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Abstract

This paper examined the influence of monitoring and evaluation (M&E) me-
thods on the performance of the Uganda Red Cross Society (URCS) in East-
ern Uganda. The study found that there is a significant relationship between
M&E methods and the performance of URCS, with effective M&E methods
leading to improved performance. The study also found that human resource
capacity and M&E systems are important factors that influence the perfor-
mance of URCS. The paper used a mixed-methods approach to collect data,
including surveys, interviews, and focus groups. The paper found that URCS
uses a variety of M&E methods, including logical frameworks, monitoring and
evaluation plans, costed workplans, and indicator manuals. The paper also
found that URCS has adequate human resource capacity for M&E, with staff
members who are skilled and knowledgeable in M&E. Finally, the study found
that URCS has an improved M&E system, with clear policies, procedures and
a monitoring and evaluation champion. The findings suggest that URCS can
improve its performance by further strengthening its M&E system. This in-
cludes ensuring that M&E is integrated into all aspects of the organization’s
work, that staff members are adequately trained in M&E, and that M&E data
is used to inform decision-making.

Keywords

Component, Formatting, Style, Styling, Insert (Monitoring and Evaluation,
Method of M&E Performance)

1. Introduction

The Uganda Red Cross Society (URCS) plays a vital role in providing humanita-
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rian assistance and support to vulnerable populations in Uganda, particularly in
Eastern Uganda, which is prone to various disasters and emergencies. As an
integral part of the International Red Cross and Red Crescent Movement, the
URCS strives to alleviate human suffering, prevent and respond to disasters, and
promote community resilience (Uganda Red Cross Society, n.d.). Monitoring
and evaluation (M&E) are essential components of the URCS’s operations, enabl-
ing the organization to assess the effectiveness and efficiency of its programs and
activities in achieving its objectives.

M&E is a systematic and ongoing process that involves collecting, analyzing,
and using data to inform decision-making, improve program implementation,
and enhance accountability (Patton, 2018). It provides a means to measure the
progress, outputs, outcomes, and impact of interventions, allowing organizations
to learn from their experiences and make evidence-based adjustments to their
strategies (Bamberger, Rugh, & Mabry, 2019). In the context of humanitarian
organizations, effective M&E is crucial for ensuring that resources are optimally
utilized, interventions are responsive to community needs, and organizational
performance is continuously improved. Type styles are provided throughout this
document and are identified in italic type, within parentheses, following the exam-
ple. Some components, such as multi-leveled equations, graphics, and tables, are
not prescribed, although the various table text styles are provided.

Monitoring and Evaluation Systems are management toolkits that enable de-
cision-makers to track progress and demonstrate the impacts of a given pro-
gramme/project. In the long run, the toolkits help organizations make decisions
on the success, failure, relevance, efficiency and effectiveness of their programmes.
Monitoring and Evaluation Systems requires twelve main components in order
to function effectively and efficiently to achieve the desired results. The M&E
components include: Organizational Structures with M&E Functions, Human
Capacity for M&E, Partnerships for Planning, Coordinating and Managing the
M&E System, M&E frameworks/Logical Framework, M&E Work Plan and costs,
Communication, Advocacy and Culture for M&E, Routine Programme Monitor-
ing, Surveys and Surveillance, National and Sub-national databases, Supportive
Supervision and Data Auditing, Evaluation and Research and Data Dissemina-
tion and Use (Kusek & Rist, 2004b). Any slack in either component automati-
cally leads to derailing of progress in managing of programmes and projects.
Monitoring and Evaluation Systems provide important feedback on the progress
of programmes/projects. That is, the success or failure of projects, programmes
and policies throughout their respective life cycles. These systems constitute a
powerful, continuous management tool that decision makers can use to improve
performance and demonstrate results. Monitoring and Evaluation Systems (es-
pecially Results based) have a special capacity to add to the learning and know-
ledge process.

These systems provide for learning and knowledge, since by providing conti-

nuous feedback to managers, they promote organizational learning through a
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cycle involving the reflection on progress, learning and allowing for adjustments
in the course of programmes or projects where need be (Kusek & Rist, 2004b).
These systems have been designed to monitor and evaluate at all levels: macro
and micro levels, which can roughly be translated to policy, programme and
project levels respectively. Information supplied by Monitoring and Evaluation
Systems is used as a crucial management tool in achieving results and meeting
specific targets. Such information, which reveals the level of progress, perfor-
mance and problems, is crucial to managers striving to achieve results. As Baum
et al. (1985) argue, these systems are actually one of the “techniques” for man-
aging programme/project implementation, especially because they provide an
early warning to project management about potential or actual problems. Sub-
sequently, when problems are identified, questions about assumptions and strategy
behind a given programme or project may be raised.

This way, they aid development managers make choices and decisions on
running projects and programmes. Monitoring and Evaluation Systems can also
aid in promoting greater transparency and accountability within organizations
and government (Rubin & Rubin, 1995). By getting information concerning the
progress of project help paving way for openness and accountability.

According to Bhasin (2020), organizational performance is defined as the ac-
tual output of a company measured against its intended output. A broad field
that deals with what an organisation does and can accomplish when it interacts
with its various constituencies. The organisational performance deals with some
specific areas of the outcomes in an organization (Bhasin, 2020). Therefore, or-
ganizational performance comprises the actual output or results of an organiza-
tion as measured against its intended outputs or goals and objectives (Richard et
al., 2009). Specialists in many fields are concerned with organizational perfor-
mance including strategic planners, operations, finance, legal, and organizational
development (Martin, 2011). Performance therefore should be measured with
available indicators to justify results.

The objective of this study was to examine the influence of monitoring and
evaluation methods on the performance of the Uganda Red Cross Society in
Eastern Uganda. By investigating the M&E practices employed by the URCS and
their impact on organizational performance, this research aims to contribute to
the understanding of the role of M&E in enhancing the effectiveness, accounta-
bility, and overall performance of humanitarian organizations.

To achieve the research objective, this study sought to answer the following
research questions:

1) What M&E methods are employed by the Uganda Red Cross Society in
Eastern Uganda?

2) What is the influence of M&E on the performance of the Uganda Red Cross
Society in Eastern Uganda?

This research is significant for several reasons. First, it provides insights into
the M&E practices employed by the URCS in Eastern Uganda, shedding light on
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the specific methods and approaches utilized to monitor and evaluate the organ-
ization’s programs and interventions. Second, the research findings contribute to
the existing body of knowledge on M&E in humanitarian organizations, partic-

ularly in the context of Eastern Uganda.

2. Literature Review

2.1. The Concept of Monitoring and Evaluation

Monitoring and evaluation is a concept that various researchers define in differ-
ent ways depending on their focus. However, the key elements of monitoring and
evaluation are reflected in a range of definitions. In simple terms, monitoring
means keeping track of what is being done so that corrective action can be taken
if necessary. Effective evaluation depends on good monitoring; therefore, the two

concepts complement each other but differ in their objectives and methods.

2.1.1. Monitoring
According to The Organization for Economic Cooperation and Development
(OECD) (2004: p. 16), monitoring is “a continuous function that uses systematic
collection of data on specified indicators to provide management and other
stakeholders of an on-going development intervention with indications of the
extent of progress and the achievement of objectives and progress in the use of
allocated funds.” Morra Imas & Rist (2009) define monitoring as a routine, on-
going, internal activity that collects information on a programme’s activities,
outputs, and outcomes to track its performance. Gage (2005) describes moni-
toring as the routine tracking of a programme’s activities by measuring whether
planned activities are being carried out on a regular, ongoing basis. This defini-
tion agrees with McCoy (2005), who also define monitoring in a similar way.
Most definitions offered in different sources categorically agree that monitor-
ing is the continuous tracking of activities or progress in policies, programmes,
processes or plans. For instance, Gosling et al. (2003) defines monitoring a sys-
tematic assessment of the progress of a programme over time but adds that the
process monitoring and impact monitoring are both needed to show what changes
are taking place, what processes lead to the changes and how the programme can
be improved. Moreover, Kusek and Rist (2004a) notes that monitoring gives in-
formation on where a policy, programme, or project is at any given time in rela-
tion respective targets and outcomes and it is descriptive in intent. However,
Monitoring is not just a routine and ongoing activity that tracks what is being
done, but a critical assessment that aims at providing early and detailed infor-
mation on the progress or delay of the assessed activities. It’s not only an over-
sight of the implementation stage, but also a learning process that informs deci-

sion-making and improves performance (Stephenson & Stengel, 2020).

2.1.2. Evaluation
The literature provides a comprehensive understanding of the concept of evalua-
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tion and its impact on organizational performance. Goldman & Mathe (2014)
defines evaluation as a time-bound and periodic exercise aimed at providing
credible and useful information to guide decision-making by staff, managers,
and policy makers. It assesses the relevance, efficiency, effectiveness, impact, and
sustainability of projects (Goldman & Mathe, 2014). This definition aligns with
Randel’s (2002) description of evaluation as a periodic assessment of project re-
levance and performance.

The literature consistently highlights evaluation as a selective exercise that
systematically and objectively assesses the progress and achievement of out-
comes (UNDP, 2002; Gorgens & Kusek, 2009). It involves assessments of varying
scope and depth conducted over time to meet the evolving needs for evaluative
knowledge and learning in achieving outcomes. Evaluation aims to examine the
planned actions, the actual achievements, the methods employed, and the value
or worth of the intervention (UNDP, 2002). Monitoring and evaluation are por-
trayed as distinct but complementary processes, with evaluation providing evi-
dence on the reasons for reaching or not reaching targets and outcomes (UNDP,
2002; Gorgens & Kusek, 2009). However, the current literature does not specifi-
cally address the impact of evaluation on organizational performance in the
context of the Uganda Red Cross Society (URCS) or its humanitarian activities.
While the literature provides valuable insights into the purpose and components
of evaluation, it does not directly explore the relationship between evaluation
and organizational performance in the specific case of URCS in Eastern Uganda.
This literature gap in line with Gorgens & Kusek (2009) indicates a need for
further research to investigate how evaluation practices and their effectiveness
influence the performance of URCS in delivering humanitarian services to vul-

nerable communities.

2.1.3. Purpose of M&E

Mackay (2007) views M&E as a tool to design results-based management, en-
hance transparency, and support accountability relationships, and also suggests
that these uses of M&E place it at the centre of sound governance arrangements
and make it essential for achieving evidence-based policy making, evidence-based
management, and evidence-based accountability. Similarly, the World Bank (2004)
notes that the purpose of M&E activities is to provide government officials, man-
agers, and civil society with better means for learning from past experience, im-
proving service delivery, planning and allocating resources, and demonstrating
results as part of accountability. Morra Imas & Rist (2009) agree that the purpose
of any evaluation is to provide information to decision makers to enable them to
make better decisions about projects, programmes or policies.

However, it is paramount to note that the purpose of M&E as an instrument
of measuring the performance of humanitarian organizations has eluded scho-
lars. Few scholars suggest that M&E is a tool to measure performance of huma-
nitarian organizations. Medina-Borja and Triantis (2007) presented a conceptual

framework for designing and implementing a performance measurement system
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which addresses four main dimensions: revenue generation, capacity building,
customer satisfaction and efficient results, which can be used in non-profit or-
ganizations, mainly humanitarian organizations. Yet, the conceptual framework
is reticent about M&E as a tool for measuring the performance of humanitarian
organizations (Abidi et al., 2020).

2.2. How Monitoring and Evaluation Methods Influence
Performenc of Humanitarian Organizations

According to Grove and Zwi (2008), the log frame contains a natural bias to-
wards quantification in that the matrix demands objectively verifiable indicators,
for example number of activities to be conducted, number of times expected for
reporting, frequencies of stakeholder engagement among others forcing projects
to consider how they will measure progress towards intended outcomes. While
setting clear objectives and identifying ways of measuring these from the outset
helps management and other stakeholders to identify where the project is suc-
ceeding or failing, this emphasis on the measurable also represents a crucial
weakness. In particular, Grove and Zwi (2008) argue that relationships between
people (both internal and external to the project) and process issues (how the
project is undertaken) are likely to be neglected, with attention focused on the
most tangible outputs, such as clinics built or vaccinations administered.

In most of the cases, regular progress reporting is conducted for donor pur-
poses that gives an account of activities undertaken and immediate outputs, but
misses out on qualitative information as to whether the objectives of the pro-
gram are being achieved or fall short at the end of the project (Khan, 2003). In
order to reassure donors that their money has been well-spent and has made a
measurable difference, quantitative indicators are required. Furthermore, an
over-reliance on quantitative data may mean that the real essence of change is
not recorded or understood. Thus, there is a considerable challenge not only in
providing the aid system with the numbers it needs but also in ensuring that
these numbers are both meaningful and practical to collect (Hailey & James,
2003).

The classic mantra for M&E has been to develop Specific, Measurable, Achieva-
ble, Reliable and Time bound (SMART) indicators. Therefore, the drive for set-
ting up M&E systems based only on easily measurable quantitative indicators
has perhaps been one of the key reasons for the failure of M&E systems to con-
tribute useful information for the management of development initiatives.
Hence both qualitative and quantitative information are critical, yet an indicator
driven approach to M&E often drives systems in the direction of quantitative
information, yet it is often the qualitative information that is required for expla-
nation, analysis and sound decision making (Woodhill, 2005).

Projects require different M&E needs depending on the operating context,
implementing agency capacity and donor requirements. It is therefore impor-

tant, when preparing an M&E plan to identify methods, procedures, and tools to
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be used to meet the project’'s M&E needs (Chaplowe, 2008). There are many
tools and techniques used to aid project managers in planning and controlling
project activities which include: project selection and risk management tools and
techniques; project initiation tools and techniques; project management plan-
ning tools and techniques; project management executing tools and techniques;
and project management monitoring and controlling tools and techniques.

Less formal methods which are rich in information, subjective and intuitive,
hence less precise in conclusion, they include, field visits and unstructured inter-
views. In order to increase the effectiveness of an M&E systems, the monitoring
and evaluation plan and design need to be prepared as an integral part of the
project (Nabris, 2002). Organizations like United States Agency for International
Development (USAID) policy on M & E require that their grant recipients docu-
ment their M&E systems in a Performance Management Plan, which is a tool
designed to help them set up and manage the process of monitoring, analyzing,
evaluating and reporting progress towards achieving objectives (USAIDS, 2012).
The Performance Management Plan also serves as a reference document that
contains targets, a detailed definition of each project indicator, the methods and
frequency of data collection, as well as who is responsible for collecting the data.
It will also provide details on how data will be analyzed and evaluations required
to complement monitoring data.

According to the experience drawn from USAID Turkey M&E plan, best
practices not only include linking M&E to strategic plans and work plans, but
also focusing on efficiency and cost effectiveness, employing a participatory ap-
proach to monitoring progress, utilizing both international and local expertise,
disseminating results widely, using data from multiple sources, and facilitating
the use of data for program improvement (Mulwa, 2008).

This is because the M&E systems that are set based on acceptable best practic-
es aid in making data-based decisions as well as provide donors with evi-
dence-based project results. Hence M&E is a project asset (Mulwa, 2008). How-
ever M&E in capacity building is still in the initial stages of development, and
the standards and approaches to the tool have not been set. In instances of ur-
gency to meet emergent social needs in Africa, the M&E is not prioritized, be-
cause there is no one-size-fit-all M&E strategy (Fitzgerald et al., 2009).

As mentioned earlier, and reaffirming the importance of M&E tools as the
backbone of this study, there is need for management commitment in the ac-
cessing and proper use of each tool to produce the expected results. There should
be enough finances to cater for these tools and ensure their sustainability through
effective training of the personnel to use them. However, in most projects there
is little being done towards implementation of a Monitoring and evaluation sys-
tems which is impact driven (DAC, 2005). In most cases the practice of M&E is a
routine process with no much expected from it (Kusters et al., 2011), and is a
way of pleasing donors (World Bank, 2004) and the production of quality results
is not seen (UNDP, 2009).
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There is no allocation of staff specific to the monitoring and evaluation de-
partment and thus the level of specialization is low (Chaplowe, 2008). There is
need for management to show commitment towards implementing a strong and
sustainable Monitoring and evaluation systems for effectiveness of their projects
(World Bank, 2000). This will eventually lead to the allocation of proper budget to
cater for the enormous monitoring and evaluation needs (Khan, 2003), leading
to trained staff with relevant skills for monitoring and evaluation (IFAD, 2002).
Any organization is only as strong as its human resource capabilities. An organ-
ization without the right people with the right training is as good as dead (Mpofu
et al,, 2014). As revealed by Mpofu et al. (2014), the technical team’s ability to
conduct evaluations and the value of participation of human resources in poli-
cymaking process, motivation to impact decisions can be huge determinants of
how the M&E lessons are learnt, communicated and perceived. M&E practical
training is important in capacity building of personnel because it helps with the
interaction and management of the M&E systems.

M&E training starts with the understanding of the M&E theory and ensuring
that the team understands the linkages between the project theory of change and
the results framework as well as associated indicators (CPWF, 2012). Training
should therefore be practical focused to ensure the understanding (CPWEF, 2012).
Theory of change also known as the program theory/result chain/program logic
model/attribution logic (Perrin, 2012); it is a causal logic that links research ac-
tivities to the desired changes in the actors that a project targets to change. It is
therefore a model of how a project is supposed to work. The function of theory
of change is to provide a road map of where the project is heading while moni-
toring and evaluation tests and refines that road map (CPWF, 2012; Perrin,
2012).

In fact organizations that ignore the training aspect in M & E find themselves
faced with a number of challenges. According to Oluoch (2012), people know-
ledgeable in work need to plan the work and hence be able to work. Technical
capacity is the most important in the project management because without it no
completion of the project will be possible. The technical work of any project
need to be done by qualified staff so that the quality of work is of high standard;
there is lack of professional and technical supervision, which has led to poor
project quality. In addition there is low community participation in monitoring
and evaluation due to the in adequacy of data and general information about
implementation process in an organization.

The UNDP (2009) handbook on planning, monitoring and evaluation for de-
velopment results, emphasizes that human resource is vital for an effective mon-
itoring and evaluation, by stating that staff working should possess the required
technical expertise in the area in order to ensure high-quality monitoring and
evaluation. Implementing of an effective M&E demands for the staff to undergo
training as well as possess skills in research and project management, hence ca-

pacity building is critical (Nabris, 2002). In-turn numerous training manuals,
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handbooks and toolkits have been developed for NGO staffs working in project,
in order to provide them with practical tools that will enhance result-based
management by strengthening awareness in M&E. They also give many practical
examples and exercises, which are useful since they provide the staff with ways
of becoming efficient, effective and have impact on the projects (Shapiro, 2011).

Human capacity, with appropriate training and experience are crucial for the
production of M&E results. Any organization is only as powerful as its human
resource capabilities, In other words, an organization without the right people
with the right training is as good as dead. According to World Bank (2011) there
is a need to have an effective M&E human resource capacity in terms of quantity
and quality. M&E being a new professional field, it faces challenges in effective
delivery of results.

Therefore, there is a great demand for skilled professionals, capacity building
of M&E systems, and coordination of training courses as well as technical advice
(Gorgens & Kusek, 2009). M&E human capacity building needs a wide range of
activities, including formal training, in-service training, mentorship, coaching
and internships. Both formal training and on-the-job experience are imperative
in rising evaluators with various selections for training and development oppor-
tunities which include: the public sector, the private sector, universities, profes-
sional associations, job assignment, and mentoring programs (Acevedo et al,,
2010). Monitoring and evaluation carried out by untrained and unknowledgea-
ble people is certain to be time consuming, expensive and the results generated
could be impractical and irrelevant.

The M&E system cannot function without skilled people who effectively ex-
ecute the M&E tasks for which they are responsible. Therefore, understanding
the skills needed and the capacity of people involved in the M&E system (un-
dertaking human capacity assessments) and addressing capacity gaps (through
structured capacity development programs) is at the heart of the M&E system
(Gorgens & Kusek, 2009). In its framework for a functional M&E system, UNAIDS
(2008) notes that, not only is it necessary to have dedicated and adequate num-
ber of M&E staff, it is essential for the same staff to have the right skills for the
work. Moreover, M&E human capacity building requires a wide range of activi-
ties, including formal training, in-service training, mentorship, coaching and in-
ternships. Lastly, M&E capacity building should focus not only on the technical
aspects of M&E, but also address skills in leadership, financial management, fa-
cilitation, supervision, advocacy and communication.

Building an adequate supply of human resource capacity is critical for the
sustainability of M&E system and is generally an ongoing issue. Furthermore, it
needs to be recognized that growing evaluators requires far more technically
oriented M&E training and development than can usually be obtained with one
or two workshops. Both formal training and on-the-job experience are impor-
tant in developing evaluators with various options for training and development

opportunities which include: the public sector, the private sector, universities,
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professional associations, job assignment, and mentoring programs (Acevedo et
al,, 2010).

Monitoring and evaluation carried out by untrained and inexperienced people
is bound to be time consuming, costly and the results could generated prove im-
practical and irrelevant. Therefore, this will definitely impact the success of
projects (Nabris, 2002). In assessment of CSOs in the Pacific, UNDP (2009) dis-
cusses some of the challenges of organizational development as having inade-
quate monitoring and evaluation systems. Additionally, the lack of capabilities
and opportunities to train staff in technical skills in this area is clearly a factor to
be considered. During the consultation processes, there was consensus among
CSOs that their lack of monitoring and evaluation mechanisms and skills was a
major systemic gap across the region. Furthermore, while there is no need for
CSOs to possess extraordinarily complex monitoring and evaluation systems,
there is certainly a need for them to possess a rudimentary knowledge of, and
ability to utilize reporting, monitoring and evaluating systems.

According to Gorgens & Kusek (2009), the purpose of training is mainly to
improve knowledge and skills. Changing technology requires that employees
possess the knowledge, skills and abilities needed to cope with new processes
and production techniques. Gorgens & Kusek (2009) further argued that train-
ing brings a sense of security at the workplace which reduces labor turnover and
absenteeism is avoided; change management training helps to manage change by
increasing the understanding and involvement of employees in the change process
and also provides the skills and abilities needed to adjust to new situations; pro-
vide recognition, enhanced responsibility and possibility of increase promotion;
give a feeling of personal satisfaction and achievement, and broaden opportuni-
ties for career progression; and help to improve the availability and quality of
staff. There is no organization without a human resource aspect. The human re-
source capabilities determine a lot for company in term of achieving its goals.
The technical capacity of the organization in conducting evaluations, the value
and participation of its human resources in the policymaking process, and their
motivation to impact decisions, can be huge determinants of how the evalua-
tion’s lessons are produced, communicated and perceived (Vanessa & Gala,
2011).

Training for the requisite skills should be arranged for human resources if
they are inadequate and they should be given clear job allocation and designa-
tion befitting their expertise. For projects with staff that are sent out in the field
to carry out project activities on their own there is need for constant and inten-
sive on-site support to the outfield staff (Zhou & Gideon, 2013). Employee needs
vary. As Maslow explained in the hierarchy theory the employee goes through
different levels to have that feeling of accomplishment. The attention by the or-
ganization coupled with increased expectations following the opportunity can
lead to a self-fulfilling prophecy of enhanced output by the employee (Zhou &
Gideon, 2013). However, it should be noted that the 21st Century employee re-
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lies more on virtual training and access to online training takes precedence, as
opposed to the classroom training. However, if the organization is not ready to
embrace the changing technology, employee training will not meet the intended
objectives.

Conclusively, training means much more, not just training, but a whole suite
of learning approaches: from secondment to research institutes and opportuni-
ties to work on impact evaluations within the organization or elsewhere, to time
spent by program staff in evaluation departments and equally, time spent by
evaluators in the field. This helps the employee to be more versatile in today’s
world. Evaluation must also be independent and relevant. Independence is achieved
when it is carried out by entities and persons free of the control of those respon-
sible for the design and implementation of the development intervention (Ge-
bremedhin, Getachew, & Amha, 2010).

The structural arrangements of an M&E system are important from a number
of perspectives; one is the need to ensure objectivity, credibility and rigor of the
M&E information that the system produces (Mackay, 2007). Khan (2003), con-
curs that the conceptual design of an M&E system is supposed to address issues
with regard to the objectives of the system, competent authority, credibility of
information, its management, dissemination and recycling into the planning
process with special emphasis on community participation. M&E systems should
be built in such a way that there is a demand for results information at every lev-
el that data are collected and analyzed. Furthermore, clear roles, responsibilities,
formal organizational and political lines of authority must be established (Kusek &
Rist, 2004a).

There is often a need for some structural support for M&E, such as a sepa-
rate evaluation unit which at the very least needs one person who is the inter-
nal champion identified to make sure the system is implemented and devel-
oped. Moreover, the systems must be consistent with the values at the heart of
the organization and work in support of the strategy. There are twelve com-
ponents of a functional monitoring and evaluation namely: structure and or-
ganizational alignment for M and E systems; Human capacity for M and E sys-
tems; M and E partnerships; M and E plans; Cost M and E work plans; Advoca-
¢y, communication and culture for M&E systems; Routine monitoring; periodic
surveys; Databases useful to M&E systems; Supportive supervision and data
auditing; Evaluation and research; and using information to improve results
(UNAIDS, 2008). Taut (2007) study, self-evaluation capacity building in a
large international development organization, indicates low organizational rea-
diness for learning from evaluation. Moreover, interviewees similarly described
a lack of open, transparent and critical intra-organizational dialogue and a lack
of formal structures and processes to encourage reflection and learning as an
organizational habit. At the same time, there was rather high awareness of the
potential for evaluation to be used as a tool for learning and demand voiced for

such evaluations.
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3. Research Methods and Materials

Research Design: This study employed a mixed-methods research design to cap-
ture a comprehensive understanding of the influence of monitoring and evaluation
(M&E) methods on the performance of the Uganda Red Cross Society (URCS)
in Eastern Uganda. The use of mixed methods allowed for the integration of
quantitative and qualitative data, providing a more holistic perspective on the
research topic.

Data Collection: 1) Quantitative Data: Quantitative data was collected through
surveys and organizational performance indicators. A survey questionnaire was
developed, targeting URCS staff members involved in M&E activities. The ques-
tionnaire assessed their perceptions of the effectiveness and impact of M&E me-
thods on organizational performance. Organizational performance indicators,
such as service delivery metrics and resource utilization data, were collected
from existing organizational records and reports.

2) Qualitative Data: Qualitative data was gathered through interviews and fo-
cus groups. Semi-structured interviews were conducted with key stakeholders,
including URCS staff members, program managers, and community members.
The interviews explored their experiences, perspectives, and recommendations
regarding the M&E practices of the URCS. Focus groups were also conducted to
encourage dialogue and capture collective insights from participants.

3) Participatory Methods: Participatory approaches were incorporated to in-
volve staff and stakeholders in the M&E process. Participatory workshops or
sessions were conducted to collaboratively analyze and interpret the collected
data. This promoted ownership, enhanced the validity of findings, and generated
actionable recommendations.

Sampling: 1) Quantitative Sampling: A purposive sampling technique was used
to select participants for the survey questionnaire. The sample included URCS
staff members who were directly involved in M&E activities in Eastern Uganda.
The sample size was determined based on the principle of data saturation, en-
suring sufficient representation of different roles and responsibilities within the
organization.

2) Qualitative Sampling: For interviews and focus groups, a combination of
purposive and snowball sampling techniques was utilized. Key stakeholders with
relevant knowledge and experience in M&E practices within the URCS were
identified and invited to participate. Snowball sampling was used to expand the
sample by asking participants to recommend other individuals who could pro-
vide valuable insights.

Data Analysis: 1) Quantitative Analysis: Descriptive statistical analysis was
performed on the quantitative survey data, including frequencies, percentages,
and means. This analysis provided an overview of the participants’ perceptions
regarding M&E methods and their influence on organizational performance.

Statistical tests, such as correlations and regression analysis, were also conducted
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to examine relationships between variables.

2) Qualitative Analysis: Thematic analysis was employed to analyze the qualit-
ative data collected from interviews and focus groups. The data was transcribed,
coded, and categorized into themes and sub-themes. The analysis identified pat-
terns, commonalities, and divergences in participants’ perspectives, facilitating a
comprehensive understanding of the influence of M&E methods on organiza-
tional performance.

3) Integration of Findings: The quantitative and qualitative findings were in-
tegrated through a comparative analysis. Triangulation of data was performed to
corroborate or complement the results obtained from different sources. The in-
tegrated findings provided a comprehensive understanding of the influence of
M&E methods on the performance of the URCS in Eastern Uganda.

Ethical Considerations: Ethical approval was obtained from the relevant insti-
tutional review board before data collection. Informed consent was obtained from
all participants, ensuring confidentiality, anonymity, and voluntary participa-
tion. The principles of voluntary participation, privacy, and data protection were
strictly adhered to throughout the study.

By employing a mixed-methods approach, this research aimed to capture a
nuanced understanding of the influence of M&E methods on organizational

performance.

4. Study Findings

4.1. Monitoring and Evaluation Methods Influences the
Performance of Uganda Red Cross Society in
Eastern Uganda

Results of the correlation analysis revealed that there is a significant relationship
between monitoring and evaluation methods and performance of URCS in East-
ern Uganda (r = 0.888, P < 0.000). This is an implication that the logical frame-
works clearly indicate the proposed impact of the programme and also provide
the intended outcomes of the programme. The results also indicate that M&E
Plan is linked to overall project plan and organizational strategy, outlines steps
for further strengthening of M&E system, URCS-Eastern Uganda ensures that
funds for M&E activities are provided on time, input and output indicators are
easier to assess than effect or impact indicators, indicators facilitate systematic
inquiry through collection, analysis and interpretation of accurate and relevant
data. Correlation results of 0.888% or 88.8% further reveals that performance
indicators and theory based evaluation methods are used to evaluate projects,
project goal and outcomes indicators are attainable within stated time, project
indicators are cost effective to measure in terms of time and money. Therefore,
20.9% indicates that monitoring and evaluation methods are not fully influence
the performance of Uganda Red Cross Society in Eastern Uganda. This indicates
that URCS-Eastern Uganda should effectively practice all implemented M&E

strategies to ensure improved performance.
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Correlations
Performance of
M&E Methods URCS
Pearson Correlation 1 0.888**
M&E Methods Sig. (2-tailed) 0.000
N 197 197
Pearson Correlation 0.888** 1
Perfijr;érsme of Sig. (2-tailed) 0.000
N 197 197

**. Correlation is significant at the 0.01 level (2-tailed).

4.2. How Human Resource Capacity Influences the Performance
of Uganda Red Cross Society in Eastern Uganda

Correlation results revealed that there is a significant relationship between hu-
man resource capacity and the performance of the Uganda Red Cross Society in
Eastern Uganda (r = 719, P < 0.000). This implies that URSC has adequate and
skilled employees charged with steering M&E activities. The result also indicates
that the number of trainings provided to M&E personnel determines their per-
formance, and the monitoring and evaluation officers are knowledgeable in the

day-to-day management of monitoring and evaluation systems.

4.3. M&E Systems and Performance of URCS

Results of the correlation analysis indicate that there is a significant and positive
relationship between M&E systems and the performance of URCS in Eastern
Uganda, as indicated in the table below. The result of correlations (r = 0.791, P<
0.000) implies that effective monitoring and evaluation methods such as logical
framework, monitoring and evaluation method plan, cost work plan, and indi-
cator manuals have led to improved performance; (r = 0.719, P< 0.000) for human
capacity, this reveals that URCS-Eastern Uganda has employees with adequate
skills, competencies, knowledge, and attitudes, which have enhanced its perfor-
mance; monitoring and evaluation structure (r = 0.768, P < 0.000) This implies
that URCS-Eastern Uganda has an improved monitoring and evaluation unit,
monitoring and evaluation policies and standards, and a monitoring and evalua-
tion champion. Data quality (r = 0.778, P < 0.000), which implies data validity, re-
liability, and integrity, have enhanced the performance of URCS-Eastern Uganda.
The regression analysis was undertaken at a 5% significance level. The criteria
for comparing whether the predictor variables were significant in the model
were the corresponding probability value obtained and o = 0.05. If the probabil-
ity value was less than a, then the predictor variable was significant since their
corresponding predictor values were below 5%, apart from data quality, which
had 6%, meaning that there was an inverse relationship between the monitoring

and evaluation system and the performance of the Uganda Red Cross Society,
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Eastern Uganda.

5. Conclusion

This research contributes greatly to a debate that attempts to examine how mon-
itoring and evaluation systems influence the performance of humanitarian or-
ganizations in Uganda. The research dwells on monitoring and evaluation me-
thods, human resource capacity, structure of monitoring and evaluation, and
data quality as dimensions of M&E systems and how they affect disaster man-
agement (i.e., prevention, mitigation, response, and recovery), an effective and
efficient M&E system, timely dissemination of feedback, accomplishment of
tasks, and demand for M&E data and quality. While some of the relationships
between the dimensions of M&E systems and organizational performance have
been analyzed in developed countries, empirical research in developing coun-
tries is still in its infancy stages.

In order to increase the effectiveness of an M&E system, the monitoring and
evaluation plan and design need to be prepared as an integral part of the project.
The M&E methods help manage the process of monitoring, analyzing, evaluat-
ing, and reporting progress towards achieving objectives. The M&E Plan logical
framework serves as a reference document that contains targets, a detailed defi-
nition of each project indicator, the methods and frequency of data collection, as
well as who is responsible for collecting the data. It will also provide details on
how data will be analyzed and the evaluations required to complement moni-

toring data.

How Human Resource Capacity Influences the Performance
of Uganda Red Cross Society in Eastern Uganda

Human resources, with proper training and experience, are crucial for good
M&E results. There is a need to have an effective M&E human resource capacity
in terms of quantity and quality. Therefore, there is a great demand for skilled
professionals, capacity building of M&E systems, harmonization of training
courses, and technical advice. The capacity building of personnel helps with the
interaction and management of the M&E systems. M&E training starts with an
understanding of the M&E theory and ensures that the team understands the
linkages between the project theory of change and the results framework, as well
as associated indicators. Training should therefore be practical and focused to
ensure comprehension. The theory of change is a causal logic that links research
activities to the desired changes in the actors that a project targets to change. It is
therefore a model of how a project is supposed to work. The function of a theory
of change is to provide a road map of where the project is headed while moni-

toring and evaluation test and refine that road map.

6. Recommendations

Based on the findings of this study and the conclusion made, the study makes
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the following recommendations for policy action by humanitarian organiza-
tions, given that their monitoring and evaluation systems have a bearing on the
kind of information they provide: The following recommendations are aimed at
strengthening the monitoring and evaluation system and filling gaps in existing
policies and legislation.

The study recommended that there should be M&E planning done by the
government. This should involve having M&E planning processes that lead to
models that are related to project implementation, having proper M&E planning
before the implementation of government projects, and having timely and reliable
M&E planning that provides information to support program implementation.

The study also recommended that there should be proper management par-
ticipation at all levels of implementation. This should involve having managers
with competencies in commitment, communication, and collaboration with the
project teams, having management participation in the course of the program-
ming cycle guarantee ownership, solidity, and sustainability of the project re-
sults, and having the managers structure a monitoring and evaluation process to
monitor progress and utilize the information in improving the performance.

The study recommends that human resource aspects such as staff entrusted
with monitoring and evaluation should have technical skills, staff working on
monitoring and evaluation should be dedicated to the function, and the roles
and responsibilities of monitoring and evaluation personnel need to be specified
at the start of the program. Additionally, there is a need to have clear implemen-
tation strategies for monitoring and evaluation of Uganda Red Cross Society
programs in Eastern Uganda. The study recommends that when carrying out
evaluation of Uganda Red Cross Society in Eastern Uganda programs, there is a
need to look at the time period and project components covered, look at other ex-
isting or planned interventions of the same project, and focus on the target group.

As revealed by this study, looking at how critical M&E is in influencing the
performance of the Uganda Red Cross Society, the study recommends that or-
ganizations institutionalize monitoring and evaluation. Create a monitoring and
evaluation unit and/or employ a monitoring and evaluation officer.

The organization should strengthen the monitoring and evaluation culture in
programs by strengthening evidence-based decision-making to increase demand
for monitoring and evaluation information. Uganda Red Cross Society staff and
stakeholders should be supported to understand the value and contribution of
monitoring information to program performance. Programs should timely pro-
duce and share M&E audit review reports to enhance adoption of quality review
results. In addition, innovative dissemination approaches should be adopted to
cater for the low level of education of stakeholders and maximize their participa-

tion in providing feedback.

7. Research Limitations

Despite a number of contributions made by the current study, limitations re-
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main. The study focused on only five theories. Therefore, future studies should
examine other theories that influence monitoring and evaluation systems and
performance that are not part of the study. The findings of this study are based
on a sample of the Uganda Red Cross Society in the Eastern Region of Uganda.
This may not be fully representative of other humanitarian organizations in
other regions of Uganda. This therefore necessitates conducting the same study
in other regions of this country with different socio-economic backgrounds to be

able to generalize the research findings.
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Abbreviations and Acronyms

M&E:  Monitoring and evaluation

RBM:  Results-based management

UNDP: United Nations Development Programme

URCS: Uganda Red Cross Society

IFRC: International Federation of the Red Cross/Red Crescent societies
ICRC: International committee of the Red Cross Society

PM&E: Participatory Monitoring and Evaluation

PME&R: Participatory Monitoring, Evaluation and Reporting

SEM:  Structural Equation Modelling

GEF:  Government Evaluation Facility
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