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NAOMI WATASA LUMUTENGA
EXECUTIVE DIRECTOR, HERS-EA

Dear friends,

On behalf of the Higher Education Resource Services-East Africa
(HERS-EA), I warmly welcome you to the summary of our Fourth
Academy. It provides a glimpse of what transpired, during the week-
long Academy, held on 5th – 10th July 2021. This was the first virtual
Academy, initially intended for July 2020 but, like many events, had to
be postponed, due to the Covid-19 pandemic. With 27 participants,
including, for the first time, 5 from Mississippi State University (USA),
the Fourth Academy exceeded our expectations. Participants were,
perhaps, the most qualified, of any Academy. They were engaged and
enthusiastic (despite the occasional technological and time zone
challenges), including those from USA who logged in after midnight!

As with previous Academies, delivery addressed three themes:
Institutional Development, Personal Development and Networking. As
we progress through our Academies, we acknowledge an important
lesson, that it is not always possible to place a presentation under
individual themes; for instance, how can a leader develop an
institution without developing themselves or increasing their
networking circles? Thus, the topics summarized in this Fourth
Academy Report, are not necessarily thematic and, they include:
institutional and personal barriers to advancement of women; and
personal development.

HERS-EA owes a deep sense of gratitude to: 1) the facilitators who
enthusiastically provide such high level pro bono training to other
women, 2) Vice Chancellors, Presidents, and other leaders who
sponsor participants, 3)  the ambitious, enthusiastic participants and
4) the team of administrative volunteers who work tirelessly, behind
the scenes, to ensure that everything runs as smoothly as possible,
especially, Ms. Racheal Hope Auma Namubiru, who compiled this
report.

The report ends with sample tributes from participants, and
testimonies from alumnae, as a form of appreciation to facilitators
and direct amplification of the benefits. We hope you appreciate what
you will read here and, if you do, please tell others, especially, about
the Fifth Academy which will be taking place from July 3rd - July 9th
2022.

Thank you and best wishes. 

The topics
summarized in the

Fourth Academy
Report are not
thematic. They
include, and are
not limited to:

 
INSTITUTIONAL AND

PERSONAL BARRIERS TO
ADVANCEMENT OF WOMEN

AND 
PERSONAL DEVELOPMENT
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27 PARTICIPANTS

15 FACILITATORS

5 VOLUNTEERS

4 PARTICIPATING UNIVERSITIES

HERS-EA FOURTH ACADEMY
IN NUMBERS
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WITH THE VICE CHANCELLOR OF MAKERERE UNIVERSITY

A WORD BEFORE WE BEGIN
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PROFESSOR BARNABAS NAWANGWE
VICE CHANCELLOR, MAKERERE UNIVERSITY 

Prof. Nawangwe in his pre-recorded message welcomed everyone to
the HERS-EA Fourth ACADEMY, reaffirmed support by mentioning
that Makerere University is ‘very privileged to be partnering with
HERS-EA in this important exercise’. Prof. Nawangwe attributed
Makerere University’s partnership with HERS-EA to the university’s
pioneering role in Gender Mainstreaming, way back in the 90s when
affirmative action was introduced for Makerere girl students.
Compared to the past, enrollment of girls currently stands at 51%, and
the proportion of female staff at 25%. 

Prof. Nawangwe commended HERS-EA leadership, for empowering
female staff. He thanked other Vice Chancellors for supporting their
female staff to participate in the training and stated that action must
begin, to bring more women into top management positions.
Referencing his institution, he noted that, ‘...it is a shame that the
overall women in Academia at Makerere University is less than 30%
and only 10% participate in top positions’. He praised HERS-EA for
doing the right thing that should have been done decades ago to bring
positive change and empower women to be responsive to the call of
leadership. 

The Vice Chancellor expressed delight as he noted that some of
HERS-EA Alums at his institution have already taken leadership
positions. He acknowledged that changing the historical injustice
against female empowerment requires teamwork and compensation
for the lost times and, ‘...if we nothing is done about female
empowerment, history will judge us harshly’. He ended by
commending participants to the HERS-EA Fourth ACADEMY and
encouraging them to put to use and practice what they will learn
during the training.
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Ms. Lumutenga set the scene by welcoming and
congratulating participants who made the first
ever virtual HERS-EA ACADEMY. Ms. Lumutenga
announced that the ACADEMY would address
three themes, in line with previous academies:
Institutional Development, Personal Development
and Networking. As she took them through the
ACADEMY program, she indicated that delivery
would be executed by highly accomplished
professional women, who would generously cover
evidence-based approaches to women
leadership, and share lived experiences. 

 
Prof. Khaitsa also welcomed everyone and walked
them through the genesis of HERS-EA. She
emphasized that HERS-EA is a Non-Profit
Organization advancing leadership and
management for women in East Africa and
Ethiopia, through leadership training, networking,
and mentoring. She informed participants that
HERS-EA is an affiliate of HERS Denver, based in
USA, whose goal is to raise the proportion of
women in Higher Education in East Africa. The
current focus is on the countries of Burundi,
Ethopia, Kenya, Rwanda, South Sudan, Tanzania
and Uganda, where the aim is to raise the
proportion to least 50%. 

WELCOME REMARKS
BY MS. NAOMI LUMUTENGA, HERS-

EA EXECUTIVE DIRECTOR
AND CO-FOUNDER AND PROF.

MARGARET KHAITSA, HERS-EA
CO-FOUNDER AND BOARD

MEMBER
 

SECTION ONE:
INTRODUCTIONS
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Prof. Khaitsa reiterated that HERS-EA was
initiated by women from East Africa, including
women in the diaspora, Alums of HERS Denver and
HERS-South Africa. Additionally, the HERS-EA
curriculum was developed after two years of
planning, with support from male allies such as
Prof. Barnabas Nawangwe – Vice Chancellor of
Makerere University, Prof. David Kabasa –
Principal of College of Veterinary Medicine, Animal
Resources and BioSecurity (CoVAB) Makerere
University, Dr. Pius Kamau – a Kenyan-born
physician in Colorado, USA. She paid tribute to the
pool of high-powered women assembled by
HERS-EA through its Academies and growing
collaborations between institutions, such Troy
University in Alabama, USA and Kyambogo
University in Uganda.
 
HERS-EA notable achievements since inception in
2014, outlined by Prof. Khaitsa included: annual
one-week ACADEMY since 2017 (except for 2020
due to the pandemic) that has trained over 80
women and attracted 20 participating
universities; two HERS-EA country offices in
Ethiopia and Tanzania;  a signed contract between
HERS-EA and Peter Lang Publishing, Inc. to
publish HERS-EA Book Series; an Alum network
with emphasis on community engagement, that
has empowered over 50 households in Eastern
Uganda. Prof. announced that there will be
ongoing workshops throughout the year, besides
HERS-EA ACADEMY, and the details will be shared
on HERS-EA website. She concluded by thanking
Makerere University leadership, especially it’s
Gender Mainstreaming Directorate for their
support to HERS-EA.

PROFESSOR MARGARET KHAITSA
HERS-EA CO-FOUNDER AND BOARD MEMBER
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THE KEYNOTE ADDRESS
BY DR. JULIE JORDAN, VICE PRESIDENT
FOR RESEARCH AND ECONOMIC
DEVELOPMENT, MISSISSIPPI STATE
UNIVERSITY- USA

Dr. Jordan who had to cancel her trip to Uganda due to the second wave of
COVID-19, began her virtual keynote address by reminding participants that
the pandemic had created space for different and innovative thinking. Using
Mississippi State (MSU) as a case study, she illustrated the impact of the
pandemic and demography shift on Higher Education Institutions (HEIs). She
noted shared challenges across universities, hiring professionals at all levels
of employment, and highlighted the added challenge of a decline in student
enrollment and the need to meet new expectations from students for both
in-person and online classes due to COVID-19. 

Contextualizing USA, Dr Jordan indicated that HEIs are facing increasing
pressure from industries and businesses to solve their labor force problems,
caused by the declining population, intensified by the Pandemic, while
individuals with sufficient family wealth are leaving their jobs. HEIs have,
therefore, adapted to remote work, which calls for change of mindset and
need to lean forward towards what the future is going to be. She
acknowledged that the stable leadership enjoyed at MSU for 13 years had
been of extraordinary value; adding that even though she took her new job 6
months before the pandemic, the support from the leadership was very
helpful. 

Dr. Jordan further observed that, ‘...if we can get women to work after
helping our institutions to create flexible work arrangements, there will be a
growing opportunity in Higher Education and in all jobs’. She tasked women
in leadership to pay attention to people around them, to be open to
opportunities and to be willing to take chances. Dr. Jordan advised the
participants that communication should not be underestimated and it is the
responsibility of a leader and not the other person. She concluded by
advising participants of the importance to empower others, by being around
positive thinking people and to constantly reflect on improving individually
and as a team. 

"AFTER HELPING OUR

INSTITUTIONS TO CREATE

FLEXIBLE WORK

ARRANGEMENTS, THERE

WILL BE A GROWING

OPPORTUNITY IN HIGHER

EDUCATION AND IN ALL

JOBS"DR. JULIE JORDAN
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SECTION TWO:
A D D R E S S I N G   I N S T I T U T I O N A L
A N D  P E R S O N A L  B A R R I E R S  T O
T H E  A D V A N C E M E N T  O F  W O M E N



While sharing an overview of Gender
Mainstreaming Program at Makerere University,
Dr. Baine explained that the Gender
Mainstreaming Program (GMP) and Gender
Mainstreaming Directorate (GMD) at Makerere
University are derived from two main policies:
policy against sexual harassment and gender
equity policy. GMD’s role is to facilitate, coordinate
and monitor integration of gender into the core
functions of Makerere University. Dr. Baine walked
the participants through the history of gender
mainstreaming at Makerere University, from 1922
when the university changed its motto from “let us
be men” to 2018 where gender mainstreaming
became one of the cross-cutting themes in the
university strategic plan which include
engendering the curricular, gender-budgeting,
research and innovations, etc. The themes have
helped to improve gender representation in top
governance, college leadership, and in academic
leadership as well as junior academic positions. 

Dr. Baine recognized synergies between GMD and
HERS-EA includes paying attention to the female
numbers, progression and visibility at Makerere
University. She challenged the participants to
reflect on the concept of ‘mediocrity’ and keep
their eyes open to who is defining it and from what
perspective; and not to forget what a woman
deals with, while competing with the men in the
same work environment. 

GENDER MAINSTREAMING: SITUATION
ANALYSIS OF THE HOST UNIVERSITY BY

DR. EUZOBIA M. MUGISHA BAINE,
DIRECTOR OF GENDER MAINSTREAMING
DIRECTORATE, MAKERERE UNIVERSITY

AND HERS-SA ALUM
 
 

SECTION TWO:
ADDRESSING INSTITUTIONAL AND PERSONAL

BARRIERS TO ADVANCEMENT OF WOMEN

Your Business Name

Dr. Zewide addressed the challenges women are facing in the academia
and in leadership advancement, from her personal experience and those
of the women she worked with. Dr. Zewide who taught at Addis Ababa
University for many years, sought to correct false stereotypical
assumptions about women including in academia. Citing statistics from
India and Ethiopia, she noted how women are underrepresented in
Higher Education Institutions as well as in public services; giving an
example of Addis Ababa University which is the oldest and largest but
has not had a woman President (Vice Chancellor), in 70 years of
existence. She was critical of the patriarchal and traditional gender
division of labor where men are assigned to public domains, while
women are assigned to the domestic ones, suggesting that it is the
reason why some women are not confident enough to take up leadership
positions.

Drawing on her personal experience as a young lecturer in Ethiopia she
cited some students who could not accept her as their instructor simply
because she was a woman and the students were not used to having a
female lecturer. Dr. Zewide noted that society often gives women
leaders the message that they are in the wrong place and that they
should be wives and mothers doing domestic tasks. Taking women as
emotional beings who are expected to make ill decisions is an ongoing
negative attitude that women contend with. She also highlighted that the
unfortunate reality, that stereotype is still accepted by some women
making it difficult to bring about change. Challenging the negativity
surrounding emotional leadership traits, Dr. Zewide emphasized that
women bring a very strong dimension to leadership as they bring diverse
styles that balance and enrich the work environment.

EXPERIENCES OF BARRIERS TO FEMALE ADVANCEMENT
IN HIGHER EDUCATION: TALES FROM INDIA AND AFRICA
BY DR. GENNET ZEWIDE, FORMERLY- AMBASSADOR OF
THE FEDERAL REPUBLIC OF ETHIOPIA TO INDIA, CHAIR

FORUM FOR AFRICAN WOMEN EDUCATIONALISTS (FAWE)
& MINISTER OF EDUCATION IN ETHIOPIA

 
 
 

NAVIGATING THE POLITICAL
ENVIRONMENT/ACHIEVING CONSENSUS
IN HIGHER EDUCATION INSTITUTIONS BY

DR. MEGHAN MILLEA, PROFESSOR AT
EAST CAROLINA UNIVERSITY, USA

 
 

Dr. Millea reminded women of one of the most important
things they need to think about - they are not just
employees, they are a lot of things. She emphasized the
importance of paying attention to the politics involved in
each of them. She stressed the importance to resolve any
emerging conflicts, because long-term relationships are
worth investing in. She reminded the women that a
university is not just the people but an institution that has
a system with its sets of rules, norms and constraints
that one has to follow or figure out how to change. She
underscored the reminder noting that, the institution was
there before you and it will be there after you are gone.
You are only part of the evolution.’ 

Dr. Millea encouraged the women to strive to have
positive influences on the direction of their universities
by doing good work, following up on their promises, and
being humble when they let people down. She reminded
them to build consensus not alliances as they try to fit in
any HEI culture, and to invest in their brands by being
loyal, supportive, open and honest. Building consensus,
according to Dr. Millea, can be a way for women to flatten
the hierarchy curve, for good reasons. Practical steps to
amplify their voices and gain influence were outlined:
preparation, perspectives, proposals, paper and
patience. In her conclusion, Dr. Millea reminded the
women that they do not need a leadership title to be a
leader and as they envision leadership and its outcome, it
is important to think about the context, culture and what
they can do to be moving towards the governance of the
university. 
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"The institution was there
before you and will be

there after you are gone.
You are only part of the

evolution."

D R .  M E G H A N  M I L L E A

Ms. Lumutenga mentioned that women leaders
have much to offer to the national and HE spaces
as they are naturally empathetic and good
listeners. She said women create calmer work
environments and their approaches tend to be
diverse. Ms. Lumutenga noted that the pandemic
has increased the rate of domestic violence
especially against women and has reduced
professional productivity for women as they have
more domestic roles to play during the lock-down. 

She predicted that post-pandemic planning must
change, due to the impact of COVID-19 on human
and financial resources. She indicated that the
impact of the pandemic on students is beyond
their academic performance, as it has affected
them mentally and socially. She advised that
positioning oneself as a post-pandemic female
leader requires fresh approaches to leadership
and delivery, giving students and staff the central
priority position in Higher Education. The
approaches she referenced included human
centered design, triple bottom line, engaged
scholarship and participatory learning.

HIGHER EDUCATION (HE) LANDSCAPES
POST-COVID BY MS. NAOMI

LUMUTENGA, HERS-EA EXECUTIVE
DIRECTOR AND CO-FOUNDER 
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Dr. Nassuna-Musoke elucidated the role of
‘mentorship’ in helping someone to know, see and
unleash what they have, using approaches that
include coaching and counseling. She observed
that everyone goes through some form of
informal mentoring through culture and social
mechanism, while professionals go through
formal mentorship. In institutional settings,
mentorship is often formal, progress-oriented,
and it involves procedural agreement. In her view,
both mentor and mentee need to come to a
psychological agreement, get to know each other,
get established, try out different things and see
what works for who; and once someone has
reached their goal, there should be a termination.
 
Dr. Nassuna-Musoke advised that formal
mentorship should have a purpose with a shared
vision that could be a role and a responsibility.
Accordingly, there should be boundaries and
expected behaviors from both mentor and
mentee, based on relationship and respect,
focusing on the purpose and outcome. Noting that
when somebody needs mentorship, they need
empathy, she underpinned good use of mentoring
sessions by asking useful questions and being a
good and active listener; a mentee should be
encouraged to keep track of what was discussed.
She recommended use of technology by mentors,
for virtual bonding and to help a mentee find
resources. 

THE POWER OF MENTORING BY DR.
MARIA GORETTI NASSUNA-

MUSOKE, ASSOCIATE PROFESSOR
AT MAKERERE UNIVERSITY.

 
 
 

SECTION TWO:
ADDRESSING INSTITUTIONAL AND PERSONAL

BARRIERS TO ADVANCEMENT OF WOMEN

Your Business Name

Ms. Doris Akol focused on the existence of gender
stereotype that legitimizes gender inequalities in workplace.
She attributed the under-representation of women in top
positions of leadership and management to the assumption
that women possess traits that position them better for
female-typed occupations and disqualify them from male-
typed high power jobs. From her experience, gender biases
based on occupation, personality traits, domestic behaviors
and physical appearance have set standards for how men
and women should think and behave. 

Notable stereotypes such as sciences and technical fields
belonging to men, while secretarial jobs are for women put
women down. She urged that gender should not be used as a
screening device for making employment decisions and, in
any career related resources, whether consciously or
unconsciously applied. She observed that sexism still
contributes to the endorsement of traditional gender roles
and limits women’s conduct to fit into societal prescriptions.
She stated that workplace gender discrimination is the main
reason why women still make slower progress than their
male counterparts, even though it manifests quietly and
differently.

GENDER STEREOTYPES, SEXISM, AND
DISCRIMINATION IN THE WORKPLACE BY MS.

DORIS AKOL, PARTNER AT DENTON’S KAMPALA
OFFICE, FORMERLY COMMISSIONER GENERAL,

UGANDA REVENUE AUTHORITY
 
 
 
 

TECHNICAL COMMUNICATION:
TRAINING FOR GRADUATE STUDENTS

BY DR. JULIE L. P. JESSOP, PROFESSOR
AT MISSISSIPPI STATE UNIVERSITY

 
 
 

Dr. Jessop mentioned that good communication skills
enhance speed of- and opportunities for career
advancement. She observed that many graduate
students are not well prepared for telling their research
stories due to poor preparation at undergraduate level
and poor preparation by their research advisors. These
observations had triggered a course unit and a book,
Introduction to Literature Review & Proposal Writing
authored by Dr. Jessop, that ensures all incoming
students have the tools and feedback to improve their
communication skills. The course focuses on improved
communication skills and research productivity. The
book has course topics that cover the building blocks for
successful technical communication. Dr. Jessop
advocated for transparency in teaching and learning
guidelines practiced for each assignment in the book, and
the interconnected course activities to prepare for the
defense; it helps students to practice self-reflection and
develop their own improvement plans. Faculty and
students alike recognize the value of the course in skill
development, according to Dr. Jessop, who expressed an
interest in delivering a webinar in the future. 

09



SECTION THREE:
P E R S O N A L  D E V E L O P M E N T



Profs. Wanyenze and Khaitsa underscored grant
writing skills that include practice, investment of time
and effort, and strategic collaborations with experts
in areas where the lead grant writer is not very
knowledgeable. They introduced different types of
grants classified by funding agency, and by type of
activity and target group. A proposal to any potential
donor must persuade the funder that the goal of the
proposed project is worthwhile and relevant to the
funders’ mission. Any proposed approach must,
therefore, be sound and the requested amount of
funding should be accompanied by evidence that
there are staff capable of doing the work and that
there are adequate facilities to run the project. 

A typical proposal consists of three core elements:
program, financial and marketing. They impressed the
need to know a grantor by reading the RFA in its
entirety before proceeding to apply and to review
examples of successful proposals. Further emphasis
was placed on assigning roles to team members and
setting timelines while writing a proposal, and to
ensure early start and be as clear and concise as
possible. If given a chance to revise and resubmit, the
revised proposal must be accompanied with a list
showing, point by point, how the reviewer’s advice
was followed. Tips of managing an active grant were
discussed with the participants, focusing on: financial
management, communication, partnership
management – in cases of consortiums, report
writing, M&E plan and indicators as well as paying
attention to quantity and quality of the deliverables. 

INTRODUCTION TO GRANT WRITING
BY PROF. RHODA WANYENZE,

DEAN, SCHOOL OF PUBLIC HEALTH
AT MAKERERE UNIVERSITY AND

PROF. MARGARET KHAITSA,
MISSISSIPPI STATE UNIVERSITY

 
 
 

SECTION THREE:
PERSONAL DEVELOPMENT

Your Business Name

Ms. Mawemuko engaged the participants through active
grants, especially those that support scientific writing and
research. She demonstrated deliberate search for funding
opportunities by signing up for funding alerts, regular
checking on the funding agency sites, etc. Some of the
active sites used in the session are summarized in the table
below: 

LOOKING AT ACTIVE GRANTS BY MS. SUSAN
MAWEMUKO, GRANTS & ADMINISTRATION

MANAGER AT MAKERERE UNIVERSITY SCHOOL
OF PUBLIC HEALTH

 
 
 
 
 

BUDGETING FOR GRANTS BY MS.
SHAUNCEY HILL, DIRECTOR,
INTERNATIONAL RESEARCH

DEVELOPMENT, INTERNATIONAL
INSTITUTE, MISSISSIPPI STATE

UNIVERSITY-USA
 
 
 

Drawing on her expertise in budgeting for grants, Ms. Hill
urged participants to invest time in budgeting, so that
the budget is in compliance with the funder’s guidelines
and to determine if the opportunity is worth pursuing.
Proposals must ensure that funder and institutional
priorities are considered while budgeting; this involves
reading the entire proposal submission guidelines. Ms.
Hill also mentioned the need to create a checklist and to
avoid an assumption that all budget related matters are
only in the budget section. In cases where indirect costs
are not included, she advised that they should be
accounted for. She said that a budget narrative should
demonstrate that costs are reasonable and consistent
with similar work since it is the only opportunity for the
applicant, in the entire proposal, to prove that the
institution or unit has the necessary experience and
tools to achieve the project objectives. 

RESEARCH PROFESSIONAL AFRICA
 http://info.researchprofessional.com/

 
US GOVERNMENT AGENCIES 

 https://www.grants.gov/ (https://www.grants.gov/web/grants/search-
grants.html?keywords=Uganda)

 
EDCTP FUNDING OPPORTUNITIES 

 https://www.afox.ox.ac.uk/grants/
 

THE AFRICA RESEARCH EXCELLENCE FUND
 https://www.africaresearchexcellencefund.org.uk/essential-grant-writing-

skills-workshop-series-for-women-scientists
 

FUNDS  BEELINE
https://www.fundsbeeline.com/Funding/view_opportunity/14778/OPP018873.h

tml
 

AFRICA UNION 
https://africacdc.org/download/implementation-research-on-covid-19-

vaccine-rollout-in-african-union-member-states/
 

OTHERS
 1. https://www.nasw.org/awards

2. https://ncdj.org/
3. https://www.rsc.org/prizes-funding/funding/inclusion-diversity-fund-

disability-accessibility/#undefined
4. https://www.wehubit.be/en/financing-instruments

5. https://www.ift.org/food-system-challenge
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In ‘Developing a Career Map, Part 1’ session, Dr. Judith
White presented 3 key career stages: 1-2 years, goals
for right now; 3-5 years, next big goal and, 5-10+ years,
career span goals. Using goals that relate across time
frames, participants mapped their richest thinking in
writing or a drawing. They then indicated what it
would take for them to pursue those goals and how
they would get them. Dr White reminded participants
that every stage of a career has a place where a
person has to stop and think about where they are
headed. She tasked the women to think about the
impact of the pandemic and consider new skills and
roles they will need. During this individual learner-
centered exercise, Dr. White encouraged the women
to take credit for what they are doing, to be kind to
themselves and to figure out how to get their
accomplishments recognized. 

DEVELOPING A CAREER MAP I BY DR. JUDITH
WHITE, PAST PRESIDENT, HERS, USA

 
 

SECTION THREE:
PERSONAL DEVELOPMENT

Your Business Name

Dr. Kigozi unfolded her presentation by sharing with the
women that the level of confidence she has today is because
of the love her parents showed her; she encouraged those
who are parents to give their children confidence by loving
them. She advised the women to keep their friends and
connections because that is how networking is expanded.
Dr. Kigozi advised the women who are employees to make
sure that they are not the one in the firing line but rather to
find out what it takes for them to be visible at their
workplace to be professional while dealing with their
subordinates. She told them to always keep in mind that it is
possible to change jobs if one does not love their job; giving
an example of how she was a medical doctor because her
father wanted her to be a doctor but when she got a chance,
she moved to doing what she loved doing.

Dr. Kigozi encouraged the women to consider turning their
passion into business while retaining their jobs because jobs
are temporary, and COVID-19 has proved it so. She told them
to aim at building their capacity before starting a business by
doing short entrepreneurship courses if they do not have the
skills, and to come up with a good business plan, stressing
that the main asset in a business is the business owner, and
they need to know more than anybody else.From her
personal experience, the most successful business
structures are those with partners and family members
involved as opposed to an individual ownership that may
struggle with sustainability.

PROFESSIONAL WOMEN’S ECONOMIC EMPOWERMENT BY DR. MAGGIE
KIGOZI, ENTREPRENEUR, SDG5 AMBASSADOR, FORMER EXECUTIVE

DIRECTOR OF UGANDA INVESTMENT AUTHORITY
 
 
 
 
 
 

During ‘Developing a Career Map, Part 2’ session, Dr.
White listened to the participants share how they had
gone about the assignment from Part 1. She
encouraged those whose career maps were diverting
from classroom to consider other opportunities within
academia; giving an example of herself how she began
with administrative work before achieving her goal of
being a CEO. Dr. White said that understanding the
definition and goals of how a person wants to achieve
makes it easier for them to achieve, adding that there
are new opportunities for women that need seizing.
She told the women that mapping goals in different
time frames allows them to see the “side trips” or
additional stops as options & opportunities. She
encouraged them that career routes can be re-aligned
if a person discovers new career span goals because
the map is entirely theirs. 

DEVELOPING A CAREER MAP II BY DR.
JUDITH WHITE, PAST PRESIDENT, HERS, USA

 
 

She mentioned that there are many opportunities with value
chains in Uganda for a professional woman to slot herself in.
Such areas are found in agriculture, ICT, transport, mining oil
and gas, education, finance, tourism, health, etc. She
challenged the women to take advantage of technology and
improve their lives and finances. Dr. Kigozi advised the
women to be innovative and creative with the assets that
they have and think of something that they can do. For those
with existing businesses, she advised them to look at
growing it or even diversifying. Dr. Kigozi advised the women
to always separate their business accounts from personal
spending account for sustainability and to avoid property
disputes in future by writing their will. 
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Ms. Katiso introduced the women to ‘the journey
to financial freedom’ presentation, that involves
envisioning personal financial goals, budgeting
and debt management, multiplying revenue
streams, saving and investing, and turning
passion into profit. Ms. Katiso shared her
personal financial action plan whose components
are: maintaining a monthly budget, seeking
alternative sources of income other than her
salary, looking for profitable venture to invest in
and making her money work for her, paying up her
debts as soon as possible, pursuing continuous
professional development and having a written
budget for spending her money. 

Ms. Katiso encouraged the women to have
diversified revenue streams and to make their
money work for them by getting involved in
investments, because saving doesn’t grow
money. She also encouraged the women to
increase their ability to earn by continuously
improving their skills or learning new ones. She
told them that successful businesses are those
where individuals separate themselves from their
businesses and keep financial records. 

MANAGING PERSONAL FINANCE BY
MS. LILIAN KATISO

 
 
 

MAINTAIN A MONTHLY BUDGET01
SEEK ALTERNATIVE SOURCES OF INCOME02
PAY YOUR DEBTS03
INVEST YOUR MONEY04
CONTINOUSLY PURSUE PROFESSIONAL DEVELOPMENT05
HAVE A WRITTEN BUDGET 06

TOP TIPS
MS. KATISO'S
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SECTION FOUR:
N E T W O R K I N G



ONLINE EDUCATION 
RESEARCH GRANTS

KYAMBOGO UNIVERSITY

INSTITUTIONAL AND 
MISSISSIPPI UNIVERSITY

INTERNATIONAL PARALLEL 
PARTNERSHIPS

AGRICULTURE
HEALTH SYSTEM
GOVERNANCE AND ARTS
NATURAL RESOURCE MANAGEMENT
EDUCATION SYSTEM
SCIENCE AND TECHNOLOGY 
HUMAN RESOURCE DEVELOPMENT
COVID-19 RESPND
RESEARCH FUNDING

MAKERERE UNIVERSITY

RESEARCH AND PUBLICATION
STAFF AND STUDENT EXCHANGE
COMMUNITY OUTREACH
RESEARCH AND ACADEMIC

UGANDA CHRISTIAN UNIVERSITY

WRITING CENTER

Even though in-person networking was not
possible, as the event was entirely virtual, women
managed to carry out both informal and formal
professional networking during HERS-EA Fourth
ACADEMY. Networking was addressed through
group presentations by a representative
(representatives) from each participating
institution covering overview of their university
and possible collaborative opportunities. In this
session, participants also shared their leadership
project plans and several women identified areas
of collaborations with each other.

This table shows priority collaboration areas of
2021 participating Universities, as presented by
their representatives: 

SECTION FOUR: NETWORKING
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SECTION FIVE:
C L O S I N G  R E M A R K S  A N D
T R I B U T E S  F R O M  P A R T I C I P A N T S



CLOSING REMARKS
FROM MS. NAOMI LUMUTENGA AND DR. JUDITH WHITE

Ms. Naomi Lumutenga reflected on how HERS East Africa team were terrified at
the idea of having its first virtual event; not getting participants due to the
impact of the pandemic, of technology going wrong and how to manage time
zones, but,  the success of the Fourth ACADEMY is evident that their fears had
been invalid. She thanked colleagues from the USA who had been up early
morning and late at night, due to the different time zones. She also thanked the
sponsors of participants and the participants for their engagement. Ms.
Lumutenga thanked the resource persons who stepped up to help other women
at no financial gain. She informed the participants that HERS-EA is now looking
at them as part of the pool of high-powered women. She reminded them of
HERS-EA unique model that looks at developing women wherever they are,
without leaving out the grassroot women, returning learners and women leaders
within education profession; its uniqueness lies in connecting women in top
management with grassroot women, through research and publications well
presented, to influence policy for the benefit of every woman. She asked the
women to look out for the HERS-EA book series that Prof Khaitsa announced in
her welcome remarks. 

Mindful of the theme of the fourth ACADEMY which was Positioning Women in
Leadership Post Pandemic, Ms. Lumutenga said they do not know what period
will be defined as ‘post- pandemic’. She called upon the women to use their God-
given talents for personal and institutional growth, just like the biblical parable
of ‘the talents’, as they can diminish if unused.  She reminded them to pull other
women up, emphasizing that HERS sisterhood is where empowered women
empower other women. As she concluded, she advised the women to define
their own version of success and avoid unnecessary comparison and
competition.

Recalling 2019 HERS-EA ACADEMY theme, Dr. Judith White
mentioned that it is very important to realize that HERS is
expecting each participant to soar. She said that she felt as
though she had been with the participants the entire time.
Her message to the participants was that they should
choose to soar and not to let anyone ground them, as it is
their choice to be the most important person on the scene
and at any moment because they are there and ready to
contribute in whatever way they can. She said when she
thinks of soaring, she thinks of the many opportunities that
they have and that they need to claim for themselves. She
added that they need to have strength to propel themselves
and vision to know where they are going. Prof. White said
that soaring requires a likeness to be able to let go of things
that one does not need anymore. She said that she looks for
the participants to soar, as it is their choice. She reminded
them that their strengths also include HERS sisterhood.
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TRIBUTES
FROM HERS-EA FOURTH ACADEMY PARTICIPANTS

thanked God for making HERS-EA Fourth ACADEMY a great success

amidst the COVID-19 crisis, even in its virtual format. She expressed

gratitude to HERS-EA team for planning and executing the

ACADEMY. She thanked the facilitators for the knowledge and

information they shared during the training. Dr. Nampala also

thanked the Vice Chancellor of Makerere University for his opening

remarks and his contributions to HERS-EA and applauded

participants for turning up for the training. She thanked her Vice

Chancellor, Prof. Eli Katunguka Rwakishaya and his team for

supporting female staff at Kyambogo University and promised that

upon return, a report will be delivered to the office if the Vice

Chancellor. 

D R .  N A M P A L A  K H A D I J A H  F R O M  K Y A M B O G O  U N I V E R S I T Y  

thanked the Vice Chancellor of Makerere University for hosting the

event and thanked HERS-EA for organizing it. She thanked Dr.

Jordan and the MSU management for making it possible for her

and her colleagues to attend the event. She was impressed that

HERS-EA training addressed both individual and institution

development. She learnt that gender stereotypes are here to stay

but she can contribute towards minimizing impact in the

workplace. She also learnt that mentoring is very critical and that

we need consensus to flatten the hierarchy curve. The session on

developing a career map had made her realize for the first time,

that she was being held accountable in a very objective and

subjective manner; she is excited to continue the conversation

beyond the ACADEMY and to develop her career map. She thanked

the facilitators for their presentations and passion for the topics

and the women for their enriching participation.

D R .  B I N D U  N A N D U R I  F R O M  M I S S I S S I P P I  S T A T E  U N I V E R S I T Y

commended HERS-EA for the great and priceless training despite

the pandemic, and for getting best suited facilitators, despite their

busy schedules and the time difference. She thanked the

presenters for sharing their personal and professional experiences

and noted that the level of engagement made the ACADEMY feel

as if it was not virtual. She acknowledged that HERS-EA Fourth

ACADEMY is a big tick in her calendar since she was looking

forward to attend it in 2020. She had heard so much about the

ACADEMY and could not wait to experience it. She found the

training topics pertinent for her leadership and service; and she

believes that the training will make her a better leader and woman.

She thanked her Vice Chancellor and College Principal for their

continued support to empower women. She also thanked her

fellow participants for their contributions and for sharing their

experiences; she reminded them that the ball is in their courts to

start to be the change and propose those strategic challenges that

undermine positions of women leaders. Dr. Mugasa encouraged her

fellow participants to take up leadership positions. 

D R .  C L A I R E  M U G A S A  F R O M  M A K E R E R E  U N I V E R S I T Y  

said that the idea of gender responsiveness, engaged scholarships,

post-pandemic positioning and planning knowledge of institutional

policies stood out for her. She was grateful for the useful feedback

after her presentation about her university and she looks forward to

reviewing collaboration opportunities that were suggested for her

personally and for her institution. Dr. Okahaabwa said that the

training was life-changing for her and she is already thinking of

people that she will approach/recruit for the next HERS-EA

ACADEMY, as soon as she sees them. 

D R .  G O O R E K A  O K A H A A B W A  F R O M  U G A N D A  C H R I S T I A N  U N I V E R S I T Y
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ALUMNI DAY
MODERATED BY DR. CAROLINE KOBIA
ASSISTANT PROFESSOR, MISSISSIPPI STATE UNIVERSITY

“I have walked the HERS East Africa journey from its start
since its opening ceremony at Imperial Royale, in 2014, when I
accompanied my then Vice Chancellor, Prof. Mary Okwakol
who was serving at Busitema University. When HERS
announced its very first ACADEMY training, I returned in 2017
as a participant. I have grown in leadership, in academia
because if I don’t, I would be letting HERS and my mentors
down. The decision to take the Faculty Dean position was
because of the support and the courage of many women.
Among the things I plan to do in my position, I have already
initiated a female student mentorship program and we
carried our first training in 2020. There is need to build
confidence of female students by making sure our emotions
don’t let us down.”

D R .  C A T H E R I N E  W A N D E R A ,  D E A N ,  F A C U L T Y  O F
E N G I N E E R I N G  A N D  S E N I O R  L E C T U R E R  I N  T H E  D E P A R T M E N T
O F  M E C H A N I C A L  A N D  P R O D U C T I O N  E N G I N E E R I N G ,
K Y A M B O G O  U N I V E R S I T Y

“By the time I attended HERS East Africa training in 2017, I
was Acting Deputy Director of Institute of Research and
Graduate Studies (IRGS) at Gulu University. I then become
the Acting Director of IRGS when the director resigned in
2018. I realized my position was ‘acting’ all the time and it
did not please me, especially after 5 years of leadership. I
started pushing for a higher position, but I was told that I
wasn’t qualified enough. I did not give up.  Opportunities
came and I wrote a winning grant, using the skills and
training I got from the Academy. Another opportunity for a
fellowship came and I applied and got it. My current goal is
to increase my publications.”

D R .  C H R I S T I N E  O R Y E M A ,  S E N I O R  L E C T U R E R ,  F A C U L T Y  O F
S C I E N C E ,  G U L U  U N I V E R S I T Y

“My experience at the HERS East Africa training in 2019 was
amazing and unforgettable. I met a group of experienced and
highly professional women at the training. Experiences I
received from the training helped me to develop strategies to
cope in male dominated areas, as I had learnt about
leadership and strategic positioning in institutions of Higher
Learning. The grant writing and scientific writing skills I learnt
helped me to publish papers and write successful grants. I
have also submitted several successful conference abstracts
and increased my visibility. That very year, I collaborated with
a HERS-EA Alum from Makerere University and went with her
to Hope International, where we shared leadership skills and
several entrepreneurial ideas with female refugees. I also
found the session on career roadmaps very rewarding; it
motivated me to begin my PhD program. I am now a PhD
candidate at a university in Central America. When I lost my
husband this year, I quickly remembered and got inspired by
how Prof. Maggie Kigozi shared with her coping skills and
what she did to maintain her husband’s legacy.”

M S .  A L I M A H  K O M U H A N G I  O L E K O ,  L E C T U R E R  A N D
C O O R D I N A T O R  O F  C O M M U N I T Y  E N G A G E M E N T S  A T  C L A R K E
I N T E R N A T I O N A L  U N I V E R S I T Y

“I met Prof. Margaret Khaitsa in 2018 when I had just started a
tenure track position for 10 years at Mississippi State
University. Prof. Khaitsa introduced me to HERS East Africa
that very year and made it possible for me to attend HERS-EA
training in Uganda. I was also able to get involved with HERS-
EA reusable sanitary pads project. I acquired a growth
mindset through HERS curriculum and its topics that
comprise many things that I am currently part of. These
women have helped me to find my voice, both professionally
and personally, and to build strong alliances. They taught me
that communication and collaboration is key, and this has
helped me to speak up. My biggest milestone was to work
towards my tenure; I have since passed my third-year review
and I am submitting my tenure package soon.”

D R .  C A R O L I N E  K O B I A ,  A S S I S T A N T  P R O F E S S O R  O F
F A S H I O N  D E S I G N  A N D  M E R C H A N D I S I N G  A T  M I S S I S S I P P I
S T A T E  U N I V E R S I T Y

“HERS East Africa experience changed me as a person. I
attended the training in 2018, as a Head of Department at the
engineering department in UCU. While taking that position, I
was tasked to grow the department into a faculty. With
mentorship and motivation from HERS and other platforms,
we currently have a Faculty of Engineering that started
operating in June 2021, and I am its inaugural Dean. Some
things are mystery, because we have not heard about them
and HERS Academy opened my eyes. We need to be more
deliberate and intentional in sharing information as women,
and to utilize the Alumnae forum to form consortiums and
partnerships. My main task is lifting others up.”

D R .  E L E A N O R  W O Z E I ,  D E A N  O F  F A C U L T Y  O F
E N G I N E E R I N G  A T  U G A N D A  C H R I S T I A N  U N I V E R S I T Y  ( U C U )
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