cadres and corporate services
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Basing on figure 14, it is observed that 96% of training benefitted staff in the
clinical services compared to 4% of training in corporate services. It is further
noted that most training has been in medical courses in particular fellowships in
cardiac specialization at the expense of management and leadership programs.
While this trend has built the much needed capacity of medical personnel to handle
cardiovascular diseases, it has left out an important aspect of leadership and
management needed by heads of department.

Table 8 the summary of education levels of Uganda Heart Institute employees

PhD 5
FELLOWSHIPS 4
MASTERS 18
PGD 7
FIRST DEGREE 17
DIPLOMAS IS8
CERTIFICATES 4
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3.4.2 The competence needs analysis

For comprehensive identification of competence needs of individuals, several
data collection tools were used including questionnaires, interview of target
respondents, observations and information from existing records.

Figure 16: comparison of long term training courses from respondents
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Figure 16 above indicates that majority employees 27% and 25% preferred
attaining first degrees and master’s degrees respectively implying that the
Institute employs majority staff below graduate level. Aware of the Institute’s
need to superspecialise in cardiac courses, the planned training under this plan
will be dominated by fellowships and attachments in total disregard of individual
preference for degrees and master’s degrees. It will only be in a few cases
in clinical areas and majority training in corporate services that might take on
undergraduate and graduate trainings.
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A. Training Needs for The Board of Directors

Table 9 Board of Directors Training Schedule for 3 years

Quarter 1 | 1. Induction of Board Members

2. Board Effectiveness and functions perspectives
Quarter 2

w

Strategic Plan Development- Key roles of the
Board

Finance and the Board

Quarter 3 Risk Management practices

Role of Audit Committee

Board dynamics and concept of groupthink

I B A

Quarter 4 Resource Mobilization and Advocacy role of the

Board

1.Finance and the Board — Critical analysis by Board
Quarter 1 | Members

2.Resource Mobilisation and Advocacy ro

Quarter 2 |Board Effectiveness

Corporate Governance and Committee Governance —
Audit and Others

Quarter 4 [ 3. Board dynamics and concept of groupthink

Quarter 3

Resource Mobilisation and Advocacy role of the

Quarter 1 Board

Corporate Governance and Committee Governance
Quarter 2 |- Audit and Others Board dynamics and concept of
groupthink

Quarter 3

Quarter 4 | Board Evaluation

Source: The Board Secretariat

A. Analysis of Job Competencies in Technical Departments
Management Skills Analysis

During the CNA, basing on the required skills for management improvement, staff
members revealed that there are key skills in management lacking at all levels.
The management skills were identified as critical at top and middle management
levels where heads of department and divisions require a level of skills to perform
leadership and management tasks.

Page ....



A set of management skills was determined as critical as follows

" Leadership and Governance

" Monitoring and Evaluation

®" Human Resource Management

= Communication skills

® Planning and Budgeting

= Negotiation and lobbying

= Net working

= |nterpersonal Skills

= Research skills

® Financial Management and Accountability
= Project Planning and Management

= T Skills

* Training/Presentation skills

= Policy formulation and analysis

= Counselling skills

= Customer Care and Public Relations

= Records and Information Management
= Team work and team building

= Performance Management

= Effective Management of Meetings

= Time Management

= Assets and Inventory Management

= Fleet Management

= Coaching and Mentoring

= Retirement planning and Management

... Page



Management skills needed

Figure 17

Uganda Heart Institute 5 years Capacity Building Plan

Management Skills Needed

syuspuodsal jo oN 4,
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Figure 17 above demonstrates staff response on their training needs of the key management competencies.

As indicated, the need to enhance research knowledge and skills attracted the highest number of response,

followed by Planning and Budgeting, Monitoring and Evaluation. While each of the management aspects

ining.

to areas in which most staff expressed need for tra

ven

ty will be gi

10r1

attracted response, pr



Analysis of Training Needs in Technical Departments

On each of the job categories, training needs were identified to establish the
extent to which staff needed training on each of the job tasks. This analysis led to
an in-depth understanding of job tasks in which staff need specific training. The
analysis takes care of job areas for which training programs can be designed to
address specific skills gap in the job roles. In practice, each job contains a detailed
description of roles performed by the job holders. In order to sufficiently perform
the job roles, the post holders must possess a set of skills that enable them to
perform. This analysis therefore focused on each job to assess staff capacity for
performance of tasks. The results of this analysis will help stakeholders to focus
on the job roles where respondents revealed need for training. The tailor made
courses will be designed to address the identified training needs.

... Page
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Training Needs Analysis for Communication and Public Relations

The current workload for the role of communication and PR is significant. In reality,
the workload is unachievable by the current single job holder occupying the PRO
role. By policy communication and PR function is a responsibility of the Chief
Executive but delegated for professional handling by the PRO. Currently the PRO
is much engaged in day to day activities yet she requires more time to focus on
the strategic outlook of the Institution. This sometimes limits the activities of this
function, which is vital in helping the Institute to create synergies with the relevant
stakeholders.

Furthermore, the analysis of the organisation indicated that the strategic elements
that form part of the comprehensive approach to communication were missing
from both the structure and the application on ground. It is recommended that
a more senior strategic communication role should be considered and more staff
recruited to support the only PRO currently employed by UHI.

... Page
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Assessment of Records Management

Records Management is a key function of information management both in the
corporate and medical services. The graph below indicates that the staff in
the records management are fairly conversant with management of physical
records (paper work and filing). Its however evident that the Records Personnel
need to build capacity in managing electronic information and data bases.
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Analysis of training needs in the ICT Division

With the strategic drive and focus on e-Governance, the institute emphasizes
need for a comprehensive approach to managing ICT within the Institute and
ensuring that it is strategically developed to support the success of the Institute.
ICT plays a fundamental Strategic role for positioning the Institute as a modern
Organization. The table below indicates that, overall, staff in ICT need training
in 62% of the IT job functions. While respondents did not express low need for
training in most of the job tasks, it is evident that staff need to enhance skills in
the IT strategic planning, development and maintenance of up to date assets
register, skills to keep high levels of data and network security, knowledge of
Medical IT equipment, among others. In planning training therefore, the job
tasks where staff expressed over 50% need for training, will be emphasized.

... Page
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Uganda Heart Institute 5 years Capacity Building Plan

DEPARTMENTS ANALYSED ON INTERVIEWS

For an in-depth analysis of departments in the Clinical Services, the training
needs for 6 divisions were analyzed by interviewing the Heads of

department.

Table 11 : Training Needs identified on Interviews

Training needs from Adult Cardiology

Dr. Okello Emmy

Senior Consultant

Advanced structural intervention

Advanced Coronary Cath lab interven-

Dr. Ssebata Elias Consultant Honist

Dr. Kiggundu Briain MoSG :;:Ir\l/i:nced Coronary Cath lab interven-
Dr. Achan Josephine MoSG Cardiac electrophysiology

Dr. Ssinabulya Isaac MoSG Advanced Echo

Dr. Mbabazi Happy MO Cardiac ICU

Dr. Nakagayi Doreen MO Cardiac ICU

Dr. Daniel Iraguha MO Cardiac Kidney

Dr. Salama MO Cardiac electrophysiology

Dr. Namukasa MO International cardiology

Mr. Odong Cath lab Cath lab

Training needs of Paediatric Cardiology

Dr. Lubega Sulaiman

Senior Consultant

PGD( Management)

Dr. Aliku Twalib Consultant Cath lab intervention

DR. Namuyonga Judith MoSG Feuto Echo fellowship

Dr. Tumwebaze Hilda MoSG Intensive care /Attachment
Dr. Ndagire Tina Emma MoSG Attachment

Dr. Benerd Bongonyinge MoSG Intensive care /Attachment
Dr. Aketch Mary Teddy MO Completion of fellowship
Dr. Owomugisha Gloria MO Fellowship

Dr. Gloria Kaudha MO Fellowship

Training needs of Cardiovascular Surgery

| Dr. Tom Mwambu

Senior Consultant

Apprentice ship( Cardiovascular Sur-
gery)

Dr. Dr. Oketcho Micheal

Consultant

Apprentice ship (Cardiovas-

cular Surgery)
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Uganda Heart Institute 5 years Capacity Building Plan

Dr. Muhoozi Rwakaryebe Mbag- Apprenticeship (Cardio-
MoSG

ga vascular Surgery)

Dr. Kebba Naomi MoSG FelIow?hlp/qppren’rlceshlp
( Cardiovascular surgery)
Apprenticeship

Dr. Paul Magala MoSG ( Cardiovascular Surgery)

Dr. Ariaka Herbert MoSG Fellowship attachment( Cardiovascular
Surgery)

Dr. Miriam Nalule MO Fellowship attachment (Cardiovas-
cular Surgery)

Dr. Ahabwe Kenneth MO Fellowship attachment (Cardiovas-
cular Surgery)

Dr. Opio James

Training needs of Radiology

Consultant

e Executive MBA Management
e Research Methods

Paul Maderu

Senior
Radiographer

Masters in Radiology

Charles Mulondo

Radiographer

Masters in diagnostic Ultra sound

Nicholas Wako

Masters in diagnostic Ultra sound

Training needs of
Laboratory

Kebba John

Master of Health Sciences in bio ethics

Nduhukire Mercy

Master’s degree in molecular biology

Atieno Priscilah

Degree — Medical Laboratory tech

Mwai Thadeus Jude

Degree- Biomedical Lab science

Bamwange Beautrice

Masters in Hematology

Yiga Robert Masters in hematology
Training needs of Cardiac Nursing

PNO Leadership & Governance

SNO Leadership & Governance

In Charges Health Science Management

Nursing Officer

Fellowship /ICU

Nursing Officer

ajlgo|Nd|—

Fellowship /Others
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Uganda Heart Institute Corporate Governance Training for Board Members
1) Board Induction
2) Board Evaluation
3) Test of Independence of Directors
4) Corporate Governance Training Needs Assessment
5) Capacity Building (Training) in Corporate Governance
6) Developing Corporate Governance (Board) Manuals
7) Corporate Governance Compliance Checks

8) Conducting Due Diligence on Potential Directors

3.4 Tools/Equipment Assessment

Aware of the importance of tools in performance of job functions, an assessment
was conducted to establish the status of equipment and tools in the Institute.
Acknowledging the fact that UHI is a Hospital with high tech medical equipment,
this analysis does not extend into a detail of the equipments which will be required.
Also it is understood that UHI is currently undertaking construction of a new hospital
which when completed, a comprehensive assessment of the equipment needs will
be carried out for equipment the new facility. In view of this therefore, this CBP
captures basic tools required in the mid-term, in the current work environment,
awaiting completion of the construction project.

UHI is fairly equipped with modern medical equipment. However due to limited
space, the Institute is not equipped to the required level of specialized tools
needed. In its current space, the Institute cannot accommodate much of the
needed equipment.
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4.0 _THE WORK CHALLENGES

UHI is under transition to its full autonomy as provided under the Uganda Heart
Institute act 2016. Due to the new mandate and change of status, the Institute
is expanding rapidly to accommodate functions as provided by law, without the
corresponding resources to match the new demands. Consequently, the service
is overstretched by increased demand and need for new systems. All resources
including human, financial, material and infrastructure are increasingly becoming
insufficient. In summary the following work challenges have been identified; -

Table 17 The work Challenges and their implication on performance

e Underperformance
Understaffin Limited of functions Approval of the The Revised structure is
& |structure e  Work burn out of Revised structure | submitted for approval
staff
Congestion .
Limited space Borro.wed Limited space for Construction of Acquired land
premises . the new home
equipment
. e Low attractionand | Salary GoU proposed‘
Low salaries Low GDP retention Enhancement enhancement in FY
2022/23
Limited Low training . Increase the
trainings Budget skills gap Training budget Not started
Limited staff . Low motivation and Increase welfare
Low funding . Not started
welfare commitment budget
In adequate - - Construction of a
tools / Limited space | In efficiency . In progress
; hospital
equipment
L Lack of N . .
Limited career . e Demotivation Approval of the The revised structure is
promotional o . .
growth positions e Attrition Revised structure | submitted for approval

Figure 22: Magnitude of work challenges

LOW
MOTIVATION
3%

LIMITED
TRAINING
15%

LIMITED
SPACE
13%

LACK OF INADEQUATE
MEETINGS ELECTTRICITY
2% 2%

NSTABLE
INTERNET
8%

COMMUNICA
TION GAP
1%

According to figure 22 above

staff responded that work burn

WORK BURN
out

EQUIPMENT
20%
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out and limited equipment are the
e biggest challenges taking 33%
and 20% respectively. Work burn
out is justified by the low staffing
of the Institute.
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5.0 RECOMMENDATIONS

Aware of the need to build HR capacity in tandem with the current and future
HR demands of UHI, a manifold of interventions will be implemented. Basing
on the results of the CNA and acknowledging the current stand of UHI in terms
of the existing policy, systems, infrastructure, welfare, tools and equipment, it
is recommended that UHI and its stakeholders undertake practical interventions
to address the existing capacity gaps at the Institutional, departmental and
Individual Levels.

5.1 Recommendations for Institutional Capacity.

These recommended interventions entail;

Expedite approval of the Organization structure with adequate staff
establishment to provide all the necessary posts, hierarchy and their
corresponding salaries. approval of the staff structure will enable
staff recruitment to address staffing gaps by acquiring new skills and
competencies. The structure will further solve the remuneration challenge
by attracting added wage for the Institute for the newly created posts

Develop a welfare policy which provides adequate benefits and rewards.
The welfare policy should accommodate the peculiar welfare needs of
the Institute, in terms of allowances, housing, meals and compensation for
the effort and risks. Under welfare, items such as overtime allowance, risk
allowance, professional allowance, motivational rewards, corporate wear,
wellness activities should be prioritized

Improve IT systems. In modern management, IT is a strategic function
necessary for corporate e-governance. It is hence recommended that
UHI expedites full implementation of the HRIS with adequate modules to
stimulate electronic planning and management of activities at all levels
of the Institute. E-governance will improve efficiency by optimizing use of
resources, make the service faster and improve on the corporate image

Improve the physical work environment. The CBP acknowledges the
strategic progress made to construct the UHI new cardiac hospital which
when completed the hospital will come with better Office space, hospital
\\wards and theaters, storage facilities, staff amenities, equipment and
\bet’rer ambiance. However, in the meantime, it is recommended the current

p\\‘.l,jemlses be improved with adequate IT and communication systems, tools

and equipment.
... Page



Uganda Heart Institute 5 years Capacity Building Plan

5.2 Recommendations for departmental Capacity

At the departmental level, it is recommended that a set of Interventions are
executed to improve departmental performance of functions
i.  UHI should re-organise divisions and departments to provide for strategic
leadership and create adequate size of departments to accommodate
functions in accordance with UHI mandate. It is further recommended that
the strategic functions which are currently thin, should be expanded. These
include M&E, ICT, Research, Public health and preventive cardiology,
housekeeping, among others
ii. Improve on provision of equipment and tools, including medical equipment
in departments, transport facilities and Office tools such as computers,
furniture and gadgets

5.3 Recommendations for Individual Capacity

This is the most important component of capacity building. Aware of the role of
human resource as a key factor in transformation of an entity and in light of the
super specialist skills required for cardiac services, recommendations to develop
individual employees will create the much needed impact when implemented.

5.3.1 Training

Results of the TNA, demonstrate the need to undertake comprehensive training
programs to address the skills gap of the UHI Human Resources. The training
programs will include long term, continuous professional development and on-
job short courses. Basing on the findings which indicate a trend of dominance
of training in Clinical services and in an effort to improve management skills of
Heads of Department, it is recommended that UHI undertakes more of training
courses in leadership and management.

In addition to long and short courses, there will be need for non- conventional
training programs intended to acclimatize Individuals with work processes in
different fields. Such courses will include; placements, job rotations, attachments,
coaching and mentoring, among others.

5.3.1.1 The Recommended Short Course Training Program

The short term training program will consist of the on job tailor made; course/s
designed to address skills gap of individuals which do not necessitate a full range

Page ....



of long term courses in training Institutions. The short term courses will take less
than one month conducted in conferences, workshops, webinars, attachments and
will most accommodate group trainings to address a skills gap affecting teams.
Basing on the needs analysis, the short courses will be delivered mostly to address
skills gap in Leadership, management and administration.

The short courses will be dominated by the tailor made training programs
targeting top management, middle managers and heads of sections. The short
courses programme will offer a variety of trainings to enhance skills, competencies
and attitude at work, build knowledge and offer insights into good practice. The
programs will be tailored with succinct management components for the delivery
of strategic levels of management skills at all levels of UHI.

... Page
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UGANDA HEART INSTITUTE

g P.O. Box 37392, Kampala, Uganda
f;;] Tel: 0414 690371 Mob: 0756 521412

\"FOR YOUR HE.
N YOUR LIFE /

Website.www.uhi.go.ug




