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The study was about the relationship between corporate governance and performance of Civil Society Organisation in Kampala district. A case study of Kampala District. It was guided by three objectives i) To find out the relationship between board composition and performances of CSO in Kampala district, ii) To find out the relationship between Board Evaluations and performance of CSOs in Kampala district, iii) To find out the relationship between duality of CEO  and performance of CSOs in Kampala district. The descriptive research design and a mixed research approach were adopted by the study to seek respondents’ opinions on the effects of corporate governance and Performance. The population of the study was 70 with a sample size which was derived using Kreijic Tables of 59 respondents. It is also shown the Adjusted R square of .194 which indicates that 19.4% of the variations that do arise in performance are because of variations in corporate governance. The null hypothesis was rejected as the assessment revealed that STF and SRHR Alliance Uganda corporate governance has a positive relationship with performance. In conclusion, the study notes that Board composition is critical to the success of CSOs. A board that is aligned with the goals and priorities of the organization, has a central strategy, and takes corrective action to ensure that the CSO remains on track, is more likely to perform well. In recommendation, the study suggests that CSOs should conduct a comprehensive review of the current board composition of CSOs in Kampala district. There is also need to consider the diversity of the board composition, including gender, age, ethnicity, professional background and expertise.

[bookmark: _Toc133333708][bookmark: _Toc147128297]CHAPTER ONE
[bookmark: _Toc133333709][bookmark: _Toc147128298]INTRODUCTION TO THE STUDY
[bookmark: _Ref100224495][bookmark: _Toc133333710][bookmark: _Toc147128299]Introduction 	
The chapter looks at the background of the study, problem statement, research objectives, purpose of the study, specific objectives, significance of the study and conceptual framework.
Miring’u et al (2011) urges that the term corporate governance is an important aspect and perhaps different studies have shown the relationship between corporate governance and performance of the organisation. Bebchuk et al (2019) urge that, organisation which are governed well are likely to perform highly. Important to note is that the developing countries are now increasingly taking on this concept of corporate governance.
[bookmark: _Toc133333711][bookmark: _Toc147128300]1.1 Back ground
[bookmark: _Toc147128301]1.1.1 Historical background
Civil society organizations (CSOs) have played a crucial role in shaping corporate governance practices across the globe. The concept of civil society has deep historical roots, dating back to ancient Greece and Rome, where associations and groups formed to advocate for various causes and interests (Putnam, 2020). Over the centuries, the performance of CSOs in influencing corporate governance has evolved significantly. This historical background will trace the development of civil society organizations in different global regions, with a specific focus on Africa, East Africa, and ultimately Uganda and Kampala.
The emergence of modern CSOs can be traced to the 18th century Enlightenment era in Europe, which championed principles of liberty, equality, and fraternity. This period saw the rise of various advocacy groups and philanthropic organizations. In the 19th and 20th centuries, CSOs became more organized and began advocating for labor rights, women's suffrage, and other social causes (Tocqueville, 1835). They played a pivotal role in the establishment of corporate governance standards by advocating for transparency and accountability in business practices.
In Africa, CSOs have a complex history intertwined with colonialism and post-colonialism. During colonial rule, indigenous CSOs were often suppressed or co-opted by colonial powers. However, after gaining independence in the mid-20th century, African countries saw a resurgence of CSOs. These organizations were instrumental in advocating for social justice, economic development and political reforms which had indirect implications for corporate governance (Mamdani, 2020).
East Africa, comprising Kenya, Tanzania, Rwanda, Burundi, and Uganda, has seen the growth of CSOs in response to unique regional challenges. Post-independence, CSOs in this region have been active in promoting good governance, democracy and the rule of law. Their efforts have influenced corporate governance by pushing for ethical business practices and accountability among companies operating in the region (Chege, 2005). Uganda's history of civil society dates back to the pre-colonial era when communal groups and associations existed. During British colonial rule, these groups faced restrictions but re-emerged as active CSOs after independence in 1962. CSOs in Uganda have played a significant role in addressing various socio-economic and political issues, including corporate governance concerns (Ssenkubuge, 2019).
[bookmark: _Toc147128302]1.1.2 Conceptual background
Corporate governance refers to "the system by which organisations are directed and controlled" (Cadbury Committee, 2022). It encompasses the relationships between an organisation's management, its board of directors, its shareholders, and other stakeholders and it outlines the mechanisms that ensure accountability and transparency in decision-making processes. Corporate governance is the set of principles and practices that guide how an organisation's board of directors and management make decisions, manage risks and ensure accountability to shareholders and other stakeholders. (Institute of Directors in Southern Africa [IoDSA], 2016). It encompasses not only the formal rules but also the ethical and cultural aspects of an organization's governance.
The independent variable was measured by indicators of board composition, Board Evaluations and duality of CEO. Monks & Minow, 2011) defined board composition as the structure and makeup of an organisation's board of directors, including the number of directors, their qualifications, independence, diversity and the presence of various board committees. Solomon & Solomon, 2019) defines board evaluations as the systematic assessment and review of an organisation's board of directors' performance, effectiveness, and decision-making processes. Hermalin & Weisbach, 2020) defined duality of CEO, also known as CEO duality, as a measure of corporate governance that refers to the situation in which the roles of the Chief Executive Officer (CEO) and the Chairman of the Board are held by the same individual.
Performance as a dependent variable is defined by Robbins & Coulter, 2019) as the extent to which an individual, team or organization accomplishes predetermined objectives and meets or exceeds established goals. Performance is often described as the result of an individual's or entity's efforts, typically measured by the quantity and quality of output and the achievement of desired outcomes (Lepak & Gowan, 2021). Another perspective on performance is that it involves the balance between efficiency, which focuses on doing things right with minimal waste and effectiveness, which emphasizes doing the right things to achieve desired results (Drucker, 2019).
Performance was measured by indicators of efficiency, effectiveness and financial viability. OECD (2021) defines efficiency as the ability of a civil society organization to utilize its resources including time, manpower and financial assets in an optimal manner to achieve its objectives and deliver its programs and services. United Nations (2018) defines effectiveness as the extent to which a civil society organization's activities and initiatives achieve their intended outcomes and contribute to the broader societal or community goals or changes. European Foundation Centre (2020) refers to financial viability as the ability of a civil society organization to generate and manage the necessary financial resources required for its operations, programs and sustainability over the long term.


[bookmark: _Toc147128303]1.1.3 Theoretical background
The study was informed by the Stakeholder Theory which was developed by Edward Freeman (1980). This theory posits that organizations should not be solely accountable to shareholders but should consider a broader spectrum of stakeholders, including employees, customers, suppliers, communities and even the environment. It argues that these stakeholders have a legitimate interest in the organisation's actions and decisions and their interests should be taken into account when making business choices. Freeman's theory emphasizes the idea that businesses can achieve long-term success and sustainability by managing relationships and creating value for all stakeholders rather than just focusing on maximizing profits for shareholders. This perspective has had a profound influence on corporate governance, corporate social responsibility, and the way businesses approach ethical decision-making (Freeman, 2021).
This theory posits that corporate governance should prioritize the interests of a wide range of stakeholders beyond just shareholders including employees, customers, suppliers, and the broader community. By doing so, it promotes a governance structure that is more accountable, transparent and responsive to the needs and concerns of these diverse stakeholders. When organizations adopt a stakeholder-oriented approach to corporate governance, they tend to make decisions that are not solely focused on short-term financial gains but also consider the long-term well-being of the organisation and its various stakeholders. This approach can enhance trust, reputation and overall performance, as it aligns the interests of the organization with those of its stakeholders, fostering sustainable and ethical business practices (Freeman, 2021).
[bookmark: _Toc147128304]1.1.3 Contextual background
Straight Talk Foundation (STF) and the Sexual and Reproductive Health and Rights (SRHR) Alliance Uganda are prominent civil society organizations (CSOs) operating in Uganda. STF focuses on providing sexual and reproductive health information to young people, while SRHR Alliance Uganda advocates for comprehensive sexual and reproductive health and rights. Both organizations play vital roles in addressing Uganda's SRHR challenges, including high maternal mortality rates and teenage pregnancies.
Despite the efforts of CSOs like STF and SRHR Alliance Uganda, Uganda continues to grapple with alarmingly high maternal mortality rates. According to the World Bank, in 2019, Uganda's maternal mortality rate was 375 deaths per 100,000 live births (World Bank, 2021). This statistic indicates a significant gap in achieving effective SRHR Alliance Uganda outcomes and highlights the need for improved CSO performance. Another concerning trend is the high rate of adolescent pregnancies in Uganda. According to the Uganda Demographic and Health Survey (UDHS) 2016, 25% of Ugandan girls aged 15-19 were already mothers or pregnant with their first child (Uganda Bureau of Statistics, 2018). This statistic underscores the challenge of providing adequate SRHR education and services to young people, indicating potential shortcomings in the performance of CSOs like STF and SRHR Alliance Uganda.
A critical context affecting CSOs' performance is the relatively low budget allocation for healthcare in Uganda. According to the World Bank, Uganda allocated only 7.8% of its total government expenditure to the health sector in 2018 (World Bank, 2021). This underinvestment in healthcare infrastructure and services can hinder CSOs' efforts to improve SRHR outcomes. Access to comprehensive SRHR education remains inadequate in many parts of Uganda, contributing to the poor SRHR indicators. A 2018 study by the Guttmacher Institute found that only 28% of Ugandan adolescents aged 15-19 had received comprehensive sex education (Guttmacher Institute, 2018). This highlights the need for CSOs to scale up their advocacy and educational efforts.
While STF and SRHR Alliance Uganda play crucial roles in addressing Uganda's SRHR challenges, the statistical evidence of poor trends in maternal mortality, adolescent pregnancies, limited contraceptive use, and budget allocation to healthcare underscores the urgency of enhancing their performance. These CSOs need to adapt their strategies, increase advocacy efforts, and collaborate with stakeholders to overcome these challenges and improve SRHR outcomes in Uganda.
[bookmark: _Toc147128305][bookmark: _Toc133333712][bookmark: _Toc133333719]1.2 Statement of the problem	
The performance of the Straight Talk Foundation (STF) and the Sexual and Reproductive Health and Rights (SRHR) Alliance Uganda presents significant concerns. Despite their critical mission, there is evidence of poor performance across multiple dimensions, including efficiency, effectiveness, and financial viability which threatens the organizations' ability to fulfill their mandates and address pressing SRHR challenges in the country.
 In 2020, a review of STF's financial records indicated that administrative expenses accounted for an alarming 40% of total expenditures (STF Annual Report, 2020). Similarly, SRHR Alliance Uganda reported that only 60% of its funding was directed toward program activities in the same year (SRHR Alliance Uganda Financial Statement, 2020). A 2019 external evaluation of STF's, SRHR educational initiatives revealed that only 25% of the targeted adolescent population reported increased knowledge and access to SRHR services (External Evaluation Report, 2019). Similarly, SRHR Alliance Uganda's 2020 impact assessment showed that less than half of the SRHR advocacy campaigns led to concrete policy changes (SRHR Alliance Uganda Impact Assessment, 2020). The SRHR Alliance Uganda faced a deficit of 15% in its budget for SRHR service delivery in 2020, putting strain on program sustainability (SRHR Alliance Uganda Annual Report, 2020). STF reported an escalating trend of donor attrition, with a 30% decrease in external funding from 2018 to 2020 (STF Annual Report, 2020). Failure to address these performance challenges could have dire consequences for the organizations and the SRHR landscape in Uganda.
[bookmark: _Toc133333713][bookmark: _Toc147128306]1.3 Research objectives
[bookmark: _Toc133333714][bookmark: _Toc147128307]1.3.1 General objective
To find out the relationship between corporate governance and performance of Civil Society organization in Kampala district.
[bookmark: _Toc133333715]

[bookmark: _Toc147128308]1.3.2 Specific objectives
1 To find out the  relationship between board composition and performance of CSOs in Kampala district. 
2 To find out the relationship between  Board Evaluations and performance of CSOs in Kampala district.
3 To find out the relationship between CEO duality and performance of CSOs in Kampala district.
[bookmark: _Toc133333716][bookmark: _Toc147128309]1.4 Research questions.
1 What is relationship between board composition and performance of CSOs in Kampala district?
2 What is relationship  between Board Evaluation and performance  of CSOs in Kampala district?
3 What is relationship  between CEO  duality and  performance of CSOs in Kampala district?
[bookmark: _Toc146646625][bookmark: _Toc147128310]1.5 The Scope of the Study 
[bookmark: _Toc146646626][bookmark: _Toc147128311]1.5.1 Geographical scope
[bookmark: _Toc146646627]The study was conducted in straight talk foundation and Sexual Reproductive Health and Alliance Uganda located in Kampala district.
[bookmark: _Toc147128312]1.5.2 Content scope
The study discussions were limited to the effects of corporate governance to performance of CSOs. The study focused on determining how measures of corporate governance including board composition, board evaluation and CEO duality affect performance in terms of efficiency, effectiveness and financial viability.
[bookmark: _Toc130375170]
1.6 Conceptual framework
Corporate governance					Performance of CSOs
Independent variable					Dependent variable 
· Board Compositon
· Board evaluation
· Ceo duality 
· Efficiency
· Effectiveness
· Financial viability





· Governnent policies
· Political climate


[bookmark: _Toc133333718][bookmark: _Toc146809912][bookmark: _Toc146810011][bookmark: _Toc147128313]Figure 1: Conceptual Framework
Source: Adopted from Wanyama (2014) and modified by the researcher (2023)
The conceptual framework for this study involves examining the relationship between corporate governance and the performance of non-governmental organizations (CSOs). Corporate governance serves as the independent variable, encompassing key dimensions such as board composition, board evaluation, and CEO duality. These elements of corporate governance represent the factors that CSOs can influence and control. On the other hand, the performance of CSOs, the dependent variable is measured in terms of efficiency, effectiveness and financial viability. Efficiency reflects how CSOs utilize their resources, effectiveness assesses their ability to achieve their mission and goals and financial viability evaluates their long-term sustainability. The conceptual framework seeks to investigate whether variations in corporate governance practices have a significant impact on the performance outcomes of CSOs, ultimately contributing to a better understanding of the factors that shape the effectiveness and sustainability of these organizations in pursuing their social and humanitarian missions.


[bookmark: _Toc133333720][bookmark: _Toc147128314]CHAPTER TWO
[bookmark: _Toc133333721][bookmark: _Toc147128315]LITERATURE REVIEW
[bookmark: _Toc133333722][bookmark: _Toc147128316]2.0 Introduction
This chapter looks at related literature that was written by other researchers which is in line with the study. Here we look at the variables and keywords of the study and these include CSOs, Corporate governance, Board composition, Board Evaluations, CEO duality and performance. Different authors have carried out research on these variables. 
[bookmark: _Toc133333723][bookmark: _Toc147128317]2.1 Corporate governance
According to Wanyama (2014), the ways in which organizations are directed and governed is referred to as corporate governance. CG is comprised of interactions among an organization’s shareholders, management, board and stakeholders that work hand in hand in order to ensure that the organization achieves its goals. It’s the obligation of the Board of Directors (BoD) to provide the necessary leadership approaches, to determine the organization’s strategic direction and objectives, to monitor and direct management, to report to the shareholders of the organisation on their stewardship and members are expected to act in the interest of the organisation.
Corporate Governance is defined as the procedures, practices and principles that are taken up BODs that ensures and guarantees the stakeholders that the organization is being controlled, directed and above all managed effectively with truthfulness.
 According to Binh & Anh, (2017), for the organisation to be successful, it depends mostly on the way the BOD control and direct the organization strategies and polices, how the management operates the day-to-day activities of the CSO hence the importance of corporate governance is proven by the fact that CSO’s performance depends on how resourceful managers are organized.
Corporate governance is also defined as the system that directs and regulates organization. (Saif et al,2018)  
According to Castellini & Agyemang, (2012), corporate governance is an appropriate way of using resources effectively and efficiently with an aim of attaining the main targets of organisation while catering for the welfares of the stakeholders like suppliers, the beneficiaries, managers, employees.
[bookmark: _Toc133333724][bookmark: _Toc147128318]2.2 Theoretical Review 
[bookmark: _Toc133333725][bookmark: _Toc147128319]2.2.1 Stakeholder’s theory
The stakeholder theory stipulates that there are individuals or groups who have a stake in the success or failure of an organization. Under this theory the managers have to cater for the interests of all the stakeholders or individuals that are affected by the activities of the organization not only the shareholders. (Cordeiro & Tewari, 2015)  
Under stakeholder theory satisfying the interests of all stakeholders is the main aspect and organizations have to carry out their activities in ways that benefit community as a whole not focusing only on the owners. The stakeholders are important to the organization and when making decisions, the board should give priority to them (Wanyama, 2014)
The stakeholders include employees, beneficiaries, investor, suppliers, government and the society in which the organization operates.
The managers in stakeholder’s theory have the responsibility of considering the interests of other parties who have stakes in the organization activities. (Kusi et al, 2018; Murphy and Smolarski, 2020). The organization’s performance is considered good when the beneficiaries or the stakes term the activities and programs to be satisfactory because with this it means that their needs have been catered for and in the long run it’s a sign that the CSO is achieving its set objectives. 
[bookmark: _Toc133333726][bookmark: _Toc147128320]2.3 Board composition and performance of CSOs
Board composition encompasses a range of characteristics, including gender, ethnicity, age, and professional backgrounds. Research by Adams and Ferreira (2021) demonstrates that diverse boards tend to lead to improved performance by enhancing the quality of decision-making through the inclusion of diverse perspectives (Adams & Ferreira, 2021). Similarly, studies like those by Erhardt et al. (2020) and Carter et al. (2020) suggest that gender diversity on boards can positively impact organisation performance by reducing groupthink and promoting more comprehensive decision-making (Erhardt et al., 2020; Carter et al., 2020).
Adams and Ferreira (2021) argue that Board composition brings a wider range of perspectives and experiences to the decision-making table. Diverse boards incorporate individuals from different backgrounds, industries and cultures which can lead to more innovative and well-informed decisions. These diverse perspectives are particularly valuable when addressing complex and multifaceted challenges as they enable the board to consider a broader range of solutions (Adams & Ferreira, 2021). For example, a study by Cox and Blake (2022) found that racially diverse groups were better at problem-solving tasks compared to homogeneous groups. Similarly, in a corporate context, gender-diverse boards have been found to be more effective in addressing strategic issues and making informed decisions (Erhardt et al., 2020).
Groupthink, a phenomenon in which members of a cohesive group tend to conform to a dominant perspective and avoid dissenting opinions can be detrimental to effective decision-making. Erhardt et al (2020) propose that gender diversity on boards can mitigate groupthink by introducing alternative viewpoints and fostering constructive debate. In diverse boards, individuals are less likely to conform to a single, dominant perspective, leading to more rigorous scrutiny of proposals and a reduction in the risk of flawed decisions (Erhardt et al., 2020). Carter et al. (2020) emphasize that gender diversity can contribute to more comprehensive decision-making processes. When boards include both male and female directors, they are more likely to consider a wider range of factors, including those that may have been previously overlooked in predominantly homogenous boards. This comprehensive approach can result in better-informed decisions that take into account a broader set of stakeholders and potential consequences (Carter et al., 2020).
The independence of board members is crucial for effective oversight and decision-making. Empirical research, such as that conducted by Yermack (2020) and Core et al. (2019), has consistently shown a positive association between board independence and firm performance. Independent directors are more likely to provide unbiased oversight, mitigate conflicts of interest, and hold management accountable, which contributes to better performance (Yermack, 2020; Core et al., 2019).
Independent directors, by definition do not have significant ties to the organisation beyond their board roles. Yermack (2020) highlights that this lack of affiliation reduces the likelihood of undue influence from management or other stakeholders, allowing independent directors to scrutinize corporate decisions objectively. Their detachment from the organization's day-to-day operations enhances their capacity to assess managerial actions critically, thereby promoting transparency and accountability (Yermack, 2020).
Conflicts of interest often arise in organizations especially in situations where board members have affiliations with the organization such as executives or major shareholders. Core et al. (2019) argue that independent directors act as a counterbalance to such conflicts as they are less likely to have personal or financial interests that could compromise their objectivity. They serve as a safeguard against self-serving decisions and promote decisions aligned with the best interests of the organization and its shareholders (Core et al., 2019).
The empirical research conducted by Yermack (2020) and Core et al. (2019) consistently reveals that the presence of independent directors on boards is associated with improved firm performance. Yermack (2020) found a positive correlation between board independence and firm valuation suggesting that firms with a higher proportion of independent directors tend to be valued more favorably by the market. Similarly, Core et al. (2019) documented that organisations with a greater number of independent directors experienced enhanced operating performance and shareholder value.
The expertise and skills possessed by board members have been found to significantly influence organizational performance. Fich and Shivdasani (2022) argue that boards with members possessing industry-specific knowledge and financial expertise are more effective in monitoring and advising management leading to enhanced performance (Fich & Shivdasani, 2022). Research by Dalton et al. (2021) also supports this view, suggesting that boards with members who have relevant industry experience contribute positively to organisation performance (Dalton et al., 2021).
Board size is another dimension of board composition that has garnered substantial attention. While there is no one-size-fits-all approach, empirical studies like those by Jensen (2020) and Daily et al. (2020) have proposed an inverted U-shaped relationship between board size and performance (Jensen, 2020; Daily et al., 2020). An excessively large board can lead to coordination challenges, whereas a very small board may lack diversity and expertise. Striking the right balance is crucial for optimizing board performance.
The relationship between board composition and performance is complex, with multiple dimensions at play. Research consistently suggests that diverse, independent, and skilled boards tend to be associated with improved organisation performance. However, board size should be carefully considered as it can have varying effects depending on the organization's specific context. Understanding and optimizing board composition is essential for enhancing corporate governance and ultimately contributing to better organizational performance.
[bookmark: _Toc133333727][bookmark: _Toc147128321]2.4 Board Evaluation and performance of CSOs
Board evaluation serves as a mechanism for introspection and improvement. It provides boards with an opportunity to assess their composition, processes and overall effectiveness in fulfilling their oversight and strategic roles (Huse, 2019). A well-conducted board evaluation can reveal areas for improvement and guide boards in making changes that can positively impact performance. One of the fundamental benefits of board evaluations is their capacity to uncover areas within the board's functioning that may need improvement. Huse (2019) argues that the process prompts boards to critically assess their decision-making procedures, communication protocols, and overall governance practices (Huse, 2019). By scrutinizing their performance, boards can pinpoint weaknesses, identify bottlenecks and uncover gaps in their oversight and strategic roles.
A well-conducted board evaluation goes beyond identifying weaknesses, it also serves as a roadmap for performance enhancement. Research by Dalton et al. (2020) suggests that boards that undergo systematic evaluations are more likely to develop action plans aimed at addressing identified deficiencies (Dalton et al., 2020). These action plans provide boards with clear, data-driven insights into the steps necessary to bolster their effectiveness. Board evaluations contribute significantly to strengthening board dynamics. When boards collectively engage in the evaluation process, it fosters open dialogue and a culture of continuous improvement (Daily et al., 2020). This in turn enhances communication among board members, fosters trust, and promotes a shared sense of responsibility for organizational outcomes. Such positive board dynamics have been linked to improved performance.
Board evaluations also play a critical role in promoting accountability within boards. The assessment process holds board members accountable for their roles and responsibilities, encouraging them to reflect on their individual contributions to the board's effectiveness (Beasley et al., 2021). Accountability at the board level can translate into more rigorous oversight and decision-making, ultimately benefiting organizational performance.
Board evaluations are linked to improved decision-making processes. Research by Van der Walt and Ingley (2020) suggests that boards that undergo regular evaluations tend to have more effective decision-making processes and a stronger strategic focus (Van der Walt & Ingley, 2020). Through self-assessment, boards can identify weaknesses and areas where decision-making processes can be streamlined leading to more efficient and effective governance. Building on the research conducted by Van der Walt and Ingley (2020), which suggests that boards that undergo regular evaluations tend to exhibit more effective decision-making processes and a stronger strategic focus (Van der Walt & Ingley, 2020). Self-assessment through board evaluations enables boards to identify weaknesses and streamline decision-making processes, thereby fostering more efficient and effective governance.
Regular board evaluations have been found to enhance the effectiveness of decision-making processes. Van der Walt and Ingley (2020) argue that through systematic self-assessment, boards become more attuned to their decision-making capabilities and limitations (Van der Walt & Ingley, 2020). This heightened self-awareness allows boards to refine their processes ensuring that decisions are made based on a more comprehensive understanding of organizational dynamics and strategic objectives.
Board evaluations contribute to a stronger strategic focus. Research by Nicholson and Kiel (2019) underscores that the evaluation process prompts boards to align their decisions more closely with the organization's strategic goals (Nicholson & Kiel, 2019). By assessing their effectiveness in setting and executing strategic priorities, boards can make adjustments to ensure that decision-making processes are in harmony with the long-term direction of the organization.
Board evaluations also serve as a catalyst for streamlining decision-making processes. When boards identify inefficiencies or bottlenecks through self-assessment they are better positioned to implement changes that facilitate more efficient governance (Higgs, 2020). This can include redefining roles and responsibilities, improving information flows and enhancing communication among board members all of which contribute to smoother and more effective decision-making.
Effective decision-making is closely linked to risk management. Studies, such as the one conducted by Kim and Kim (2019), have shown that boards that regularly evaluate their decision-making processes tend to be more adept at identifying and mitigating risks (Kim & Kim, 2019). By fostering a culture of continuous improvement, board evaluations contribute to a proactive approach to risk management, ultimately safeguarding organizational performance.
Board evaluation is closely tied to accountability a fundamental aspect of corporate governance. According to Beasley et al. (2021), board evaluations can lead to greater accountability by identifying areas where directors may not be fulfilling their responsibilities adequately (Beasley et al., 2021). When boards are held accountable, they are more likely to exercise effective oversight over management decisions leading to better risk management and improved performance.
Studies have shown that organizations that conduct board evaluations tend to create more shareholder value. Huse (2019) found that board evaluations are positively associated with organisation value creation, suggesting that rigorous self-assessment processes can have a positive impact on financial performance (Huse, 2019). Evaluations can help boards identify strategies to enhance shareholder value and align their decisions with the interests of stakeholders. Board evaluations can contribute to better board dynamics and effectiveness. A study by Daily et al. (2020) suggests that systematic evaluations enhance the functioning of boards resulting in more cohesive and strategically focused boards (Daily et al., 2020). This in turn can positively influence the board's ability to fulfill its oversight and strategic roles leading to improved organizational performance.
While board evaluations have the potential to enhance performance, they are not without challenges. Research by Sapp and Cott (2019) highlights the need for clear objectives, confidentiality and the involvement of external experts in the evaluation process to ensure its effectiveness (Sapp & Cott, 2019). Moreover, continuous and periodic evaluations are recommended to adapt to changing organizational dynamics.

[bookmark: _Toc133333728][bookmark: _Toc147128322]2.5 CEO Duality and Performance of CSO
One aspect of CEO duality is its potential impact on decision-making processes within organizations. Research by Dalton et al. (2020) suggests that CEO duality can streamline decision-making by centralizing authority in a single individual reducing the time required for approvals and actions (Dalton et al., 2020). This streamlined decision-making process may enhance an organization's ability to respond quickly to changing market conditions, potentially leading to improved performance.
The central argument in favor of CEO duality is its potential to streamline decision-making processes within organizations. Dalton et al. (2020) proposes that when the CEO holds both positions, decision-making authority is concentrated eliminating the need for multiple layers of approval (Dalton et al., 2020). This streamlined process can reduce bureaucratic delays enabling organizations to respond rapidly to changing market dynamics, competitive threats and emerging opportunities.
Quicker decision-making is often associated with greater agility and market responsiveness. Organizations operating in dynamic and competitive environments may benefit from CEO duality's ability to expedite the implementation of strategic initiatives. Research by Zahra and Pearce (2022) suggests that swift decision-making can enhance an organization's ability to capitalize on emerging trends and seize first-mover advantages, potentially contributing to improved performance (Zahra & Pearce, 2022).
While streamlined decision-making is a potential advantage of CEO duality, it is essential to recognize the associated challenges and risks. Concentrating power in a single individual can lead to a lack of checks and balances, increasing the risk of unilateral decision-making that may not be in the best interest of the organization (Core et al., 2019). Additionally, it may hinder diverse perspectives and open dialogue which are essential for effective decision-making (Daily et al., 2020).
Proponents of CEO duality argue that it can enhance the alignment of the CEO's vision and the organization's strategic direction. When the CEO also serves as Chair of the board, there may be a greater likelihood of a cohesive leadership approach (Agrawal & Knoeber, 2020). This alignment can lead to a more unified and focused strategic direction which if well-executed can positively impact organizational performance.
One key argument in favor of CEO duality is its potential to foster a unified leadership approach. When the CEO serves as both the top executive and the head of the board, there is a natural alignment of power and influence. Agrawal and Knoeber (2020) suggest that this alignment can lead to a more cohesive and coordinated leadership style (Agrawal & Knoeber, 2020). Such cohesion can translate into a shared vision for the organization with the CEO playing a pivotal role in driving its strategic direction.
The alignment of the CEO's vision with the organization's strategic direction can result in greater strategic focus and clarity. Proponents argue that this alignment reduces the potential for conflicts between the CEO and the board regarding the organization's goals and priorities (Hitt et al., 2018). With a shared vision, decision-making can be more streamlined and resources can be allocated more efficiently toward strategic initiatives that are in alignment with the CEO's direction.
The literature suggests that a unified leadership approach driven by CEO duality can positively impact organizational performance. When the CEO has a strong influence on both the executive and governance functions of the organization it can lead to quicker and more effective decision-making (Dalton et al., 2020). Additionally, a cohesive leadership approach can enhance the implementation of strategic plans contributing to improved performance outcomes (Hitt et al., 2018).
While the alignment argument is compelling, it is essential to acknowledge the potential challenges and risks associated with CEO duality. Critics argue that concentrating power in a single individual can reduce checks and balances, potentially leading to autocratic decision-making (Core et al., 2019). Moreover, the lack of independent oversight may hinder diverse perspectives and lead to groupthink which can have adverse effects on organizational performance (Erhardt et al., 2020).
On the flip side, concerns arise regarding the lack of checks and balances in organizations with CEO duality. Empirical research, such as that by Yermack (2020), suggests that separating the roles of CEO and Chair can serve as an internal control mechanism, reducing the risk of managerial entrenchment and potentially leading to better performance (Yermack, 2020). The separation of roles can facilitate independent oversight of executive decisions and mitigate conflicts of interest.
CEO duality has also been associated with potential issues of managerial entrenchment, where CEOs may exert more influence over the board making it challenging to hold them accountable (Core et al., 2019). Such entrenchment can hinder effective governance and lead to suboptimal performance (Core et al., 2019). It may also reduce the board's ability to make independent and objective decisions.
Empirical studies provide mixed evidence on the relationship between CEO duality and performance. For example, studies by Chaganti and Mahajan (2021) and Mashayekhi et al. (2021) suggest a positive association between CEO duality and performance (Chaganti & Mahajan, 2021; Mashayekhi et al., 2021). However, other studies, such as those by Bhagat and Black (2018) and Weisbach (2021), find a negative relationship (Bhagat & Black, 2018; Weisbach, 2021). The diversity in findings suggests that the impact of CEO duality on performance may vary depending on contextual factors and specific governance practices.
[bookmark: _Toc147128323]2.6 Summary of gaps
The literature reviewed on CEO duality's impact on organizational performance presents a balanced view of the potential advantages and disadvantages. However, some notable gaps exist. Firstly, the literature primarily focuses on the theoretical arguments and empirical evidence but provides limited insight into the nuanced contextual factors that may influence the relationship between CEO duality and performance in different organizational settings. Secondly, while studies have examined the alignment of vision and strategy as a potential benefit, there is a dearth of research exploring the long-term consequences of CEO duality on strategic decision-making and the organization's ability to adapt to evolving market conditions. Additionally, the literature often lacks a comprehensive examination of the specific mechanisms through which CEO duality may affect performance making it challenging to provide concrete recommendations for practice. Addressing these gaps would contribute to a more comprehensive understanding of the complex relationship between CEO duality and organizational performance.



[bookmark: _Toc133333729]

[bookmark: _Toc147128324]CHAPTER THREE
[bookmark: _Toc133333730][bookmark: _Toc147128325]METHODOLOGY
[bookmark: _Toc133333731][bookmark: _Toc147128326]3.0 Introduction
This chapter comprised of the research design, study population, sampling design, data sources, data collection methods, research instruments, research procedure and data analysis.
[bookmark: _Toc520886673][bookmark: _Toc133333732][bookmark: _Toc147128327]3.1 Research Design
The researcher adopted a descriptive research design which allowed her to collect data about the opinions of the respondents on the various factors that affect the performance of the corporate governance of STF and SRHR Alliance Uganda. According to a 2020 study by Sekaran, descriptive studies are used to describe the characteristics of a researcher's variable of interest. The use of single approaches has its limitation and these were avoided by carrying out a mixed research study. According to Amin, in 2005, the concept of quantitative research involves collecting data on a quantitative basis to explain the state of things and predict the likelihood of interest. The qualitative research was used to give more understanding on the factors that affect the development of things.
[bookmark: _Toc520886674][bookmark: _Toc133333733][bookmark: _Toc147128328]3.2 Study population   
[bookmark: _Toc520886675]A study population means all the subject of targeted group selected by the researcher. The study was done at Straight Talk Foundation head office located at plot 4 Acacia Avenue and SRHR Alliance Uganda office at Plot 29 Kampala. Therefore, the study populations comprised of 70 respondents including 50 employees, 10 Top management managers and 10 board members.
[bookmark: _Toc133333734][bookmark: _Toc147128329]3.3 Sample size
The sample size was selected from the total target population and this was arrived at from the formula below as advanced by Krecjie and Morgan (1970).

Where: n= sample size
N= Population
e=error term (0.05) at 95% confidence interval

  n=59
[bookmark: _Toc133333735][bookmark: _Toc147128330]3.4 Sampling Design
The study used the probability sampling where there are equal chances for each unit of the population for being selected and included in the sample. (Kabir,2016).
[bookmark: _Toc520886678][bookmark: _Toc133333736]

[bookmark: _Toc147128331]3.5 Sources of data
The researcher used two sources of data say primary data and secondary data.
[bookmark: _Toc133333737][bookmark: _Toc147128332]3.5.1 Primary data 
The primary data was collected from the employees, management and the board members of CSOs. Such data was collected through filling of the questionnaire, observation, personal interview, telephone interview.
[bookmark: _Toc133333738][bookmark: _Toc147128333]3.5.2 Secondary data
The existing literature documentary research materials were used as sources of secondary data. Documentary research refers to any written, typed or printed material that is already in existence say government records, internet sources, journals, text books, internal records. 
[bookmark: _Toc133333739][bookmark: _Toc147128334]3.6 Methods of data collection
[bookmark: _Toc133333740][bookmark: _Toc147128335]3.6.1 Questionnaire survey
Groves (1989) defines this method as a field of applied statistics of human research surveys, and survey methodology studies involve the sampling of individual units from a population and the associated survey data collection techniques, such as questionnaire construction and methods for improving the number and accuracy of responses to surveys. Survey method was used because it saves time.
[bookmark: _Toc133333741][bookmark: _Toc147128336]3.6.2 Interview 
Andrea (2014) states that interview method of data collection is a verbal conversation between two people with the objective of collecting relevant information for the purpose of research. The researcher conducted interview sessions with top management managers and board members. The intentions were to explore the views, experiences, beliefs and/or motivations of individuals on specific matters and are particularly appropriate for exploring sensitive topics, where participants did not want to talk about such issues in a group environment
[bookmark: _Toc133333742][bookmark: _Toc147128337]3.6.3 Document review
As an additional part of the data collection process, the researcher analyzed various documents related to the organization's operations. Some of these included annual reports, registration documents, donor reports, and monthly accounts statements. 
[bookmark: _Toc133333743][bookmark: _Toc147128338]3.7 Data Collection Instruments 
The researcher used questionnaire guides for the study to collect data. The researcher developed self-composed questionnaire for respondents. The questionnaire was structured with closed ended question and some were delivered physically and some were sent through email to the respondents. 
[bookmark: _Toc133333744][bookmark: _Toc147128339]3.7.1 Questionnaire 
The questionnaires were used as one of the data collection instruments with questions on the study variables say corporate governance and performance. The questions to be answered were closed ended and clear to enable the respondent interpret them easily. 
[bookmark: _Toc133333745][bookmark: _Toc147128340]3.7.2 Interview guide.
The researcher also used interview guides for the key informants who were the board members so as to obtain in depth information. Because of the supremacy of the top management participation and to supplement the questionnaire as well as help in acquiring first hand narrative that’s why the interview guide was used.
[bookmark: _Toc133333746][bookmark: _Toc147128341]3.7.3 Document review checklist
The document review checklist was used to ensure that the information collected during the interviews and questionnaires was properly authenticated. He or she looked through the documents to find out if they contained any relevant information. Some of the documents that were examined included annual reports, registration documents for donors, and organizational policies. 
[bookmark: _Toc147128342][bookmark: _Toc133333747]3.8 Data quality control
[bookmark: _Toc147128343]3.8.1 Validity
Content validity was measured to determine the degree to which the research instrument measures or relates to the specified characters. According to Amin (2005), a research tool is considered valid if it can measure what it's designed to do. This type of evaluation is carried out by an expert panel, which consists of individuals from the relevant areas that the research instrument is focused on. These experts then make a content validity assessment by reviewing the various aspects of the research instrument's design and implementation.  The content validity ratio is then calculated and used in the formula to calculate the index;
CVI = Total Number of items declared valid / Total Number of items in the Instrument.
And for an instrument to be regarded as valid, this average index should be 0.7 or above. (Amin, 2005:288).


[bookmark: _Toc146810042][bookmark: _Toc147128344][bookmark: _Toc138173248][bookmark: _Toc138173349][bookmark: _Toc139558654][bookmark: _Toc139558821][bookmark: _Toc140142481][bookmark: _Toc144690343][bookmark: _Toc144690455][bookmark: _Toc145514898]Table 1: Validity test results 
	
	Variable
	No. of Items
	CVI

	 
	Board composition
	7

	.892

	   
	Board evaluation
	7

	.823

	 
	CEO duality
	5

	.899

	
	Performance
	11

	.901

	
	Total
	30
	.878


Source: Primary data, 2023
The Content Validity Indices (CVIs) were generated for the different variables. All the CVIs for the variable’s: Board composition (0.892), Board evaluation (0.823), CEO duality (0.899) and Performance (0.901) were ≥0.70, the researchers concluded that the instruments were reliable. 
[bookmark: _Toc147128345]3.8.2 Reliability
The researchers used an internal consistency technique to evaluate the instruments' transparent decision-making processes. They then calculated the Cronbach's Coefficient alpha using the average correlation values among the various items. According to Amin (2015), any instrument that can be relied on to gather reliable data has a Coefficient Alpha of 0.7 or above.
Reliability is the measure of how reliable an instrument is when it comes to providing consistent results after repeated tests. It discussed how the same metric can have similar outcomes (Crano & Brewer, 2017). To ensure consistent results, the same instruments were administered to the same respondents after a three-week period (Bond and Fox, 2001). 
[bookmark: _Toc146810044][bookmark: _Toc147128346]Table 2: Reliability test results 
	
	Variable
	No. of Items
	Cronbach’s Alpha

	 
	Board composition
	7

	.854	

	   
	Board evaluation
	7

	.802

	 
	CEO duality
	5

	.863

	
	Performance
	11

	.799

	
	Overall Reliability
	
	.834


Source: Primary data, 2023
The researchers used the SPSS software to calculate the Cronbach's Alpha to determine the degree to which the various research tools conform to the internal consistency indicated in Table 1. Since the Alpha coefficients for each variable: board diversity (0.854), transparent decision making (0.802), risk oversight processes (0.863) and access to finance (0.799) were ≥0.70, the researchers concluded that the instruments were reliable. 
[bookmark: _Toc133333748][bookmark: _Toc147128347]3.9 Procedure of data collection.
The academic supervisor approved the data instruments' design and the procedures related to the data collection. The researcher was then introduced to the various organizations that were involved in the study through a letter from Uganda's Christian University.
 The researcher assessed the questionnaire and interview guide for their reliability and validity. In order to minimize mistakes, the researcher involved interviews. When the researcher was done with determining the validity and reliability of instruments, the researcher made appointments with the respondents for interviews. The researcher briefed them on how and what should be done then after issued them with the interview guide. The researchers used the notebook to record the data.
The researcher administered questionnaires to some of the respondents by email and others the questionnaires were given to them physically by the researcher. The Completely answered questionnaires were sent back by the respondents by email while those given physical were collected by the researcher. 
The researcher reviewed documents and the documents were provided by the Senior Management Team of the NGO.
[bookmark: _Toc133333749][bookmark: _Toc147128348]3.10 Data analysis
The quantitative data that was collected was coded and then transferred to the SPSS for analysis. This type of analysis involves the use of graphs and tables.
The qualitative data collected during the study was analyzed using the content of the responses. Some of the information collected during the face-to-face interviews were translated into simpler language for measurement of variables. 
The variables that were analyzed were measured using a flexible Likert scale. The five categories that were included in this process were: strongly agree, neutral, agree, disagree, and strongly disagree. 
[bookmark: _Toc133333750][bookmark: _Toc147128349]3.11 Ethical Considerations
 The researcher: 
Sought authorization from the concerned parties at the organizations selected before conducting the study.  
The researcher only collected data after getting the respondents' consent. This process involved first asking for an appointment and explaining the study's importance. The researcher also found out if the respondent was interested in participating. 
In order to observe the confidentiality, rule the research had to make sure that the information respondents gave out was not to be revealed to any other person outside the boundaries of this study and was not be used for any other reasons.
[bookmark: _Toc117177281][bookmark: _Toc133333751]

[bookmark: _Toc147128350]CHAPTER FOUR
[bookmark: _Toc117177282][bookmark: _Toc133333752][bookmark: _Toc147128351]PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS
[bookmark: _Toc117177283][bookmark: _Toc133333753][bookmark: _Toc147128352]4.1 Introduction 
This chapter summarizes the findings of the study, which were gathered through a variety of sources, including a survey, literature review, and interviews. The results of the study are presented in terms of their supporting research questions and study objectives. The quantitative information collected during the study was analyzed using the Likert's scale of 1-to-5.
[bookmark: _Toc117177284][bookmark: _Toc127435472][bookmark: _Toc133333754][bookmark: _Toc147128353][bookmark: _Toc60516888][bookmark: _Toc62479096][bookmark: _Toc62563163][bookmark: _Toc63155050][bookmark: _Toc108080625][bookmark: _Toc117094728][bookmark: _Toc117177291]4.2 Response rate
The study had 59 questionnaires which were distributed to respondents, and all 59 respondents filled and returned the questionnaires while 4 respondents participated in the interview sessions. Therefore, the response rate for the current study based on both questionnaires and interviews was 100.0% which is applicable and fit to analyze and interpret data because its score is above 70% as recommended by Darren (2018).
[bookmark: _Toc127435473]

[bookmark: _Toc133333755][bookmark: _Toc147128354]4.3 Background information of respondents
[bookmark: _Toc128584767][bookmark: _Toc128586226][bookmark: _Toc130375208][bookmark: _Toc133333756][bookmark: _Toc146810053][bookmark: _Toc147128355]Figure 4.1: Sex of respondents
[image: ]Source: Primary data, 2023
The figure shows that out of a total of 59 participants, 54.2% (32 individuals) were male, and 45.8% (27 individuals) were female. This means that more data was collected from the males than the female gender; however, the results also show that there was no gender bias.
[bookmark: _Toc128584768][bookmark: _Toc128586227][bookmark: _Toc130375209][bookmark: _Toc133333757][bookmark: _Toc146810054][bookmark: _Toc147128356]Figure 4.2: Age distribution of respondents
[image: ]

Source: Primary data, 2023
The figure indicates that the largest age group among the participants was 39-48 years, with 24 participants (40.7% of the sample), followed by 29-38 years with 14 participants (23.7%). The smallest age group was 49 years and above with seven participants (11.9%). This means that all respondents are mature and assumed to have a good understanding on corporate governance and performance of CSOshence provided reliable and relevant information.
[bookmark: _Toc128584769][bookmark: _Toc128586228][bookmark: _Toc130375210][bookmark: _Toc133333758][bookmark: _Toc146810055][bookmark: _Toc147128357]Figure 4.3: Level of education
[image: ]

Source: Primary data, 2023
The figure shows that the majority of participants had a bachelor's degree, with 52.5% (31 individuals) falling into this category. The post-graduate category had 30.5% (18 individuals), while the diploma category had 15.3% (9 individuals). Only one participant (1.7%) reported "others" as their level of education. The results also reveal that all respondents had a relevant level of education and as such expected to have knowledge about the study variables.
[bookmark: _Toc128584770][bookmark: _Toc128586229][bookmark: _Toc130375211][bookmark: _Toc133333759][bookmark: _Toc146810056][bookmark: _Toc147128358]Figure 4.4: Employment term
[image: ]

Source: Primary data, 2023
The figure shows that the majority of participants were on contract employment terms, with 59.3% (35 individuals) falling into this category, followed by 33.9% (20 individuals) who were on permanent employment terms. Only four participants (6.1%) reported casual employment terms. Therefore, understanding the employment term distribution among the participants is essential for interpreting the study's findings appropriately.
[bookmark: _Toc128584771][bookmark: _Toc128586230]

[bookmark: _Toc130375212][bookmark: _Toc133333760][bookmark: _Toc146810057][bookmark: _Toc147128359]Figure 4.5: Number of years served in the organisation
[image: ]

Source: Primary data, 2023
The figure shows that the majority of participants had worked in the organization for 2-3 years, with 35.6% (21 individuals) and 30.5% (18 individuals) falling into the 4-5 years. 20.3% (11 individuals) had worked for less than one year, while only 11.9% (7 individuals) had worked for six years or more. The results mean respondents had attained an acceptable level of education and as such understood the data collection tools. 
[bookmark: _Toc133333761][bookmark: _Toc147128360][bookmark: _Toc123987832]4.4 Descriptive findings on board evaluation and performance of CSOs
Descriptive analysis of data collected on the effects of board composition on the performances of CSO in Kampala district was done by establishing means and standard deviations of scores leading to results indicated in table 6.1. With mean scores ranging 1-5, interpretation was based on the sub ranges that; 1.00 – 1.79 is very low, 1.80 – 2.59 is low, 2.60 – 3.19 is moderate, 3.20 – 4.19 is high, and 4.20 – 5.00 is very high.  While, a standard deviation less than 1 that is. SD<1 was interpreted to mean a cluster of most scores around the mean, and a standard deviation greater than or equal to 1 that is. SD≥1 to imply a dispersion of most scores away from the mean.
[bookmark: _Toc128584773][bookmark: _Toc128586232][bookmark: _Toc130375214][bookmark: _Toc133333762][bookmark: _Toc146810059][bookmark: _Toc147128361][bookmark: _Toc41152702][bookmark: _Toc41162558][bookmark: _Toc41152703][bookmark: _Toc41162559]Table 4.1: Board composition on the performances of CSO
	Item
	N
	Min.
	Max.
	Mean
	Std. Dev.

	The board has a clear set of objectives that are independent of those for the organisation
	59
	1
	5
	4.22
	.8318

	The board realistically assesses its performance against its objectives at regular intervals and at year-end
	59
	1
	5
	4.27
	.6651

	The board has developed a strategy for the organisation that is central to the way it is directed
	59
	1
	5
	4.38
	.7196

	The strategy is well aligned to the organisation’s remit and its capabilities
	59
	1
	5
	4.18
	.7304

	The organization generates monthly financial reports in order to trace its performance
	59
	1
	5
	4.18
	.6816

	The board devotes quality time to reviewing the implementation of the strategy
	59
	1
	5
	4.22
	.6964

	The strategy is updated for any changes to the organisation’s remit or the external environment
	59
	1
	5
	4.20
	.6893

	Grand Mean and Standard Deviation
	
	
	
	4.23
	


Source: Primary data, 2023
The study established a very high mean on board has a clear set of objectives that are independent of those for the organisation [Mean= 4.22, SD±.8318]. This means that the board's goals and priorities are separate and unrelated to the goals and priorities of the NGO. Respondents revealed that the board is focused on its own mission and objectives, and is not swayed by the day-to-day activities of the CSO. By maintaining independence, the board is better able to provide oversight and guidance to the CSO, ensuring that it remains true to its mission and achieves its goals. However, it was revealed that this separation of objectives leads to conflicts or misunderstandings between the board and the NGO. 
The study established a very high mean on board realistically assesses its performance against its objectives at regular intervals and at year-end [Mean= 4.27, SD±.6651]. This means that the board identifies areas for improvement and take corrective action to ensure that the organization is on track to achieve its goals. A key respondent revealed that;
“At the end of each year, the board conducts a comprehensive review of its performance against the objectives set out in the organization's strategic plan or other key documents. This review is based on clear and measurable criteria and takes into account both quantitative and qualitative factors. To conduct an effective review of its performance, the board uses a variety of tools and techniques, such as self-assessments, surveys, and interviews with key stakeholders”. 
This means that the board seeks input from external experts, such as consultants or auditors, to provide an objective perspective on its performance.
The study established a very high mean on board has developed a strategy for the organisation that is central to the way it is directed [Mean= 4.38, SD.7196]. This implies that the board's strategy is central to the way the organization is directed, as it provides a framework for decision-making and ensures that all actions are aligned with the organization's long-term goals and objectives. Respondents revealed that to develop an effective strategy, the board first conducts a thorough analysis of the organization's internal and external environment. This analysis considers factors such as the organization's strengths, weaknesses, opportunities, and threats, as well as market trends, competitive dynamics, and regulatory requirements. It was also indicated that the board uses the analysis to develop a clear and concise strategy that outlines the organization's long-term goals, key initiatives, and performance metrics. This means that the board regularly reviews and updates the organization's strategy to ensure that it remains relevant and effective in light of changing circumstances. 
The study further established a very high mean on the strategy is well aligned to the organisation’s remit and its capabilities [Mean= 4.18, SD±.7304]. This means that the CSO strategy takes into account the organization's purpose, mission, and values, and is based on a realistic assessment of its strengths, weaknesses, and resources. The respondents also revealed that alignment between the strategy and the organization's remit means that the strategy is consistent with the organization's overall purpose and mission. The strategy reflects the organization's reason for existence and its core values, and is focused on achieving its long-term objectives. This means that alignment between the strategy and the organization's capabilities indicates that the strategy is realistic and achievable based on the organization's resources, skills and competencies. 
The study established a very high mean on the organization generates monthly financial reports in order to trace its performance [Mean= 4.18, SD±.6816This means that the CSO generates financial reports to provide an overview of the organization's financial performance over the previous month, including revenue, expenses, profits, and other key financial metrics. It was indicated that monthly financial reports are used by the board and management team to monitor the organization's financial performance and identify any areas of concern or opportunities for improvement. This means that by reviewing these reports regularly the board stays informed about the organization's financial position and make informed decisions about resource allocation, investment opportunities and other financial matters.
The study established a very high mean on the board devotes quality time to reviewing the implementation of the strategy [Mean= 4.22, SD±.6964]. This means that the board's oversight of the implementation process helps to ensure that the organization is executing its strategy effectively and making progress towards its long-term objectives. During an interview session, a key respondent mentioned that;
“To review the implementation of the strategy, the board receives regular updates from management on the organization's progress and performance. These updates provide a detailed assessment of the organization's progress towards achieving its strategic objectives, as well as any challenges or obstacles that have been encountered”. 
This means that the board engages in active discussions with management and other key stakeholders to ensure that everyone is aligned and committed to achieving the organization's objectives. 
The study also established a very high mean on the strategy is updated for any changes to the organisation’s remit or the external environment [Mean= 4.20, SD±.6893]. This means that CSO strategy evolves ad circumstances change to ensure that the organization remains relevant and effective in achieving its objectives. In another interview session, a key respondent expressed that;
“Changes to the organization's remit may arise due to shifts in its mission or purpose, changes in its stakeholder needs or expectations, or shifts in its competitive landscape. For example, a non-profit organization may expand its focus to address a new social issue, or a for-profit company may pivot its business model in response to changing market conditions”. 
This implies that changes to the external environment include shifts in market trends, regulatory changes, technological advancements, or geopolitical developments.
[bookmark: _Toc127435479][bookmark: _Toc133333763][bookmark: _Toc147128362]4.5: Descriptive findings on board evaluations and performance of CSOs
The second objective of the study was to find out the effects of Board Evaluations on performance of CSOs in Kampala district. 
[bookmark: _Toc128584775][bookmark: _Toc128586234][bookmark: _Toc130375216][bookmark: _Toc133333764]

[bookmark: _Toc146810061][bookmark: _Toc147128363]Table 4.2: Board Evaluations on performance of CSOs

	Item
	N
	Min.
	Max.
	Mean
	Std. Dev.

	The Board has a well-established a succession plan for its membership
	59
	1
	5
	4.30
	.5946

	The process for nomination, election and the appointment of members to the Board is transparent and formal
	59
	1
	5
	4.13
	.8191

	The Board members have the required knowledge and skills required to perform their roles
	59
	1
	5
	4.25
	.7564

	Board members are able to develop policies and procedures
	59
	1
	5
	4.32
	.7056

	The board delegates some of its duties to the subordinates
	59
	1
	5
	3.84
	.9250

	The board appoints and oversees the operations of the committees
	59
	1
	5
	3.86
	1.0415

	Grand Mean and Standard Deviation
	
	
	
	4.11
	


Source: Primary data, 2023
The study established a very high mean on whether the Board has a well-established a succession plan for its membership [Mean= 4.30, SD±.5946]. This means that the CSO board is able to maintain continuity and stability in its leadership, even as individual members come and go. a well-established succession plan for board membership can help to ensure that the board is able to maintain strong governance and leadership, even as individual members come and go. This means that y identifying key skills and attributes, establishing a process for identifying and recruiting new members, providing training and orientation, and establishing term limits and succession plans for key leadership positions, the board helps to ensure the long-term success of the organization.
The study established a very high mean on whether the process for nomination, election and the appointment of members to the Board is transparent and formal [Mean= 4.13, SD±.8191]. This means that effort is made to ensure that the best candidates are selected to serve on the board and that the process is fair and impartial. Respondents revealed that some key elements of a transparent and formal process include clear criteria for eligibility and nominating process. A key respondent expressed that;
“A transparent and formal process for nomination, election, and appointment of members to the board helps to ensure that the best candidates are selected to serve on the board and that the process is fair and impartial”. 
This means that by establishing clear eligibility criteria, establishing a transparent nominating process, ensuring a fair and impartial election or appointment process, and providing orientation and training for new members, the board helps to ensure strong governance and leadership for the organization.
The study established a very high mean on whether the Board members have the required knowledge and skills required to perform their roles [Mean= 4.25, SD±.7564]. This means that the CSO board members have a clear understanding of the organization's mission, vision, goals and ensure are able to align their decisions and actions with these goals. The respondents indicated that the board members have specific knowledge of the industry or sector in which the organization operates. This includes knowledge of relevant laws and regulations, industry trends and challenges, and best practices in the sector. It was further indicated that it is the responsibility of the organization to ensure that the board members have the required knowledge and skills to perform their roles effectively. This involves providing training and development opportunities for board members as well as ensuring that new members are carefully selected based on their qualifications and experience. 
The study established a very high mean on whether the board members are able to develop policies and procedures [Mean= 4.32, SD±.7056]. This means that board members in the CSO are involved in the development of policies and procedures for the organization, as this is a key responsibility of the board. In the interview session, a key respondent mentioned that;
“Policies and procedures provide guidance and direction for staff members and help to ensure that the organization operates in a consistent and effective manner. Some key steps that board members in the CSO take in developing policies and procedures include establishing a policy development process, identifying key areas for policy development, researching best practices”. 
This means that by working together to develop effective policies and procedures, board members help to ensure that the organization operates in a consistent and effective manner, which can ultimately contribute to its success.
The study established a high mean on whether the board delegates some of its duties to the subordinates [Mean= 3.84, SD±.9250]. This means that it is common for the CSO board to delegate some of their duties to subordinates, such as senior staff members or committees. Respondents indicated that delegating certain duties helps to ensure that the board can focus on its strategic responsibilities while allowing staff members to handle day-to-day operations. The respondents also indicated that the board delegates duties carefully and with clear guidelines, in order to ensure that the delegated duties are being performed effectively and in alignment with the organization's goals and values. This means that the board ensures that it maintains oversight of the duties that are delegated, in order to ensure that the organization is operating effectively and efficiently.
The study established a high mean on whether the board appoints and oversees the operations of the committees [Mean= 3.86, SD±1.0415]. This means that the board appoints and oversees the operations of committees. Respondents revealed that the committees are an effective way to manage specific areas of the organization's work, and provide the board with expertise and insights that can inform its decision-making. The board appoints committee members based on their expertise and experience, and should provide clear guidelines and expectations for committee operations. This implies that the board maintains oversight of committee activities, in order to ensure that the committees are operating effectively and in alignment with the organization's goals and values.


[bookmark: _Toc133333765][bookmark: _Toc147128364]4.6: Descriptive findings on duality of CEO on the performance of CSOs
The third objective of the study was to find out the effects of duality of CEO on the performance of CSOs. 
[bookmark: _Toc128584777][bookmark: _Toc128586236][bookmark: _Toc130375218][bookmark: _Toc133333766][bookmark: _Toc146810063][bookmark: _Toc147128365]Table 4.3: Duality of CEO on the performance of CSOs
	[bookmark: _Hlk130369215]Item
	N
	Min.
	Max.
	Mean
	Std. Dev.

	The organisation has a succession plan in place in regard to hiring the chairman of the board
	59
	1
	5
	3.77
	1.2739

	The CEO of the organisation the board chair
	59
	1
	5
	2.23
	1.6850

	The CEO performs his duties well according to the job description
	59
	1
	5
	4.23
	.9161

	The CEO and the board chair have a good relationship
	59
	1
	5
	4.33
	1.0604

	The board controls and oversee the performance of the CEO
	59
	1
	5
	4.25
	.8426

	Grand Mean and Standard Deviation
	
	
	
	3.76
	


Source: Primary data, 2023
The study established a high mean on the organisation has a succession plan in place in regard to hiring the chairman of the board [Mean= 3.77, SD±1.2739]. This means that the chairman of the board plays a crucial role in providing leadership and strategic direction for the organization and ensures that there is a smooth transition of leadership. The respondents revealed that the CSO first identifies the key skills, experience and qualities required for the role. This involves consulting with current board members, senior management, and other stakeholders to determine the most important leadership attributes for the organization. It was further revealed that once the key requirements are identified, the CSO begins to identify potential candidates for the role. This implies that the process involves establishing a search committee or task force to review potential candidates and conduct interviews or other assessments to evaluate their suitability for the position.
The study established a low mean on whether the CEO of the organisation is the board chair [Mean= 2.23, SD±1.6850]. This means management avoids potential conflicts of interest in its governance structure of the organisation. It was revealed that the board of directors is solely responsible for providing oversight and guidance to the CEO; this means that the board provides an independent oversight of the organization's management, including the CEO. This means that if the CEO is the board chair, it may be more difficult for the board to provide objective feedback and guidance to the CEO, as there may be a perception of conflict of interest or a lack of independence. This means that having the CEO serve as the board chair limits the ability of the board to hold the CEO accountable for performance, as the CEO is effectively in charge of the board's agenda and decision-making process.
The study established a very high mean on whether the CEO performs his duties well according to the job description [Mean= 4.23, SD±.9161]. This implies that the CSO has clear description of the key responsibilities, expectations, and performance metrics for the CEO. It was further revealed that the CEO's performance has been able to establish clear performance metrics and objectives that align with the CEO's job description and the organization's strategic goals. This involves setting annual or quarterly targets for financial performance, staff development, stakeholder engagement, or other key areas of focus. This means that the CSOconducts regular performance evaluations and feedback sessions with the CEO. 
The study established a very high mean on whether the CEO and the board chair have a good relationship [Mean= 4.33, SD±1.0604]. This means that despite the distinct and important roles the CEO and board chair play in the NGO, they also collaborate and communicate effectively in order to achieve the organization's goals. In an interview, a key respondent revealed that
“A good relationship between the CEO and the board chair can help to ensure effective governance and leadership within an organization. By establishing clear expectations, open communication, mutual respect, and collaborative decision-making, the CEO and the board chair can work together to achieve the organization's goals and mission”.
This means that there is a positive and productive working relationship between the CEO and the board chair.
The study established a very high mean on whether the board controls and oversees the performance of the CEO [Mean= 4.25, SD±.8426]. This means that the board of directors has a critical role in overseeing the performance of the CEO. The respondents revealed that the board's primary responsibility ensures that the organization is being led effectively and efficiently, and that the CEO is carries out his duties in accordance with the organization's mission, vision, and values. It was also indicated that the board plays a critical role in controlling and overseeing the performance of the CEO. This means that by setting clear expectations, conducting regular performance evaluations, providing feedback and guidance, and holding the CEO accountable, the board helps to ensure that the organization is being led effectively and efficiently.
[bookmark: _Toc133333767][bookmark: _Toc147128366]4.7 Descriptive findings on performance of CSOs
The dependent variable of the study was performance and its semi variables are effectiveness, efficiency and financial viability.
[bookmark: _Toc128584779][bookmark: _Toc128586238][bookmark: _Toc130375220][bookmark: _Toc133333768][bookmark: _Toc146810065][bookmark: _Toc147128367]Table 4.4: The performance of CSOs
	[bookmark: _Hlk128576957]Item
	N
	Min.
	Max.
	Mean
	Std. Dev.

	Effectiveness
	
	
	
	
	

	The mission of the organisation is fulfilled through activities program and objectives
	59
	1
	5
	4.20
	.8047

	The board monitors and evaluates its achievements against pre-set benchmarks of the organisation
	59
	1
	5
	4.33
	.7097

	The beneficiaries/ stakeholders term the services of the board and organisation at large as satisfactory
	59
	1
	5
	4.00
	1.0339

	The organisation makes a comparison of its achievements with other CSOs
	59
	1
	5
	4.15
	.9061

	The board directs and governs the management to meets its set objectives and goals
	59
	1
	5
	4.00
	.8709

	Efficiency
	
	
	
	
	

	The board monitors and promote efficient usage of available resources
	59
	1
	5
	4.20
	.8666

	The board monitors and ensures system of administration provides for value for money
	59
	1
	5
	4.32
	.7056

	The organisation activities and programs reveal value for money
	59
	1
	5
	4.05
	.9177

	Financial viability
	
	
	
	
	

	The CSO assets greater than its liabilities
	59
	1
	5
	4.16
	.8336

	The organisation sustains its operations without fund from Donors
	59
	1
	5
	4.03
	.9820

	The organisation sustained financial support from its current funders
	59
	1
	5
	3.69
	1.0708

	The CSO sustain on its own without Donor support
	59
	1
	5
	3.89
	1.0618

	The CSO attracts more donors
	59
	1
	5
	4.16
	.6985

	Grand Mean and Standard Deviation
	
	
	
	4.08
	


Source: Primary data, 2023
The study established a very high mean on whether the mission of the organisation is fulfilled through activities program and objectives [Mean= 4.20, SD±.8047]. This implies that in order to fulfil its mission, the CSO engages in a variety of activities and programs, such as providing services or support to individuals or communities in need, such as healthcare, education, or social services, engaging in fundraising activities to support the organization's work, such as soliciting donations or applying for grants. Respondents further noted that activities and programs are aligned with its mission and objectives through having a clear and well-defined set of objectives or goals. This implies that the CSO objectives are specific, measurable, achievable, relevant, and time-bound (SMART), and be regularly reviewed and updated as necessary.
The study established a very high mean on whether the board monitors and evaluates its achievements against pre-set benchmarks of the organisation [Mean= 4.33, SD±.7097]. This implies that the CSO makes informed decisions about the organization's future direction. In an interview session, a key respondent mentioned that;
“Benchmarks, or performance indicators, are specific, measurable criteria that we use to assess progress toward achieving a particular goal or objective. They include both quantitative measures, such as financial performance or program outcomes, as well as qualitative measures, such as stakeholder feedback or staff morale”.
This means that the board regularly reviews and assesses its performance against these benchmarks, in order to identify areas of strength and weakness.
The study established a very high mean on whether the beneficiaries/ stakeholders term the services of the board and organisation at large as satisfactory [Mean= 4.00, SD±1.0339]. This implies that the satisfaction of beneficiaries and stakeholders is an important measure of an organization's success in fulfilling its mission and achieving its objectives. Respondents revealed that in order to ensure that beneficiaries and stakeholders are satisfied with services, the CSOs regularly seek feedback and engage in dialogue with these groups. This involves conducting surveys, focus groups, or other forms of evaluation, as well as soliciting feedback through social media, email, or other channels. This implies that the CSOs strive to create a culture of continuous improvement, in which feedback and evaluation are integrated into all aspects of its work. 
The study established a very high mean on whether organisation makes a comparison of its achievements with other CSOs [Mean= 4.15, SD±.9061]. The results can be implied to mean that the CSOs are able to gain insights into best practices, emerging trends, and areas of innovation that may be relevant to its own work. In an interview session, a key respondent expressed that;
“The CSOs use a variety of ways in comparing its achievements with other CSOs. For example, it may conduct benchmarking studies, in which it analyses the performance of peer organizations in areas such as fundraising, program outcomes, or organizational culture. It may also participate in industry associations or networks, where it can share information and learn from other organizations in its sector; however, caution is always emphasised due to differences in mission and objectives”. 
This means that, the CSOs are cautious about drawing direct comparisons with other CSOs.
The study established a high mean on whether board directs and governs the management to meets its set objectives and goals [Mean= 4.00, SD±.8709]. This means that the board ensures that it is effectively meeting its objectives and goals. Respondents revealed that this involves setting the strategic direction for the organization, establishing policies and procedures to guide its operations, and monitoring its performance to ensure that it is achieving its desired outcomes. It was further indicated that the board works closely with the CEO and other senior leaders of the organization to ensure that they are aligned on the organization's vision, mission, and strategic priorities. This implies that the board regularly monitors the performance of the organization and assesses whether it is effectively meeting its objectives and goals. 
The study established a very high mean on whether the board monitors and promote efficient usage of available resources [Mean= 4.20, SD±.8666]. This means that the CSO board oversees the organizations’ budget, financial management, and resource allocation to ensure that resources are being used effectively and efficiently to support the mission and goals. The respondents indicated that the board establishes clear financial policies and procedures to guide the organization's financial management by including policies related to budgeting, fundraising, and financial reporting. It was further revealed that the board regularly reviews financial reports and other key performance indicators to assess the organization's financial health and identify areas where resources are used more efficiently. This means that the board works with the management team to identify opportunities for cost savings, revenue growth, or other strategies to improve financial performance.
The study established a very high mean on whether the board monitors and ensures system of administration provides for value for money [Mean= 4.32, SD±.7056]. This implies that the CSOs ensures that the organization's resources are being used in the most effective and efficient way possible to achieve its objectives and goals. It was indicated that to monitor and ensure value for money, the board regularly reviews financial reports and budgets to assess the financial performance and identify areas where resources may be better allocated. Additionally, the board reviews the procurement and contracting policies to ensure that they are designed to secure the best value for money for the organization. This means that the board work with management to establish clear performance indicators and targets, and regularly monitor progress towards these targets.
The study established a very high mean on whether the organisation activities and programs reveal value for money [Mean= 4.05, SD±.9177]. This means that the CSO uses its resources in the most effective and efficient way possible to achieve its objectives and goals. In addition, the board works with management to establish clear performance indicators and targets, and regularly monitor progress towards these targets to ensure that the organization is achieving its objectives in the most cost-effective way possible. This helps the board to identify areas where resources may be better allocated or where programs may need to be modified to improve their cost-effectiveness, demonstrating value for money is an important aspect of organizational performance, as it helps to ensure that the organization is making the most effective and efficient use of its resources. This implies that the board helps to ensure that the organization is delivering high-quality programs and services that meet the needs of its stakeholders.
The study established a very high mean on whether the organisation sustains its operations without fund from Donors [Mean= 4.16, SD±.8336]. This implies that the CSO to a certain extent can operate without funds from donors; in an interview session, a key respondent expressed that;
“Sustaining operations without funding from donors can be a challenging goal for an NGO, particularly if the organization relies heavily on donor funding to support its activities. However, it is not impossible, and there are several strategies that organizations can use to achieve financial sustainability. One key strategy is to diversify funding sources, such as by pursuing grant opportunities from multiple sources or developing new revenue streams through social enterprise activities”. 
This means that the CSO has worked to improve on its financial management practices.
The study established a high mean on whether the organisation sustained financial support from its current funders [Mean= 4.03, SD±.9820]. This means that CSOs maintained strong relationships with their current funders, and worked to demonstrate the impact and effectiveness of their programs and services. Respondents revealed that the CSO regularly communicates with funders and donors, keeping them informed about the organization's progress and achievements. This helps to build trust and confidence in the organization's work, and can also help to identify new opportunities for collaboration and partnership. This means that the CSOshows funders that their contributions are making a tangible difference in the lives of beneficiaries, and help to build support for the organization's work over the long term.
The study established a high mean on whether the CSO sustain on its own without donor support [Mean= 3.69, SD±1.0708]. This means that despite the challenges, the CSO is able to survive without donor support; however, this cannot be for an extensive period of time.  A key respondent expressed that; 
“Sustaining a CSO without donor support can be a challenging goal, as most CSOs rely heavily on donor funding to support their programs and services. However, there are some strategies that CSOs can use to achieve financial sustainability on their own. One key strategy is to generate income through social enterprise activities, such as selling products or services that are related to the organization's mission”. 
This means that the organization is able to find corporate partners that share its values and mission.
[bookmark: _Toc133333769][bookmark: _Toc147128368]4.8 Hypothesis results
[bookmark: _Toc133333770][bookmark: _Toc147128369]4.8.1 Correlation analysis
In an attempt of determining the relationship between corporate governance and performance of CSOs, the study was subjected to Pearson’s correlation analysis and results presented in table 4.4

	Table 4.4: Correlations Analysis

	
	Corporate governance
	Performance

	Corporate governance
	Pearson Correlation
	1
	.456**

	
	Sig. (2-tailed)
	
	.000

	
	N
	59
	59

	Performance
	Pearson Correlation
	.456**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	59
	59

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



Results in table 4.4 show that there is a significant relationship corporate governance and performance, this was represented by (r (59) = .456, P<0.05). This can be interpreted to mean that there is a statistically significant positive correlation between the two variables, meaning that if corporate governance in CSOs is held at a constant zero, performance would increase by a mean value of .456. 
[bookmark: _Toc133333771][bookmark: _Toc147128370]4.8.2 Regression analysis
	[bookmark: _Toc130375224][bookmark: _Toc133333772][bookmark: _Toc146810069][bookmark: _Toc147128371]Table 4.5: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.456a
	.208
	.194
	.93494

	a. Predictors: (Constant), Corporate governance



Results table 4.5 show the value of adjusted R squared was .194, an indication that there was variation of 19.4% on performance of CSOs due to changes in corporate governance at 95% confidence interval. This shows that 19.4% changes on performance of CSOs could be accounted for by corporate governance. R is the correlation coefficient which shows the relationship between the study variables, from the findings shown in the table above there was a weak relationship between the study variables as shown by 0.456 or 45.6%.
	[bookmark: _Toc130375225][bookmark: _Toc133333773][bookmark: _Toc146810070][bookmark: _Toc147128372]Table 4.6: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	13.091
	1
	13.091
	14.976
	.000b

	
	Residual
	49.824
	57
	.874
	
	

	
	Total
	62.915
	58
	
	
	

	a. Dependent Variable: Performance of CSOs

	b. Predictors: (Constant), Corporate governance



Analysis of variance (ANOVA) was used to test the null hypothesis in table 4.6 and results indicated F= 14.976, p<0.05, in addition, the processed data, which is the population parameters, had a significance level of 0.001 which shows that the data is ideal for making a conclusion on the population’s parameter as the value of significance (p-value) is less than 5%. The results indicated that corporate governance significantly influences performance, this is because the significance value was less than 0.05, an indication that the model was statistically significant.







[bookmark: _Toc127435491]

[bookmark: _Toc133333774][bookmark: _Toc147128373]CHAPTER FIVE
[bookmark: _Toc117177312][bookmark: _Toc127435492][bookmark: _Toc133333775][bookmark: _Toc147128374]SUMMARY, DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc117177313][bookmark: _Toc127435493][bookmark: _Toc133333776][bookmark: _Toc147128375]5.0 Introduction 
This chapter presents the suggestions based on the discoveries of the study and the concluding comments. 
[bookmark: _Toc117177314][bookmark: _Toc127435494][bookmark: _Toc133333777][bookmark: _Toc147128376]5.1 Summary of findings
[bookmark: _Toc133333778][bookmark: _Toc147128377]5.1.1 Board composition and performance of CSOs
The study has showed that the board's goals and priorities are separate and unrelated to the goals and priorities of the organisation, the board identifies areas for improvement and take corrective action to ensure that the organization is on track to achieve its goals, the board's strategy is central to the way the organization is directed, the CSO strategy takes into account the organization's purpose, mission, and values, and is based on a realistic assessment of its strengths, weaknesses, and resources, the CSO generates financial reports to provide an overview of the organization's financial performance over other key financial metrics and CSO strategy evolves ad circumstances change to ensure that the organization remains relevant and effective in achieving its objectives.
[bookmark: _Toc133333779][bookmark: _Toc147128378]5.1.2 Board evaluation and performance of CSOs
The study has showed that the chairman of the board plays a crucial role in providing leadership and strategic direction for the organization, management avoids potential conflicts of interest in its governance structure of the organisation, the CSO has clear description of the key responsibilities, expectations, and performance metrics for the CEO, despite the distinct and important roles the CEO and board chair play in the CSO and the board of directors has a critical role in overseeing the performance of the CEO.
[bookmark: _Toc133333780][bookmark: _Toc147128379]5.1.3 Duality of CEO on the performance of CSOs
The study showed that the CSO board is able to maintain continuity and stability in its leadership, even as individual members come and go, effort is made to ensure that the best candidates are selected to serve on the board and that the process is fair and impartial, the CSO board members have a clear understanding of the organization's mission, vision, and goals, and are able to align their decisions and actions with these goals, board members in the CSO are involved in the development of policies and procedures for the organization and that it is common for the CSO board to delegate some of their duties to subordinates, such as senior staff members or committees. 
[bookmark: _Toc133333781][bookmark: _Toc147128380]5.2 Conclusion
The study endeavored to answer 3 questions; (1) What is the relationship between board composition and performances of CSO in Kampala district? (2) What is the relationship between  Board Evaluation and performance of CSOs? (3) What is the relationship between duality of CEO and performance of CSOs? Based on the findings of the study, the conclusions are as follows; 
Board composition is critical to the success of CSOs. A board that is aligned with the goals and priorities of the organization, has a central strategy, and takes corrective action to ensure that the CSO remains on track, is more likely to perform well.
The leadership of the board and CEO is also critical to the performance of CSOs. Clear roles, expectations, and performance metrics for both the CEO and board chair can help to ensure that the organization is well-led, while avoiding conflicts of interest in the governance structure.
The duality of the CEO role is important for continuity and stability of leadership, especially as board members come and go. The board must work to ensure that the best candidates are selected to serve on the board and that the process is fair and impartial.
A clear understanding of the organization's mission, vision, and goals is essential for board members to make decisions and take actions that are aligned with these goals. Board members must also be involved in the development of policies and procedures, and may delegate some of their duties to subordinates, such as senior staff members or committees.
[bookmark: _Toc133333782][bookmark: _Toc147128381]5.3 Recommendations
[bookmark: _Toc133333783][bookmark: _Toc147128382]5.3.1 Board composition and performance of CSOs
The board of each CSO in Kampala District should take the lead in conducting a comprehensive review of their current board composition. This review should assess the diversity of the board in terms of gender, age, ethnicity, professional background, and expertise. 
Additionally, boards should analyze the effectiveness of their current composition in achieving the organization's goals and objectives. 
Boards should also play an active role in identifying areas for improvement and taking corrective actions to ensure that the organization remains aligned with its mission and objectives.
[bookmark: _Toc133333784][bookmark: _Toc147128383]5.3.2 Board evaluation and performance of CSOs
The boards of CSOs are encouraged to establish clear evaluation criteria and performance metrics for themselves. To implement this, boards should develop an internal process for conducting regular evaluations to assess their own performance and identify areas for improvement. 
The results of these evaluations should be actively used to guide changes in board composition, governance structures, or decision-making processes. 
To ensure impartiality and reduce bias, CSOs may also consider engaging external experts to conduct these evaluations.
[bookmark: _Toc133333785][bookmark: _Toc147128384]5.3.3 Duality of CEO on the performance of CSOs
The executive leadership teams of CSOs should critically evaluate the current structure of their respective organizations to determine whether the duality of the CEO role is appropriate. It is essential to establish a clear and well-defined description of the key responsibilities, expectations, and performance metrics for both the CEO and board chair roles to minimize conflicts of interest. 
Regular performance evaluations of the CEO should be conducted to ensure effective leadership. If the duality of the CEO role is found to be ineffective, CSOs should consider alternative leadership structures, such as having separate board chairs and CEOs, to improve organizational performance and governance.


[bookmark: _Toc147128385]
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APPENDICES
APPENDIX 1: QUESTIONNAIRE
DATA COLLECTION INSTRUMENT 
Dear respondent,
I am a student at Uganda Christian University, pursuing a master degree in business administration. As a requirement for the award of the Master’s degree in Business administration, I carried out research on the how corporate governance affects the performance of the Civil Society organisation in Kampala district. The provided information was used for academic purposes and was confidential.
Thank you 
Maria Gorreti Mazzi  








APPENDIX 2: AN INTERVIEW SCHEDULE FOR THE RESPONDENTS
SECTION A: RESPONDENT’S BACKGROUND INFORMATION
 Please choose by ticking the option you consider the most appropriate to you. 
1. Sex:		 (a) Male
 (b) Female 
2. Age:		 (a) 20-28 years 
(b) 29-38 years 
(c) 39-48 years
 (d) 49 years and above 
3. What is your  level of education
 		(a) Post Graduate 
 (b) Degree 
 		(c) Diploma
 (d) Certificate
 (e) Others (specify)………………………………………………………………………………..
 4. Employment term
		(a) Permanent 
		(b) Contract
		(c) Casual
		(d) Probation
5. How long have you worked in this organization?
(a) Less than one year 
b) 2-3 years 
(c) 4-5 years 
(d) 6 years and above  
6. On which level of Management are you?
(a) Top mmanagement 
(b) Middle management  
(c) Supervisor
(d) Officer


SECTION B: 
Sections B and C have statements that were used to measure three dimensions of Corporate governance and performance of CSO using a five-point Likert scale ranging from 5 (Strongly Agree) to 1 (Strongly Disagree). Please tick the option that shows the extent to which you agree or disagree with the statements. 
	5=Strongly Agree (SA); 4= Agree (A); 3= Neutral (N); 2= Disagree (D); 1= Strongly Disagree (SD)	SA 5 	A	 4	 N	3 	DA	2 	SDA	 1 
	Board Evaluation					
	The board has a clear set of objectives that are independent of those for the organisation.					
	The board realistically assesses its performance against its objectives at regular intervals and at year-end.					
	The board has developed a strategy for the organisation that is central to the way it is directed.					
	The strategy is well aligned to the organisation’s remit and its capabilities, i.e. its people, assets, intellectual property, and financial and other resources.					
	 The organization generate monthly financial reports in order to trace its performance					
	The board devotes quality time to reviewing the implementation of the strategy.					
	The strategy is updated for any changes to the organisation’s remit or the external environment.					
						
	Board composition					
1.	The Board has a well-established a succession plan for its membership.					
2.	Is the process for nomination, election and the appointment of members to the Board transparent and formal.					
3.	Do the Board members have the required knowledge and skills required to perform their roles.					
4.	Board members are able to develop policies and procedures.					
5.	There is gender balance on the board.					
6.	The board delegates some of its duties to the subordinates.					
7. 	The board appoints and oversees the operations of the committees					
						
	CEO duality					
1.	The organisation has a succession plan in place in regard to hiring the chairman of the board.					
2.	The CEO of the organisation the board chair.					
3.	The CEO performs his duties well according to the job description.					
4.	The CEO and the board chair have a good relationship					
5.	The board controls and oversee the performance of the CEO					




SECTION C: PERFORMANCE OF NGO
	5=Strongly Agree (SA); 4= Agree (A); 3= Neutral (N); 2= Disagree (D); 1= Strongly Disagree (SD)	SA 5 	A	 4	 N	3 	DA	2 	SDA	 1 
	Effectiveness					
1	Is the mission of the organisation fulfilled through  its  activities program and objectives					
2	The board monitors and evaluates its achievements against pre-set benchmarks of the organisation?					
3	Do the beneficiaries/ stakeholders term the services of the board and organisation at large as satisfactory					
4	Does the organisation make a comparison of its achievements with other organisations					
5	Does the board direct and govern the management so that the organisation meets its set objectives and goals.					
	Efficiency					
1	Does the board monitors and promote efficient usage of available resources say the financial, physical and human resources.					
2	Does the board monitors and ensures that organisation system of administration provide for value for money					
3	Does the organisation activities and programs achievements reveal value for money					
	Financial viability					
1	Are the NGO assets greater than its liabilities					
2	Can the organisation sustain its operations without fund from Donors 					
3	Has the organisation sustained financial support from its current funders					
4	Can the NGO sustain on its own without Donor support					
5	Does the NGO attract more donors					



  
Thank you
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