
The Women in Energy series is a joint project between USEA and USAID that was developed out of 

USEA’s Engendering Utilities Partnership, a program funded by USAID to improve gender policies and 

gender outcomes at their respective organizations. 

 

  

Every month we feature a woman who has shown exemplary leadership. We want to showcase your story 

this month. The women among you come from diverse backgrounds and roles, and they bring with them a 

unique perspective to gender equality within the energy sector. 

 

 

 

Women in Energy Interview Questions 

1. How have your education and career path led you to where you are now? 

 

I graduated with a bachelor’s degree in Quantitative Economics in 1999 and attained a master’s 

degree in Economic Policy Management in 2002, both from Makerere University.  

My current role as Head of External Debt Division, Debt Policy and Issuance Department at the 

Ministry of Finance Planning and Economic Development (MoFPED) and Board Director of 

Uganda Electricity Generation Company Limited (UEGCL) has been shaped by the exposure and 

insights and further strengthened by my previous training as an Economist coupled with the 

wealth of experience progressively gained as part of my contribution to public sector budgeting 

and policy formulation.  

 

This brief background explains my knowledge and prowess in key disciplines including public 

financial and utility management, macro-economic/sectoral planning and infrastructure, gender 

policy formulation and corporate governance which ties in well with the roles I am currently 

performing. 

 

2. Over the course of your career, have you witnessed changes in the sector that have launched 

more women into leadership positions? 

 

The most profound reform of the electricity sub-sector was in the late 1990’s that saw the 

unbundling of the former Uganda Electricity Board (UEB) into 3 successor companies namely: 

Uganda Electricity Generation Co. Ltd (UEGCL), Uganda Electricity Transmission Co. Ltd (UETCL) 

and Uganda Electricity Distribution Co. Ltd (UEDCL) to improve sector performance. The 

Electricity Regulatory Authority (ERA) was then enacted to regulate the generation, 

transmission, distribution, sale, export and import of electrical energy in Uganda in accordance 



with the Electricity Act of 1999 in order to address the power problems that were faced by the 

sector.  

 

Subsequently, Government of Uganda has fast tracked gender mainstreaming by embracing the 

role of Women in leadership as can be evidenced by the composition of women in top 

leadership positions within the energy sector. Noteworthy among these are: The Hon. Minister 

of Energy and Mineral Development, the CEO of Electricity Regulatory Authority, The CEO of the 

Uganda National Oil Company (UNOC), The CEO of Eskom Uganda Limited, Board of Directors of 

the Uganda National Oil Company and Uganda Electricity Generation Company Limited; whose 

composition is over 40% women.  This practice has been backed up by the research revelation 

that “Companies with 3 or more Women on Board of Directors out performed those with no 

women at all in terms of profitability and productivity.” 

 

3. Technology is transforming the traditional utility business model into a more modern interactive 

grid. Some utilities view this transformation as an opportunity to focus on change management 

and diversity. Research provides compelling evidence that inclusion and diversity unlock 

innovation and drives better business performance. What, if anything, is your organization doing 

to attract, retain, and promote more women into senior management positions to respond to 

the dramatic industry transformation? 

 

UEGCL is an “equal opportunity employer” and all efforts are made to articulate this in the laid 

down company policies in relation to recruitment and talent management. Cognizant of the 

technical orientation of UEGCL as an organization where over 70% of the jobs are field based, 

the existing human resource policy and management systems are under review to create more 

inclusive and diverse working environments that are able to accommodate women’s pre- and 

post-maternity needs. It is envisaged that once this is achieved, UEGCL shall achieve progressive 

growth in the number of women in senior management positions.  

 

In addition, resources have been earmarked to empower our female staff with leadership skills 

through appropriate leadership development programs; which forms part of the succession 

planning initiative. 

 

4. Are talented women within your organization making it to top leadership positions? Why/why 

not? 

 

I am delighted to inform you that UEGCL has had the opportunity of being steered by 3 women 

Board Directors at the helm of its leadership. The trio with their wealth of knowledge and 

expertise in engineering, policy formulation, management and governance have been very 

pivotal and can bear witness to the transformational story of UEGCL. 

 

One cannot rule out the leadership role played by women in some critical UEGCL functions such 

as Human Resource, Risk, Strategy and Business Performance with a 25% women representation 



at top management as well as having 27% middle-level manager positions occupied by women. 

This further demonstrates a positive trend of inclusion and diversity; which can only be 

progressively improved upon.   

 

5. Companies that embrace diversity outperform their competitors. What type of diversity 

programs does your organization have in place to mentor future women leaders?  How does 

your organization measure and report gender diversity? Is the data publicly available? 

 

UEGCL has a fairly well-structured capacity development programme which encourages 

participation of all staff regardless of gender. In the view of the need to build a culture of more 

inclusion and diversity, leadership development with a special focus on women is being 

considered as a high priority on the agenda. Such capacity building initiatives are envisaged to 

propel more women into leadership positions who shall in turn serve as role models and mentor 

other female staff. 

 

However, in as much as gender diversity is accorded due consideration in recruitment and talent 

management, it is yet to be formally incorporated into our performance measurement and 

reporting system. 

 

6. What actions should the energy and electricity sector be focused on to accelerate change, 

increase diversity, and foster a better gender balance in the boardroom? 

Gender Mainstreaming is already provided for as a matter of National policy. The Government 

of Uganda has put in place a framework that aims at ensuring that all programs, policies, 

initiatives address gender equality, diversity and inclusion.  

That notwithstanding, the policy makers need to create platforms for best practice 

benchmarking so as to learn from the experiences of various policy implementers. This will 

clearly bring out the associated gaps and good practices; which shall inform further policy 

directions intended to enhance gender balance in the boardroom. Policy guidance on proportion 

of women in senior management; which could be allowed to grow over time is an important 

consideration to this effect.  

In as much as gender balance is desirable in the boardroom, it is important that the persons 

selected have the required capacity to effectively influence the policy agenda. Thus, women 

need to be further facilitated with leadership development programs akin to boosting their 

leadership capabilities so as to allow them to favorably compete with their male counterparts 

for boardroom representation. 


