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ABSTRACT

Public Service Reform Program (PSRPs) Initiatives can be sustainable under efficient and effective Monitoring and Evaluation (M&E) System which assesses progress and performance.  Unfortunately, in most developing countries the M&E systems are usually weak due to incoherence between Program initiatives and M&E Systems in designing, planning, implementation and use of the information in policies, planning and budgeting and plans reviews. This research studied the factors which affect the performance of the M&E System in the PSRPs initiatives at President’s Office Public Services Management (PO-PSM). The study used cross sectional design with stratified sampling scheme to select representative sample from the study population which consisted of Staff involved in Public Service Reform Initiatives. Results shown that Budgeting, Human Resource Capacity and stakeholders participation do not sufficiently support the performance of the M&E System in tracking progress and performance of the PSRPs Initiatives. Though stakeholders’ engagement seemed active, but it was not conducted during designing and detailed planning of the M&E System hence adversely affect its performance. The study established that most of the M&E Methods and Tools were not in place. All factors studied indicated positive correlation to the performance and contribute 63.4 percent of the M&E System Performance. The findings however indicated that, the M&E System performance does not meet the needs of stakeholders. The Sustainability of the M&E System needs commitment and effective utilization of the information. 
Keywords: Monitoring and Evaluation, System Performance, Public Service, Reform.
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

This chapter describes the background to the research problem, statement of the research, the general and specific Objectives, research questions, rationale of the study and finally it describes the area of study.
1.2 Background to Research Problem

Governments all over the World face demand from citizens to deliver quality services while being faced by scarce resource. This situation has elicited governments’ efforts to focus on effective and efficient designing and implementation of policies and programs to meet the demand. This pressure of citizens on quality services delivery has led the governments to formulate results-based systems to monitor and evaluate projects and programs they implement in order to ensure quality results (World Bank, 2012). 
OECD, (2002) defined Monitoring as a continuous role that systematically collects data on specific indicators of an initiative in progress to provide managers and stakeholders the level of progress towards the planned results. Its purpose is to improve efficiency and effectiveness of projects and programs initiatives. If done properly; Monitoring is an effective managerial tool, and a strong base for programs evaluation (Shapiro, 2013). On the other hand, evaluation is an assessment of project, program or policy in progress or completed; judging, appraising, determining the worth or quality of results to guide appropriate managerial decisions. Evaluation focuses on Relevance, Efficiency, Effectiveness, Impact, and Sustainability of initiative results (SIDA, 2007).
Monitoring and Evaluation (M&E) System is a set of Institutional structures, management processes, standards, strategies, plans, indicators, information systems, reporting lines and accountability relationships enabling institutions to discharge their M&E functions effectively (SAMIDI, 2007). Simister, (2019) added that M&E Systems are series of policies, practices and processes that enable systematic and effective collection, analysis and use of monitoring and evaluation information. Monitoring and evaluation systems track, measure and assess the performance to effectively manage inputs, activities, outputs, outcomes and Impacts (UNDP, 2002). M&E focuses on the levels of achievement and accountability in the use of resources in the initiatives. 
African governments are progressively creating Monitoring and Evaluation Systems to measure progress and achievement of developmental interventions they implement and generate evidence on what works and what does not (CLEAR, 2019).  However, their efforts have not resulted into satisfactorily functional M&E Systems as the systems take several trials before customized to suit government policies, programs, or projects (Kusek, 2004). The World Bank, (2012)established that an effective M&E System is rooted in intensive utilisation of the M&E information linked to core government processes of policy making, planning and budgeting; producing quality data that meet quality standards; and sustainability through several leadership regimes. 
Furthermore; Gorgens, Kusek and UNAIDS, (2010); and Murei, et al., (2018) revealed that adequate number of skilled and committed Human Resources is very basicfor a functional M&E System.  Ledikwe et al. (2014) listed five functional components of data management and reporting which must be established for an M&E System to produce quality information. These components comprise:(i) M&E structures, functions, and capabilities; (ii) indicator definitions and reporting guidelines; (iii) data collection and reporting forms and tools; (iv) data management processes; and (v) links with reporting system.
The literature indicates that the success of developmental interventions needs good governance, accountability, transparency, effectiveness, and delivery of tangible results (UNDP, 2002, Kusek and Rist, 2004). Lahey, (2010) clarified that the process of building and using an M&E System requires drivers in terms of resources, technical skills, political will and sustained commitment. Lahey, (2010) detailed that, it is central to build both the capacity to produce data and the capacity to use the information within organizations and across the system. It is essential to establish stable M&E infrastructure with a formal policy document clarifying roles and responsibilities of key players. Moreover, there has to be transparency and effective communication across organizations to ensure that what gets produced is what is needed, and delivered in time (Lahey, 2010).
However, Lahey, (2010) shown that developing an effective M&E system in an organization requires significant investment in time, Human Resources, money and energy andthat, there has to be an actual need for the M&E information. Blaser et al., (2018) point out that M&E Systems for the past years have been focusing on technical issues and individual skills, data collection, and management leaving aside political, organizational and cultural factors. Blaser, et al., (2018) recommend that to develop and implement M&E competence framework which stresses on M&E leadership, integrating Planning, Monitoring and evaluation, reporting, information management and utilisation. Stetson (2008) illustrated however, that all these may materialise through communicating both M&E processes and findings for understanding, learning, and use.
1.2.1 Public Service Reform Program initiatives in Tanzania

In recognition of the importance of improving service delivery to its citizens, the Government of the United Republic of Tanzania like other governments in developing countries, decided to implement Public Service Reform Program initiativesin the past two decades responding to increasing demand of quality services. These reform program initiatives have been implemented sequentially in phases starting with; The Civil Service Reform Program (CSRP 1993 - 1998) which focused on Government Cost Containment; Public Service Reform Program Phase I (PSRP I, 2000 - 2007) that focused on Institutionalisation of Performance Management Systems; and the Public Service Reform Program Phase II (PSRP II, 2008 - 2014) which focused much on Enhancing Performance and Accountability (URT, 2012).
The justification for these reform program initiatives in each phase has been to make public service more responsive to the public needs by increasing levels of accountability, promoting efficiency and effectiveness; introducing participative decision making and adopting customer focused practices in public service provision (Lufunyo, 2013). 

1.2.2 PSRPs Initiatives and Implementation Arrangements
According to PSRP II Operations Manual (2007-2012); The President’s Office, Public Service Management (PO-PSM) has overall responsibility of ensuring integrity of all reform phases initiatives and accountable for the efforts and resources directed at realising the overall intended results. Specifically; PO-PSM has the role of coordinating the designing, planning, implementation and quality assurance of the results. However, the implementation of the activities divided into two managerial levels: the first level involved PO-PSM to implement and manage the initiatives and hence fully accountable for results. The second level comprised MDAs to take on all activities related to PSRPs initiatives under each MDA and budgeted for; therefore, responsible for producing results and reporting (URT, 2007 - 2012).
Table 1.1: PSRP II Summary of Key Results Areas (KRAs)

	Key Results Area
	Initiatives

	KRA 1: Systems and Structures to Support Service Delivery strengthened
	Institutionalisation of Public Management Systems (PMS),Restructure MDAs and Reengineer Service Delivery, Outsource internal non-core services, Promote E-Government and Knowledge Management and Improve the Management of Records that Support Service Delivery.

	KRA 2: Policy Development
	Strengthen Central Institutions; Enhance Policy Development capacities; and Improve participatory policy development climate.

	KRA 3: Pay, Incentives and Rewards
	Support recommendations of the presidential pay;

Develop and implement performance-based rewards; and Allow a more flexible allocation of resources.

	KRA 4: Accountability and Responsiveness
	Strengthen the demand side of accountability; Create and enhance channels for feedback; strengthen ethics and compliance oversight institutions; Strengthen Internal Accountability Mechanisms; Promote Ethical conduct; Conduct Ethics Awareness campaigns; and Strengthen the capacity of public service commission.

	KRA 5: Systems to Manage Public Servants
	Decentralise and strengthen HR processes; Combat HIV Aids, Manage Diversity in the Public Service; Strengthen the management of HR information; Transform HR Administrators; and Strengthen Local training institutions.

	KRA 6: Leading the Future Public Service
	Identify, develop and nurture leadership capacities, 

Recognise and reward leadership, and Organise and deliver leadership training and development.


Source: PSRP II Operations Manual, 2007 – 2012

1.2.3 PSRPs Initiatives M&E System

In order to ensure quality results of the reforms, an M&E System was installed and operational during PSRP I (URT, 2008). The aim was to ensure at least each MDA had a structured unit with ascribed M&E roles and responsibilities to fulfill. Each MDA was tasked to submit periodic reports on the progress and performance of PSRP initiatives quarterly, semiannually, annually and in every three years. The Operational Manual of PSRP I and II documents (2007 - 2012) outlined an M&E Strategy for the reform program initiatives, intended results and provided details of performance indicators to measure progress and results for each Key Results Area (KRA). 
The reform program initiatives strengthened MDAs internal systems and processes and developed logical frameworks to monitor and evaluate the appropriate indicators. In addition, a detailed results matrix with 60 input, output and outcome indicators was designed to measure the implementation progress and performance of the KRAs. These efforts were a justification of government awareness on the importance of M&E in improving service delivery through reform initiatives by guiding planning and allocation of resources, and demonstrating successes and failures as part of lessons and accountability to stakeholders (World Bank, 2004).
However, reform documents observed that it could be difficult to monitor and evaluate outcome indicators as they usually need to be collected via surveys, analytical work or reviews as components of the M&E System. This is due to the fact that outcome indicators unfold slowly over a long time. 
1.2.4 PSRPs Initiatives Progress and Performance Reporting

According to URT Reform Performance Report, (2012) out of 22 identified indicators in the reform initiatives; only 12 had some progressive achievement averaged at 55percentof all indicators. The others had virtually no progress reported. PSRP II annual implementation report of 2011/12 reported only 10 out of 24 (42percent) review meetings were convened and one stakeholders’ meeting comprising 18 MDAs out of 37 (49percent) convened. 
One year later the World Bank, (2013) published Project Performance Assessment Report (PPAR) conducted by Independent Evaluation Group (IEG) which clearly declared that the M&E framework for PSRP I did not cover well the theory of change in quality and access to public services. Furthermore, the report pointed out that the theory of change fell short of a clear results pathway linkage, education and Communication Strategy which would give the public more voice in participation and decisions (World Bank, 2013). 
Further, the analysis of annual reports of 2012/13 and 2013/14 shown that reporting mainly focused on outputs comprising of numbers of executive agencies established; numbers of Human Resources capacitated in areas of the reform initiatives, MDAs with reformed Institutional structures, strategic plans, clients’ service charters, incentive schemes, Human Resources and succession plans, job lists, training plans, OPRAS dully filled and complaints handling mechanisms; but the report remained silent on their contributions to improve service delivery (World Bank, 2013). 
In order the designed M&E System to respond to public expectations of the initiatives for value, satisfaction and relevance of services the implementation of the MDAs' Strategic and Annual Plans would be monitored and evaluated using participatory approaches (World Bank, 2013). Moreover, most of the information reported by MDAs was gathered from administrative activities and aggregated at PO-PSM level. The World Bank report (2013) further attested that a successful M&E system has three key elements namely: utilisation of the M&E information; information that meets standards for data quality and Sustainability (World Bank, 2012).
While emphasizing the significance of M&E in programs designing, planning and implementation; the government through PO-PSM institutionalized and strengthened M&E Systems in all MDAs during PSRP I and II. It trained MDAs’ Human Resources in M&E skills to service the M&E Units which were charged with coordination of M&E activities in routine and survey data collection, processing and reporting. With this initiative; a few of the MDAs (24 out of 241) had running offices. 

For an insightful status; in 2012 and 2014 World Bank funded a follow-up Service Delivery Indicators Survey which investigated Human Resources absenteeism from schools.  The survey established that 25 percent of all teachers reported as absent from school on at least one day in a year, and on average, pupils were taught for only two hours a day in 2012. The level of absenteeism declined to 14 percent in 2014, but absenteeism from the classroom increased to 46percent. This implied that pupils were taught for 2 hours and 47 minutes out of an8-hour school day. More than 80percent of the teachers' absence in 2015 had the approval of the school head. 
In the health sector, 20 percent of health workers were absent from their facilities, increasing to one-third in urban health facilities; this declined to 14percent in 2015. More than 90percent of absenteeism was approved by the supervisor (World Bank, 2017). An effective M&E System strengthens institutions and learning from mistakes. It is a key performance management and policy development instrument. Policy makers need information produced by M&E Systems to improve program performance. Donors and other stakeholders need the information to attest accountability on resources and improve the overall effectiveness of policy aspects (Mackay, 2007).
Currently the installed service delivery systems, structures and tools are operational; periodically reviewed by MDAs basing on own action plan budgets. Nevertheless, the performance of the M&E System is not very much effective as not as required, report the progress and performance related to the installed performance systems, structures and tools as required. Hence, there is need to identify the causes of this weak M&E System in reporting progress and results of initiatives about service delivery in the public service reform initiatives in Tanzania.
1.3 Statement of the Problem

The Public Service in Tanzania through PSRPs initiatives introduced Performance Systems, Structures and Processes to strengthen and improve Service Delivery to the public. These efforts went concurrently with installation of M&E System under the Performance Improvement Model (PIM) as an essential management tool and major building block that would improve performance of service delivery in public service institutions; track how institutions perform, promote institutional learning, improve decision making, enhance internal and external transparency and focus on tangible results (PSRP I PIM, 2007).
Building a result-based M&E System is a vital requirement by the growing pressure to improved performance in service delivery but also to scan the effectiveness of the scarce resources spent and the benefits resulting from implementation of public service reforms initiatives. This desire was envisioned for successful implementation of the initiatives. An M&E System though, essential in improving performance and results realisation, is a complex, multidisciplinary, expertise, resources and time intensive endeavour (John &Khilesh, 2008). 
Studies have shown that M&E Systems basically are still on the outset in developing countries (Solis, 2013 and Vivian, 2014).However, with the growing need to demonstrate results, compliance and accountability; MDAs in the Public Service in Tanzania strengthened operational capacities in monitoring and evaluation especially in the PSRPs initiatives (URT, 2013). The literature in the background indicated that M&E Systems in developing countries and in Tanzania perform to a partially satisfactory level. The M&E Systems are geared towards achieving objectives and outputs not much on generating outcomes and impacts. 
The systems face challenges such as low level of awareness and understanding on the role of M&E in supporting development, Shortage of professional expertise and skills required for effective M&E system, scarce financial resources as authorities tend to economise on the expense of M&E and absence of official frameworks such as Policies, strategies and guidelines to direct M&E operations. Therefore, this study investigated the factors which affect the M&E System performance in tracking the effectiveness of the performance management systems, structures and tools instituted during PSRPs. Without strengthening accountability for performance through an effective M&E System; quality public service delivery will still be an artifice.
1.4 General Objective

The general objective of this study was to assess the factors which affect M&E System performance in Public Service Reform Program initiatives in Tanzania.
1.4.1 Specific Objectives

The specific objectives of this study are:

i. To assess the effect of Budgeting on M&E System Performance;

ii. To determine the effect of Human Resource Capacity on M&E System Performance;

iii. To analyze the effect of Stakeholders Participation on M&E System performance; and

iv. To examine the effect of M&E Tools and Methods on the M&E System performance 
1.4.2 Research Questions

The research questions which guided this study were:

i. Does M&E ineffective Budgeting affect M&E System Performance? 

ii. Does Human Resource incapacity affect M&E System Performance?

iii. Does Stakeholders’ ineffective Participation affect the M&E System Performance? 

iv. Do M&E Tools and Methods inefficiently prepared affect M&E System Performance?
1.5 Significance of the Study

The findings from this study intended to contribute significantly to the Public Service and other stakeholders in the government who are responsible for improved and sustained quality Public Service Delivery, formulation of policies, strategies and guidelines which operationalise the Human Resources Management framework. Furthermore, the findings would stimulate M&E System Operationalization basing on the actual information demanded by users. 
The President’s Office, Public Service Management became aware of the M&E systemic factors deterring sustained performance of Public Service Reform initiatives monitoring and evaluation system and hence; adjust in managing for the results. The study revealed and proposed ways to address the problem. Finally, the study served as a source of information and reference for subsequent program phases and for further researches.
1.6 Scope of the Study

The study area covered senior employees of the President’s Office, Public Service Management and Good Governance in Dodoma the Capital City of Tanzania.

CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter presents independent and dependent concepts, theoretical overview on the public service reform program initiatives, empirical literature review, research gap and conceptual framework. This chapter explains the path of the research and establishes it firmly in theoretical and empirical constructs the path of the research.
2.2 Theoretical Review of Research Concepts

This section describes key concepts which were used in the assessment of factors affecting M&E system performance in Public Service Reform initiatives in Tanzania. Describing the terms developed a common conceptual understanding and therefore facilitated correct use in the research. These terms included: Monitoring and Evaluation (M&E) system performance, Budgeting, Human resource capacity and stakeholders’ participation. Other concepts in M&E basic tools and Methods were: Theory of change, M&E Plan, Indicator Manual and M&E Work Plan.
2.3 Monitoring and Evaluation System

Monitoring and Evaluation (M&E) System is sets of Institutional Structures, Management Processes, Standards, Policies, Strategies, Plans, Indicators, Information Systems, reporting lines and accountability relationships which enable institutions to discharge their M&E functions effectively through collection, analysis and use of M&E information (SAMIDI, 2007 & Simister, 2019). These components of an M&E System work together in a particular environment to facilitate effective management of project inputs, activities, outputs, outcomes and Impacts by measuring and assessing progress and performance (Awinia, 2017). 

The M&E System therefore is a set of inter-connected and inter-related components that form a whole. It has components such as people, processes, baseline studies, reporting and feedback, learning mechanisms, data storage and use. The efficiency and sustainability of M&E Systems depend on “Sustainable organizational arrangements, procedures, processes that facilitate collection; compilation; storage and preservation; analysis, integration and disaggregation; validation and quality assurance; retrieval, documentation and dissemination of data generated from implementation of activities arising from institutional mandates, roles and functions” (URT, 2014).
2.3.1 M&E Budgeting

According to INTRAC (2019) Monitoring and evaluation (M&E) systems support interventions to define, select, collect, analyse and use information for a variety of purposes. To function properly an M&E system needs to be adequately financed (INTRAC, 2019). The amount of money available for M&E significantly influences how an M&E system is designed and implemented. INTRAC (2019) hints further that budget for M&E activities is usually embedded in development budgets as administrative costs which literally include data collection and analysis; training and supervision; maintain and modify the system; costs for items such as report forms, tablets, mobile phones or computers; and larger capital costs for premises, transport and accommodation. Therefore, for an M&E System to operate effectively, budgeting must be clearly set out and be timely disbursed for M&E operations. This study assessed budget allocation, funds commitment and disbursement for M&E activities in the M&E System of Public Service Reforms Initiatives.
2.3.2 M&E Human Resource Capacity

Human resource capacity refers to the quantity and quality of people required in designing and operationalisation of the M&E System. The goal of M&E is to improve current and future management of outputs, outcomes and impact (UNDP, 2015). Understanding the skills needed and current capacity of people involved in the M&E System and addressing capacity gaps is at the heart of the M&E system performance. Practitioners confess to having only a limited understanding of how capacity is actually developed (Gorgens & Kusek, 2013). An adequate supply of human resource is critical for effectiveness and sustainability of the M&E System performance.  A robust national M&E System is vested in human resource skills in areas of social research, statistics, public management, data management, monitoring, auditing, evaluation; institutional structures; and management systems and processes (URT, 2014).
2.3.3 M&E Stakeholders’ Engagement and Participation

According to Chaplowe, (2008) Participatory M&E empowers beneficiaries in areas of local capacity, ensures program sustainability and collaboration at various levels of beneficiaries, Human Resources, management and partners. It also reinforces accountability, transparency and ownership (Chaplowe, 2008). Performance Management Improvement, (2013) stated that a stakeholder is an individual, group, or Institution who may affect, be affected by, or perceive itself to be affected by a decision, activity, or outcome of a project, program or portfolio.  Tengan & Aigbavboa, (2017) defined stakeholders as people or groups who have direct or indirect benefits or influence in the outcome of a project. In the report they categorise stakeholders into clients, contractors, consultants, service providers, material suppliers and beneficiaries. To ensure effective M&E System operations and sustainable utilisation of the information, it is important to identify and involve all key stakeholders from early phases of design and implementation of the system (FHI, 2011).  This study assessed the level of stakeholders’ engagement and participation in M&E System in various phases of the Reform initiatives.
2.3.4 M&E Methods and Tools

Methods and Tools was also one of the factors under this study. It was used to assess the availability and applicability of M&E Plan, Indicator Manual, and M&E Work Plan. Each of these was reviewed in the following sections:
2.3.4.1 Monitoring and Evaluation Plan

The M&E Plan is a structured detailed document describing how the M&E system for the program can track and assess the results of a program. Its main source documents are logical model or theory of change, monitoring indicators; stakeholders’ register (Tools4dev. 2014). Every development intervention ought to have a monitoring and evaluation (M&E) plan which documents the details of the objectives of the program and initiatives developed to achieve the objectives, and describes the procedures to determine the achievement if any. It depicts a clear relationship between planed results and goals and objectives. It also describes the indicators for the required data, how the data will be collected, managed and analyzed, the use of information, the resources which will be needed, and how the program will be accountable to stakeholders (Frankel & Gage, 2016).The M&E Plan document is used as a reference in the process of program implementation and it is reviewed whenever changes to improve the program achievement of planed results occur. This research intends to assess the availability and utilisation in the M&E System of Public Service Reform initiatives.
2.3.4.2 Indicator Manual

Indicator Manual is a document which defines indicators, baselines and required procedures of operationalising data collection process for the indicators; (UNICEF, 2018). UNICEF further, articulates that Indicator Manual provides a clear guidance on how to collect; process and analyse the data. This enhances credibility and transparency. This study aims to assess the availability and utilisation of Indicator Manual in the M&E System of PSRP Key Results Areas. Indicator Manual compiles all indicators deemed useful in the program by outlining the stages and procedures which underscore the meaning and computing the values of the indicators (Rowe et al., 2020). Therefore indicator manual is an essential M&E System document used to guide processing of indicator values. This study assessed the availability and utilisation of the indicator Manual as a tool in the M&E system of Public Service Reforms initiatives. 
2.3.4.3 M&E Work Plan

According to FHI, (2011) M&E work plan is a flexible tool which guides how to document program activities, answer evaluation questions and show progress towards goals and objectives. FHI (2011) justifies that M&E work plan describes methodologies, implementation plan, matrix of expected results; proposed timeline and instruments for data collection. On top of that, the document sights what data to be collected and how; required resources, the person responsible to implement each activity (FHI, 2004). This study therefore, assessed the availability and applicability of the indicator Manual as a tool in the M&E system of Public Service Reform initiatives.
2.4 Theoretical Literature Review

This section presents a framework of existing theories in the ﬁeld of inquiry that is related and/or reﬂects the questions of a study. According to Grant &Osanloo, (2014) the theoretical literature review consists of theoretical principles, constructs, concepts, and tenants of a theory that acts as a “blue print” of the study. The theories reviewed are: theory of change, Utilisation-focused Evaluation Theory, Program evaluation Theory and M&E System Performance Theory.
2.4.1 Theory of Change

Theory of change (TOC) emerged in the 1990s with an intention to address challenges of evaluators faced in assessing complex development programs. During that time, evaluators faced challenges such as: poorly articulated assumptions, lack of clarity on how changes unfold, and less attention to the sequence of changes towards long term goal (Maureen Flynn, 2015). Theory of change is an appropriate tool for planning, monitoring, evaluation and impact assessment of interventions which underpins the context in which results unfold. It clarifies how activities are assumed to contribute to the results in ultimate envisioned impacts and indicates the linkage between output and outcome and why and how the linkage is functional under specific assumptions (Rogers, 2014).

In that context, Public Service Reform program initiatives had envisioned to improve the quality of service delivery through eight components under the Performance Improvement Model (PIM). The Theory of Change articulated the evolutionary pathway of the change brought about by PIM had to contribute to the improved Service delivery. Basically, the theory of change had to be developed through participatory approach before the program implementation started so to feed into the design and planning phases. It described the organizational and stakeholders’ roles in building up the desired change, and stated clearly the critical risks and assumptions which could deter success (INTRAC, 2017).
The Theory of Change was expected to clarify the approach of PSRPs’ initiatives in creating the desired change of improved service delivery. The study intended to assess whether the Theory of Change was in place and stated clearly the linkage of the general objective of improving the service delivery in the public sector to initiative operations. The theory supposed to describe the pathway from inputs, activities, outputs, intended outcomes, indicators, measuring tools and utilisation of the information. In addition, it had to state envisaged risks and assumptions proposing solutions.
2.4.2 Utilisation – focused Evaluation Theory

According to INTRAC, (2017); Utilisation-focused evaluation (UFE) is established on the grounds that its M&E System performance is judged based on how useful its information is. UFEs planned and implemented in a way that increases the probability of the results utilisation. This normally means identifying the primary users of an evaluation and ensuring their engagement in decision-making throughout the process (Patton, 2008). Utilisation-focused evaluation is usually geared to the identification and engagement of users. 
Patton (2008) observes that “M&E Stakeholders’ involvement in evaluation has become an accepted practice in the profession,” and in UFE this involvement is central. Stakeholders’ involvement emanates from a firm commitment to focus on intended use by intendedusers; and willingness for the evaluation to be judged on the basis of the actual use (Ricardo & Brodhead, 2014).Utilisation – focused Evaluation Theory guided the study in conducting assessment on the utilisation of the information generated by the M&E System by formulating research tool to identify users and actual uses, hence, assessing the information effectiveness utilisation.
However, based on IFAD, (2008) the researcher adopted some key criteria for a functional M&E System in assessing its performance summarized below:

i. Utility: The M&E System was assessed whether it serves practical information needs of intended users.

ii. Feasibility: The M&E System was assessed whether the methods, tools, timing and processing procedures planned were realistic and prudent.

iii. Propriety: Whether the M&E activities were conducted legally and ethically.

iv. Accuracy: Whether the M&E System results revealed and conveyed technically adequate information.

According to Acevedo et al, (2012) a successful M&E System is the one where good quality performance information and evaluative findings are produced and utilised intensively at various levels of programs or policy cycles. Kamau, (2017) referred performance as the success of producing and utilising the desired results after tracking the implementation and results of an initiative.  M&E System performance criteria are supply of quality information demanded for utilisation. 
Quality information is a result of quality data with elements such as validity, reliability, timeliness, precision, integrity, completeness, confidentiality and data collection ethics (Acevedo, Krause & Mackay 2012). As the data are demand driven, the information produced must be utilised in the aspects of program implementation corrective measures, learning, planning and in the delivery of new programs. The researcher assessed the level of utilisation of the information generated by the M&E System in various reforms initiatives as a dependent variable.
2.5 Empirical Literature Review

This section relates the study with other similar studies conducted by other researchers in different areas in the world, in Africa and in Tanzania. The researcher focused on analysing different studies related to effective Performance of M&E Systems in projects and programs. This review embraced different reports which most of them were published domestically, regionally, and few internationally.
2.6 M&E System Performance Globally

Globally, M&E Systems have been in existence since the ancient times (Kusek and Rist, 2004), recently, the requirements for M&E systems as a management tool to exhibit progress and performance has grown to quench the deeds for accountability and transparency through the application of the monitoring and evaluation in government program initiatives and other institutions. A Report by Lahey, (2015) on the “Common issues affecting Monitoring and evaluation of large ILO Projects” with an objective to identify any common issues affecting monitoring and evaluation (M&E) and propose solutions on how the ILO could improve its results-based management (RBM). This evaluation of ILO projects undertaken during 2014-2015 revealed weaknesses that affect ability of project management to measure, monitor and use the resulting information. 
The report revealed that over two-thirds of ILO independent evaluations had poor or non-existent monitoring and evaluation (M&E) approaches and practices. It further reported that the articulation of the theories of change and log frame assumptions and risks, potential roles of other key players were poor. They fail to identify full set of results of the projects. Indicators were not smart defined. M&E influencers such as M&E Plans and M&E Work plans usually neglected. M&E Systems are normally seen as of much lower priority by Managements. The report concluded that the information collected tends to serve administrative purposes like justification of the release of funds. The report recommended training and mentoring of officials on M&E expertise and usefulness.
2.7 M&E System Performance in Africa

In Africa, the requirements for M&E systems as a management tool to show progress and performance has grown as means to enhance accountability and transparency through the application of the monitoring and evaluation in government program initiatives and other institutions. Gaarder and Briceno, (2010) in “Institutionalisation of Government Evaluation” point out that, to strike M&E System performance requires efficient allocation and utilisation of public spending, contributing to better performance, transparency and accountability.
According to the study by Abalang (2016) on “Assessment of Performance of Monitoring and Evaluation Systems at Caritas Torit, in South Sudan” using a descriptive research design and collected both quantitative and qualitative data. Qualitative data were converted into quantitative and analysed using quantitative data analysis techniques. The study found that tools and methods, management influence in budgetary issues, on the job training on M&E skills and stakeholders involvement were important determinants in the effectiveness M&E systems.   
Njama’s study, (2015) focused on the “Determinants of effectiveness of M&E System for projects in AMREF Kenya Wash Programme”, adopted a descriptive survey research design in which objectives were predetermined allowing relevant data collection and sufficient to the study problem (Kothari, 2004). The study used multiple linear regression method to develop relationship between the determinants and the effectiveness of M&E System. Significance of each determinant in the model was tested at a confidence level of 95%. Findings affirmed that allocation of sufficient budget, capacity building of staff and stakeholders’ participation in Monitoring and Evaluation activities ensured high performance of the M&E System.
According to Kiluja and Mbiti, (2015) in “The Role of Monitoring and Evaluation on Performance of Public Organization Projects in Kenya: A Case of Kenya Meat Commission”, M&E systems and structures are often connected to public service reform initiatives in budgeting and accountability. The aim of the study was to establish the role of monitoring and evaluation on performance of public organization projects in Kenya. The study adopted a descriptive survey using variables namely human resource, implementation strategy, training and planning. Quantitative data were analyzed by employing descriptive and inferential analysis using statistical SPSS version 21 and excel. 
A likert scale of 1-5 was used. The scores “Strongly disagree” and “Disagree” were represented by mean score, equivalent to 1 to 2.5 on the continuous Likert scale (1 ≤ Disagree≤ 2.5). The scores of “Neutral” were represented by a score equivalent to 2.6 to 3.5 on the likertscale (2.6 ≤ Neutral ≤ 3.5). The score of “Agree” and “Strongly agree” were represented by a mean score equivalent to 3.6 to 5.0 on the Likert Scale (3.6 ≤ Agree ≤ 5.0). The results were presented in mean and standard deviation. The findings from OLS regression indicated that all independent variables positively significantly influenced performance of Kenya Meat commission project.
2.8 M&E System Performance in Tanzania

In Tanzanian context, according to Maijo, (2020), on the study of “Effectiveness of Monitoring and Evaluation Systems on the Sustainability of Community Based Projects in Kisarawe District, Tanzania”, assessed the effectiveness of M&E system on the sustainability of community based projects. Shayo, (2020) using descriptive survey research design and Likert scale data collection tool to ascertain and make assertions of the influence of human resource on effectiveness of the M&E Systems. Through non-parametric data analysis techniques using SPSS study findings Maijo, (2020) described that the effectiveness depends on factors such as community participation, community capacity building, modern techniques of project management and budget allotment for M&E activities and disbursed accordingly.
A research conducted by Mmassy, (2018) on the factors influencing performance of M&E systems of Non-Government Organisations in Arusha established that human capacity, data quality and stakeholders’ involvement influence the performance of NGOs in Arusha. On top of that, Nyagah, (2015), as quoted by Mhina, (2018) in the study “Monitoring and Evaluation Practices and their Effects in District Councils: A Case of Ruvuma Region” affirms that other factors which affect the performance of M&E System include Management support and availability of a full functional M&E Unit in the institutional structure.
2.9 Research Gap
The Public Service Management and Employment Policy of 1998 as revised in 2008 observes the need for Public Institutions to have in place robust M&E Systems, so as to be able anticipate and solve managerial and technical problems and respond to beneficiaries and stakeholders demands during the implementation of the PSRPs Initiatives (URT, 2014). However, the implementation of M&E Systems; is still infant and confined to departments of policy and planning without formalized active settings. Reports generated from public offices are usually vested in the purposes of accountability in the use of resources compared to the outputs and later release of fund.
The literature in the background of this study particularly from PSRPs context did not demonstrate a set of strategies and tools inter-connected to serve a common purpose of tracking implementation and results of the reform initiatives in public service. In addition, there was no research conducted to assess the factors which affect the M&E Performance in the Public Service Reform initiatives in Tanzania. The reporting style on tracking the operationalisation of the installed systems, structures and processes during the reforms was disjointed. Consequently; this study aimed to assess the M&E System inefficiency gap by assessing the factors which affect the M&E system Performance in Public Service Reform systems, structures and processes in order to reveal the factors and propose ways to address the M&E System performance inadequacy. 
2.10 Conceptual Framework
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Figure 2.1: Conceptual Framework 
Source: Researcher, (2021)        
A conceptual framework describes the context of the research, by illustrating how the variables relate to each other. Dickson Adam (2018) defines a conceptual framework as a structure which the researcher believes can  best  explain the  natural  progression  of the  phenomenon  to  be  studied.  It is linked with the concepts, empirical research and important theories used in promoting and systematising the knowledge adopted by the researcher. It  is  the researcher’s  explanation  of  how  the  research  problem  would  be explored. Kothari, (2004) defines independent variables as criteria of measurement established in a study while dependent variable is the parameter being measured which can be quantitative or qualitative. This research assessed the M&E System performance in public sector reform initiatives in Tanzania specifically at PO-PSM headquarters being guided by the conceptual framework in figure 2.1

Conceptual framework was potentially useful in supporting the researcher to deduce meaningful results. The graphical presentation of figure 2.1 illustrates the relationship of each independent variable to the dependent variable in the study. In addition, each independent variable and dependent variable was detailed to a number of contributors called sub components to ensure completeness and exhaustiveness of each variable in the study. The performance of the M&E System was measured depending on one dimension which is the utilisation of information. For the M&E System to perform, the dimension had to work. Increased demand in utilisation of the findings triggers the supply of the information.

2.11 Definition of Terms

Factor Component: A constituent statement of the main study factor which requires rating by the respondent
Factors: Determinants of the Performance of M&E System.
Human Resource Capacity: This refers to optimal number and operational skill capability of Human Resources in the field of M&E.

M&E System: A set of inter-related and inter-linked components in a structured environment to save a purpose of tracking progress and results of a developmental intervention.

M&E System Performance: Success of an M&E System in Producing and utilising the information  

Public Service Reforms: Set of Initiatives aiming at improving public services delivery systems, structures and processes. Their main roles and functions are to set quality standards and monitor and evaluate the implementation to achieve the pre-determined results.  

Stakeholders Participation: The process of engaging key stakeholders in an M&E system from the design phase, detailed planning, implementation and utilisation of information of a program

Tools and Methods: Techniques and documents that facilitate operationalisation of the M&E System of an intervention.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the methods for carrying out the proposed research study to fill the gap. It covers sub-topics such as: research approach, research design, the study area, target population, sampling procedures and sample size. In addition, it focuses on data collection methods and tools, reliability and validity of the data collection and tools, data processing and analysis, research ethics and values of the study. 
3.2 Area of Study
The study was conducted in Dodoma at the President’s Office, Public Service Management and Good Governance. The units of study were PO-PSM Human Resources and were selected based on designation and seniority. 
3.3 Research Approach and Design
The study planned to use qualitative and quantitative research approaches because it focused on descriptive assessment to understand the phenomenon at hand. The qualitative research approach was used to gain a full picture and depth in understanding the situation, event or process of M&E in Public Service.  The research design was cross sectional with mixed methods in collecting and analyzing data. According to Olsen and Marie (2004), Cross-sectional study design is the type of research study in which the information of the variables gathered has prevailed only at one point in time. The research design was descriptive to allow the researcher to assess the various factors which affect the performance of M&E System in the reform initiatives.
3.4 Target Population

The targeted population of the study comprised Human Resources employed at President’s Office Public Service Management who participated in Public Service Reforms program initiatives and who were in senior and above positions.  The Human Resources provided the researcher the information about various factors which have been taken care of during M&E System implementation in the public service reforms initiatives. Assessment of the factors affecting the performance of the M&E System in the PSRPs used sampling frame from which the sample size and the respondents were obtained from the list of all employees who were in technical and managerial positions.
3.5 Sampling Strategy

The sample design for this study was Stratified sampling design in order to get a representative sample of the population of study. The stratified sampling technique was appropriate as the employees were randomly selected from strata of Directors, Assistant Directors and Head of Units, Principal and Senior Officers.
3.6 Sample Size

The sample size (n) of the respondents was determined using the theory of known population. The study had a known population who are employees working at PO-PSM Office and they could be retrieved easily from the Human Capital Management Information System (HCMIS) with their social and demographic variables. In establishing the optimal sample size, the researcher used the theory of Taro Yamane (1967) formula. 
The study computation of sample size in each stratum (i) size was conducted using the simplified version formula of Taro Yamane. This formula calculated the strata sample sizes of employee in each stratum as indicated in Table 3.1 using an allowable error (e) of 5percent in the formula below, where niis the stratum sample size, N is the population stratum size, and e is the precision level. Then the number of respondents from each stratum as per computed sample size was selected by simple random sampling technique.

	ni =  
	Ni

	
	1+Ni(e)2


Table 3.1: Computation of Sample Size from known Study Population2
	Respondent Strata
	Frame strata size(Ni)
	(e)2
	Ni(e)2
	1+Ni(e)2
	Sample stratum Size (ni)

	Directors
	12
	0.0025
	0.03
	1.03
	12

	Assistant Directors
	24
	0.0025
	0.06
	1.06
	23

	Heads of Units
	5
	0.0025
	0.0125
	1.0125
	5

	Principal Officers
	24
	0.0025
	0.06
	1.06
	23

	Senior Officers
	37
	0.0025
	0.0925
	1.0925
	34

	Total
	102
	Sample size (n)
	96


Source: Study Population, 2021
The sample size of the study was 96 Human Resources and out these, 88 Human Resources responded to the survey making a response rate of 92 percent due to frequent out of office activities in such a way that callbacks could not manage to collect the filled questionnaires. The stratum with highest rate (100 percent) was that of heads of units and the lowest was 85 percent in the stratum of senior officers. Table 2.2 describes detailed response rate in each stratum. 
Table 3.2: Response Rate in each Respondent Stratum

	Respondent Strata
	Stratum Sampled Size (ni)
	Responses
	Stratum Response Rate (%)

	
	
	
	

	Directors
	12
	11
	92

	Assistant Directors
	23
	21
	91

	Heads of Units
	5
	5
	100

	Principal Officers
	23
	22
	96

	Senior Officers
	34
	29
	85

	Total
	96
	88
	92

	Source: Field Data (2021)


3.7 Source of Data and Collection Methods
Both Primary and secondary data collection methods were used in the study. Data sources the researcher used structured questionnaire to capture relevant information from respondents in the field. Secondary data based on documentary reviews such as policies, laws, books, journals and reports (Adam and Kamuzora, 2008) to enrich the research. The secondary data were obtained from published documents from Presidents’ Office, public Service management reports including PSRPs reports from 2000 to 2013.
These enabled the researcher to obtain information on factors affecting M&E performance in PSRPs in assessing the performance based on documentary reviews. The data collection method was multiple data collection techniques include structured questionnaires, and observations. The questionnaire contained closed ended questions, which allowed the collection of qualitative and quantitative data. The questionnaires were designed in a simple format for the respondents to understand all questions. This method was used because a lot of information could be captured within a short time (Kothari, 2004). Various documents were reviewed for the purpose of collecting secondary data, such as M&E plans and work plans, program indicators progress and final reports. The researcher will extract relevant information from the documents using guide forms which the researcher designed to simplify thematic data collection. 
3.8 Variables for the Study
The study was supported by the useful independent variables Social-Demographic factors (including Age, sex, education level, working experience in M&E). Other variables include human resource capacity, budgeting, stakeholders participation, basic methods and tools for M&E which were measured in Likert scale (1 = Strongly Disagree, 2 = Disagree, 3 = Not sure, 4 = Agree, 5 = Strongly Agree). The dependent variable in this study was utilisation of M&E information which was measured using Likert scale. The respondents were asked to rate the performance of M&E system in terms of areas of utilisation of the information (1 = Strongly Disagree, 2 = Disagree, 3 = Not sure, 4 = Agree, 5 = Strongly Agree). 
3.9 Data Validity and Reliability

IFRC, (2002) defines reliability as the consistency or dependability of data, with reference to the quality of the instruments, procedures and analyses used to collect and interpret the data. In addition, Liljequist et al, (2019) defined Intraclass Correlation Coefficient (ICC) as a descriptive statistic that tests reliability when quantitative measurements are in ordinal scale. ICC describes how strong the units in the same group relate to one another. The interpretation of the statistic is based on the ranges of values such as: when it is below 0.5 there is poor reliability; when it falls between 0.5 and 0.75 indicates moderate reliability and good reliability is depicted when it ranges from 0.75 to 0.9. Excellent reliability is when it is more than 0.9 (Liljequist et al, 2019).
Reliability of the questionnaire was tested by using Intraclass Correlation Coefficient (ICC) with output Table 3.3 with two coefficients with the respective 95% Confidence Interval and their respective P-Values. Single measure is an index for the reliability of the ratings for one, typical, single rater while Average measure is an index for the reliability of different rates averaged together. The ICC Average Measures 0.694 falls in the 95% CI between 0.580 and 0.785 indicating that the questionnaire was valid and reliable.
Table 3.3: Intraclass Correlation Coefficient4
	
	Intraclass Correlation
	95% Confidence Interval
	F Test with True Value 0

	
	
	Lower Bound
	Upper Bound
	Value
	df1
	df2
	Sig

	Single Measures
	0.312
	0.216
	0.421
	3.268
	87
	348
	0.000

	Average Measures
	0.694
	0.580
	0.785
	3.268
	87
	348
	0.000


Source: Field Survey (2021)
3.10 Data Analysis
The collected data were tested for the assumptions of parallel lines since they were ordinal and analysed using Statistical Package for Social Science (SPSS) version 22 and Microsoft excel. Before analysis, the data were edited, coded and cleaned. The data were presented in tables and charts showing descriptive statistics and those of association in the dependent and each independent variable appropriately. The relationship between independent variables was measured through correlation and ordinal logistic regression analysis, in order to find out the inter-relationship between the independent variables and dependent variable.
Overall significance and goodness of fit of the model was tested using Pearson’s Chi Square Test. The data were coded and analysed according to the themes of the specific objectives. Means of each respondent on each variable were calculated and resulted into five variables. The means of each variable for each respondent were computed to enable analysis using correlation and ordinal logistic regression analysis methods.
3.11 Ordinal Logistic Regression
After identifying significant relationships between the variables using bilateral correlations, ordinal logistic regression performed to assess the effect of budgeting, human resource capacity, stakeholders’ participation and methods and tools on the M&E System Performance. Ordinal logistic regression model is a type of logistic regression model that used to analyse ordinal dependent variables. This is due tothe fact that the outcome variable is in ordinal scale such as Likert scale (ordered: 1 = Strongly Disagree, 2 = Disagree, 3 = Not sure, 4 = Agree, 5 = Strongly Agree in this study) the ordinal logistic regression model is a preferred modeling tool as the data were collected using likert scale questions hence in ordinal level and it does not assume normality or constant variance, but requires the assumption of parallel lines across all levels of the outcome variable.

The general form of ordinal logistic regression model is written as:
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Where, by β = (β1, β2, …, βp)´ is the vector of regression parameters related with xi and αj represents the intercept for j cumulative logit and xi  are all independent variables.
3.12 Research Ethical and Moral Issues

The researcher observed ethical and moral issues by exercising appropriate behaviour in relation to the rights of those who were involved in this study. The study ensured right to know the true purpose of the research, confidentiality, stakeholders’ analysis, Public Service legal framework, freedom of participating, to decide which question to answer and the right to withdraw from participation.

CHAPTER FOUR

PRESENTATION OF FINDINGS AND DISCUSSION

4.1 Introduction

This chapter presents the results of the research. It starts by describing the demographic characteristics of the respondents in terms of their gender, age groups, education level attained, designation and experience in Monitoring and Evaluation tasks. The results were presented in line with the layout of study objectives. The results on the factors start with M&E budgeting with its components; followed by human resource capacity, basic M&E Methods and tools, stakeholders’ participation and information utilisation with its components each of them. It also gives out analysis of the correlations of the factors with Monitoring and Evaluation System Performance. Ordinal regression analysis indicates the strength of each factor in the model relationship.
4.2 Demographic Characteristics of Respondents

The demographic data of respondents were collected and analysed in order to provide respondents profile depicting gender, age groups, education level attained and some years of practical experience in Monitoring and Evaluation activities. Some of these demographic variables indicated maturity and ability to respond to M&E technical and professional questions in the study.
4.3 Distribution of Respondents by Gender

The descriptive results of gender indicated that majority of the respondents were male accounted for 57 percent and female were 43 percent.

[image: image5.png]



Figure 4.1: Distribution of Respondents by Gender (N=88)2
Source: Field Data (2021)

4.4 Distribution of Respondents by Age Group

The study had planned to involve public servants who were in senior positions with the assumption that they have some experience in the Public Service Reforms. The highest number of the respondents was in the age group of 41- 50 years (Figure 4.3).

Figure 4.2: Distribution of Respondents by Age Group (N=88)
Source: Field Data (2021)
4.5 Distribution of Respondents by Education Level

Education levels attained by respondents are depicted in Figure 4.4.  The results show that 75 percent of the respondents had master degree while 10 percent had postgraduate diploma and 15 percent had bachelor degree. 
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Figure 4.3: Percentage Distribution of Respondents by Education Level (N=88)

Source: Field Data (2021)

4.6 Distribution of Respondents by Experience in M&E

The number of years of work experience in M&E activities indicatedthe ability of the respondents to understand M&E concepts in the questionnaire so to provide realistic responses to technical questions. Figure 4.5 indicates that, of the 88 respondents, 67 percent of them had at least five years of work experience in M&E activities. However, 23 percent had no practical exposure to the field of Monitoring and evaluation activities.
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Figure 4.4.: Distribution of Respondents by Experience in M&E (N=88)
Source: Field Data (2021)

4.7 Research Findings and Discussion

This section describes the findings of study variables and the inference statistics on assessing the effect of study factors on the performance of the M&E system.
4.7.1 M&E Budgeting

Monitoring and evaluation being an integral component to development interventions, has to be well planned and budgeted for during the planning stage. M&E Budgeting is crafting and disbursement plan of expenditure estimates for M&E system activities (Sedrakian, 2016). Respondents were asked on the factor components of M&E budgeting. Table 4.1 shows the distribution of responses on factors components of M&E budgeting. Overall, willingness to allocate and disburse funds for M&E activities constitutes the main components of this factor. Based on the responses, majority of respondents (80 percent) said that funds were allocated for M&E Activities and only 3 percent of the respondents disagreed.   
Table 4.1: Responses on Budgeting by Factor Components5
	Sn
	Factor Component
	Response
	Number
	Percent

	1
	The funds are allocated for M&E Activities      
	Disagree
	3
	3

	
	
	Not Sure
	14
	16

	
	
	Agree
	70
	80

	
	
	Strongly Agree
	1
	1

	
	
	Total
	88
	100

	2
	The funds are disbursed for implementation of M&E Activities      
	Disagree
	69
	78

	
	
	Not Sure
	2
	2

	
	
	Agree
	14
	16

	
	
	Strongly Agree
	3
	3

	
	
	Total
	88
	100

	3
	PO-PSM is willing to invest funds to improve M&E system performance
	Disagree
	29
	33

	
	
	Not Sure
	24
	27

	
	
	Agree
	35
	40

	
	
	Total
	88
	100


Source: Field Data (2021)


In responding to funds disbursement for implementation of M&E system Activities about 78 percent of the respondents said that funds are not disbursed and only 16 percent agreed. Respondents were also asked about PO-PSM willingness to invest funds for improving M&E system performance. The results indicated that 40 percent of the responses agreed while 27 percent were not sure. It was therefore, the funds for M&E system activities are allocated but inadequately disbursed for implementation.

The relationship between budgeting and M&E system performance was analysed using Pearson correlation. Pearson correlation coefficients range from negative 1 to positive 1.  The Pearson coefficient value which is less than 0.3 indicate a weak correlation. When it is between the values 0.3 and 0.5 shows moderate correlation and when it is more than 0.5 shows strong correlation. Research data analysis indicated positive correlation of 0.308 at P-Value 0.002 between Budgeting and M&E System Performance as shown in Table 4.2 This result suggests that when there is adequate disbursement of funds for M&E activities, the performance aspect of the M&E system is expected to be adequate if other factors remain constant.
Table 4.2: Correlation of Budgeting with M&E System Performance6
	 
	Budgeting
	M&E System Performance

	Budgeting
	Pearson Correlation
	1
	.308**

	
	Sig. (1-tailed)
	
	.002

	
	N
	88
	88

	M&E System Performance
	Pearson Correlation
	.308**
	1

	
	Sig. (1-tailed)
	.002
	

	
	N
	88
	88

	**. Correlation is significant at the 0.01 level (1-tailed).

Source: Field Data (2021)


The study found out that Funds for M&E system activities were allocated but scarcely disbursed to implement M&E system Activities. Responses to the statement “The funds are disbursed for implementation of M&E Activities”, 78 percent Disagreed. The findings were contrary to INTRAC, (2019) and AfDB, (2011) findings which assert that the amount of money available for M&E significantly influences how an M&E System is designed and implemented. Moreover, this study has indicated that budgeting has positive correlation with M&E System Performance indicating that allocation and disbursement of funds is critical to the performance of the M&E System. Therefore, budgeting (when the funds are inadequately disbursed) for M&E System activities affects the performance of the M&E System in PSRPs initiatives.
4.7.2 M&E Human Resource Capacity

Human resource capacity in monitoring and evaluation causes projects to perform better especially when the Human Resources are trained adequately in relevant skills and committed to work. Respondents were asked about the adequacy of M&E Human Resources in respect to number, knowledge and skills on the M&E system.  Table 4.3 displays the distribution of respondents on human resource capacity for operational sing the M&E system.  Results show that PO-PSM has unsatisfactory number of M&E Human Resources, as about 57 percent of respondents disagreed while 23 percent agreed.  
On the other hand, majority of respondents (76 percent) disagreed with the fact that PO-PSM has skilled Human Resources who gather information on the progress and performance of the reform initiatives. This indicates that the number of Human Resources at PO-PSM for optimal operations of the M&E system is not adequate. The results show that 55 percent of respondents agreed that PO-PSM has skilled Human Resources in data analysis while 16 percent disagreed. This indicates the Office has Human Resources who have the right skills in data analysis. 
Furthermore, 53 percent of respondents disagreed with the fact that at PO-PSM Human Resources are trained to update their skills on M&E system. About 61 percent of respondents agreed with the statement that M&E employees are knowledgeable in the Operations and Management of the M&E System.  This implies that many of the respondents have knowledge to operate and manage M&E systems.  Majority of respondents (63 percent) disagreed on the result-based performance being factored into Departmental Performance Contract. 
Hence, findings suggest that, the Office does not have adequate number of Human Resources and the employer seems reluctant to facilitate training them. Moreover, results based performance is not factored in Performance Contracts. In realisation of this fact, knowledge and experience in monitoring and evaluation is given less priority to Human Resources and that they are not tasked with M&E function which is contrary to the findings by Murei, (2017) which emphasize the priority of Human Resources on M&E functions. 
Findings have shown a strong positive correlation of 0.533 at P-Value 0.000 between Human Resource Capacity and M&E System Performance as shown in Table 4.4 This result indicates that when there is adequate Human Resource Capacity in terms of quality and quantity for M&E activities, and other factors being constant, the performance of the M&E system is effective.
Table 4.3: Responses on Human Resource Capacity by Factor Components7
	Sn
	Factor Component
	Response
	Number
	Percent

	1
	PO-PSM has sufficient number of M&E Human Resources
	Disagree
	50
	57

	
	
	Not Sure
	18
	21

	
	
	Agree
	20
	23

	
	
	Total
	88
	100

	2
	PO-PSM has skilled Human Resources who gather information on the performance of the reform initiatives
	Disagree
	67
	76

	
	
	Not Sure
	3
	3

	
	
	Agree
	18
	21

	
	
	Total
	88
	100

	3
	PO-PSM has skilled Human Resources in data analysis
	Disagree
	14
	16

	
	
	Not Sure
	26
	30

	
	
	Agree
	48
	55

	
	
	Total
	88
	100

	4
	PO-PSM trains M&E Human Resources to update their skills
	Disagree
	47
	53

	
	
	Not Sure
	9
	10

	
	
	Agree
	32
	36

	
	
	Total
	88
	100

	5
	The M&E Human Resources are knowledgeable in the Operations and Management of M&E System
	Disagree
	27
	31

	
	
	Not Sure
	7
	8

	
	
	Agree
	54
	61

	
	
	Total
	88
	100

	6
	Result-based performance is factored into Departmental Performance Contract
	Str. Disagree
	15
	17

	
	
	Disagree
	49
	56

	
	
	Not Sure
	12
	14

	
	
	Agree
	10
	11

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100


Source: Field Data (2021)

Table 4.4: Correlation of Human Resource Capacity with M&E System Performance8
	 
	Human Resource Capacity
	M&E System Performance

	Human Resource Capacity
	Pearson Correlation
	1
	.533**

	
	Sig. (1-tailed)
	
	.000

	
	N
	88
	88

	M&E System Performance
	Pearson Correlation
	.533**
	1

	
	Sig. (1-tailed)
	.000
	

	
	N
	88
	88

	**. Correlation is significant at the 0.01 level (1-tailed).



Under the factor Human Resource Capacity, findings suggest that, the PO-PSM does not have adequate number of Human Resources (57 percent of the respondents disagreed) who are well skilled in M&E functions (76 percent disagreed) and the employer seems reluctant to facilitate in building their capacity (53% disagreed). But, Gorgens & Kusek, (2013) acknowledge that adequate supply of human resource is critical for effectiveness and sustainability of the M&E System performance. In addition, research findings indicate that Human resources capacity has strong positive correlation with M&E System performance of 0.533 and P-Value = 0.000.
Other findings however, Gorgens & Kusek, (2013)and Lahey, (2010)attest that Human Resource Capacity affects the performance of M&E System and  Blaser et al., (2018) insists that skills and capacity of people involved in the M&E System are at the heart of the M&E System Performance. The study therefore, established that Human Resources Capacity affects the Performance of the M&E System in PSRPs initiatives.
4.7.3 M&E Stakeholders’ Participation

Respondents were asked on the stakeholder’s participation in M&E System. Table 4.5 shows the distribution of responses to the stakeholder’s participation components. The results indicate that majority of respondents agreed  that the Reform Programmes stakeholders include all public sector institutions, donors, development partners, and the citizens results (98 percent) participate. This is an indication that respondents are aware of the key stakeholders of the public service reforms. In addition, respondents agreed (55 percent) with the statement that all stakeholders are listed and documented. Stakeholders participation in M&E reform initiatives designing was acknowledged by 49 percent of respondents and 23 percent were not sure. In the area of detailed planning the stakeholders’ participation was that majority of respondents disagreed (73 percent). 
On the other hand, respondents agreed that Stakeholders usually participate during M&E implementation stage of the Reforms initiatives (76 percent). Stakeholders usually have access to the implementation reports of the initiatives (85 percent) agreed. On whether stakeholders usually provide feedback on the results and achievements of the initiatives or not, about 32 percent of respondents agreed.  Generally, stakeholders participate in the M&E system in the reform initiatives during implementation stage.
Table 4.5: Responses on Stakeholders participation by Factor Components9
	S/N
	Factor Component
	Response
	Number
	Percent 

	1
	Stakeholders of the Reform initiatives include all public sector Institutions, donors, development partners and all citizens.
	Disagree
	1
	1

	
	
	Not Sure
	1
	1

	
	
	Agree
	70
	80

	
	
	Str. Agree
	16
	18

	
	
	Total
	88
	100

	2
	All stakeholders are listed and documented 
	Disagree
	1
	1

	
	
	Not Sure
	38
	43

	
	
	Agree
	47
	53

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100

	3
	Stakeholders usually participate during M&E design stage of the Reform initiatives
	Disagree
	25
	28

	
	
	Not Sure
	20
	23

	
	
	Agree
	42
	48

	
	
	Str. Agree
	1
	1

	
	
	Total
	88
	100

	
4
	Stakeholders usually participate during M&E detailed planning stage of the Reforms
	Disagree
	64
	73

	
	
	Not Sure
	9
	10

	
	
	Agree
	13
	15

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100

	5
	Stakeholders usually participate during M&E implementation stage of the Reforms
	Disagree
	1
	1

	
	
	Not Sure
	20
	23

	
	
	Agree
	67
	76

	
	
	Total
	88
	100

	6
	Stakeholders are usually given the implementation reports of the Reforms
	Not Sure
	13
	15

	
	
	Agree
	73
	83

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100

	7
	Stakeholders usually provide feedback on the results and achievements of the reforms
	Disagree
	16
	18

	
	
	Not Sure
	44
	50

	
	
	Agree
	26
	30

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100


Source: Field Data (2021)

The findings in Table 4.6 indicate a positive correlation of 0.0322 at P-Value 0.001 between Stakeholders' Participation and M&E System Performance. These results suggest that when Stakeholders are effectively involved in M&E system activities during designing, planning and implementation stages of the M&E system have a positive influence on its performance. 

Table 4.6: Correlation coefficient Stakeholders' Participation with M&E System Performance10
	 
	Stakeholders' Participation
	M&E System Performance

	Stakeholders' Participation
	Pearson Correlation
	1
	.322**

	
	Sig. (1-tailed)
	
	.001

	
	N
	88
	88

	M&E System Performance
	Pearson Correlation
	.322**
	1

	
	Sig. (1-tailed)
	.001
	

	
	N
	88
	88

	**. Correlation is significant at the 0.01 level (1-tailed).


Source: Field Data (2021)
In the aspect of how Stakeholders’ Participation affects M&E System Performance, the findings indicated that stakeholders in general participate in the M&E System of the reform initiatives during the stage of implementation only. This habit is slightly different from Chaplowe’s, (2008) findings which claim that full Participation in M&E empowers beneficiaries in areas of local capacity, ensures program sustainability and collaboration at various levels of beneficiaries, Human Resources, Management and Partners. 
Additionally, it reinforces accountability, transparency, ownership and accountability (Chaplowe, 2008). According to this study finding, stakeholders’ participation is strongly positive correlated with M&E System Performance at P-Value 0.001 with coefficient 0.322. For a sustainable M&E System performance all key stakeholders must be engaged in all stages from M&E System design, implementation and information use. Stakeholders’ participation does not significantly affect M&E system performance of the system of PSRPs initiatives. 
4.7.4 M&E Methods and Tools

This factor is a combination of methods and tools prepared and used to guide planning and implementation of M&E system processes. The methods and tools include Theory of Change, Indicator Manual, M&E Plan, M&E Work plan and database.  Figure 4.6 shows the theory of change on M&E methods and tools. The respondents were asked about the theory of change articulates the proposed pathway of inputs through impact of reform systems, structures and tools. The results indicate that 64 percent were not sure while few of them (6 percent) agreed. This implies that majority of the respondents have partial knowledge on the theory of change. 
In response to whether theory of change provides intended outputs of the reform initiatives or not, 63 percent agreed while 16 percent disagreed. This indicates that outputs are usually realized in a short term therefore beheld by many respondents. On the other hand, 52 percent of respondents were not sure whether the theory of change describes the planned outcomes of the reform initiatives. This suggests that the theory of change does not clearly articulate the pathway to outcomes or evaluative studies are not conducted.
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Figure 4.5: Percentage of Responses on the Theory Change in the M&E Methods and Tools
Table 4.7 show the distribution of respondents on the basic M&E methods and tools by factor components. Majority of the respondents (73 percent) were not sure that Indicator Manual for the Public Service reforms program was in place and only 2 percent agreed.  The response shows that the Indicator Manual is not in place but when it is in place, it is used in calculating the M&E indicators as 64 percent of respondents agreed. However, 84 percent of respondents were not sure whether it is used or not for calculating the M&E indicators. M&E Plan which documents M&E System contents is not in place as 90 percent affirmed and only 10 percent were not sure. Majority of respondents disagreed on the M&E Work Plan for Public Service a reform is in place. The findings also show that 56 percent could not tell for sure that the Database to store and retrieve M&E System data is in place.
Table 4.7: Responses on Tools and Methods by Factor Components11
	Sn
	Factor Component
	Response
	Number
	Percent

	5
	Indicator Manual for the Public Service reforms program is in place
	Disagree
	22
	25

	
	
	Not Sure
	64
	73

	
	
	Agree
	2
	2

	
	
	Total
	88
	100

	6
	Indicator Manual defines how to calculate M&E Indicators
	Disagree
	10
	11

	
	
	Not Sure
	22
	25

	
	
	Agree
	56
	64

	
	
	Total
	88
	100

	7
	Indicator Manual is used in calculating the M&E indicators
	Disagree
	11
	13

	
	
	Not Sure
	74
	84

	
	
	Agree
	3
	3

	
	
	Total
	88
	100

	8
	M&E Plan documenting M&E System contents is in place
	Disagree
	79
	90

	
	
	Not Sure
	9
	10

	
	
	Total
	88
	100

	9
	M&E Plan documents the contents of the M&E system
	Disagree
	77
	88

	
	
	Not Sure
	9
	10

	
	
	Agree
	2
	2

	
	
	Total
	88
	100

	10
	M&E Plan is used in the operationalisation of the M&E system
	Disagree
	66
	75

	
	
	Not Sure
	20
	23

	
	
	Agree
	2
	2

	
	
	Total
	88
	100

	11
	M&E Work Plan for Public Service reforms is in place
	Disagree
	54
	61

	
	
	Not Sure
	29
	33

	
	
	Agree
	5
	6

	
	
	Total
	88
	100

	12
	M&E Work plan guides daily M&E activities
	Str. Disagree
	38
	43

	
	
	Disagree
	26
	30

	
	
	Not Sure
	19
	22

	
	
	Agree
	3
	3

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100

	13
	Database to store and retrieve M&E System data is in place
	Disagree
	29
	33

	
	
	Not Sure
	49
	56

	
	
	Agree
	10
	11

	
	
	Total
	88
	100


Source: Field Data (2021)
Research findings indicated weak positive correlation of 0.197 at P-Value 0.033 between Methods and Tools and M&E System Performance as shown in Table 4.8 This result suggests that when Methods and Tools for M&E activities are properly prepared and used have positive influence on the M&E system performance with other factors being constant.
Table 4.8: Pearson Correlation Coefficient Methods and Tools with M&E System Performance122
	 
	Methods and Tools
	M&E System Performance

	Methods and Tools
	Pearson Correlation
	1
	.197*

	
	Sig. (1-tailed)
	
	.033

	
	N

	88
	88

	M&E System Performance 
	Pearson Correlation
	.197*
	1

	
	Sig. (1-tailed)
	.033
	

	
	N
	88
	88

	*. Correlation is significant at the 0.05 level (1-tailed).


Source: Field Data (2021)

Research findings pointed out that most of the tools of M&E System such as M&E Plan, Indicator Manual, and M&E Work plan and electronic database not in place as (90 percent)majority of respondents disagreed. The findings also show that 56 percent could not tell for sure that the Database to store and retrieve M&E System data was in place. According to the research findings, Methods and tools indicate a weak positive correlation coefficient of 0.197with M&E System Performance (P-Value = 0.033).

Furthermore, Majority of the respondents hesitated to tell for sure that the theory of change for the M&E System had well-articulated the results pathway from inputs through impact of the PSRPs Initiatives. The unavailability of Methods and Tools affect M&E System Performance of the PSRPs initiatives. In addition, the study findings indicated a strong positive correlation coefficient of 0.533 (P-Value = 0.000) with Human resource capacity suggesting that adequate Human Resource Capacity can offset the problems caused by poor M&E Methods and Tools. 

4.7.5 Utilisation of M&E System Information

Respondents were asked about the utilisation of M&E system information components. Figure 4.7 and Table 4.9 present results on M&E system information utilisation. The results show that 54 percent of respondents agreed on the statement that M&E system provides data resulting from reforms’ initiatives monthly, quarterly and annually. This implies that some data are produced by the implementation of reforms initiative. Furthermore, respondents were asked on the data process. The results indicate that about 55 percent of respondents agreed that the produced data are processed in house by the Human Resources.
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Figure 4.6: Percentage Distribution of Responses on Utilisation of M&E Information Components
The respondents were asked if the M&E System reports if were produced quarterly, semiannually and annually. Majority of respondents agreed that M&E System resulting reports were produced (71 percent) quarterly, semiannually and annually. Results also show that 77 percent of the respondents disagreed that M&E Plan documenting the M&E System were reviewed periodically.  In addition, majority of respondents disagreed with the statement that M&E Work Plan for the M&E system is reviewed frequently (86 percent). 

Table 4.9: Responses on Information Utilisation by Factor Components13
	Sn
	Factor Component
	Response
	Number
	Percent 

	5
	M&E Work Plan for the M&E System is reviewed frequently
	Str. Disagree
	18
	21

	
	
	Disagree
	58
	66

	
	
	Not Sure
	4
	5

	
	
	Agree
	8
	9

	
	
	Total
	88
	100

	6
	M&E System provides information used for Formulating Public Service policies and strategies
	Str. Disagree
	4
	5

	
	
	Disagree
	45
	51

	
	
	Not Sure
	29
	33

	
	
	Agree
	10
	11

	
	
	Total
	88
	100

	7
	 M&E System provides information used for reform initiatives Planning and budgeting
	Str. Disagree
	9
	10

	
	
	Disagree
	53
	60

	
	
	Not Sure
	16
	18

	
	
	Agree
	10
	11

	
	
	Total
	88
	100

	8
	M&E System provides information used for reforms impact assessment
	Str. Disagree
	39
	44

	
	
	Disagree
	35
	40

	
	
	Not Sure
	3
	3

	
	
	Agree
	11
	13

	
	
	Total
	88
	100

	9
	Overall the M&E System performance meets the information needs of management, donors and other stakeholders.
	Str. Disagree
	13
	15

	
	
	Disagree
	54
	61

	
	
	Not Sure
	7
	8

	
	
	Agree
	12
	14

	
	
	Str. Agree
	2
	2

	
	
	Total
	88
	100


Source: Field Data (2021)
The respondents were required to rate the effectiveness of their M&E System. The use of the information in policy formulation is not effective as 51 percent of respondents disagreed. Similar response pattern of use was observed in planning and budgeting about 70 percent of respondents disagreed. According to the findings; the information is not used for reforms impact assessment as the responses indicated by 84 percent of respondents disagree or strongly disagree.  The majority of respondents disagreed to the M&E System performance meets the information needs of management, donors and other stakeholders (76 percent).  These results suggest that the M&E System performance does not meet users’ requirements.

4.8 Ordinal Logistic Regression Analysis

Ordinal logistic regression is a predictive analysis technique used to describe relationship between dependent variable and independent variables.  It fits best in testing the significance of predictors when the dependent variable is ordinal while the predictors may be in ordinal, interval or ratio scale. Ordinal logistic Regression was used to assess the effect of each predictor variable (Budgeting, Human Resource Capacity, Tools and Methods and Stakeholders Participation) on the predicted M&E System Performance (Information utilisation) variable in the study. The significance of Chi-square statistic used to indicate the model fitness to the derived data, model goodness of fit. 

4.9 Model Fitting Information

According to Fagerland and Hosmer, (2017) this involved Model Fitness in improving the prediction of the results, Model goodness of fit which establishes the difference between the observed values and those which would be expected of the model in a normal distribution situation.Additionally, it involves significance of parameter estimates of dependent variable and the independent variables in the model (Fagerland & Hosmer, 2017).

The significant chi-square value indicates that the model gives a significant improvement over the baseline intercept-only model (Fagerland & Hosmer, 2017). This expresses that the model gives better predictions than the guess work based on marginal probabilities for the outcomes. Model fitting information in Table 4.10 describes the ability of the model to improve the prediction of the outcomes by comparing the intercept only model (without predictors) and the final model (with predictors). Since the chi-square statistic is significant at degrees of freedom 8; Results of the study indicate that the observed data fit significantly in the model. And therefore there is significant difference between the baseline model and the final model (P-Value = 0.000).
Table 4.10: Model Fitting Information14
	Model
	-2 Log Likelihood
	Chi-Square
	df
	Sig.

	Intercept Only
	52.409
	 
	 
	 

	Final
	11.742
	40.667
	8
	0.000

	Link function: Logit.


Source: Field Data (2021)
4.10 Model Goodness of Fit

Model goodness of fit compared the baseline model without the predictors (the intercept only) and the final model with predictors.  The chi-square in the final model was used to show whether the model significantly fitted for improvement over the baseline intercept only model (Adejumo & Adetunji, 2013). Table 4.11 contains Pearson's chi-square statistic for the model and another chi-square statistic based on the deviance. These figures were used to test whether the observed data were predictable with the fitted model or not. If the significance values are larger than 0.05; then the data and the model predictions fit well implying a good model.
In testing the goodness of fit of the Model, the null hypothesis is “The model fits the data well”. The alternative hypothesis is “There is lack of fit”. A small p-value is thus an indication that something is wrong with the model. The findings in Table 4.11 suggest the Pearson Chi-square statistics is not significant at P-Values 0.843 indicating that the Null Hypothesis is not rejected hence the model fits the data well.

Table 4.11: Goodness-of-Fit15
	 
	Chi-Square
	df
	Sig.

	Pearson
	2.044
	5
	0.843

	Deviance
	2.824
	5
	0.727

	Link function: Logit.


Source: Field Data (2021)
4.11 Pseudo R-Square

Pseudo R square is the proportion of variability in dependent variable explained by the independent variables in the ordinal logistic regression models (Adejumo & Adetunji, 2013).  As it is not easy to get the coefficient of determination in likert scale data so three approximations were computed instead. The Nagelkerke pseudo R square value indicates that the independent variables explain 63.4 percent of the variability in the M&E System performance. The other 36.6 percent of the model is attributable to other variables apart from those under this study. 
Table 4.11: Pseudo R-Square16
	Cox and Snell
	0.370

	Nagelkerke
	0.634

	McFadden
	0.527

	Link function: Logit.


Source: Field Data (2021)
4.12 Results on the Ordinal Logistic Regression

The threshold of M&E Performance is 3 with p-value equal to 0.179 implying that on average, the respondents were not sure whether the system performs its role well or not. However, this may also suggest a distortion of likert scale questions as claimed by Pimentel, (2019) that respondents may have a tendency of avoiding extreme response categories commonly called central tendency bias. But also the respondents may have an inclination of portraying a favourable image to their organisation allowing a social desirability bias.
Table 4.12: Parameter Estimates of Ordinal Logistic Regression Analysis17
	 
	Estimate
	Std. Error
	Wald
	df
	Sig.
	95% Confidence Interval

	
	
	
	
	
	
	Lower Bound
	Upper Bound

	Threshold
	M&E Performance
	3.210
	6.164
	1.804
	1
	0.179
	-3.801
	20.361

	Location
	Budgeting
	0.177
	0.815
	4.047
	1
	0.043
	-1.773
	1.420

	
	HR Capacity
	3.541
	1.013
	12.219
	1
	0.000
	1.556
	5.527

	
	Stakeholders' Participation
	2.313
	1.181
	3.839
	1
	0.050
	1.627
	3.001

	
	Methods & Tools
	1.420
	1.376
	1.066
	1
	0.302
	-1.276
	4.116


Source: Field Data (2021)
The results in Table 4.12 indicate that Budgeting, Human resource capacity and Stakeholders Participation are significant factors contributing to the performance of the M&E System. This is indicated by the respective P-Values of 0.043, 0.000 and 0.050 which are less or equal to 0.050. While Tools and Methods parameter estimate was not statistically significant to the performance of the M&E system respective as P-Value greater than 0.05.
The Parameter Estimates Table4.12 displays findings i.e. coefficients, their standard errors, the Wald test and associated p-values (Sig.), and the 95 percent confidence interval of the coefficients. Budgeting, Human Resource Capacity and Stakeholders' Participation factors are statistically significant; while Methods & Tools isnot significant. Then, for Budgeting, Human Resource Capacity and Stakeholders' Participation it means that for a one unit increase in Budgeting (i.e., going from 0 to 1), 
there is 0.18 increase in the ordered log odds of being in a higher level of M&E System Performance; Human Resource Capacity, there is3.54 increase in the ordered log odds of being in a higher level of M&E System Performance; and for a one unit increase in Stakeholders' Participation there is 2.31increase in the ordered log odds of being in a higher level of M&E system performance given that all other factors in the model are held constant. However, the Methods and Tools appear not significant in the model resulting from this study but of vital importance in the M&E System Performance. This may be explained that when Human Resource Capacity attains optimal capacity; Methods and Tools can be prepared and utilized to the required levels. 
Conclusively therefore, study findings by Ordinal Logistic regression analysis show that the factors Budgeting (P-Value = 0.043), Human Resource Capacity (p-value = 0.000), and Stakeholders’ Participation(p-value = 0.050) significantly contribute positively to the M&E system performance in the PSRPs initiatives as put forward by Gorgens, Kusek& UNAIDS, 2010 and Murei et al., 2018.  While Tools and Methods (P-Value = 0.302) contributes insignificantly. And it has been established by the study findings that all these predictors are positively correlated to the performance of the M&E system.  
The findings indicate that Budgeting is allocated (80 percent) but not disbursed adequately (78 percent); Human resource has basic skills on Monitoring and evaluation, and stakeholders’ participation is only effective during M&E implementation (83 percent) but not in the other stages. On Methods and Tools respondents were not sure (64 percent). An effective M&E System needs adequate funding and optimal personnel. It has also been revealed by World Bank, (2012) and Ledikwe et al. (2014) that information utilisation stimulates the M&E System Operations. Therefore, the effectiveness of this M&E system is preceded by effective utilisation of the information.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents summary of the study, Conclusion, recommendations for effective and sustainable M&E System Performance and suggested possible areas for further studies.
5.2 Summary of the Study

The research study assessed the factors which affect the performance of M&E system in the public service reform initiatives in Tanzania. The research study was specifically designed to determine how budgeting of M&E affects the performance of M&E System; to determine how Human Resources capacity affects the performance of M&E System; to examine how stakeholders participation affects the performance of M&E System and finally to assess the effect of Basic Tools and Methods in the M&E System performance. This chapter presents discussion in summary the results found in each variable; it provides conclusion and recommendations and ends by suggesting related areas for further research.
The study was conducted at PO-PSM in Dodoma City with the purpose of assessing the factors that affect monitoring and evaluation system performance in public service reform initiative. The study had focused on the effect of Budgeting, Human resource capacity, stakeholders’ participation and basic tools and methods on tracking progress and performance of the M&E system in the PSRPs initiatives. It used cross sectional design in which mostly qualitative data were collected. 

The respondents were selected from PO-PSM Human Resources frame by using stratified sampling technique. The sample size was determined from the frame being stratified in five strata by designation level. Having determined the sample size in each stratum; respondents were randomly sampled from each stratum frame. The data were collected using a two sections questionnaire namely: section one collected data on the demographic characteristics of the respondents and section two which had likert scale questions collected data of opinions related to technical the areas deemed necessary for successful performance of an M&E System. A total of 88 staff filled the questionnaires and returned them back to the researcher making a 92 percent response rate. 
The collected data were cleaned, coded, analysed and interpreted using frequencies, and percentages. Both descriptive and inference statistics were analysed using SPSS Version 22 and the outputs were refined using Microsoft Excel. The results indicated that budgeting is not effective (78 percent disagreed with fund disbursement) in supporting the performance of the M&E System. Under Human Resource Capacity 61 percent disagreed with the statement that “There are Skilled data collectors’. Further, the findings suggest that the Office has inadequate Human Resources (53 percent Disagreed) who are conversant with Monitoring and Evaluation system concepts and expertise in general. 
The results have shown that Human Resource Capacity in terms of quality and quantity is not sufficiently enough to support the performance of the M&E System in tracking the progress of the PSRPs Initiatives. Majority of the respondents asserted to be aware of the key stakeholders for the reform program initiatives (80 percent Agreed) and that they have not been participating during the planning phase (73percent Disagreed). Though stakeholders’ engagement seems active but not very much comprehensive from the designing, detailed planning of the system hence adversely affect its performance.
Findings reveal that some of the tools and methods like Theory of Change (64 percent not sure) respondents are not aware of their applicability, about 90 percent of respondents disagreed that the M&E Plan was in place. The study measured the performance of M&E system using several factor components under this variable which sought to understand how the information generated by the system is utilised in various areas of policy planning and reviews, reviewing of M&E System tools and methods, M&E system work processes and guiding documents such as M&E Plan, work plan, and indicator Manual.
The findings in this variable indicate that there is little use of the information generated by the M&E system in the aspects of policies and strategies (56 percent disagreed or strongly disagreed), planning and budgeting (70 percent disagreed or strongly disagreed) and in revision of M&E Work plan (87 percent disagreed or strongly disagreed). Therefore, it can be concluded that the office does not have significant utilisation of the information generated by the M&E System especially in reviewing of M&E tools as most of them are not in place. 
5.3 Conclusion

Research findings have shown that Budgeting, Human resource capacity and Stakeholders Participation are significant factors contributing to the performance of the System. Basing on the findings of this study the factors, Methods and Tools has been identified affecting the M&E System Performance in PSRPs Initiatives. On the other hand, it has been confirmed that M&E System Performance is strongly positively correlated to Budgeting, Human Resource Capacity, and Stakeholders Participation and a weak correlation with Methods and Tools as it was put forward by Gorgens, Kusek & UNAIDS, 2010 and Murei, et al., 2018.  It has also been revealed by study findings that there is weak utilisation of the information. This phenomenon is in contrast with World Bank, (2012) and Ledikwe et al. (2014) reports which insist that information utilisation stimulate the M&E System Operations. Therefore, the effectiveness of this M&E system is preceded by utilisation of the information.  
5.4 Recommendations

The study has four main recommendations in reference to the findings and conclusions arrived at.

i. For sustainability of the Initiatives put in place during PSRPs strengthen capacity of Human Resources is very important which requires by developing them in M&E skills.

ii. Allocate and disburse sufficient financial resources for Monitoring and Evaluation system activities;

iii. Adequate number of qualified M&E personnel will definitely put in place all methods and tools deemed necessary for smooth Operationalization of the M&E system;

iv. M&E activities should be factored into individual and organisational performance contracts to enforce M&E system activities planning and implementation;

v. Strengthen the awareness on the utilisation of M&E system generated information in policy reviews, planning and budgeting for new interventions like PSRP III. This will stimulate the information utilisation hence strengthen the M&E system performance; and

vi. Vet the M&E strategy by convening plenary review to establish actual needs and utility of the stakeholders’
5.5 Areas for Possible Further Research

This study covered four predictors of the M&E system performance and findings have indicated that the study did not cover a number of other factors that may also be affecting the M&E system performance. Therefore the researcher proposes other areas of investigation which could focus on assessing political and organisational culture, perception and commitment on the role of M&E System in promoting success of the PSRPs Initiatives.  
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APPENDIX
QUESTIONNAIRE

Dear respondent,

I am Thomas L. Saguda, a student of The Open University of Tanzania pursuing Masters of Arts in Monitoring and Evaluation. I am currently conducting a study on: Factors affecting the Performance of Monitoring and Evaluation Systems in Public Service Reforms in Tanzania as part of my study requirements at The Open University of Tanzania.

Your accurate and honest responses are very important in the success of the achievement of the objectives of this study. The information provided will be only used for academic purpose and will be treated with highest confidentiality. Please ticks the appropriate numbers which best suit your views as necessary as possible.

SECTION A: GENERAL INFORMATION
1. Gender: 

1 Male 

2 Female 

2. Age (in years): 

1 21-30 

2 31-40 

3 41-50

4 Above 50

3. Highest level of Education so far. 

1 PhD

2 Master’s Degree

3 Postgraduate Diploma

4 Bachelor Degree

5 Advanced Diploma

4. What is your designation?

1 Director

2 Assistant Director

3 Head of Unit

4 Principal Officer

5 Senior Officer

5. Your work experience in years on Monitoring and Evaluation activities

1 None 

2 1-4 years

3 5-8 years

4 9 – 12 years

5 Above 12 years

SECTION B: TECHNICAL INFORMATION.

This section seeks your opinion on how Budgeting, Human Resource Capacity, Methods and Tools, Stakeholders Engagement and Participation, affect the performance of monitoring and evaluation systems in Public Service programs. You are requested to respond to the items in the subsequent sections by ticking the appropriate option in the following scale. 

SA = Strongly Agree; A = Agree, NS = Not sure

D = Disagree, SD = Strongly Disagree 

	NO
	COMPONENT
	OPTIONS

	SECTION B: M&E BUDGETING
	SA
	A
	NS
	D
	SD

	8
	Funds are allocated for M&E Activities
	1
	2
	3
	4
	5

	9
	Funds are disbursed to the implementation of M&E Activities
	1
	2
	3
	4
	5

	10
	PO-PSM is willing to invest funds to improve M&E system performance
	1
	2
	3
	4
	5

	SECTION C: HUMAN RESOURCE CAPACITY
	SA
	A
	NS
	D
	SD

	11
	PO-PSM has sufficient number of M&E Human Resources 
	1
	2
	3
	4
	5

	12
	PO-PSM has skilled Human Resources who gather information on the performance of the reform initiatives
	1
	2
	3
	4
	5

	13
	PO-PSM has skilled Human Resources in data analysis
	1
	2
	3
	4
	5

	14
	PO-PSM trains M&E Human Resources to update their skills
	1
	2
	3
	4
	5

	15
	M&E Officers are knowledgeable in Operations and Management of M&E System
	1
	2
	3
	4
	5

	16
	Result-based performance is factored into Institution Performance Contract
	1
	2
	3
	4
	5

	SECTION D: M&E METHODS AND TOOLS
	SA
	A
	NS
	D
	SD

	17
	Theory of change articulates the pathway from inputs to impact of reforms installed systems, structures and tools
	1
	2
	3
	4
	5

	18
	Theory of change provides the intended outputs of the reforms
	1
	2
	3
	4
	5

	19
	Theory of change provides the planned outcomes of the reforms
	1
	2
	3
	4
	5

	20
	Theory of change clearly defines the indicators to track progress and performance of the reforms
	1
	2
	3
	4
	5

	21
	Indicator Manual for Public Service reforms program is in place
	1
	2
	3
	4
	5

	22
	Indicator Manual defines how to calculate the M&E Indicators
	1
	2
	3
	4
	5

	23
	Indicator Manual is used in the calculation of the M&E indicators
	1
	2
	3
	4
	5

	24
	M&E Plan documenting the M&E System contents is in place
	1
	2
	3
	4
	5

	25
	M&E Plan documents all the contents of the M&E system
	1
	2
	3
	4
	5

	26
	M&E Plan is used in the Operationalization of the M&E system 
	1
	2
	3
	4
	5

	27
	M&E Work Plan for Public Service reforms is in place 
	1
	2
	3
	4
	5

	28
	M&E Work plan guides the daily M&E activities
	1
	2
	3
	4
	5

	29
	There exists a database to store and retrieve data form the M&E System
	1
	2
	3
	4
	5

	
	
	
	
	
	

	SECTION E: STAKEHOLDERS PARTICIPATION
	SA
	A
	NS
	D
	SD

	30
	Stakeholders of Public Service Reforms are all public sector Institutions, donors, development partners and all citizens.
	1
	2
	3
	4
	5

	31
	All stakeholders are listed and documented
	1
	2
	3
	4
	5

	32
	Stakeholders participate during M&E design stage of the Reforms
	1
	2
	3
	4
	5

	33
	Stakeholders participate during M&E detailed planning stage of the Reforms
	1
	2
	3
	4
	5

	34
	Stakeholders participate during M&E  implementation stage of the Reforms
	1
	2
	3
	4
	5

	35
	Stakeholders get the implementation reports of the Reforms
	1
	2
	3
	4
	5

	36
	Stakeholders give feedback on the results and achievements of the reforms.
	1
	2
	3
	4
	5

	SECTION F: PERFORMANCE OF MONITORING AND EVALUATION SYSTEMS
	SA
	A
	NS
	D
	SD

	37
	M&E system provides M&E data resulting from reforms’ initiatives monthly, quarterly and annually
	1
	2
	3
	4
	5

	38
	M&E system data are processed, analysed and interpreted
	1
	2
	3
	4
	5

	40
	M&E system reports produced quarterly, semiannually and annually 
	1
	2
	3
	4
	5

	41
	M&E Plan of the M&E System is reviewed periodically
	1
	2
	3
	4
	5

	42
	M&E Work Plan for the M&E system is reviewed frequently
	1
	2
	3
	4
	5

	43
	M&E system provides information used for Formulating Public Service policies and strategies
	1
	2
	3
	4
	5

	44
	M&E system provides information used for reform initiatives Planning and budgeting
	1
	2
	3
	4
	5

	45
	M&E system provides information used for reforms impact assessment
	1
	2
	3
	4
	5

	46
	Overall M&E System performance meets the information needs of management, donors and other stakeholders.
	1
	2
	3
	4
	5


THANK YOU FOR RESPONDING
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