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1. Executive summary

1.1. The institutional assessment process

This institutional assessment report is the product of a two-stage assessment process:

- aself-assessment of ARU’s institutional and organizational capacity, conducted by a team of univer-
sity staff members in March 2020;

- ajoint external assessment of the university’s institutional capacity lead by two external assessors
between July 13st and July 24t 2020

The institutional assessment is built around 5 major capabilities: (i) capability to achieve coherence, (ii)
capability to deliver on development relevant objectives and commitments, (iii) capability to relate to
external stakeholders, (iv) capability to act and commit, and (v) capability to adapt and self-renew. Each
capability is detailed in several domains, and each domain is characterized by a coherent range of
complementary criteria.

Due to the covid-19 pandemic, the external team had to adapt its strategy. The lead evaluator had to
stay in Belgium and work online (skype and phone sessions). In general, the team met once or twice a
day: in the morning (preparation) and at the end of the day (debriefing), sometimes more often depend-
ing on activities and issues raised. Throughout the preparation and the fieldwork, the external assess-
ment team, collaborating closely with ARU, found all required solutions and arrangements to appropri-
ately carry out the external assessment; while coping with the restrictions caused by the COVID19 pan-
demic. Actually, this involved a significant additional workload (... and stress because the internet con-
nection was erratic).

1.2. Conclusions of the institutional assessment of the university

1. Capability to achieve coherence

Domain Score Conclusions

ARDHI is a dynamic institution, evolving in line with its complex
environment and societal challenges. To compete with other
growing higher learning institutions in Tanzania, ARU has opted
for diversification of its training and research areas and establish-
ment of new off-campus colleges outside Dar Es Salaam. How-
ever, the existing strategies and solution on financing these inno-
vations are hardly convincing and it is not clear how the conditions
required to attain these ambitions are being reunited. The pro-
posed ambition for the next five years requires a deeper paradigm
shift, a significantly enhanced institutional identity and a huge ex-
pansion in terms of infrastructural and human capacity. What is
envisaged in the strategic plan seems beyond ARU’s capacity,
1.1 Vision and strategy 4 considering the trend demonstrated in recent years.

Context analysis delineates an area or domain where ARDHI
could improve its strategic foundations. Not so much a descriptive
(symptom-based) but a causal (mechanism-oriented) analysis
would add value. The relevance and coherence of a vision and
related strategy relies on the quality and depth of the context anal-
ysis led at several scales (local, national, international) and sup-
ported by several entries (evolutions in the social, economic, po-
litical, environment domains).

All'in all, the strategic plans seem too ambitious, particularly with
regard to the lack of resources. Further efforts are welcome to
ensure that ARU’s ambitions are actually and thoroughly shared
and transformed into decisions, behaviours and practices.
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1.2 Principles

Values and guiding principles are in place to govern the university
operations, both at university and faculty level. They are fre-
quently turned into concrete institutional and individual practices
and habits. Gender is not forgotten. Still, comprehensive gender
interventions are needed at ARU, with emphasis on broader gen-
der issues including gender mainstreaming across ARU’s re-
search and training programs. Gender is thus is a key strategic
area where progress can be made. Similarly, other policies and
guidelines at ARU needs to be reflected in the budgeting, and al-
located with a sufficient level of staffing. There are still some do-
mains in need of formulating or updating the underlying governing
principles and guidelines. For example, at the moment ARU has
not adopted an institutional guideline on research ethics as a
translation of the national guidelines provided by the government
through COSTECH.

1.3 Governance

4+

Overall, ARU scores satisfactory on its governance structures
(appropriate organisation chart, management system, various
functional boards facilitating decision-making processes, action
plan inspiring various planning tools).

For the remainder, the university adequately balances participa-
tory approaches with effective decision-making; notably through
the involvement of internal and external actors in decision-making
processes. Still, there is ample room to deepen the participatory
processes, both at institutional and operational level, inside and
outside ARU University.

From a purely management point of view, in particular with re-
spect to performance monitoring, there is also room for significant
improvement.

2. Capability to deliver on development relevant objectives and commitments

Domain

Score

Conclusions

2.1 Education

4+

Overall ARU scores rather well in providing good quality, market
needs and development relevant, education. The existence and
performance of the quality assurance unit is an asset. ARU com-
plies with all the national accreditation systems; with some rudi-
mentary efforts to pursue also regional and international accredi-
tation.

A permanent concern for ARU’s strategic development is about
striking the right balance between: (a) efforts to create new pro-
grammes and become more multi-disciplinary, versus (b) still fo-
cussing on regular adaptations and attractive innovations of the
existing programmes and maintaining the leadership in its spe-
cialization. Considering ARU’s lingering budgetary constraints,
the institutional assessment team observes a risk that the ambi-
tion of extending into new programmes and becoming more mul-
tidisciplinary would be jeopardising ARU’s capacity to uphold its
teaching and research strengths in its current specialisations.

At the same time, ARU is involved in a growing inter-university
competition which is partly viewed as an advantageous innovative
dynamic and also a threat to the competitiveness of ARU. It also
reflects a growing tension to conform to the market demands
while upholding to the university’s principles.
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2.2 Research

Considering its history as a survey training centre, ARU has been
successfully evolving and is convincingly a dynamic institution.
However, ARU still needs capacity building and culture changing
interventions to facilitate its on-going evolution from the traditional
role as a polytechnic institution (action/project-driven) to a Univer-
sity (research-oriented). Restricted by financial constraints, ARU
does not or hardly finance research activities by its staff members.
This partly explains why research activities are rather poor in
3 quantity, quality and diversity. Developing research that positively
impacts on society is one of the major challenges for ARU'’s fu-
ture. But, what sort of impacts, in which fields? Choosing the most
relevant areas of research is surely at stake: how to select them
in close interaction with engaged stakeholders, on which basis to
establish the research priorities, how to effectively and strategi-
cally support the researchers and research initiatives (meaning
that by contrast they are less involved in administrative or bureau-
cratic tasks)?

2.3 Driver of Change

Ardhi university is deeply embedded into the Tanzanian commu-
nity through training, consultancies and extension services. Nev-
ertheless, these specialized interactions and services are insuffi-
ciently matched with cutting edge research and innovations and
contributions to interrelated scholarly debates. How can one en-
sure that one’s knowledge becomes a resource for the agency
and creativity of the actors in order to meet the challenges? To
what extent does ARU systematically support surveys or action
3 research carried out by communities, local or national authori-
ties? In the wake of this reflection, it appears that both aspects
need to be taken into consideration: the content or theme of the
research but also the approach to the research, in particular the
way in which ARU researchers or students help actors find the
best solutions and the best way to experiment and test them.
How to become an actor in the development field? Which stance
to take with regards to: solution/outcome oriented or pro-
cess/transformative oriented? These are still open questions.

3. Capability to relate

to external stakeholders

Domain

Score Conclusions

3.1 Conditions for net-
working

Developing its visibility and acknowledgement, taking part in pub-
lic events, participating in exhibitions, making known and
acknowledged one’s resources, are valuable and necessary
measures which are taken by ARU at several levels and when
there are opportunities to do so. Nevertheless, some key ques-
tions remain open for reflection: to what extent does the university
have a clearly defined networking strategy in line with its mission?
Participating in networks in a meaningful and targeted way is one
thing; generating, organising and directing networks is something
quite different. The first position is a follower position, the second
3 is a decision-maker position. Current ARDHI’s position is close to
the first one.

Another key question concerns the content: what does ARDHI
want to share through networking activities? Whom with? What
sort of influence does the university and its departments wish to
exert? To bring about what change at what levels? To exert what
influence? These questions are not completely absent; but they
really need to be deepened and unpacked rigorously.

Networking is not only a matter of information but also, and above
all, a matter of action, of collaboration and of “doing with”: being
in a network means participating in a productive process
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(producing material things, but also opinions or influences, and
outcomes or impacts) with strategic and relevant collaborators
and audiences. This is where the performance of one’s participa-
tion in a network can be properly assessed. There is ample room
to deepen and widen this perspective at ARU.

Overall, networking by ARU appears to be rather weak, not so
much in terms of quantity or visibility, but in terms of purposes and
impacts due to this visibility. Further strategic guidance is required
on the message to be conveyed by ARU’s presence or participa-
tion in an event: what is it supposed to trigger?

Consequently, ARU could benefit from building an explicit and
strategic approach to communication and networking, targeting
the promotion of the university as such, as well as the promotion
of some key ideas and concepts that link with the roots of ARU’s
identity.

As already underlined, networking is a domain where ARU can
still engage in major improvements, focussing (among others) on
(1) the embeddedness of ARU, at local and national levels, within
the community, among public bodies and in collaboration with the
private sector levels, and on (2) the image of ARU, for the univer-
sity to be truly perceived as an actor of change; both from a
knowledge and know-how perspective and from an undertaking /
entrepreneurial perspective.

3.2. Network use 3+

Overall, the current situation is not yet satisfactory. On the one
hand, we underline that ARU is benefitting from same additional
financial resources, available within the framework of strong MoU
or conventions, sometimes established on a longstanding basis
and accordingly reviewed and protracted. But, on the other hand
and in spite of some useful support to resource mobilisation, the
level of external funding remains far below the needs, while some
potential sources of external funding remain to be tapped by ARU.
Overall, partner feedback obtained suggests that ARU delivers
rather well on the results agreed upon in the funding agreements.

Furthermore, ARU lack a vision and strategy to manage its de-
3.3. Additional funding 3+ pendency on external resources for high-level quality research.
To what extent are research activities calibrated to comply with
external means? What is ARU’s actual margin of manoeuvre in
the negotiation processes when budgets are on the table? Is the
headroom imposed by the donors? Partnerships are proclaimed
fair and balanced, but the capacity to ensure that it is true in prac-
tice remains insufficient.

The reading of the self-assessment made by ARU in 2019, in view
of being re-accredited, also suggests that partnerships with the
industrial milieu would be inadequate (in other words, national
and international industry does not significantly invest in re-
searches carried out by ARU).

4. Capability to act and commit

Domain Score Conclusions

Overall, the university, as an institution, is properly shaped and
managed in a spirit and within frameworks ensuring easy but
nevertheless sound and effective decision-making processes,

5 i.e. without jeopardizing institutional functioning. In an innovative
perspective there is room for more participatory structures, de-
vices, mechanisms and settings, notably in the various commit-
tees (see table 7.8.4, appendix 7.8).

4.1 Effective organisa-
tion
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There are few major problems in the domain of human resource
management. ARU has established all the structures, frames,
devices and mechanisms necessary for the university to function
smoothly. In the HR domain, gender balance is improving, but
reaching gender balance at all levels of the university is still a
challenge. From our field investigations, some remarks can be
made:

- Top management is male dominated; the vice Chancellor and
two deputies are all male. Generally, there are improvements
in the gender balance since the establishment of ARU’s 2008
gender policy. In student enrolment the share of female
candidates has grown from 19% in 2006 to 38% in 2018.
Heads of departments are at 50% female and for deans 2 out
of 5 are female.

- Administrative staff are gender balanced, but academic staff
are at about 35% females. It must be noted that the latter
portion of females increased from 10% before 2010 to nearly
35% now. Key gender strategies are mainly focussed on
awareness campaigns in schools to encourage girls to enrol in
ARU courses. But the Gender Dimension Unit remains
understaffed and with limited budget.

For the rest, as a general rule, human resources management is
4.2.HR 4 not an area where much innovation is expected in ARU.
Nevertheless, there is room for significant improvements. Gender
thinking, taken as an example, seems to be rather conventional.
Gender is obviously not simply a question of balance between
male and female staff. Gender poses the challenge of inequality,
inclusion, domination, not only of one sex over the other, but more
broadly of certain social categories over others. The fundamental
concern is political: which category exploits, dominates, excludes,
abuses, exerts violence against which others? These kinds of
questions are simply off the radar at ARU.

ARU still faces a fundamental HR challenge with respect to
significantly increasing the % of its academic staff, that is actively
engaged in research, capable of conducting state-of-the-art
research and of mobilising external research funding. This
requires sustained efforts combining capacity development and
engaging existing staff with complementary recruitment of
academic staff having excellent research credentials or at least
strong research potential. However, for now, budgetary limitations
are constraining both components of such HR endeavour.

Furthermore, current HR policies, systems and practices as well
as the prevailing organisational culture do not seem to be ready
to support a fast further expansion of the university, as envis-
aged in ARU’s strategic plans.

The university is functional, but infrastructures are not sufficient
for the various schools and laboratories to fully meet their chal-
lenges. Infrastructure, in the broadest sense of the word, is a do-
main where a lot of quick wins are possible and where basic im-
provements are required; especially when considering ARU’s am-
4.3 Infrastructure 3 bition to rapidly grow its student enrolment. As far as infrastruc-
ture is concerned, maintenance is another pending issue.

This is the blind spot of the current situation and reflection: which
amortization plan, which organization for maintenance, how to
fund maintenance, considering that the envisaged infrastructural
development will further increase the maintenance requirements.
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Maintenance is thus is another area that requires significant im-
provements in planning/budgeting, funding, and implementation.

4.4 Financial manage-
ment

Generally, the university is financially compliant to statutory and
legal regulations. This conclusion is confirmed by external audi-
tors.. ARU complies to the public sector financial guidelines and
accounting manuals, with absence of major queries in the audit
report. There is some area of improvement in avoiding bureau-
cracy through appropriately combining technical strength and in-
tegrity in financial management with managerial flexibility, comfort
and transparency.

While ARU demonstrates excellence in managing the available
financial resources, the current level of funding remains signifi-

cantly below what is needed today. In spite of additional devel-

opment funding allocated to ARU by the Government, the exist-
ing trends in recurrent funding provide insufficient financial lee-

way for ARU’s ambitious expansion plans.

4.5 Administration,
procurement, logistics

ARU is not yet a top academic institution in Tanzania and the
world. So far, the recent trends and current management’s dyna-
mism indicate a clear path towards this envisioned position. But
to accelerate these efforts, a significant amount of technical and
financial support is sought.

Procurement systems are compliant to the government’s regula-
tions and guidelines. The tendering system is less vulnerable to
corruption, but it is reported to be slow and bureaucratic. A well-
prepared procurement plan and timely involvement of procure-
ment staff are required to avoid delays in execution. In some do-
nor funded/collaborative projects, arrangements are made for
some procurements to be executed at the partner side. This
shows that the system is somehow flexible when action is at
stake.

The supply chain and logistic system is effective, although its ef-
ficiency depends more on the procurement system. Furthermore,
the IA found the administrative system of ARU to be effective and
properly organized.

4.6. Project manage-
ment and quality as-
surance

ARU has developed and put into action a set of relevant proce-
dures and tools to control the quality of research and teaching
activities. This range (diversity) of instruments and procedures
shows that ARU is deeply concerned with quality assurance and
seeks to rely on facts and good practices. These elements were
evaluated in 2018/2019. Recommendations were made and are
being implemented by the staff and management of ARU, follow-
ing an extensive self-assessment exercise.

Concerning project management, ARU recognizes that progress
can be made to better plan and better follow up on initiatives and
development-oriented programs.

5. Capability to adapt

and self-renew

Domain

Score

Conclusions

5.1 Adaptive manage-
ment

3+

The university assesses trends or changes and appears to be
able to anticipate or adapt to major changes. But to do this effec-
tively, the university still needs better tools, approaches and or-
ganisation. Context analysis should be an important part of the
planning and strategy system. Such an analysis of the context
should make ARU a better positioned political actor in today's
Tanzanian society. That implies that context analysis is not
merely conceived to help ARU adapt to an ever-changing soci-
ety in a proactive and rather opportunistic way but should help
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ARU become an actor more committed as a changer driver or
contributor. That means becoming a fully-fledged political and/or
developmental actor (i.e. able to play an original and significant
role in transforming society, at least for ARU’s areas of focus,
where the university can provide significant added value). This is
where there is room for further improvements.

5.2 Continuous im-
provement

Overall, ARU performs rather well in continuously adapting and
renewing. While engaging in creating the new courses and re-
search themes, ARU maintains its traditional specializations. In
some cases, traditional programs are adapted to the industry dy-
namics. As a general rule, there is room for improvement in sev-
eral important areas: feedback culture, incentive systems, training
protocol and a HR development plan, processes to incorporate
new research findings, facilitation of researches, balancing stabil-
ity with innovation and renewal.

5.3 Knowledge man-
agement

Overall, in spite of some interesting strengths, ARU’s knowledge
management system requires improvement and/or further devel-
opment.

How to make the knowledge generated in the wake of ARU’s ac-
tivities better circulate within and out of the university? This ques-
tion is still topical despite some initiatives and devices already ex-
isting. On another hand, as already mentioned earlier, there is a
remarkable culture of self-assessment, as can be seen in appen-
dices 7.7 to 7.12. Self-assessment is carried-out in a SWOT per-
spective, which is purposeful and useful when improvement is at
stake. On top of being available, the knowledge management sys-
tem of ARU is confronted with a challenge of going digital.

The following figures visualise the findings of the self-assessment versus those of the
externally facilitated joint institutional assessment exercises.

Self-assessment

External institutional assessment

Self assessment maturity level

5.3 Knowledge

management
5.2 Continous

improvement
5.1 Adaptive

management

4.6 Project
management and...

4.5 Administration,
procurement, logistics

1.1 Vision and strategy
6 1.2 Principles 5.3 Knowledge

Expert assessment maturity level

1.1 Vision and strategy
6

1.2 Principles
management
5.2 Continous

1.3 Governance 1.3 Governance

improvement

2.1 Education 5.1 Adaptive 2.1 Education
management
4.6 Project

2.2 Research
management and...

2.2 Research

4.5 Administration,

2.3 Driver of change procurement, logistics

2.3 Driver of change

3.1Conditions for

4.4 Financial resources .
networking

4.3 Infrastructure 3.2 Network use

4.2 HR 3.3 Additional funding
4.1 Effective

nrganisatinn
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1.3. The match of the university with the IUC concept

The match of ARU with the IUC concept is rather satisfactory.

The following institutional characteristics were observed. (i) ARU pursues an active policy of cultural,
ethnic, social and philosophical non-discrimination. (ii) ARU is already involved in south-south network-
ing so that outputs and results of the collaboration may be spread and/or shared with a wider group of
institutions in the partner country or in the Global South; nonetheless significant progress can still be
made, notably to better linking with universities in neighbouring countries, (iii) ARU already has a role
as driver of change mainly in its surrounding environment and at national level; but impacts, transform-
ative effects and changes at large are limited to particular situations and target only marginally the root
causes of political, economic or social mechanisms.

The basic institutional capacity requirements are met. (i) ARU functions adequately at all levels, and is
able to direct its own institutional destiny in a coherent manner. An adequate level of institutional plan-
ning and management is implemented, and the institutional environment is transparent. (ii) ARU how-
ever faces some serious challenges, as observed when human resources, funding and research are
examined in depth. (iii) ARU is ready to continue to engage in a process of change management. ARU
is strongly committed to improve, in all domains. (iv) ARU has (and continues to work on) a robust
gender policy, as well as an integrity policy. (v) English is the working language of ARU. Management,
staff and students demonstrate a good ability to use English as a working language.

Some other conclusions can be pointed out, notably in the domain of cooperation. (i) The IA-team con-
siders that ARU matches the expected funding profile: the envisaged IUC partnership funding would
make a significant difference without creating an over-dependency on VLIR-UOS funding. (ii) ARU has
concrete experience in building partnerships, both at national and international levels, links with several
Flemish universities and university colleges have already been established. (iii) ARU is not yet highly
multi-disciplinary; ARU is not a so-called complete university. While this may limit the number of Flemish
institutions that could initially partner with ARU, the recent development and future plans offer an inter-
esting profile for diversification which will demonstrate a strong evidence of capacity building and a high
potential to carry out multidisciplinary programmes.

1.4. Relevance and potential of the proposed IUC programme

The proposed collaboration matches with the VLIR-UOS country strategy for Tanzania. Three central
themes of this proposal are brought forward: (i) environment (land use, eco-tourism, water sanitation
and environmental and natural resource management), (ii) health (linked to water sanitation), and (iii)
entrepreneurship and business development (through community involvement and by linking with the
industry). The programme includes the cross-cutting themes of gender and participatory approaches,
ICT & information management, monitoring & evaluation, quality of research and collaboration with other
organizations.

The envisaged programme may tally up and put to the front three highly relevant assets: (i) the potential
development of several outstanding grassroots participatory and citizen dynamics, (ii) the development
of change-driving networking processes, both formal and non-formal, at local, inter-local and national
levels, and (iii) the development of concrete action fields where public bodies actually (learn to) collab-
orate with local civil society organizations. A Trojan Horse Strategy is used: working with public bodies
and, in so doing, helping them to make progress by implementing concrete and innovative activities.
This strategy applies a “no rhetoric, just action” concept; while focussing on actions with high internal
transformative potential.
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2. Introduction

2.1. Brief history of university in region

Ardhi University (ARU) is a public academic institution established under the Ardhi University Charter of
2007%. ARU has a long history, dating back to the colonial times when it was established as a Survey
Training Centre (STC) in 1956. As a Centre its mandate was to train land surveyors’ technicians at the
certificate level. In 1972 the STC was expanded and renamed Ardhi Institute. As an Institute, it offered
three diploma programs in Land Surveying, Estate Management and Valuation as well as Town Plan-
ning. These programs were subsequently upgraded to Advanced Diplomas in 1975 and they were rec-
ognized by professional bodies within and outside Tanzania. Ardhi Institute expanded its teaching ac-
tivities and by 1981 three additional advanced diploma programs in Architecture, Quantity Surveying
and Environmental Engineering were established.

In 1979, the Centre for Housing Studies (CHS), a joint project between the governments of Tanzania
and the Netherlands, was established at Ardhi Institute. The initial focus of the CHS was to offer short
courses and to carry out research in the fields of housing, planning and building. The CHS later evolved
into the Institute of Human Settlements Studies (IHSS). Ardhi Institute thus became a regional centre in
the field of Human Settlements, training students from East Africa, SADC and Western African countries.
It established academic exchange programmes with the Technical University of Delft and the Institute
of Housing Studies (both in the Netherlands), Technical University of Dortmund in Germany, the School
of Architecture in Copenhagen, Denmark and the Departments of Surveying of the universities of Zim-
babwe and Lagos.

Ardhi Institute became a Constituent College of the University of Dar es Salaam (UDSM) in 1997. It was
named the University College of Lands and Architectural Studies (UCLAS) through Government Notice
No. 148 of June 29, 1996 and UDSM Act No. 12 of 1970. UCLAS academic activities were organized
into two faculties, the Faculty of Architecture and Planning (FAP) and the Faculty of Lands and Environ-
mental Engineering (FLEE). In 2007, UCLAS was transformed into Ardhi University (ARU) as per the
Universities Act of 2005 and the Ardhi University Charter of 2007. Over the past years, ARU has rec-
orded significant achievements in fulfilling its core functions in teaching, research, public services, and
the overall institutional development.

2.2. Development context

Traditionally, ARU was established to serve as a technical institute offering training and extension ser-
vices on land and built environment. During the last ten years the institution has evolved into a dominant
player in the fields of spatial planning; development economics; architecture; urban transport planning;
environmental science, technology, and management; land management; geospatial sciences and tech-
nologies; built environment at large and allied fields. ARU is therefore well-positioned to contribute to
the implementation of the National policies, plans, strategies and projects; in a wider perspective than
its initial focus. Although there are other universities, which have started offering some of the fields that
historically belonged to ARU, the university is the only one in Tanzania and East and Central Africa
where training of all professions in land and built environment are offered under one roof.

Between 2007 and 2019, according to the statistics available at ARU (see notably our appendix 7.14),
the university trained a total of 8,724 graduates in the fields of built environment. These graduates have
been employed at various levels including senior administrative and local government positions in par-
astatal organizations, government agencies and private sectors. Many graduates from ARU hold senior
administrative positions in the related sectors. ARU academic staff are also members of different Na-
tional Boards, including the Chairperson of the National Housing Corporation and the National Environ-
mental Management Council.

1- See appendices 7.5. and 7.6. for more details
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Alumni and ARU academic staff have been engaged in implementation of different Government projects
such as the construction of Standard Gauge Railway, Construction of the National Stadium in Dodoma,;
and Development of Master Plan of The New Capital, Dodoma, to mention just a few. ARU has trained
graduates who have become job creators especially in the fields of Land Surveying, Land Management
and Valuation, Environmental Engineering, Urban Planning, Quantity Surveyors and Architects. More
than 60 valuation firms, 20 land surveying firms, 230 Architecture firms, 120 Quantity Surveying firms
and 43 Town Planning firms have been established by the Ardhi University’s community.

2.3. Implementation of the institutional assessment

2.3.1. Presentation of the institutional assessment approach

The institutional assessment consists of two stages: (a) a self-assessment by the university of its insti-
tutional capacity and (b) a joint assessment of the university’s institutional capacity facilitated by external
assessors. The same institutional assessment framework is used for both stages of the institutional
assessment. The institutional assessment framework is based on the 5 capabilities model developed
by ECDPM. For the purpose of the institutional assessment, each capability comprises several domains,
in turn every domain is characterised by a set of complementary aspects.

The institutional assessment implies discussing, assessing and documenting every domain, including
the identification and justification of its current maturity level, appreciated on a scale from 1 (absent or
extremely weak) to 6 (a role model).

Each institutional assessment exercise facilitated by external assessors includes: a preparation phase,
a field phase and a reporting phase. The field phase was initially envisaged as a 9-calendar day visit of
the candidate IUC partner university by a lead assessor (international expert), accompanied by a 2"
assessor, a national/regional expert. The entire institutional assessment approach is described in the
methodological guide for Institutional Assessment of candidate IUC universities. In practice, due to the
covid-19 pandemic, this approach had to be adapted, as to allow the lead assessor to work — and guide
the activities — from Belgium.

2.3.2. Institutional self-assessment process

C-Lever.org, the Belgian based consulting enterprise assigned by VLIR-UOS for conducting the institu-
tional assessments, communicated with Ardhi University on 17" January 2020 informing on the institu-
tional assessment’s initial schedule for March 2020.

The assessment approach required that the University conducts its own self-assessment before an ex-
ternal assessment by experts from C-Lever.org. The office of the DVC-AA selected ten (10) members
from Ardhi University across the various units and organs of the University to constitute the self-assess-
ment team. The selection criteria included the academic level (ensuring a composition of both senior
and junior staff members), gender balance, representation of all organs of the university and a balanced
distribution between academic and administrative staff. The Self-assessment team comprised the fol-
lowing members:

S/N | Name Gender | School

1. Dr. Sarah Phoya F SACEM
2. Dr. Rehema Monko F SACEM
3. Dr. Shubira Kalugila F SACEM
4, Dr. Daniel Mbisso M SACEM
5. Ms Mariam Genes F IHSS

6. Ms Theresia Francis F SSPSS
7. Dr. Tatu Limbumba F IHSS
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8. Dr.Ntwa Katule M SERBI
9. Dr Jacob Kihila M IHSS
10. | Prof Eleuther Mwageni M SSPSS

An information session was conducted by the Director of Postgraduate Studies, Research and Publica-
tion (DPRP) who gave a background on the submission of the concept note to VLIR- UOS whereby
ARU was shortlisted, among 8 institutions, out of 52 who participated. The DPRP also explained to the
team the process of writing the extended concept note, being considered, together with the institutional
assessment, for the final selection of 5 IUC partner universities (out of 8 shortlisted). He further explained
the whole essence and process of the institutional assessment and clarified on the capability domains
for which the assessment is made.

Each individual in the self-assessment team was given the self-assessment form and conducted the
assessment based on the prescribed format from VLIR-UOS. The team then convened to debate on the
scores and their corresponding justifications. This formed the basis for the completion of the University
self-assessment report that was submitted to C-lever.org, ahead of the external institutional assess-
ment.

Generally, the self-assessment fulfilled its intended purpose. Members participated fully by diligently
filling their assessment forms and submitting the same to DPRP for reference in the University’s as-
sessment report. The exercise also gave an opportunity to the individual members and the University at
large to reflect upon areas that each can potentially contribute for improvement in enhancing the capac-
ity of the University to attain its aims, vision and missions.

2.3.3. External institutional assessment process

The external assessment of Ardhi University for the IUC candidacy was conducted by two external
assessors; Prof. Philippe De Leener — lead assessor and Dr. Hezron Makundi — 2" assessor. As a
result of the Corona Virus outbreak, the original visit of March 2020 failed to take place. Several planning
efforts were facilitated by Ms. Hilde Geens and Mr. Patrick Stoop at C-lever.org in contact with Prof.
Gabriel Kassenga, the local IUC Coordinator at ARU. A new schedule involving the virtual participation
of the lead assessor- Prof. De De Leener and the physical visit of the National consultant - Dr. Makundi
was rescheduled for Mid-July 2020. An initial draft agenda was discussed, including interviews, focus
group and other fact-finding modalities, and the different types of internal and external stakeholders to
be met. The subsequent versions of the assessment program were discussed and jointly finalized by
the two sides; this included an additional day for the assessment.

The two external assessors received and studied a set of documentation availed which include: the
initial IUC concept note submitted by ARU to VLIR-UOS and corresponding annexes, ARU’s Mid-Term
Rolling Strategic Plan 2020/21-2024/25 and the IUC Institutional self-assessment report from ARU,
which was submitted on 1st March 2020. Prior to the commencement of the external assessment,
communications and exchanges between Prof. De Leener and Dr. Makundi were also done in relation
to the technical aspects of virtual participation of the lead assessor and a peer-review of the existing
documentation.

The Institutional Assessment exercise started on July 13" with several introductory meetings. Starting
with a courtesy call to the vice-chancellor of Ardhi University. This meeting was also attended by the
two Deputy Vice Chancellors, and the Lead Assessor also participated, through a Skype call, during the
entire session. The institutional assessment team presented the objectives and approach for the exter-
nal assessment. This was followed by a meeting with the self-assessment team in which clarifications
on some findings of the self-assessment report were sought, further documentation was exchanged.
Furthermore, the final program and expectations from the external assessment exercise were pre-
sented. The next day a kick-off meeting was conducted, this was attended by internal stakeholders
from the university, particularly those who were to be involved in the external assessment. During the
meeting the objectives and approach for the external institutional assessment exercise were explained.
After these initial meetings, the fact-finding part of the assessment followed; this involved a combination
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of the various methodologies and approaches, consulting multiple internal and external stakeholders,
as outlined below.

e Campus visits to make observations on the state of the physical environment of Ardhi University,
including teaching and learning facilities, student services and the day to day functioning of the
various departments and units.

e Individual interviews involving academic and non-academic staff and members of the university’s
management who provided information on the mandates, scope and contents of their operations.

e Individual (in-person or by-phone) meetings with external stakeholders were conducted to collect
information on their perception on the operations and roles of Ardhi University. Some of the physi-
cal meetings were conducted outside the campus of Ardhi University within Dar es Salaam.

e Three main focus group discussions were conducted with ARU’s students, academic staff and
non-academic staff. These meetings complemented the information acquired through individual
interviews.

e The external assessment team also conducted an extensive review of document pertaining to the
planning, reporting and regular operations of the various organs of Ardhi university. These docu-
ments were used to validate the information collected during individual interview and focus
groups. A list of documents consulted can be found in appendix 7.13.

Throughout the assessment, regular informal feedback was obtained, and consultations were done with
a representative of the local [UC coordinator to solicit the feedback and share updates on the progress.
In addition to his distant participation in key meetings, the lead assessor who was based in Brussels
exchanged daily with the 2" assessor present at ARU; progress reporting and skype meetings were
conducted in the morning and evening. A large component of the reporting was real time on a daily
basis.

At the end of the assessment, a debriefing and closing meeting was held Thursday afternoon 23 July.
A summary of the key findings and conclusions for all capabilities and domains were presented during
this session. The meeting was attended by the top management of Ardhi University and representatives
of the self-assessment team. Some comments and inputs from stakeholders were received by the ex-
ternal assessors, including pledges to share additional documentation to strengthen the assessment
report. Generally, the participants acknowledged that the findings were complimentary to those from
the self-assessment. Overall, the findings and (preliminary) conclusions of the external assessment
team were positively received by the leadership of ARU; thus, contributing to a learning process which
will feed into the future planning and management operations of ARU.
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3.

Institutional assessment of the university

More details and examples are provided in appendix 7.4. In this section, we propose a factual and
operational synthesis with the main trends or findings.

3.1. Capability to achieve coherence

3.1.1. There is a shared and coherent vision and strategy on university or faculty level

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 4

Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

The clear mission and vision is
available. The statements are in
various university documents
The strategic mission and vi-
sion are well stated in the ARU
Corporate Plan

The university has a corporate
plan was developed in a partic-
ipatory manner, and was dis-
cussed and endorsed by all lev-
els of the university structure.
Bottom-up approach. The Cor-
porate Plan is implemented
through a Medium Term Strate-
gic Rolling Plan (MTRSP)

The targets in the corporate
plan are a basis of annual activ-
ities of the units and staff

The operationalization of the
MTRSP is through OPRAS

- Clearly defined vision and mission are available, easily ac-
cessible and regularly updated; they are reviewed every five
years with inputs from external stakeholders, including Gov-
ernment ministries and departments, private sector, alumni,
students and staff, Regulatory Boards and Professional As-
sociations and development partners. These documents are
printed and circulated to all academic units for references
and adoption throughout the university’s operations, includ-
ing the bottom-up annual planning. (P1)

ARU’s Corporate Plan is a ten-year strategic plan which is
translated into two five-year plans (MTRSPs). These docu-
ments are broadly aligned to the recently revised mission
and vision of the University. (P2)

Institutional SWOC (strengths, weaknesses, opportunities,
constraints) analyses are conducted regularly to identify crit-
ical areas that need to be addressed as part of the imple-
mentation of the new MTRSP (medium term rolling strategic
plans, 2020/2021-2024/2025) (P3).

- In the past, faculties and departments were required to de-
velop departmental and school/faculty level strategic plans,
which acted as extensions of the university-wide strategic
plan. This practice was abandoned in 2015 when ARU
adopted the government’'s Open Performance Review and
Appraisal System (OPRAS). Under the current system, the
goals stated in the MTRSP are cascaded into the perfor-
mance targets of schools, departments and individual staff
members during the annual planning. As a result of this cas-
cading method, the annual plans become rather loosely
bound to the MTRSP. It is still difficult to consolidate the in-
dividual level annual targets to a collective set of five-year
university wide goals. (P4)

All'in all, the three core functions of the university (training,
research and public service) are properly formulated and in
coherence with the context and environment.

In short, ARU’s strategies seem to be over-ambitious and lack
coherence with available resources. A realistic development
path, building on existing strengths, comparative advantages
and distinctive opportunities are still lacking for ARU and for
its faculties. (R5)

Conclusion
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ARDHI is a dynamic institution, evolving in line with its complex environment and societal challenges.
To compete with other growing higher learning institutions in Tanzania, ARU has opted for diversifi-
cation of its training and research areas and establishment of new off-campus colleges outside Dar
Es Salaam. However, the existing strategies and solution on financing these innovations are hardly
convincing and it is not clear how the conditions required to attain these ambitions are being reunited.
The proposed ambition for the next five years requires a deeper paradigm shift, a significantly en-
hanced institutional identity and a huge expansion in terms of infrastructural and human capacity.
What is envisaged in the strategic plan seems beyond ARU’s capacity, considering the trend demon-
strated in recent years.

Context analysis delineates an area or domain where ARDHI could improve its strategic foundations.
Not so much a descriptive (symptom-based) but a causal (mechanism-oriented) analysis would add
value. The relevance and coherence of a vision and related strategy relies on the quality and depth
of the context analysis led at several scales (local, national, international) and supported by several
entries (evolutions in the social, economic, political, environment domains).

All in all, the strategic plans seem too ambitious, particularly with regard to the lack of resources.
Further efforts are welcome to ensure that ARU’s ambitions are actually and thoroughly shared and
transformed into decisions, behaviours and practices.

3.1.2. Existence of a set of simple principles which govern the university's/faculty's op-
erations

Findings of the self-assessment Findings of external assessment

Selected maturity level 5 Selected maturity level 4

Justification of selected maturity
level - Description of the existing sit-
uation

The values are well stated in the
Corporate Plan.

The University has several opera-
tional policies and procedures, eg.
ARU research operational policy and
procedures, ARU academic dishon-
esty policy, ARU research agenda,
Quality Assurance policy, Gender
Policy, Anti-sexual harassment pol-
icy. Most policies are available on-
line

Environmental research is well

Justification of selected maturity level - Description of
the existing situation

- The core values of ARU university include: Integrity, Creativ-
ity, Excellence, Equity, Teamwork, Internationalization, and
Professionalism. Unlike the university’s mission and vision
statement, the values were neither easily nor widely recited
by the interviewed internal stakeholders, including students
and staff outside the management. (P1)

The key question then becomes: to what extent are these
values integrated into the university’s everyday functioning
and decision making?

- ARU university has managed to develop a comprehensive
set of policies, guidelines and operational procedures. These
include the ARU human resources management policy, a

stated in ARU Research agenda.
ARU has a School dealing with En-
vironment (School of Environmental
Science and Technology)
Internationalization and Integrity are
the core values of ARU as stated in
the ARU Corporate Plan

gender policy of 2008, anti-sexual harassment policy, policy
on academic dishonesty, research policy, general regula-
tions and guidelines for postgraduate study programmes,
commercialization guidelines, etc. ARU still needs to de-
velop and adopt policies governing other key areas of oper-
ations such as environmental sustainability, energy effi-
ciency and ethical research conducts?. (P2, R3)

- Gender policy, further reviewed as an example of the poli-
cies, is narrowly focused on rebalancing men and women
across the various levels and resulted in notable progress in
this domain. But, while the university reviews the policy, the

2 There was a challenge of understanding the definitions of rule-based and principle-based governance. Generally, most
of the ARU business is based on the organizational spirit which exists as an organizational culture. However, the man-
agement of academic affairs (including, teaching/learning and examination handling) weighs more on the rule-based
approach. There are principles which students and staff members are required to adhere to, with penalties.
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gender dimensions unit remains understaffed and with a lim-
ited budget that supports a few awareness-raising programs.

Conclusion

Values and guiding principles are in place to govern the university operations, both at university and
faculty level. They are frequently turned into concrete institutional and individual practices and habits.
Gender is not forgotten. Still, comprehensive gender interventions are needed at ARU, with emphasis
on broader gender issues including gender mainstreaming across ARU’s research and training pro-
grams. Gender is thus is a key strategic area where progress can be made. Similarly, other policies
and guidelines at ARU needs to be reflected in the budgeting, and allocated with a sufficient level of
staffing. There are still some domains in need of formulating or updating the underlying governing
principles and guidelines. For example, at the moment ARU has not adopted an institutional guideline
on research ethics as a translation of the national guidelines provided by the government through

COSTECH.

3.1.3. University's/faculty's governance/management structures are effective

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5+

Selected maturity level 4+

Justification _of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

The University has an organogram.
The organogram is in most univer-
sity policy documents.

The University has a Council which
is the top most decision making
body. The Council has different com-
mittees such as Senate, Planning
and Finance Committee and the Au-
dit Committee and Human Resource
Committee to mention just a few

The Management has also commit-
tees such as Senate Higher De-
grees, Research and Publications
Committee, Committee of Deans
and Directors, Policy Steering Com-
mittee, Students Affairs Committee,
to mention just a few. These commit-
tees meet quarterly.

Members of different committees are
from different groups from the uni-
versity, including students, Worker’s
Unions, Students with disability.

The Council members are from dif-
ferent Governmental, non-Govern-
mental bodies and Government rep-
resentatives, etc..

- The organogram and management system exist and are well
known by staff members3. The University’s council is the su-
preme governing organ of the university. The decision-mak-
ing process is in most cases a bottom up approach (from the
lower level upwards) and some decisions go all the way to
the supreme organ (the Council). This is in one hand com-
mended for justice and quality assurance, but on the other
had this is challenged for being long and bureaucratic. (P1)

In practice, the university has a diverse and functional Board,
the Council, that meets regularly, on a quarterly basis but
also more often if necessary. (To avoid delays in decision
making, additional extra ordinary meetings are occasionally
conducted and in some cases the chairperson of the council
and other management committees may respond to unfore-
seen urgent matters). Overall, the governance and manage-
ment framework is relatively flexible. (P2)

Performance indicators are monitored internally and exter-
nally. Internally by the quality assurance bureau and the Au-
dit committee of the ARU University’s Council. Externally
through a performance contract signed between the univer-
sity through the vice chancellor and the National treasury

registrar. All in all, performance targets are measurable, but
some of them are ambitious and dependent on external fac-
tors such as government’s funding and possibilities of ac-
cessing donor-funded programmes. This indicates that the
coherence between targets and available resources may be
improved. A more flexible planning and budgeting system is
needed. (P3 and P4)

- Generally, the action plans are developed in a hierarchical
manner and they are derived from the Corporate plan and

w

The composition of ARU governing boards (both council and senate) is well defined. It includes; the management, staff
and students’ representatives, private sector, alumni association, the ministry of education, sector regulators, profes-
sional bodies and other relevant organizations related to ARU. These boards have a cycle of three years.
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The annual work plan is drawn from
the targets as stipulated in the uni-
versity strategic plan. Implementa-
tion of the strategic plans is moni-
tored quarterly.

Every staff agrees with his/her im-
mediate supervisor on the annual
targets of which the evaluation is
carried-out at the end of the year

Mid Term Rolling Strategic Plan (both developed in a collab-
orative manner). (R5)

Overall, the university adequately balances participatory ap-
proaches with effective decision-making, through involving
internal and external actors in decision making processes.
(R7)

- Despite some delegation of authority to the different lower
management levels, the control and command system re-
mains rather highly centralized.

- Functions of the various decision-making bodies of the uni-
versity are non-ambiguous and non-conflicting. But some
units such as the directorate of Research and Postgraduate
Studies and the Quality Assurance Unit have broad man-
dates which may not be implemented in an effective manner.
(R6)

- Some decisions are made through a series of hierarchical
committees while others are executed within the prospective
units. For example, examination results and appeals are dis-
cussed from the departmental level, up to the senate. This,
albeit long, process ensures that decisions are effective and
fair.

Conclusion

ing various planning tools).

Overall, ARU scores satisfactory on its governance structures (appropriate organisation chart, man-
agement system, various functional boards facilitating decision-making processes, action plan inspir-

For the remainder, the university adequately balances participatory approaches with effective deci-
sion-making; notably through the involvement of internal and external actors in decision-making pro-
cesses. Still, there is ample room to deepen the participatory processes, both at institutional and
operational level, inside and outside ARU University.

From a purely management point of view, in particular with respect to performance monitoring, there
is also room for significant improvement.

3.2. Capability to deliver on development relevant objectives and commitments

3.2.1. The university provides high quality, development relevant education

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 4+

Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

The curricula are developed based
on report of the needs assessment
and market study.

Major reviews of the curricula are
carried-out after every five years and
minor review after three years.
Every course in a curricula has well
stated learning outcomes

The University has quality assur-
ance tool to make sure that all the
operations meet the accepted qual-
ity standards

- ARU has adequate systems for curriculum development,
with due attention to the labour-market needs, relevance,
learning outcomes and quality. Specific market surveys,
University-wide tracer studies, institutional self-assess-
ments, and stakeholders’ workshops (with actors across
the private and public sectors), are conducted regularly by
the academic staff in accordance with the needs. Problem-
based learning approaches, consultancies and other out-
reach activities are used and provide key sources of input
feeding into participatory development and revisions of
courses and programs. Updates are also informed by re-
search and new technologies. (P1)

The university has clear quality assurance standards, being
effectively implemented, notably with the support of a
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Improvement/development of curric-
ula takes into consideration the com-
ments from stakeholders such as in-
dustries, government agencies, em-
ployers, professional bodies, etc..

ARU curricula have been accredited
by the Tanzania Commission for
Universities

quality assurance unit. The quality assurance unit is not
only tasked to monitor and benchmark the performance of
ARU’s operations but also to coordinate capacity building
efforts such as training on pedagogy and curriculum devel-
opment among others. Such activities are regularly imple-
mented; but they are also curtailed because of ARU’s
budgetary constraints. Furthermore, the Quality assurance
team needs to be empowered in terms of staffing and fi-
nance or redesigned to focus on learning and teaching
roles. Additional measures are needed to avoid that quality

assurance of the non-academic functions (such as human
resources management, general administration estates
management and ICT services provision) is crowding out
quality assurance on teaching, learning and research. (P2)

- ARDHI's educational programmes are accredited by the
National accreditation agency (TCU). The accreditation
processes implied professional endorsement procedures,
changes in academic programs and structures of academic
units. 5 new academic degree programs were developed in
the past two years. (P4 and R5)

- While acknowledging a leading role of ARU in specialized
fields, such as architecture and town planning, interviewed
external stakeholders including those from regulatory agen-
cies and employer organizations, argue that ARU will soon
face a stiff competition from other universities which have
recently started to offer programs similar to those at ARU.
Our investigations do not firmly indicate that this challenge
is adequately considered in ARU’s strategy. (R6)

Conclusion

Overall ARU scores rather well in providing good quality, market needs and development relevant,
education The existence and performance of the quality assurance unit is an asset. ARU complies
with all the national accreditation systems; with some rudimentary efforts to pursue also regional and
international accreditation.

A permanent concern for ARU’s strategic development is about striking the right balance between:
(a) efforts to create new programmes and become more multi-disciplinary, versus (b) still focussing
on regular adaptations and attractive innovations of the existing programmes and maintaining the
leadership in its specialization. Considering ARU’s lingering budgetary constraints, the institutional
assessment team observes a risk that the ambition of extending into new programmes and becoming
more multidisciplinary would be jeopardising ARU’s capacity to uphold its teaching and research
strengths in its current specialisations.

At the same time, ARU is involved in a growing inter-university competition which is partly viewed as
an advantageous innovative dynamic and also a threat to the competitiveness of ARU. It also reflects
a growing tension to conform to the market demands while upholding to the university’s principles.

3.2.2. The university is a multidisciplinary institution that produces major amounts of
high-quality research

Findings of the self-assessment Findings of external assessment

3+

Selected maturity level Selected maturity level 3

Justification of selected maturity level - Description of the ex-
isting situation

- Academic staff are confronted with severe understaffing,
overwhelming teaching and administrative duties and
thus have limited time for research. The annual target of

Justification _of selected maturity
level - Description of the existing sit-
uation

Academic staff are encouraged to
carry-out research and publish
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results. Publication is one of the pro- publications at the university stands at 200, but in the

motion criteria for academic staff. past four years the real number of publications ranges be-
The University has policies and tween 26 and 77. ARU has evolved from an industry-ori-
guidelines that allow staff to carry- ented institution to an academic one. Historically, the cul-
out research. ture of conducting research and tendencies of pursuing
Senior members of academic staff doctoral studies was much less present among the aca-
with PhD are few. More than 50% of demic staff of ARU. The evolution towards an academic
academic staff have no PhD. institution is characterized by a rather slow pace in devel-
Last year ARU organized one aca- oping the research culture. A few senior staff which are
demic conference expected to champion research activities are either

Ardhi university is a specialized uni- caught up into management roles or they are less inter-
versity therefore it has inadequate ested in academic research. (P1, R6)

multidisciplinary research. _ - This basic reality entails consequences: few seminars

As a result of few research projects, and research dissemination activities (including confer-
few academic staff attend academic ences) are organized, poor ICT driven-tools for data col-
conferences. lection, limited number of publications, lack of a central-

) o ized research repository to track and make best value of
University insist on research that the publications, and a relatively limited share of cost-ef-
have impact to the society, although fective research outcomes relevant for development. (P2,
these projects are few R7)

The University has been utilized by | . ARU still needs capacity building and culture changing in-
the Government in implementing its terventions to further evolve from the traditional role as a
development projects and in formu- polytechnic institution into a University.

lation of policies - Historically, ARU has been a specialized institution with a

focus on a few related disciplines. However, inter-discipli-
nary initiatives show an emerging and institutionally well
supported dynamism. For example, the department of
civil engineering was recently created and is embedded
into the school of architecture and design while the tradi-
tional urban and regional planning is now expanded to in-
clude economics and social studies. The new fields are
evolving into units and departments within the traditional
schools, with future plans of becoming independent aca-
demic units (schools/faculties). These diversification strat-
egies are confronted with limited resources and thus pose
a risk of failure or delays in establishing new autonomous
academic disciplines. (P3)

Conclusion

Considering its history as a survey training centre, ARU has been successfully evolving and is con-
vincingly a dynamic institution. However, ARU still needs capacity building and culture changing in-
terventions to facilitate its on-going evolution from the traditional role as a polytechnic institution (ac-
tion/project-driven) to a University (research-oriented). Restricted by financial constraints, ARU does
not or hardly finance research activities by its staff members. This partly explains why research ac-
tivities are rather poor in quantity, quality and diversity. Developing research that positively impacts
on society is one of the major challenges for ARU’s future. But, what sort of impacts, in which fields?
Choosing the most relevant areas of research is surely at stake: how to select them in close interac-
tion with engaged stakeholders, on which basis to establish the research priorities, how to effectively
and strategically support the researchers and research initiatives (meaning that by contrast they are
less involved in administrative or bureaucratic tasks)?

3.2.3. The university is perceived as areal actor and driver of Change

Findings of the self-assessment Findings of external assessment

Selected maturity level 3+ Selected maturity level 3
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Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

ARU has been organizing trainings/
outreach programmes especially to
the society although these are not
adequate as a result of limited num-
ber of research outputs caused by
limited number or research projects
A limited number of ARU research-
ers have been participating in Inter-
national Conferences
Outreach activities are included in
staff  performance  through
OPRAS

- Does ARDHI actively contribute to public policy debates
(local, district, national and/or international level)? This is
one area where ARU seems to lag behind other public uni-
versities. While staff members of ARU are reported to en-
gage in many international conferences and seminars, the
efforts to organize similar events at home are very limited.
(P1 and P2)

The impact of ARU in the society, generated through practi-
cal teaching methodologies and consultancy services, is
acknowledged by external stakeholders. Different aca-
demic staff of ARU are members of various committees
across the public and private organizations; they engage in
policy fora, and interact with the media on the various mat-
ters related to their expertise. A few academics reported
their hesitation to engage with the media as they feel that
they need to seek for approval/consent of the university
management. The management response acknowledges
some restrictions on circumstances where individuals
speaks on behalf of the university as an institution; but
management states that generally staff are free to share
their expertise widely. (P3)

ARU supports the dissemination of new ideas, concepts
and research results. This is done in several ways includ-
ing: (i) training, consultancy and advisory services offered
by ARU academic and technical staff (ARU staff are mem-
bers in governing boards for most of the agencies related
to Lands, urban and rural planning, environmental manage-
ment and other relevant fields), (ii) ARU staff, researchers
or students are engaged in the design and construction
management for many public and private sector buildings,
(iii) they conduct environmental and social impact assess-
ments for many turnkey infrastructural projects, (iv) they
provide advisory services on disaster and risk management
interventions (for example on Bukoba Earthquakes and
Mbagala Military explosions), (v) they develop urban mas-
terplans for several emerging cities in Tanzania including
Mlowa in Mbeya and Gairo in Dodoma. (P4, R5, R6)

The university is effective in contributing to public policy
changes. Based on its background and speciality, the con-
tribution of ARU is concentrated on the lands, urban plan-
ning and more recently the housing sectors. But also, in
other relevant and significant sectors, for example: (i) de-
velopment of a procedure for mortgaging land (Land Regu-
lations, 2019), (ii) contribution to the development of the Ur-
banization Management Policy of Tanzania, (iii) guidelines
on biofuels development in Tanzania. (R7)

Despite all these outstanding contributions, a question re-
mains: to what extent do ARU’s research and education pro-
cesses really facilitate the emergence of innovative solu-
tions, notably those relevant for communities, private sector,
etc.? Professors and students are frequently involved in lo-
cal development processes, but this does not necessarily
mean that they launch innovative change dynamics. Taking
part in a process as resource person does not necessarily
imply that one carries out or generates innovative ap-
proaches. Promoting innovation or creativity is part of the
university’s challenges. (R8)
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Conclusion

Ardhi university is deeply embedded into the Tanzanian community through training, consultancies
and extension services. Nevertheless, these specialized interactions and services are insufficiently
matched with cutting edge research and innovations and contributions to interrelated scholarly de-
bates. How can one ensure that one’s knowledge becomes a resource for the agency and creativity
of the actors in order to meet the challenges? To what extent does ARU systematically support sur-
veys or action research carried out by communities, local or national authorities? In the wake of this
reflection, it appears that both aspects need to be taken into consideration: the content or theme of
the research but also the approach to the research, in particular the way in which ARU researchers
or students help actors find the best solutions and the best way to experiment and test them. How to
become an actor in the development field? Which stance to take with regards to: solution/outcome
oriented or process/transformative oriented? These are still open questions.

3.3. Capability to relate to external stakeholders

3.3.1. The university creates the condition for effective network development and is
aware of the importance of formal institutional alliances

Findings of the self-assessment Findings of external assessment

Selected maturity level 3+ Selected maturity level 3

Justification of selected maturity
level - Description of the existing sit-
uation

Justification of selected maturity level - Description of
the existing situation

- Both, external and internal communications in the university

Presence of Marketing committee

chaired by The Vice Chancellor

ARU website used as a marketing

tool

ARU has a public relations office

ARU participates in exhibitions

The University has a Links Depart-

ment to ensure linkage with other in-

stitutions outside Tanzania

The University is developing guide-

lines for linking ARU research out-

puts with Industry

ARU has a Land Administration Unit
that is used for outreach pur-
poses

are officially managed by a Public Relations Officer (PRO)
who is guided by the institutional public relations policy. This
external communication system is used to communicate ef-
fectively with key stakeholders (government, community, pri-
vate sector, funders, ...). But it still lacks a strategic perspec-
tive; for example, further strategic guidance is required, in
terms of structural internal collaboration between the ICT
and public relations teams oriented to enhance the use of
ICT in the communication process; also, in terms of partici-
pation in fairs or wide audience public events, etc. (P1)

The level of networking capacities is rather low, due to the
understaffed public relations unit (2 staff only) and limited
training for researchers to disseminate their findings. To
what extent do the academics use the PRO to promote their
own researches or activities? The importance of networking
is mentioned in some official documents, notably in light of
external resource mobilization. In practice the university
hardly provides financial support to its academics for their
communication activities. (P2)

School days and some other activities, open to external au-
diences, are organized annually between students and staff
to demonstrate new innovations and external stakeholders
are invited. Projects offer other opportunities to exchange
and communicate with another range of stakeholders. (P4)

From a more political point of view, ARU is not very active in
organizing and hosting national or international thematic
platforms with a view to defend a particular programme or
vision, with the exception of the domain of urban planning
(and even in this field, what are the core concepts promoted
by ARU?). (R5)
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- All in all, the means devoted to external communication and
networking remain poor. The dependence on external re-
sources remains high. For example, covering costs of at-
tending external conferences is fully dependent on external
funds. (R6)

- Such weaknesses might be partly explained by the absence
of an explicit and dynamic ARU strategy on networking and
on the best way to communicate with (external) stakehold-
ers.

Conclusion

Developing its visibility and acknowledgement, taking part in public events, participating in exhibitions,
making known and acknowledged one’s resources, are valuable and necessary measures which are
taken by ARU at several levels and when there are opportunities to do so. Nevertheless, some key
questions remain open for reflection: to what extent does the university have a clearly defined net-
working strategy in line with its mission? Participating in networks in a meaningful and targeted way
is one thing; generating, organising and directing networks is something quite different. The first po-
sition is a follower position, the second is a decision-maker position. Current ARDHI’s position is close
to the first one.

Another key question concerns the content: what does ARDHI want to share through networking
activities? Whom with? What sort of influence does the university and its departments wish to exert?
To bring about what change at what levels? To exert what influence? These questions are not com-
pletely absent; but they really need to be deepened and unpacked rigorously.

Networking is not only a matter of information but also, and above all, a matter of action, of collabo-
ration and of “doing with”: being in a network means participating in a productive process (producing
material things, but also opinions or influences, and outcomes or impacts) with strategic and relevant
collaborators and audiences. This is where the performance of one’s participation in a network can
be properly assessed. There is ample room to deepen and widen this perspective at ARU.

Overall, networking by ARU appears to be rather weak, not so much in terms of quantity or visibility,
but in terms of purposes and impacts due to this visibility. Further strategic guidance is required on
the message to be conveyed by ARU’s presence or participation in an event: what is it supposed to
trigger?

Consequently, ARU could benefit from building an explicit and strategic approach to communication
and networking, targeting the promotion of the university as such, as well as the promotion of some
key ideas and concepts that link with the roots of ARU’s identity.

3.3.2. The university has a vast network which is actively used

Findings of the self-assessment Findings of external assessment

Selected maturity level 4 Selected maturity level 3+

Justification of selected maturity level | Justification of selected maturity level - Description of the ex-
- Description of the existing situation isting situation

ARU has a links department and has | - The university systematically involves external stake-

signed several MoUs with different in-
stitutions outside the country and in-
side the country

The University has a public relations
office

All academic units organize School/
Institute days

External stakeholders such as profes-
sional bodies, employers, govern-
ment agencies, etc., are involved in
curricula development

holders when curricula or courses are developed (pro-
fessional bodies, employers, government agencies). As
a general rule, involvement of external stakeholders
(private sector, other academics, potential employ-
ers...) is rather systematic. But this networking endeav-
our is hardly contributing to the academic life. It is not
clear what external stakeholders can contribute and
what influence do or may they exert on ARU. The other
way round, what sort of influence does ARU exert on
these stakeholders? The content and depth of the rela-
tions is still matter of concerns. (P1 and P2)
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Needs of the private sector are sought | -  External actors are thoroughly engaged in the develop-

during curricula development ment and review of curricular through stakeholders’
Opinion of ARU is always sought by workshops and tracer studies. (P3)

different stakeholders including gov- | . The administrative unit responsible for coordinating link-
ernment when it comes to matters re- ages and internationalization activities is only having
lated to Land and Built Environment one staff and is thus understaffed. (P4)

- Some collaborations are worth mentioning, for example
the advisory to ministries and agencies through mem-
bership of faculties in their boards, and through collabo-
rative arrangements for example with the disaster man-
agement department of the Prime Minister’'s Office.
Again, the question of the influence exerted and societal
value generated or supported by ARU, through this sort
of relation, is worth being raised.

- Appendix 7.12. presents a landscape of the current rela-
tionships between ARU and several types of stakehold-
ers: (i) other national and African universities, (ii) non-
African universities, (iii) national and international organ-
izations, and (vi) private sector and NGOs. A few com-
munities or local public authorities have been mentioned
by the ARU representatives met during our investiga-
tions. Not that they do not exist but simply they are not
formulated in a formal schema. Agreements with other
universities mainly focus on research or academic activ-
ities: masters and short mobility scholarships for candi-
dates from the partner countries, training, research, ex-
change on disaster risk management, which is the core
business of ARDHI, collaborative research, co-supervi-
sion, student exchange, and so forth. Collaborations with
national and international organizations are more diver-
sified, they include: training, research, technological ex-
change, through joint research, publications, staff ex-
change and training, equipment, implementation and
management of a platform linking several actors, ... A lot
of these are linked with land information and disaster
management. With the NGO and the private sector, ARU
engages in: training, research, field attachment on differ-
ent construction technology and disaster management
programmes. (R5 and R6)

- Towhat extent is ARDHI well known and viewed as a con-
structive and empowering presence by the community?
Certainly, to some extent in the field of urban land man-
agement when the university is engaged in collaborative
programmes in the position of external advisers or wit-
nesses. But beyond? (R7)

Conclusion

As already underlined, networking is a domain where ARU can still engage in major improvements,
focussing (among others) on (1) the embeddedness of ARU, at local and national levels, within the
community, among public bodies and in collaboration with the private sector levels, and on (2) the
image of ARU, for the university to be truly perceived as an actor of change; both from a knowledge
and know-how perspective and from an undertaking / entrepreneurial perspective.
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3.3.3. The university obtains additional project funding

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 3+

Justification of selected maturity level

Justification of selected maturity level - Description of the ex-

- Description of the existing situation

isting situation

Presence of resources mobilization
directorate

Presence of council committee on re-
source mobilization

Staff are assisted by the University
when developing research proposals
ARU carries Internal auditing of all
projects

Auditing of all projects by Controller
and Auditor General annually
Actively monitored quarterly through
Committee of Deans Directors as a
management committee

The University has a few externally
funded research projects

The management of the funds is ade-
guate

Obtaining additional resources, in particular financial re-
sources, is always a tricky issue. The issues assessed in-
clude: the extent at which ARU has strong and effective strat-
egies for internationalisation and the level of understanding
among ARU staff of the local and international funding envi-
ronment, as needed to adequately implement a relevant
funding mobilisation strategy. Annexes 7.7, 7.10 and 7.12
clearly show that ARU takes this challenge seriously (diver-
sity and number of actors involved). But, if one looks at the
figures, good year, bad year, the contribution of external re-
sources does not exceed 5% of the university’s overall an-
nual budget (external funds account for 4.4% of ARU’s
budget as indicated on annex 7.2). In a nutshell, the external
funders do contribute a major share of the research funding
which remains insufficient. The following findings can be
highlighted. (R4)

- The IA team could not cite any documented strategy for

internationalization and resources mobilization. (P1)

- 10 new links (MoU) have been signed in the previous fi-
nancial year.

- The University is capable of providing facilities, and per-
sonnel inputs but not the matching co-financing re-
sources on joint projects with external collaborators.

- Most of the resource mobilization activities are done at
the school/department level with facilitations from the
DVC-AA’s office, in close relationship with specific pro-
jects. But it is not clear to what extent these projects con-
tribute also to the global pool of knowledge.

- Overall, the university staff are adequately supported in
raising and managing external funds (proposal writing,
grant management, etc.): (i) mini grants to support retreat
costs (per diems, communication, travel) are allocated by
schools and offered to facilitate proposal writing work-
shops, (i) quick responses when the management is
needed to endorse proposals and donor requests, (iii) but
few resources for international travels?. (P2)

- The university actively monitors externally funded pro-
jects (both administratively and content-wise): (i) inspec-
tions/pre-audit, quarterly internal auditing and annual ex-
ternal auditing process by the National Audit Office, (ii)
external funds are managed in a single forex account but
with separate check books and separate “source of fund”
tracking and reporting in the accounting system (financial
reports are also customized according to standards and
requirements of the financer), (iii) financial guidelines de-
veloped in adherence to Government’s regulations but al-
lowing some flexibilities, (iv) financial management and

4 No database, the links department is under-staffed and underfunded, No guidelines on management of externally funded
research and other projects have been developed for the university.
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procurements administration are mainstreamed into the
university’s system (without sterilizing the leeway of the
concerned actors). (P3)

- The external assessors found no records or indications of
project/program failure when reviewing the reports and
documents related to previous long-term collaboration
programs. For example, the Swedish cooperation
framework under SIDA is positively reviewed and has
been renewed twice. The elements obtained indicate that
ARU delivers on the results agreed upon in the funding
agreements. This is also being confirmed by positive
feedback obtained from external partners of ARU. (R5)

Conclusion

Overall, the current situation is not yet satisfactory. On the one hand, we underline that ARU is ben-
efitting from same additional financial resources, available within the framework of strong MoU or
conventions, sometimes established on a longstanding basis and accordingly reviewed and pro-
tracted. But, on the other hand and in spite of some useful support to resource mobilisation, the level
of external funding remains far below the needs, while some potential sources of external funding
remain to be tapped by ARU. Overall, partner feedback obtained suggests that ARU delivers rather
well on the results agreed upon in the funding agreements.

Furthermore, ARU lack a vision and strategy to manage its dependency on external resources for
high-level quality research. To what extent are research activities calibrated to comply with external
means? What is ARU’s actual margin of manoeuvre in the negotiation processes when budgets are
on the table? Is the headroom imposed by the donors? Partnerships are proclaimed fair and bal-
anced, but the capacity to ensure that it is true in practice remains insufficient.

The reading of the self-assessment made by ARU in 2019, in view of being re-accredited, also sug-
gests that partnerships with the industrial milieu would be inadequate (in other words, national and
international industry does not significantly invest in researches carried out by ARU).

3.4. Capability to act and commit

3.4.1. The university is able to make and implement decisions

Findings of the self-assessment Findings of external assessment

Selected maturity level 5 Selected maturity level 5-

Justification of selected maturity level | Justification of selected maturity level - Description of the ex-
- Description of the existing situation isting situation

Elaborate structure present. Several criteria can be utilized to address this field of preoc-
Job descriptions are well elaborated | cupations.

on the Harmonized Scheme of Ser- | . concerning the delegation of responsibilities in ARU: (i)
vice and the Scheme of Service for Performance of collaborations with NGOs and Private
Administrative Staff sector was confirmed by stakeholders. Although ARU is
Decisions start at unit levels. a public institution, partly hampered by some bureau-

cratic procedures, this is note preventing smooth collab-
orations and timely delivery by ARU5. With one NGO for
example, funds were transferred to ARU at a later stage
after realizing that the financial authorization system was
flexible and responsive, (ii) the financial authorization
system allows deans/directors to authorize up to about
2000 Euro equivalent, and DVCs up to 4000 Euros.

5-In practice, a lot of decisions are made at the academic unit or administrative unit levels. The autonomy lies at this level,
meaning that not everything is centralized.
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- Duties, mandates and responsibilities of the various lev-

Financial commitment beyond these thresholds requires
the approval of the Vice Chancellor. This facility is proving
useful in practice (from an action-driven perspective).
(P1)

els of ARU’s management are clarified in the organogram
of the university. The various regulations including on pro-
curements, human resources, financial guidelines and
other established operational procedures clearly assign
units with defined duties and obligations. These
measures, systems, structures and processes allow ARU
to engage and commit in a timely and effective manner.

(P2)

- Overall, the leadership of the university is effective in
timely and appropriate decision-making, while some limi-
tations still need to be addressed, as shown through the
following findings. (R3)

(i) Procurement processes, relying on government’s reg-
ulations, are confronted with frequent delays. Procure-
ment processes and/or outcomes are sometimes in
conflict with the university’s strategy to be cost effec-
tive. There is a clear need for some procurement pro-
cess redesign and modernisation; thus, avoiding bu-
reaucracy and ensuring that “compliance” is not pro-
hibiting timeliness and “value for money” of procure-
ment.

(ii) The performance appraisal system ensures that staff
and management team, at their different levels, act on
their obligations in a timely manner.

(iif) Being a public institution, the university’s manage-
ment and strategic leadership (Council) have limited
control on some key decisions, such as staff hiring and
infrastructural development; which require approval
by government. For instance, tuition fees for the tech-
nical degree programs are lower compared to the run-
ning costs, but the rates are controlled by the govern-
ment to ensure inclusivity or other criteria (see appen-
dix 7.8 for more details, data or facts).

Conclusion

Overall, the university, as an institution, is properly shaped and managed in a spirit and within frame-
works ensuring easy but nevertheless sound and effective decision-making processes, i.e. without
jeopardizing institutional functioning. In an innovative perspective there is room for more participatory
structures, devices, mechanisms and settings, notably in the various committees (see table 7.8.4,

appendix 7.8).

3.4.2. The university has adequate and well managed Human Resources

Findings of the self-assessment

Findings of external assessment

Selected maturity level 4

Selected maturity level 4

Justification of selected maturity level

Justification of selected maturity level - Description of the ex-

- Description of the existing situation

isting situation

Hiring process is done without dis-
crimination and all the positions are
adequately advertised.

Our field investigations in this area lead us to some important
findings:
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Basic personnel available. However,
ARU has few lecturers, senior lectur-
ers and professors. Majority are assis-
tant lecturers and tutorial assistants
(junior staff).

Some senior staff are about to retire
The University carries training on how
to write good research proposals/ pa-
pers to its staff

Human Resource Development Pol-
icy is in place. Staff performance is
done through OPRAS

The University has several commit-
tees to make sure that staff or student
complaints are addressed. These in-
clude: Integrity committee, Discipli-
nary committees, etc.

Hiring of administrative staff is done by the Government
based on the approved allocations in each financial years®.
As a result of the government’s recent measures that pro-
mote free staff mobility across the public service, ARU
has recently experienced a notable rate in administrative
staff turnover with more leaving than joining. (R9)

Hiring of academic staff is operationalized by academic
units upon approval of the management and according to
the slots allocated approved by the Government annually.
The total number of approved recruitments is normally be-
low the HR deficit of the university. However, the hiring
process itself is transparent, merit-based and fair. In the
case of tallying qualifications between male and female
candidates, the female is picked. While administrative
staff are already balanced in terms of gender, among ac-
ademic staff there is only 33% female. This is an area
where progress can be expected. (P1 and R8)

Except for one research centre and for a few research
teams, the % of academic staff effectively engaged in re-
search remains very low. This is particularly true when
compared to other reputable universities in Tanzania or
globally. But there is a notable progress in the past ten
years. Publishing tendencies were even lower than now.
A notable share of staff members would retire without ha-
ving PhD training.

The university possesses enough adequately trained per-
sonnel for conducting educational programmes (Bache-
lor, Masters and Ph.D) using state-of the-art pedagogic
approaches. Some significant findings support this con-
clusion: (i) the quality assurance currently in force, (ii)
training of staff, inside and outside the country, (iii) to
comply with TCU’s regulations, part time academic staff
are contracted by the university. These include staff from
the neighbouring universities, postgraduate trainees and
retired academics. The share of temporary staff does not
exceed a third of the permanent faculty members but in
most cases, they are not deeply engaged on research and
non-teaching roles, (iv) the maximum teaching hours per
week does not exceed the TCU’s thresholds, but the over-
all staff-student ration is relatively above the caps. (P2)

To what extent does ARU have enough, adequately
trained personnel capable of conducting state-of-the-art
research? On the one hand, short training on research
proposal writing and research methodology is proposed
and proves to be accessible. On the other hand, it is
widely admitted that research culture and the related
know-how are rather weak; while acknowledging the ex-
tent of this challenge may significantly vary from one
school to the other. (P4)

The number of administrative staff seems to be rather in
line with the university’s current needs. Nonetheless,
some units, including the IT department are visibly under-
staffed. Furthermore, the administrative staffing may

6- About inclusiveness in terms of races and religions, generally in Tanzania ethnic and/or religious biases are rarely
monitored or observed in workplaces. However, there are some exceptions where bias can be visible but ARU did not
signal such a situation
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need to evolve to keep up with projected expansions in
student enrolment. (P5)

- About the system for staff development, promotion, mo-
bility, performance reviews, the following findings or con-
clusions are worth being stated. (i) Guidelines on staff de-
velopment exist. Heads of Department prepare and dis-
cuss with their team on training plans for academic staff.
This is particularly relevant for those requiring the univer-
sity support/bursaries. The support is only relevant for
studies within the country. Staff members who manage to
secure scholarships are instantly granted study leave. (ii)
Staff promotion is guided by the scheme of service appli-
cable to all public universities. Some challenges with sub-
jectivity in endorsement of some publications have trig-
gered the creation of a committee to guide on acceptable
publications. (iii) According to a recent government secu-
lar, staff are free to move around between the various
public institutions. Qualified civil servants are able to
move in and out of ARU by following the guidelines stipu-
lated. (P6)

- Mechanisms for conflict resolution and complaint man-
agement are in force at ARU: (i) From a discussion with
academic staff, it appears that these matters are handled
with transparency and fairness. The academic staff as-
sembly and the worker’s council are well established and
strongly represented in the university’s decision-making
machinery. (ii) For students, most of the cases are related
to academic dishonesty and failure to pass exams. Worth
being noted: there is a series of disciplinary committees
and hearings which include students’ representatives.
From the discussion with students, these processes are
comprehensive enough to provide justice. iii) Salaries and
other remunerations are broadly defined by the scheme
of service which cuts across all public universities. With
its location in a major city, Dar Es Salaam, ARU does not
suffer a notable staff turnover. But the ability to attract new
staff remains limited. (P7 and R9)

Conclusion

There are few major problems in the domain of human resource management. ARU has established
all the structures, frames, devices and mechanisms necessary for the university to function smoothly.
In the HR domain, gender balance is improving, but reaching gender balance at all levels of the
university is still a challenge. From our field investigations, some remarks can be made:

- Top management is male dominated; the vice Chancellor and two deputies are all male. Generally,
there are improvements in the gender balance since the establishment of ARU’s 2008 gender
policy. In student enrolment the share of female candidates has grown from 19% in 2006 to 38%
in 2018. Heads of departments are at 50% female and for deans 2 out of 5 are female.

- Administrative staff are gender balanced, but academic staff are at about 35% females. It must be
noted that the latter portion of females increased from 10% before 2010 to nearly 35% now. Key
gender strategies are mainly focussed on awareness campaigns in schools to encourage girls to
enrol in ARU courses. But the Gender Dimension Unit remains understaffed and with limited
budget.

For the rest, as a general rule, human resources management is not an area where much innovation
is expected in ARU. Nevertheless, there is room for significant improvements. Gender thinking, taken
as an example, seems to be rather conventional. Gender is obviously not simply a question of balance
between male and female staff. Gender poses the challenge of inequality, inclusion, domination, not
only of one sex over the other, but more broadly of certain social categories over others. The
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fundamental concern is political: which category exploits, dominates, excludes, abuses, exerts
violence against which others? These kinds of questions are simply off the radar at ARU.

ARU still faces a fundamental HR challenge with respect to significantly increasing the % of its
academic staff, that is actively engaged in research, capable of conducting state-of-the-art research
and of mobilising external research funding. This requires sustained efforts combining capacity
development and engaging existing staff with complementary recruitment of academic staff having
excellent research credentials or at least strong research potential. However, for now, budgetary
limitations are constraining both components of such HR endeavour.

Furthermore, current HR policies, systems and practices as well as the prevailing organisational
culture do not seem to be ready to support a fast further expansion of the university, as envisaged in
ARU’s strategic plans.

3.4.3. The university has an adequate infrastructure

Findings of the self-assessment Findings of external assessment

Selected maturity level 3+ Selected maturity level 3

Justification _of selected maturity | Justification of selected maturity level - Description of the ex-
level - Description of the existing sit- | isting situation

uation Infrastructure is always a touchy issue. ARU is not an excep-
Presence of basic ICT infrastructure, | tion in this matter. Our main findings in these domains can be
but not all buildings are covered. synthetized in a few points. Let’s begin with buildings:

The ICT infrastructure is outdated. | . The Lands building was recently completed with a capacity
Undergraduate admission is done to accommodate 228 members of staff. Nevertheless, the
electronically but the university ex- assessment conducted for the MTRSP reported a deficit in
periences problems due to problems office space, needed to accommodate over 400 users. The
in ICT infrastructure _ deficit is also experienced for classrooms, laboratories,
Classrooms are available the Uni- students’ residences and the library. (R4)

versity is striving to expand the infra-
structure

The University has Environmental
science Laboratory, Experimental
Halls and GIS laboratory

- Student residence halls on campus have a capacity to ac-
commodate only 500 students out of over 4500. In addi-
tion, they also require major renovations. A new residence
hall under construction will accommodate about 600 stu-
dents, but only half of it will be ready for use within a year.

- The university has the ambitious goal of improving infra-
structure, this is included in the masterplan. Designs and
drawings have been developed for several buildings in-
cluding the health centre, library, students’ centre, etc. But
these expansions are largely dependent on development
funds from the government, loans and support form agen-
cies such as the World Bank or other sources of funding
for infrastructure.

- Itis worth noting that in the past two years, the government
has resumed the practice of providing development funds
for infrastructural development of public universities.

About ICT systems and services:

- Many complaints on ICT services. Slow internet connec-
tion, lack of Wi-Fi access in essential parts of the campus.
(R2)

- No online training yet: five years ago, there was a joint pro-
ject which developed an online short course on disaster
management. But the system was out-dated and not main-
tained.

- The library is small, without computers and with a limited
and outdated collection of books (13 thousand volumes
recorded in 2016). With an analogue catalogue system. An
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open source (Koha) catalogue management system is be-
ing digitized, currently at the data entry stage. The univer-
sity allocates the annual budget of about 15000 USD for
books purchase. There is a volume acquisition committee
which processes the departmental/school level needs and
procures. Procurement procedures and limited availability
of specialized books in the country are however hampering
the process. (R3)

- Ardhi university has a subscription to electronic resources
(currently including SAGE, and some limited journal from
Taylor and Francis, Cambridge Journals) this is managed
under the membership in the consortium of Tanzania Uni-
versity libraries. The subscriptions decline annually as it
was originally receiving a significant level of subsidy from
INASP. The subsidy scheme is gradually declining and
thus the subscriptions depend on members’ annual contri-
butions.

About the technological facilities:

- There is a widespread use of innovative low-cost solutions
such as smartphone apps for surveying and measurement
equipment used by students and staff.

- Generally, the survey equipment is used by students for
training but are also offered to staff for research purposes
(priority on teaching).

- Workshops, for carpentry, welding and electrical engineer-
ing have the capacity of 30 persons each. Rotation
schemes are used for courses which enrol up to 100 stu-
dents.

Availability of adequate and accessible space (classrooms,
labs, etc.) to conduct research and deliver classes:

- Classrooms are sufficient under the current level of enrol-
ment. But with the existing ambitions of increasing by up to
1000 more students annually, from the next academic year
onwards, there is a need for serious expansions of class-
rooms.

- Laboratories and workshops are not sufficient in number
and size. Some categories of laboratories and workshop,
including those for civil engineering and electronics, are
lacking; thus ARU students and researchers have to use
those of UDSM. A room for electronics workshops has
been allocated and it is currently being renovated with fu-
ture plans to acquire the equipment.

- The following issues were raised about the laboratories at
the university, notably to conduct state-of-the art research:
(i) not enough for training and similarly for research, (ii) out-
dated equipment (for example, the Environmental engi-
neering laboratory is equipped with a spectrophotometer
with the capacity to measure at one in a million accuracy,
while the most recent technologies have reached the accu-
racy of one in a trillion, (iii) ARU has purchased some ro-
botic survey equipment under the World Bank funded pro-
ject. These are regarded as modern state of the art equip-
ment, but they are only two in number. More of them are
needed for meeting corresponding training and research
needs. (R5)
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Except for a few donor-funded projects, academic staff have
few (or no) access to flexible research funds (e.g. for setting
up small experiments). (P1)

Conclusion

The university is functional, but infrastructures are not sufficient for the various schools and laborato-
ries to fully meet their challenges. Infrastructure, in the broadest sense of the word, is a domain where
a lot of quick wins are possible and where basic improvements are required; especially when consid-
ering ARU’s ambition to rapidly grow its student enrolment. As far as infrastructure is concerned,
maintenance is another pending issue.

This is the blind spot of the current situation and reflection: which amortization plan, which organiza-
tion for maintenance, how to fund maintenance, considering that the envisaged infrastructural devel-
opment will further increase the maintenance requirements. Maintenance is thus is another area that
requires significant improvements in planning/budgeting, funding, and implementation.

3.4.4. The university has adequate and well managed financial resources

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 5 for financial manage-

ment
3 for adequate finan-
cial resources

Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

ARU has been receiving clean re-
ports throughout its life period. ARU
received prize from National Board
of Accountants and Auditors for re-
ceiving clean financial records
among Higher Learning Institutions
in 2016

The University has automated finan-
cial management system linked with
the Government system

The University has few research pro-
jects

Overall, ARU has effective and smooth financial management
systems, with sufficient checks and balances. (P1)

- Audited by the National Audit Office with clean reports in
the past five years. In 2016 ARU received a trophy of com-
petence on financial management by the regulator. (R4)

- Financial guidelines are adhered to by the staff. The fi-
nance department has six certified public accountants.

- An internationally procured financial management system
(Microsoft Navision ERP) is being used.

However, the availability of adequate financial resources at
the different levels (department, faculty and university) is a
constant source of preoccupations. (R2)

- Current budgets are considered as not sufficient with re-
gards to the growing needs. Resources are properly allo-
cated to essential activities of schools or departments, but
they are perceived as really insufficient.

- The budget allocation is reported to be limited and usually
less than the amounts requested by heads/sub-vote hold-
ers.

The budgeting process is properly done in a bottom up man-
ner and there is space for revision / adaptation in the middle
of a financial year (this is clearly an asset). However, there is
still a need for training on the recently established activity-
based budgeting system.

In the wake of these general findings, a question must be
raised: to what extent is the university appreciated for its man-
agement of external funding? As a matter of facts, all our in-
terviews inside and outside ARU invite us to conclude that
there are no obstacles or difficulties at that level. ARU financial
management is appreciated by external stakeholder for its
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transparency, regular updating, external and internal checks
and balances, procedures, etc. (R3)

The strengths presented above are also confirmed in the ex-
ternal audit report on the 2018/19 financial year, conducted by
the National Audit Office.

Conclusion

Generally, the university is financially compliant to statutory and legal regulations. This conclusion is
confirmed by external auditors.. ARU complies to the public sector financial guidelines and accounting
manuals, with absence of major queries in the audit report. There is some area of improvement in
avoiding bureaucracy through appropriately combining technical strength and integrity in financial
management with managerial flexibility, comfort and transparency.

While ARU demonstrates excellence in managing the available financial resources, the current level
of funding remains significantly below what is needed today. In spite of additional development fund-
ing allocated to ARU by the Government, the existing trends in recurrent funding provide insufficient
financial leeway for ARU’s ambitious expansion plans.

3.4.5. The university has effective systems and processes for administration and pro-

curement and logistics

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 5-

Justification _of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

There is a DVC dedicated for admin-

istration. The powers are delegated

to various departments pursuant to

the Organogram

The university uses Public Procure-

ment Act and its regulations.

The university is audited annually

Presence of university annual pro-

curement plan approved by the

Councll

There is an inventory of university
properties

The institutional assessment team found a well- established
and effective administrative system at ARU. There is a well-
guided and functioning governing structure from the Senate to
the Council and their committees. The Management is led by
the VC and two DVCs. The leadership tenures and appoint-
ment processes are also clearly stated and adhered to. Spe-
cialized administrative units such as accounting, IT, HR and
procurements are led by experts with relevant training and ex-
perience. (P1 and R3)

The university has effective systems, structures and pro-
cesses for procurement and logistics. (P2)

- ARU’s procurement management adheres to and complies
with governmental regulations. But, at the same time, the
system is regularly perceived as bureaucratic and slow,
thus weakening the performance, as perceived by user de-
partments and other stakeholders involved.

- The Procurement Management Unit has a team of 9 staff
of which 6 are registered by the professional board (of pro-
curement management). Procurement staff are not sys-
tematically involved in planning and (annual or project)
budgeting, consequently some costing done for procure-
ment plans are often under- (or over) estimated. This
needs to be improved.

- ARU applies anti-corruption measures which are effective
and well aligned with guidelines for tendering set by the
Government’s Procurement and Supplies Agency; but they
are also considered to be delaying, and are thus matter of
debate.

- The procurement system is computerized; this helps to
reach a good level of transparency.
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- The ARU procurement processes are adaptive to the do-
nor-funded projects’ requirements. For example, a project
coordinator of an externally funded project was recently
provided with a pre-payment to purchase a plagiarism
software available online with their credit card.

Overall, procurement management applies a rather bureau-
cratic paradigm of procurement, mainly focused on compli-
ance with public procurement regulations. There is need for a
paradigm switch and process innovation towards ensuring
compliance together with timeliness and value-for-money of
procurements. This requires a proactive and supportive in-
volvement of the procurement team from the initial planning
and budgeting stage onwards.

Logistics and supply chains are embedded into the procure-
ment management unit. Generally, the distribution of pro-
cured supplies for office and teaching/learning uses is re-
ported to be effective, as per feedback by both academic and
administrative staff. (R4)

Conclusion

ARU is not yet a top academic institution in Tanzania and the world. So far, the recent trends and
current management’s dynamism indicate a clear path towards this envisioned position. But to accel-
erate these efforts, a significant amount of technical and financial support is sought.

Procurement systems are compliant to the government’s regulations and guidelines. The tendering
system is less vulnerable to corruption, but it is reported to be slow and bureaucratic. A well-prepared
procurement plan and timely involvement of procurement staff are required to avoid delays in execu-
tion. In some donor funded/collaborative projects, arrangements are made for some procurements to
be executed at the partner side. This shows that the system is somehow flexible when action is at
stake.

The supply chain and logistic system is effective, although its efficiency depends more on the pro-
curement system. Furthermore, the IA found the administrative system of ARU to be effective and

properly organized.

3.4.6. The university has effective systems and processes for project management and

guality assurance

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 5-

Justification _of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

Committee of deans and directors
that monitors all projects

Internal auditors audit projects and
properties

Report from auditor pinpoint weak-
nesses and the responsible depart-
ment is required to explain how it is
going to address the weaknesses.
The bought goods are inspected by
the expert

Before a contractor is paid for build-
ing works, he is supposed to get a
certificate from a project consultant

From our investigations, some transversal conclusions can be
drawn about project management at ARU.

- The management of externally funded projects relies on
the procedures determined by the various donors. This can
become rather complicated if the administrative and bu-
reaucratic demands, procedures, and tools are not similar,
and as they emphasize different criteria.

- The quality assurance bureau provides an oversight on
projects’ management. But there is still a need to have a
specialized project coordination unit. This will allow the
quality assurance team to focus on teaching and learning
(which is its major mandate). Now, in following-up special-
ized projects or programmes, funded by external
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showing that the work is of accepta-
ble standards.

stakeholders, the quality assurance team seems somehow
diverted from its priorities. (P1)

- Dedicated systems, tools, procedures and frames for pro-
ject management, including data management, are still
needed. (R4)

Appendix 7.9 provides a rather detailed overview of the exist-
ing quality assurance (QA). Some indications are worth being
highlighted here:

- ARU has a Quality Assurance Bureau (QAB) responsible
for coordination of quality assurance; (P2)

- Mission and objectives of this department are clearly de-
fined,;

- The QAB has developed a number of Procedures and In-
struments (QA tools) since its inception in 2009. Most of
the QA tools were developed in the QA Handbook ap-
proved by Senate in April 2018 and, in some cases, more
recently updated,;

- Courses are evaluated by the students. For every course,
students evaluate: teaching performance of every lecturer,
teaching resources and facilities, and the suitability of
courses.

- Institutional self-assessments are conducted on a regular
basis as required by TCU;

- The quality procedures cover a wide range of topics, in-
cluding: students’ admissions and assessments, staff re-
cruitment and appraisal, existence of ARU Risk Register
and Risk Framework, use of plagiarism checker software.

- 38 quality tools and procedures are regularly in place and
widely known by the concerned actors. (P3)

In its 2018/2019 self-assessment exercise, the University has
underlined two main weaknesses with regard to Quality As-
surance: (i) inadequate capacity for quality control of public
outreach activities and (ii) the inadequate operationalization of
the QAB governance structures.

Concerning project management, ARU recognizes that pro-
gress can be made to better plan and better follow up on initi-
atives and development-oriented programs’. (P1)

Conclusion

ARU has developed and put into action a set of relevant procedures and tools to control the quality
of research and teaching activities. This range (diversity) of instruments and procedures shows that
ARU is deeply concerned with quality assurance and seeks to rely on facts and good practices. These
elements were evaluated in 2018/2019. Recommendations were made and are being implemented
by the staff and management of ARU, following an extensive self-assessment exercise.

Concerning project management, ARU recognizes that progress can be made to better plan and
better follow up on initiatives and development-oriented programs.

7 Positive feedback was obtained from alumni, NGO, Government agencies, partner private sector and professional asso-
ciations is worth being mentioned. This is largely on teaching and community outreach. Nothing much was said on
research and consultancy. This feedback was offered during interviews with the IA team and also cited in the tracer

studies and self-assessment documents.
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3.5. Capability to adapt and self-renew

3.5.1. Effective management in shifting contexts

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 3+

Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

The university has evolved from an
institute to a University College to a
University

University leaders are elected/ ap-
pointed after 3 to 6 years
Curriculum changed from unit sys-
tem to credit system

Restructuring of academic units
Reviewed University charter (Institu-
tional Legal Instrument)
Development of new corporate plan
Developed a New Master Plan
Prospective expansion outside Dar
es Salaam

New programmes are developed as
part of a strategy of becoming a
comprehensive University from a
specialized university

The New Programmes are devel-
oped as a response to the needs of
the society

Re-branding university Identities

To what extent has the management demonstrated a clear
understanding of shifting contexts? This is a key question. The
university needs its own context analysis and must be orga-
nized to update this context analysis. To the best of our
knowledge, it seems that ARU does not possess such an up-
dated context analysis, nor a similar tool in the wide sense of
the word. ARU still needs to invest in an in-depth analysis of
the main situations and trends of its economic, political, social
and environmental environments. (P1)

Based on our interactions with academics, staff and other
stakeholders, it appears that the institutional context is the part
that is best understood. This is an asset indeed. Our field work
suggests that ARU is not rigid and that there may be room for
improving insight in shifting contexts. (P2)

Some other remarks or observations are worth being shared:

- ARU adapts to changes in the industry with strategies to
develop diversified training programs. The plan to have
multiple campuses reflects these changes.

- ARU management adapts well to government’s changing
regulations and contexts; but this has also hampered the
attainment of the university’s longer-term goals.

- Adaptations in terms of plans, strategies and operational
procedures (that do not require significant additional com-
mitments by ARU) are well-mastered by management.
However, those changes requiring serious additional finan-
cial commitments and/or other type of government’s ap-
provals, such as with respect to infrastructural and human
capital expansions, remain a challenge. (R5)

- ARU management has experience in facilitating change.
This is systematically confirmed by diverse stakeholders.
But more is urged. For instance, in response to issues such
as corona virus for example by engaging in developing
online programs. Here ARU’s capacity for change remains
insufficient. (P3)

- Disaster risk management is a field of specialization at
ARU and there is centre for such training and research. But
the risk management phenomenon is poorly integrated into
the governance practices and policies of the university it-
self. For example, we observed that the university and the
faculties have hardly developed scenarios for risk mitiga-
tion and insuring resilience in case of major setbacks. (P4)

Conclusion

The university assesses trends or changes and appears to be able to anticipate or adapt to major
changes. But to do this effectively, the university still needs better tools, approaches and organisation.
Context analysis should be an important part of the planning and strategy system. Such an analysis
of the context should make ARU a better positioned political actor in today's Tanzanian society. That
implies that context analysis is not merely conceived to help ARU adapt to an ever-changing society
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for further improvements.

in a proactive and rather opportunistic way but should help ARU become an actor more committed
as a changer driver or contributor. That means becoming a fully-fledged political and/or developmen-
tal actor (i.e. able to play an original and significant role in transforming society, at least for ARU’s
areas of focus, where the university can provide significant added value). This is where there is room

3.5.2. The university is continuously adapting and renewing

Findings of the self-assessment

Findings of external assessment

Selected maturity level 5

Selected maturity level 4

Justification of selected maturity

Justification of selected maturity level - Description of the ex-

level - Description of the existing sit-

isting situation

uation

Credit transfer systems
Double degrees and joint degrees
Curricula reviews carried after every

five years

Intellectual Property Rights Policy in
place

Human Resources development
plan in place

Participatory decision making pro-
cesses in place and
M&E in place

ARU has created various levels of hierarchy, similar to other
public universities in Tanzania and in line with guidelines of
the TCU. Organizational innovation is reflected through regu-
lar reviews of the system; with (new) units being created, dis-
solved or merged in order to improve efficiency and effective-
ness of the university. (P1)

ARU has a healthy feedback culture, which allows the univer-
sity community to learn out of ongoing and past mistakes and
successes. This aspect has already been investigated in-
depth when discussing about the quality assurance. (P2)

Some additional findings are worth mentioning.

- Feedback mechanism between staff and immediate super-
visors is systematic as part of the performance appraisal
mechanism. Feedback between employees and manage-
ment is embedded with the workers’ council and involve-
ment of the labour union in the various decision processes.

- Feedback on the academic business is well handled under
the quality assurance system, this includes the course as-
sessment forms.

- The feedback process with external stakeholders consti-
tutes the engagement in boards and through stakeholders’
surveys and convocation engagements. (P2)

ARU has an incentive system likely to foster innovation, crea-

tivity and change:

- Incentives are envisaged for consultancies, attraction of
externally funded projects and community engagements
by staff and students; this is mainly done through benefit
sharing. But rewards and awards on these efforts are yet
to be operationalised.

- Incentives for production of innovative products and solu-
tions are lacking. The supportive framework for patenting
and establishment of spin-offs needs capacity building.

- Itwas recommended by external stakeholders that the uni-
versity establishes an incubation facility, sets up a technol-
ogy transfer office and creates mechanisms to reward in-
novative solutions by staff and students. (P3)

To what extent does ARU have a training protocol and a HR

development plan which encourages learning and exchange?

This is a matter of discussion.

- The annual budget for staff development is approximately
50,000 USD. This is not enough; but for academic staff this
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may be supplemented by external scholarship awards,
such as for foreign training programs. (P4)

- The policy on exclusive training support within Tanzania
becomes a challenge for the emerging fields without ade-
quate postgraduate training in the country. This was expe-
rienced with landscaping architecture and interior design
where masters and PhD programs must be pursued
abroad.

- Provisions for staff to go for postdoctoral training in other
institutions is also there, but without financial commitments
from ARU. (P4)

Some other findings are also worth being highlighted:

- A process to incorporate new research findings on a con-
tinuous basis into curricula or courses is largely imple-
mented through regular curriculum reviews; while instruc-
tors also have the liberty to alter up to 25% of their course
contents in between. The IA could not establish the extent
at which course updating tendencies are executed by in-
structors, but this practice depends on individual proactive-
ness which varies across the University. (P5)

- About the accommodation of external research requests,
we have noted that ARU is more engaged in consultancies
than in academic researches. Nonetheless, more recently,
there is a dynamic engagement of ARU staff and teams in
joint research projects, with local and international collabo-
rations. (P6)

When considering resource constraints and applying an ac-
tual innovation to cost perspective, then we would state that
ARU performs well (score 5-) in balancing stability with inno-
vation and renewal. However, because of budget constraints,
actual renewal and innovation still fall short (score 3+) com-
pared to the needs. While engaging in creating the new
courses and research themes, ARU maintains its traditional
specializations. In some cases, traditional programs are
adapted to the industry dynamics. For example, the bachelor
program Building economics has been renamed quantity sur-
vey to align with industry regulatory requirements. (R7)

Conclusion

Overall, ARU performs rather well in continuously adapting and renewing. While engaging in creating
the new courses and research themes, ARU maintains its traditional specializations. In some cases,
traditional programs are adapted to the industry dynamics. As a general rule, there is room for im-
provement in several important areas: feedback culture, incentive systems, training protocol and a
HR development plan, processes to incorporate new research findings, facilitation of researches,
balancing stability with innovation and renewal.

3.5.3. The university has an adequate knowledge management system

Findings of the self-assessment Findings of external assessment

Selected maturity level 4 Selected maturity level 4

Justification of selected maturity | Justification of selected maturity level - Description of the ex-
level - Description of the existing sit- | isting situation

uation Is ARU a learning institution? Does it structurally support
Participatory decision-making pro- | learning processes? Does it integrate them? To what extent
cesses in place and does ARU help innovative systems (training, teaching or
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M&E in place
Lack of e-repository in the library

research) to find their place in the larger institutional machine,
how does it contribute to the development of the university,
both internally and externally? How does ARU help other uni-
versities to learn from its own academic life? This is what is at
stake in this last section under the umbrella of a so-called
“knowledge management”. A few observations or findings
stand out from our analyses:

- Organizational memories and documentation of best prac-
tices and lessons learned is well embedded into ARU’s
long term and short-term planning cycle. Each subsequent
strategic plan learns from experiences of the previous one.
Similarly, the management records are well maintained.

- Academic knowledge is also maintained. Each school has
a resource centre where the past dissertations are kept.

- Exchange and collaborations exist, to a limited extent,
across schools and with external stakeholders. (P2)

- International exchange remains in its infancy, with foreign
students constituting a limited share of students at ARU,
and with very few long-term or even visiting international
researchers and professors.

As far as knowledge management is concerned, possessing
a repository and system to capture, document, and dissemi-
nate knowledge for program improvement is essential. How-
ever, apart from the collaboration with SIDA, research outputs
are not very well documented. The directorate of postgraduate
and research maintains a database of research outputs, but
this is in a form of a Microsoft word document which is not user
friendly and not widely publicised. In the past the university
developed a research repository online system but currently
the system is down and not updated. (P3 and R4)

Conclusion

Overall, in spite of some interesting strengths, ARU’s knowledge management system requires im-
provement and/or further development.

How to make the knowledge generated in the wake of ARU’s activities better circulate within and out
of the university? This question is still topical despite some initiatives and devices already existing.
On another hand, as already mentioned earlier, there is a remarkable culture of self-assessment, as
can be seen in appendices 7.7 to 7.12. Self-assessment is carried-out in a SWOT perspective, which
is purposeful and useful when improvement is at stake. On top of being available, the knowledge
management system of ARU is confronted with a challenge of going digital.
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4. Assessment of the match of the university with
the IUC concept

Expected characteristics Observations

4.1 Institutional characteristics

Track record or potential of playing | In a nutshell, ARU has the ambition and the potential to grow
arole as driver for change inits sur- | as a driver of change in the lands, built environment and re-
rounding environment, national sub- | lated fields; which are increasingly important with a fast-grow-
region and country. ing population and rapid urbanization in the region. Further-
more, ARU has strong linkages with government agencies,
NGOs and private sector; all contributing to ARU’s potential as
driver of change. Nonetheless, to leverage this potential, ARU
needs to overcome a series of challenges; engaging in a long-
term VLIR-UOS IUC program, with strong focus on societal im-
pacts, would come at the right moment.

A more in-depth reflection leads us to qualify this overall as-
sessment and invites us to raise a few more points of attention.

To what extent does (will) ARU contribute to change at the so-
cietal level? In what areas? To what extent? From what per-
spective? To answer this question, the |IA team is faced with
the need to clarify scope and purpose.®

If driving change means contributing to addressing important
and relevant societal issues, proposing, testing and helping im-
plement promising and self-sustaining solutions to critical prob-
lems, the 1A team recognizes that ARU plays a role mainly in
the field of urban development, city management and land/ter-
ritory management, especially in the Dar Es Salaam region
which is a rapidly growing populated city and where the chal-
lenge of equitable, rational and sustainable development is a
crucial issue. In this perspective, ARU can be identified to
some extent as a contributor to first-order change. ARU’s pro-
posed IUC program (IUC 2022 call) as well as other of ARU’s
projects or programmes, demonstrate that ARU typically ap-
plies a first-order paradigm (solving problems, providing sus-
tainable and supposedly resilient solutions).

If driving change means more than just working on delineated
problems, if this means targeting root causes of crucial issues,
i.e. carrying out a deliberate and targeted action, in one way or
another, on, or about, the grand societal machinery at the root
of social, economic, political, environmental problems, then

8 To be as simple as possible, the 1A team distinguishes between first and second order changes. Briefly, first-order
change is about symptoms (changing situations within the system logic) while second-order change is about the sys-
tem that causes the symptoms (changing the system and its logic). A first-order change driver will work on outputs,
outcomes and impacts of —and within the framework of- an already existing system (problem-solving approach); while
a second-order change driver will target the cogs that operate the systems which “manufactures” the problems (sys-
temic break-driven approach). The well-known 17 SDGs (sustainable goals development), for example, are pure ex-
pression of a typical first-order change perspective (that's the main reason why everyone seems so calm with them.
Simply, they don't bother anyone, they don't affect the system, nor its structure, nor its laws, nor its raison d'étre. They
touch only its characteristics and appearance, only its most problematic forms (for example, poverty and inequality)
but in no way what makes these harmful (deleterious) forms so lastingly resilient and overall, so lastingly disastrous
(i.e. SDG do not address what makes poverty and inequalities so sustainably widespread, so “popular”).
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Expected characteristics

Observations

ARU cannot be really identified as a change driver (in fact, at
present, such a prospect is simply out of reach, mainly be-
cause it is not on the ARU's strategic radars). ARU is not a
second-order change driver. At least for two reasons that can
be perceived as necessary prerequisites. First, the university
does not possess its own and specific analysis of the current
situations prevailing in its societal context. There is no context
analysis as such, no specific systemic analysis likely to orient
and justify a particular vision, no in-depth multi-facet context
analysis whose purpose would be to fine-tune the missions.
Second, there is no specific fully-fledged strategy that would
take societal change as a deliberate target, not the whole so-
ciety but some components relevant with regards to its man-
date. In other words, there is no change strategy, be it thematic
or global (and consequently, no reference theory of change).

This rough diagnosis is not necessarily a negative signal. On
the contrary, it sheds some light on a potential field for ARU to
progress. This trend towards a more pronounced second-order
change position could be consolidated if the (declared) desire
for more multidisciplinary approaches is actually translated into
practical arrangements, adjustments, strategies, programmes
or projects and, of course, also translates into innovation in the
university offer. This could set the frame of a possible IUC part-
nership with VLIR-UOS / Flemish universities.

As explicitly mentioned in its response to the 2022 IUC call,
the programme proposed by ARU “will tackle societal chal-
lenges in accordance with the local context analysis and in ac-
cordance with the domains of change in which ARU has a vast
experience and can therefore play a key role. These include
the following domains: land use planning, decent housing,
economy, urban transport and cultural heritage” (p.6).

The potential for such a shift already exists. For several years,
ARU carries out outreach activities and consultancies, in the
following areas: land surveying, valuation, spatial urban and
regional planning, environmental management, land manage-
ment, construction, economics and financial matters. To do so,
ARU is, to a limited extent, leveraging Information and Com-
munication Technology (ICT).

Apart from providing the necessary technical services sought
by clients, in the course of providing public services, ARU has
also been successful in influencing various public policies and
actions like spearheading in the preparation of Urban Manage-
ment Policy. The University is endowed with a rather large pool
of highly trained and experienced staff that help ARU acquire
an advantageous position in terms of access to and delivery of
high quality public outreach services. As far as change is con-
cerned, the challenge is how to turn this (first-order change)
technical potential into an opportunity to play a more significant
role at a more systemic functional (second-order change) level.

ARU IA Report_20201012.docx

44/70



Expected characteristics

Observations

Partner institutions are expected to
pursue an active policy of cultural,
ethnic, social and philosophical
non-discrimination.

As indicated in chapter 3, procedures for hiring, promotion and
handling of disputes follows the established guidelines, which
are transparent and fair.

There is no evidence of discriminatory practices or facts in the
world of ARU. The IA team has never been confronted with
situations of discrimination, not even potentially. On the con-
trary, there is a real effort to improve gender balance at all lev-
els of the university. Although ARU aims at excellence, it does
not envisage becoming a university reserved for an elite.

Preference is given to those univer-
sities that are active in south-south
networking such that possible out-
puts and results may be spread
and/or shared with a wider group of
institutions in the partner country or
in the Global South.

Ardhi University has a list of partnership frameworks involving
other universities in the region and Tanzania. While some of
these partnerships are not very active because of resource
constraints, their potential to have an impact is high.

As clearly suggested in appendix 7.12, ARU actually collabo-
rates with a rather wide range of other universities and institu-
tions, both in Tanzania (Mbeya, Morogoro, Dar Es Salam) and
in other African countries (mostly Nigeria and South-Africa),
and beyond at international level (The Netherlands, England,
China, Sweden).

Nevertheless, networking is an area where improvement must
be envisaged, for example with next-door countries (Kenya,
Uganda, Malawi, Zambia, Rwanda and Burundi). Exchanges
of knowledge, know-how and other resources but also the
sharing of strategic targets on a more political ground, offer
various possibilities for improvement.

It should be noted that ARU is currently involved in a series of
initiatives to create sub-divisions in other provinces. This could
be a concrete opportunity to consolidate a collaborative net-
working strategy (which, however, has yet to be widely devel-
oped). How can technical activities be turned into strategic op-
portunities that can be themselves transformed into opportuni-
ties for transformation? This is what could be at stake within
the framework of a future IUC collaboration between ARU and
VLIR-UOS / Flemish universities.
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Expected characteristics

Observations

4.2 A basic institutional capacity is required

VLIR-UOS is not a funding agency. Therefore, an IUC partner programme based on academic collaboration,
does not cater for: (a) major investments in terms of facilities and infrastructure, (b) institutional funding (sala-
ries or other recurrent costs), and (c) basic institutional functioning.

An [UC partner university is ex-
pected to be able to function ade-
guately at all levels, and be able to
direct its own institutional destiny in
a coherent manner. This assumes
an adequate level of institutional
planning and management, and an
institutional environment that is
transparent.

The future roadmap of Ardhi university is clearly articulated by
its management and internal stakeholders.

As indicated in chapter 3, the university functions well and
demonstrates decent management capabilities.

As elicited throughout the institutional assessment and widely
documented above in chapter 3, ARU performs rather well for
governance related capabilities, in institutional, bureaucratic
and operational fields. Budgetary constraints are serious, but
do not stop ARU in playing its role, nor prevent it from elabo-
rating projects and innovative perspectives.

Overall, strategic and operational planning, decision-making,
management are rather good at all levels; university, school
department or unit levels.

The |A team has no particular critical remarks or risks to men-
tion in the field of running the institution or management.

ARU IA Report_20201012.docx

46/70



Expected characteristics Observations

A sufficient exposure to research as | This is neither a first-tier nor a well-funded university. The ca-
well as the availability of trained hu- | pacity on research is still limited, but fast evolving.

man resources: there is need for in- | The number of junior staff in the position for Master’s and PhD
stitutional stability, and a minimum | training suffices the requirement of IUC. ARU has several
of own financial means. performing research teams and well-trained human resources,
mainly in the land management and technological domains.
ARU is perceived by research partners and institutional as a
reference. Three fields are worth to be scrutinized at this level.

1. Human resources. ARU recognizes that it should continue
to support its staff development programme and ensure trans-
parency in its implementation. The University prepares training
programme for academic and administrative staff, which is ap-
proved by participatory organs of the University including the
Worker’s Council on annual basis. All members of staff are reg-
ularly given an opportunity to comment on the training and
other programmes. Training and research programmes are im-
plemented by soliciting funds from internal sources, the Gov-
ernment and development partners. It is acknowledged and
decided that the university has to conduct a deeper human re-
sources audit to determine the exact requirements (medium
and long term) by programme to ensure that appropriate and
requisite staff are trained. ARU should continue to support its
staff development program and ensure transparency in its im-
plementation.

2. Funding. ARU recognises that it should increase its efforts
to actively engage with stakeholders (including former students
and alumni) to improve the financial basis of its development
programme. The Tanzania Universities Commission (TUC),
recognising the crucial position that higher education institu-
tions occupy in Tanzania's socio-economic development,
should engage with the government to explore ways of assist-
ing public universities in achieving their development agenda.
In the meantime, ARU demonstrates its commitment to main-
tain good practice and continue to uphold and sustain its finan-
cial management achievements.

3. Research. Different schools at the university need to have
a specific line/direction of research activities with the special
emphasis to the School of Geospatial Sciences and Technol-
ogy (SGST). More efforts are expected to be deployed to max-
imize the utilization of the research laboratories especially. As
example, laboratory analysis of ground water could be done
and be one good source of revenue collection. ARU ensures
that 50% of academic staff are involved in research. At the
same time, as clearly stated in the last self-assessment
(2019), ARU acknowledges and targets relevant weak-
nesses in the research domain: (i) research, consultancy and
outreach are still to be mainstreamed across many more aca-
demic staff members; (ii) inadequate partnership with the in-
dustry; (iii) lack of up-to-date research data base; (iv) inade-
guate determination of research activities and results and; (v)
inadequate mentorship of junior members of staff on research
and on scientific publications.
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Expected characteristics

Observations

A readiness to engage in a process
of change management.

The self-assessment exercise was not very thoroughly con-
ducted. But the seriousness and commitment of ARU’s man-
agement was observed during the external assessment.

The existing Partnerships with Flemish institutions are also re-
ceiving a strong support of the university’s management.

The university has already highlighted expectations and de-
sires for change in the light of cooperation and capacity build-
ing.

As already suggested and evidenced, ARU is highly committed
to improve its structures and functioning. The management is
open to criticism and they regularly involve staff and students
in evaluation exercises and promote self-assessment ap-
proaches. The existence of a very active, functional and fully
operational Quality Assurance Office (QAB) is good evidence
of this. ARU is committed to continuously improving, as
needed to respond to what the Tanzanian authorities, public,
stakeholders and institutions expect from ARU.

An IUC partner university is ex-
pected to have or work on a gender
policy, as well as an integrity policy.

ARU’s gender policy, dating since 2008, is currently under re-
view. A gender dimension unit in place.

There is a visible enthusiasm among members of the manage-
ment to leverage the support of VLIR-UQOS, also in the area of
gender.

Since 2008, ARU makes best use of its gender policy docu-
ment. The policy addresses the main issues, including (i) reg-
ular assessment of the balance between male and female
(both administrative and academic staff), (ii) updating major is-
sues, strategies and related procedures (ARU governance,
student enrolment, ...), (iii) following up on curriculum develop-
ment, research and consultancy, staff recruitment with regards
to gender concerns, (iv) developing a gender culture with the
willingness to actually implement all what implies an institu-
tional gender policy.

In fact, there is now a balance for administrative staff and a
significant increase for academic staff (less than 10% women
before 2010, now around 35%).

Nevertheless, a more demanding analysis invites the IA team
to highlight some areas where very important improvements
can be envisaged. (i) A less formal approach to gender issues
may be envisaged, in favour of a more political perspective;
which means that what ultimately matters is moving beyond
merely promoting gender balance and focussing also/rather on
the eradication of exploitative, exclusive, dominating or op-
pressive processes, regardless of the target social groups and
their distinctive characteristics. (i) ARU could also adopt inter-
sectionality, which requires a deepening of the characteristics
of female students or staff from a broader social, economic,
ethnic and political perspective. In summary, the current ap-
proach to gender is rather conventional and not yet (suffi-
ciently) transformative, from the point of view of social pro-
gress.
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Expected characteristics

Observations

English is the IUC working lan-
guage. Consequently, potential [UC
partner universities will be required
to demonstrate a sufficient ability to
use English as a working language.
However, at the level of local pro-
gramme implementation, other lan-
guages can be used (e.g. French in
DR Congo, Spanish in Latin Amer-
ica, ...).

English is the working language of ARU. Management, staff
and students demonstrate a good ability to use English as a
working language. In Tanzania, English is the language of
instruction. It is the language used by public bodies (formal and
legal uses).

4.3 Institutional characteristics

Irrespective of size and development stage, a fixed annual budget is availed to IUC partner universities through
the VLIR-UOS IUC programme. At the same time a situation of over-funding (risk of over-dependence) or un-
der-funding (no impact) has to be avoided.

‘Reasonable but meaningful’: Pref-
erence to collaboration with partner
universities whereby VLIR-UOS is
one of the more important donors
ensuring impact and a genuine insti-
tutional dialogue, but where on the
other hand funding is not dispropor-
tionate with the absorption capacity
and thus where the IUC funding will
not create a single donor-depend-
ency that could jeopardize sustain-
ability.

The IA-team considers that ARU matches this expected right
balance between a sufficient potential for [IUC-funding to make
a real difference, without over-dependence on VLIR-UOS IUC
funding.

As demonstrated in appendix 7.12, ARU already attracts im-
portant additional sources of funding, complementing the gov-
ernmental funding and the students’ own contributions. VLIR
UOS has already been involved as funding agency: (i) a re-
search project (2014-2016) “Co-creating strategic eco-tourism
projects to promote sustainable waterfront development in Dar
es Salaam and Kigoma” (74.000€) and a another project “De-
veloping effective strategies to engage private sector and civil
society in executing REDD+ after the Pilot Projects Phase in
Tanzania” (2015-2018, 56.000€).

The world Bank program is notably complimentary to the
envisaged IUC-partnership with VLIR-UOS and the Flemish
universities; both could help improve ARU’s financial margin of
manoeuvre.

In addition, the IUC-partnership could enhance the
attractiveness of ARU. So, the prospect of developing projects,
jointly funding with other donors, should not be excluded.
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Expected characteristics

Observations

4.4 History of cooperation

Preference might be given to a part-
nership that could build up on exist-
ing links with one or more Flemish
universities and university colleges,
but only if it adds on to the quality of
the proposal.

Three previous collaborations (of which two are still in pro-
gress) with Belgian universities deserve to be mentioned :

(i) Partnership with Artesis Plantijn Hogeschool (Antwerpen):
“Applied Curricula in Technology for East Africa” (ACTEA)”
whose purpose is to implement the Erasmus+ CBHE action
“Applied Curricula in Technology for East Africa” (ACTEA).
This 2019-2020 project is not finished yet (meaning that
curriculum development is work in progress).

Partnership with Ghent University (UGent). “Developing ef-
fective strategies to engage private sector and civil society
in executing REDD+ after the Pilot Projects Phase in Tan-
zania”. The project developed strategies to engage the pri-
vate sector and civil society in executing REDD+, trained
two students at Master’s degree level and resulted into two
publications by an ARU staff.

Partnership with Hasselt University on Architecture: “Re-
search / student / staff exchange collaboration in architec-
ture”, 2014-2019 (recently renewed 2019-2024). This pro-
ject concerns MSc, PhD training staff exchange. Achieve-
ments : 4 masters and 4 PhD candidate from ARU attend-
ing coursework at Hasselt University for 3 months yearly,
staff exchange yearly.

(ii)

(ii)

4.4

Partnership and ownership

In order to achieve institutional im-
pact at level of a partner programme
should be sufficiently broad based
and provide multi-disciplinary op-
portunities, i.e. not be limited to one
department or be very discipline
specific. IUC partner programmes
have a need for and generate inter-
disciplinary cooperation. At the level
of the selected partner universities
this could imply a preference for so-
called ‘complete’ universities. How-
ever, exceptions can occur (e.g. in
countries where universities are or-
ganised by discipline) taking into ac-
count the extent to which the con-
cerned partner university is meeting
other criteria or considerations.

The university is not yet highly multi-disciplinary. While this
may limit the number of Flemish institutions that could initially
partner with ARU, the recent development and future plans of-
fers an interesting profile for diversification which will demon-
strate a strong evidence of capacity building.

ARU is not a so-called complete university. In fact, the univer-
sity is highly specialized as it is the only one in Tanzania and
East and Central Africa where training of all professions in land
and built environment are offered under one roof. But the IUC-
programme, as it has been formulated by ARU, and introduced
in view of developing a partnership with VLIR-UQOS, is clearly
multidisciplinary (physical / spatial planning, water, sanitation
and waste management, socio-economic development, mobil-
ity management, cultural identity heritage). This program is
called: “Building Capacity in Education, Research, Innovation
and Societal Outreach to Foster an Inclusive and Sustainable
Built Environment in a Rapidly Urbanizing City, Dar Es Sa-
laam”.

On the other hand, such a multidisciplinary programme is con-
ceived by ARU as a step, if not as a significant contribution,
towards transforming ARU into a more general / multi-disci-
plines university. It is clear to all stakeholders that the envis-
aged IUC partnership will not be the "business" of a limited
number of internal actors (schools or academics) but will in-
volve the whole university.
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Conclusion on the match with the IUC-concept

About the institutional characteristics, the following conclusions can be established. (i) ARU actively
pursues a policy of cultural, ethnic, social and philosophical non-discrimination. (i) ARU is active in
south-south networking so that possible outputs and results may be spread and/or shared with a wider
group of institutions in the partner country or in the Global South; but significant progress can be made,
notably to better linking with next-door country universities. (iii) ARU plays a certain role as driver of
change, mainly in its surrounding environment and at national level. But impacts, transformative effects
and changes at large are limited to particular situations; overall ARU targets only marginally the root
causes or political, economic or social mechanisms / cogs concerned.

About the basic institutional capacity required: (i) ARU functions adequately at all levels, and is able to
direct its own institutional destiny in a coherent manner. An adequate level of institutional planning and
management is implemented, and the institutional environment is transparent. (ii) ARU faces serious
challenges when human resources, funding and research are examined in depth. (iii) ARU is ready to
continue to engage in a process of change management. ARU is highly committed to its improvement,
in all domains. (iv) ARU has and works on a strong gender policy, as well as an integrity policy. (v)
English is the working language of ARU. Management, staff and students demonstrate a good ability to
use English as a working language.

Some other conclusions can be pointed out, notably in the domain of cooperation. (i) The IA-team con-
siders that ARU matches this expected right balance between under and over-funding through the en-
visaged IUC partnership. (iij) ARU has concrete experience in building partnerships, both at national and
international levels, while links with several Flemish universities and university colleges have already
been established. (iii) ARU is not yet highly multi-disciplinary; ARU is not a so-called complete university.
While this may limit the number of Flemish institutions that could initially build a partnership with ARU,
the recent development and future plans offers an interesting profile for diversification, thematic and
geographic, which demonstrates a strong evidence of (ongoing and potential) capacity building and a
high potential to carry out multidisciplinary programmes.
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5. Relevance and potential of the proposed IUC pro-
gramme

What is the match between the university’s actual capacities and strategic views and the proposed IUC
programme?

Based on the IA, does the proposed programme demonstrate relevance and potential in the choice of
domains of change?

ARU concluded its IUC proposal with the following words: “Dar es Salaam is projected to attain a meg-
acity status by 2030 with over 10 million people. The current population of 5 million will more than double.
This increase will have profound implications in terms of labour markets, housing, service infrastruc-
tures, environmental management and citywide spatial planning. Urbanization patterns in African cities,
Dar es Salaam inclusive, are linked with complex challenges, such as: low economic growth; expensive
and low-grade housing; inadequate and poorly managed urban sanitation and infrastructures; and
poorly planned and inadequately linked cities. Over 70% of the urban population resides in informal
settlements which are vulnerable to climate disaster risks. Ardhi University proposes this programme in
order to (i) conduct applied, action-oriented research that will lead to generating solutions to these areas
and contribute to the sustainable growth of Dar es salaam in line with SDG119, and (ii) realize her goal
of becoming an internationally recognized civic university that responds to societal and environmental
problems”. (IUC 2020 Call, initial concept note - abstract, p.1)

The proposed collaboration matches with the VLIR-UOS country strategy for Tanzania. Three central
themes of this proposal are brought forward: (i) environment (land use, eco-tourism, water sanitation
and environmental and natural resource management), (ii) health (water sanitation), and (iii) entrepre-
neurship and business development (through community involvement and by linking with the industry).
The programme includes the cross-cutting themes of gender and participatory approaches, ICT & infor-
mation management, monitoring & evaluation, quality of research and collaboration with other organi-
zations.

The |A team wants to underline some characteristics of ARU which seem to be particularly relevant for
IUC. Through implementing and steering this project, ARU envisages to consolidate its expertise in the
domain of community engagement. As it is stated in the 2020 call, “at this moment, ARU has limited
expertise in civic participation. There is a strong need to explore participatory methods such as Live
Projects, Participatory Mapping and Living Labs which all together aim at involving physically, socially,
culturally and economically disadvantaged groups. On the other hand, the ARU Research Policy insists
on building strong linkages between the university research and industry for the benefit of both parties.
However, the technology transfer infrastructure at ARU such as technology transfer offices, incubators
and technology hubs have not been developed” (p.5). This is precisely the type of ambition that the IUC
partnership concept focuses on, when it brings the challenge of change processes to the forefront.

Though this project, ARU also wants to involve a wide range of stakeholders, this is another priority of
IUC. The range is wide and diverse: (i) government ministries and agencies (Local Government Au-
thorities, Ministry of Lands Housing and Human Settlements Development, Ministry of Water and Irriga-
tion, Ministry of Works, Transport and Communication, Disaster Management Department of the Prime
Minister’s Office, Urban Water and Sanitation Agencies), (ii) private sector and professional bodies
for disciplines that are taught at the university, (iii) international and bilateral organisations such as
the World Bank, DAAD, BMZ, USAID, the EU, DANIDA, WFP and SIDA (these links have facilitated
capacity building at ARU in terms of training of academic staff at MSc and PhD levels as well as building
capacity in research undertakings), (iv) communities and civil society organisations including NGOs
such as WAT-Human Settlements Trust, which was formally known as Women Advancement Trust
(dealing with decent housing under women’s group initiatives) and Community Based Organisations
(CBO’s) such as Hanna Nassif and Tabata where ARU provided skills on upgrading informal

9- Which precisely aims at making cities and human settlements inclusive, safe, resilient and sustainable
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settlements, (v) national higher education institutions, including the University of Dar es Salaam and
Sokoine University of Agriculture, (vi) African universities such as Stellenbosch University and Uni-
versity of Johannesburg in South Africa, Kwame Nkrumah University of Science and Technology in
Ghana and Makerere University in Uganda, (vii) European universities TU Dortmund in Germany
(Joint Master’s programme) and the Swedish University of Agricultural Sciences and KTH Royal Institute
of Technology in Sweden (Double PhD Degree Programme).

So far, ARU considers UHasselt as well as the other 4 Flemish universities (UGent, KU Leuven, VUB
and Antwerp University) as potential partners within this IUC programme. UHasselt has continuously
offered support in developing the concept note. UGent has also engaged in a partnership with ARU and
has experience in Tanzania through the IUC programme with Mzumbe University. KU Leuven, VUB and
Antwerp University also have extensive experience with working in Tanzania through the IUC pro-
grammes with NM-AIST and Mzumbe among other projects. The different domains of change that are
identified within the framework of the project are precisely domains where the 5 Flemish universities
have recognized expertise to share through the proposed IUC programme.

All these facets are to be weighed against the willingness of VLIR-UQOS, through its IUC partnerships,
to become an even more relevant actor on the scene of development.
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6. Overall conclusions

The learnings of the institutional assessment process

The self-assessment exercise has been carried out as planned, despite the inability to travel to the field
for the lead external assessor.

The current self-assessment report addresses all five capabilities, in compliance with the chosen
methodology. As a general rule, the IA-team found that all the information provided in the self-
assessment report is trustworthy. Despite rather realistic maturity levels, some significant differences
have been evidenced between the self-assessment and the external assessment (especially in the
capabilities n°2 to 4, where some significant differences have been highlighted).

All along the process, ARU demonstrated a good level of commitment and confirmed the quality, as
already shown in the initial concept note submitted for its [IUC-partnership application.

The externally facilitated institutional assessment process, its preparation and organisation, was
excellent. The programme was intensive and demanding with a wide range of meetings with various
internal or external stakeholders. Meetings and agendas were properly organised and supported by
ARU (good preparation, involvement, logistic and relational support throughout the exercise).

The 1A-team underlines the availability, support and commitment to ARU of the local, sub-regional,
national and international stakeholders and partners interviewed by the external assessors.

Relevance and potential of the Ardhi university for the IUC program cooperation

Overall, ARU appears to be a good match with the IUC-concept. The limited budget of the university is
not a serious obstacle even if the IA team recognizes that ARU should be financially better endowed.
The assessment sheds light on several weaknesses, but the I1A team observed a high level of willingness
and availability to tally up and engage in appropriate measures to address these issues. With some well-
targeted external support, management and staff of ARU will be able to make progress and benefit from
the envisaged inter-university cooperation. The current regular links between Ardhi university and public
bodies and political/departmental authorities should be seen as an additional asset, as it allows for in-
fluencing public policies and initiatives.

For Flemish universities and university colleges, collaborating with ARU offers the opportunity to con-
tribute directly to relevant researches and actions in a highly significant urban development context.
ARU is a candidate whose margin of progress is rather high; while it also provides the opportunity for
Flemish universities to be confronted with real life complex challenges in rapid growing cities.
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7. Annexures

7.1. Checklist collection of additional data and documentation

Name of the university

Status — date: 22/ 07/ 2020
Data Available | Partially Not avail- | Where to find (institu-
available | able tional factsheet, self-as-
sessment report, other,)
Overview of all educational pro- X Facts and  Figures
grammes 2013/2019. Also the uni-
versity Website:
and
Number of students enrolled for X Institutional factsheet
each educational programme
and for each level (Bachelor,
master, PhD)
Employment data of graduates Two tracer study docu-
ments
Overview of academic research X Institutional factsheet
production per relevant unit (fac-
ulty, department, other)
Overview of recent external fund- X
ing
Data on e-learning use, use of li- X
braries, IT support systems, etc.
Total annual budget X
% of annual budget government X
funded
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http://www.aru.ac.tz/index.php/features2/menu/undergraduate-programmes
http://www.aru.ac.tz/index.php/features2/menu/undergraduate-programmes
http://www.aru.ac.tz/index.php/features2/menu/undergraduate-programmes
http://www.aru.ac.tz/index.php/features2/menu/undergraduate-programmes
http://www.aru.ac.tz/index.php/features2/2013-01-31-07-13-54/2016-04-27-08-40-30
http://www.aru.ac.tz/index.php/features2/2013-01-31-07-13-54/2016-04-27-08-40-30
http://www.aru.ac.tz/index.php/features2/2013-01-31-07-13-54/2016-04-27-08-40-30
http://www.aru.ac.tz/index.php/features2/2013-01-31-07-13-54/2016-04-27-08-40-30

Data

Available

Partially
available

Not avail-
able

Where to find (institu-
tional factsheet, self-as-
sessment report, other,)

% of annual budget from tuition X

fees

Total number of staff (M/F) X Institutional factsheet
Total number of academic staff X Institutional factsheet
(M/F)

Number of Master degree hold- X Institutional factsheet
ers in academic staff (M/F)

Number of PhD holders in aca- X Institutional factsheet
demic staff (M/F)

Teaching load (percentage of X Institutional factsheet
time of academic staff spent on

teaching)

Academic staff / student ratio X
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7.2. Overview of key additional data collected

demic staff

Data field Data Comments (if any)
Total number of students enrolled 4554 Registration list
e Bachelor - female 1711 Registration list
e Bachelor - male 2514 Registration list
e Master - female 73 Registration list
e Master - male 149 Registration list
e PhD - female 10 Registration list
e PhD - male 64 Registration list
e Bachelor - female, master, PhD)
% of graduates employed within 12 months after 90% 2010 tracer study
graduation
% of graduates employed within 24 months after
graduation
Total annual budget $ 11,665320 Data filled by the bursar
(2018/19 financial year)
% of annual budget government funded 70.35% Data filled by the bursar
% of annual budget from tuition fees 25.23% Data filled by the bursar
% of annual budget from external funding 4.42% Data filled by the bursar (in-
cluding Donor funds and con-
sultancy fees)
Total number of staff 562 Payroll
o #female staff 197
e # male staff 265
Total number of academic staff 260
o # female academic staff 89
e # male academic staff 171
Number of Master degree holders in academic staff 114
o # female of Master degree holders in aca- 26
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Data field Data Comments (if any)
e # male of Master degree holders in aca- 88
demic staff
Number of PhD holders in academic staff 85 2018/19 Data, Institutional
factsheet
e # female of PhD holders in academic staff 33
e # male of PhD holders in academic staff 52

Teaching load (percentage of time of academic
staff spent on teaching)

40%-60%

Estimated by staff (The mini-
mum students’ contact hours
per week ranges between 5-8

hours)

Academic staff / student ratio

1:16

This exceeds the minimum
threshold set by the regulator

(TCU)
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7.3. Overview of internal and external stakeholders met by the external assess-

ment team
Date Type of meeting Stakeholders met
13/07/2020 Courtesy meeting v University top management

Prof. Evaristo Liwa, The Vice Chancellor (VC)
Prof. Gabriel Kassenga, Deputy Vice Chancellor Academic Affairs

Dr. Makarius V. Mdemu Deputy Vice-Chancellor Planning, Finance
and Administration

v 8 Members of the Self-assessment team:
Planning  meeting Dr. Yasin Senkondo — Director Postgraduate Programs Research
with the self asses- and Publications

ment team Dr. Daniel Mbisso, HoD Architecture
Dr. Shubura Kalugira — Dean SACEM
Ms. Mariam Genes, IHSS

Dr. Tatu Dimbura, Head DIHSS
Emma Mwanganango, Head ACCT
Dr. Rehema Monko, Head CE

Dr. Ntwa Katule, Head, CSM

Dr. Sarah Phoya, Director Links

14/07/2020 Kick off meeting Dr. Benedict Malele, Student loan officer
Dr. Daniel Mbisso, Head Architecture
Dr. Tatu Dimbura, Head DIHSS

Ms Mariam Genes, IHSS

Dr. Sophia Lukwale, ARU Library Services
Prof. Huba Nguluma, IHSS

Dr. Zakaria Ngereja, SEST

Dr. Isabela Mtani, IHSS

Mr. Easau Swila , DHRA

Dr. Given J. Mhina, SEST

Dr. Ntwa Katule, Head, CSM

Hussein Kayera, SERBI

Dr. Ally Namangaya, Dean SSPSS

Emma Mwangomango, Administrative officer
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Date Type of meeting Stakeholders met
Challo Kihanda, Student
Kimari Yusuph, Student
Dr. Ribobert Buberwa, Director ICTU
Kimario Bertha, Student
Prof. Rubhera M. Mato, ARU Consultancy Unit
Dr. Sara Phoya, SACEM
14/07/2020 Individual Interview | Prof. Gabriel Kassenga, Deputy Vice Chancellor, Academic Affairs
14/07/2020 Individual Interview | Dr. Macarius Mdemu, Deputy Vice Chancellor Planning, Finance and
Administration
14/07/2020 Individual Interview | Mr. Esau Swilla, Director of Human Resources and Administration
14/07/2020 Individual Interview Mr. Allan Msabaha, Bursar
14/07/2020 Individual Interview Dr. Ally Namangaya, Dean, School of Spatial Planning and Social Sci-
ence
15/07/2020 Focus  discussion | Dr. Isabela Mtani, IHSS
with academic staff | Prof. Huba Nguluma, IHSS
Athuman Hamis, SERBI
Dr. Given Mhina,
Mr. Dennis Tesha, SACEM
Dr. Nicolas Mwageni, SEST
Dr Emmanuel Nsekela, SACEM
Dr. Harriet Eliufoo, SACEM
15/07/2020 Individual Interview, | Prof. Evaristo Liwa, The Vice Chancellor
University  Admin-
istration
15/07/2020 Individual Interview | Dk. Maulid Banyani, Director General, National Housing Corporation
— External Govern-
ment
15/07/2020 Individual Interview | Mr. Wenceslaus Kizaba, Director of Consultancy, Tanzania Building
— External Regula- | Agency
tory body
16/07/2020 Individual Interview | Dr. Gibson Munisi, Director of Planning and Development
16/07/2020 Individual Interview | Dr, Mahenge, Dean CEST
16/07/2020

Individual Interview

Dr. Nelly Babere, Director, Gender Dimension Unit
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Date Type of meeting Stakeholders met
16/07/2020 Individual Interview Mr. Daniel Matondo, Training Officer, Architect and Quantity Surveyors
Registration Board
16/07/2020 Individual Interview Mr. Noel Gustav, Alumni (Scholarship Beneficiary- Hasselt University
Collaboration)
16/07/2020 Individual Interview | Dr. Shadrack Sabai, Director Quality Assurance
17/07/2020 Individual Interview Dr, Tatu Limbumba, Director, IHSS
17/07/2020 Individual Interview Dr. F. Buberwa, CICT
17/07/2020 Individual Interview | Dr. Msami Mwanga, Managing Director CRM Land Consult Ltd (private
firm)
17/07/2020 Dr. Sophia Lukwale, Director, ARU Library Services
17/07/2020 Focus group with | Tonest Anthony, Building Economics 2nd year
students Bertha Kimario, Architecture 1st year
Ally Aziza, Community Development 3rd year
Mahmoud Umulkhery, Accounting and Finance 2nd year
Experancius Mnyaigala, Building Economics, 3rd year
Joseph Emmanuel, LMV 3rd year
20/07/2020 Individual Interview | Ms. Fatuma Mokiwa, Head Procurement Management Unit
20/07/2020 Individual Interview Dr. Sara Phoya, Head Links and International Affairs
20/07/2020 Individual Interview Ms. Hadija, Public Relations Officer
21/07/2020 Individual Interview | Ms. Anna Mushi — Head Human Resource
21/07/2020 Individual Interview, | Mr. Iddi Mwanyoka, Ph.D Candidate, IHSS
Student Postgradu-
ate
21/07/2020 Individual Interview, | Dr. Tim Ndezi, Director Centre for Community Intiative
external, NGO
21/07/2020 Individual Interview, | Ms, Anathalia Kilyeny, Farmer Iringa (Beneficiary TISA Project)
external, Beneficiary
farmer
22/07/2020 Individual interview, | Ms. Aida Mulokozi, Director, The Dar es Salaam Centre for Architectural
external NGO Heritage (DARCH)
23/07/2020

Individual Interview,
external alumni

Group meeting

Mr. Haruna Masebu, Independent Consultant and Chairperson of the
ARU Convocation

Debriefing with the ARU self-assessment and authorities
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Date

Type of meeting

Stakeholders met

24/07/2020 up
to 31/07/2020

Writing and finalizing the report
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7.4. Detailed scoring card — maturity levels per domain and aspect

Capability — Domain - Aspect Score
1. Capability to achieve coherence
Domain 1.1 There is a shared and coherent vision and strategy on university/faculty 4-
level
P1 - The university has a clear written vision and a mission statement which are widely known by 4+
members of the university community.
P2 - The university has a clearly written strategic plan in line with the vision and mission statement 5-
which guides work and is reviewed annually.
P3 - The University’s strategic plan is based on a systemic analysis of the university’s context, capac- 4-
ities and potential roles.
P4 - The faculties have developed a faculty-level strategy in coherence with the vision and mission 4-
statement of the university.
R5 - There is coherence between the mission, the strategies, resources, processes, concrete actions 4-
and results of the university”.
Domain 1.2. Existence of a set of simple principles which govern the university's / 4
faculty’s operations
P1 - Existence of a set of clear values shared among board/ management, staff and students of the 4+
university.
P2 - Existence of a set of policies and processes/procedures which govern the university's operations 4
and are widely known in the university.
R3 - The university and faculty’s operations benefit from principle-based governance. 4
Domain 1.3. University's/faculty's governance/management structures are effective 4+
P1 - Existence of an organogram at university/faculty level. 5
P2 - Board composition and functioning: the university has a diverse and functional Board that meets 4+
quarterly (either face-to-face or virtually).
P3 - The university has an annual work plan linked to the strategy and budget, with measurable re- 4
sults, activities, timelines, responsibilities and indicators.
P4 - The work plan has been developed collaboratively, is monitored and informs decision-making. 4
R5 - The strategic direction, support and accountability of the Board contributes to the university’s 5
performance and reputation.
R6 - There is coherence, thus absence of conflicting visions, in the management, which contributes 5
to the university’s performance and reputation.
R7 - The university adequately balances participatory approaches with effective decision-making 4+
made at the lower levels, the control and command system remains highly centralized.
2. Capability to deliver on development relevant objectives and commitments
Domain 2.1. The university provides high quality, development relevant education 4+
P1 - The university has adequate systems for curriculum development with due attention for learning 4+
outcomes and quality.
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Capability — Domain - Aspect Score

P2 - The university has clear quality assurance standards for teaching which are adhered to. 5-

P3 - The university makes clear efforts to evaluate curricula in terms of labour-market needs and 4+

relevance.

P4 - The university has adequate systems for adapting curricula, teaching and learning methods to 4

maximise developmental relevance of provided education.

R5 - The university's educational programmes are accredited. 4

R6 - The education provided by the university is perceived by key stakeholders to be of high quality 4

and relevant for development.

Domain 2.2 The university is a multidisciplinary institution that produces cost-effec- 3

tive significant amounts of high-quality research

P1 - Academic staff have the time, capacity and incentives to conduct research. 3

P2 - The university organises academic conferences and seminars and/or is sufficiently represented 3

at external conferences and seminars.

P3 - University's/faculty's research is conducted in a multi-, inter or transdisciplinary approach. 3

P4 - The university has adequate systems to prioritise research projects based on their potential to 3+

generate added societal and developmental value.

P5 - The university has adequate systems to assure cost-effectiveness of its research. 3+

R6 - The university has produced an adequate number of high-quality and appreciated academic 3
publications.

R7 - The research conducted by the university provides cost-effective research outcomes that are 3+

relevant for development.

R8 - The university has and uses a number of flagship research centres. 3

Domain 2.3 The university is perceived as a real actor and driver of Change 8

P1 - Academic staff have the time, capacity and incentives to disseminate results of their research. 3

P2 - The university actively contributes to public policy debates (local, district, national and/or inter- 3

national level).

P3 - The university’s research and education processes facilitate the emergence of innovative solu- 3+

tions (relevant for communities, private sector, etc.).

P4 - The university supports the dissemination of new ideas, concepts and research results (by setting 3+

up processes, extension service, by incl. it in staff performance reviews, etc.).

R5 - Research results are used by external stakeholders (incl. spin-offs). 3+

R6 - Innovative solutions that emerge from the university are adopted and used by relevant stake- 3

holders (uptake).

R7 - The university is effective in contributing to public policy changes (e.qg. in higher education, public 3

health, etc.

R8 - The university’s research and education generates clear added societal value. 3
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Capability — Domain - Aspect Score
3. Capability to relate to external stakeholders

Domain 3.1. The university creates the condition for effective network development 3

and is aware of the importance of formal institutional alliances

P1 - An external communication strategy exists and is used to communicate effectively with key stake-

holders (government, community, private sector, funders, ...) 3+

capacity.

P2 - The university invests in communication capacity at individual and organisational level. 3

P3 — The university creates the conditions for effective partnerships in its vision and strategy. The

board and management members are able to balance individual incentives with organisational per- 3+

formance.

P4 - The university has a strategy to network and relate to other relevant stakeholders (incl. on exten-

sion services to external stakeholders (extension workers, TTO, communication, etc.); on advisory 3

and/or consultancy services to external stakeholders; on (inter-institutional) networks).

P5 - The university allocates adequate resources for networking. 3

R6 - The university is knowledgeable about and adequately uses the strategies and work of other 3

organizations; consults and collaborates with partners when planning/ implementing.

Domain 3.2. The university has a vast network which is actively used GHF

P1 - Networking activities are of good quality (e.g. frequency & depth of contacts). 3+

P2 - Habit of networking is adopted by academic staff of the university. 3

P3 - The university systematically involves external stakeholders when curricula or courses are de- 4+

veloped.

P4 - The university possesses adequately trained personnel to do networking and communication. 3

R5 - The university has extensive and effective networks with a) Private stakeholders b) Bi- and mul-

tilateral donors, foundations, etc. c) Political stakeholders d) Actors within civil society e) Policy mak- 4

ers f) Alumni g) Universities/faculties and training institutes/research institutions in different countries

h) Other relevant stakeholders in private/public sector i) Employers (to know their needs).

R6 - The university uses its network to provide extension services (as intermediary), advisory and/or 3+

consultancy services.

R7 - The university is well known and viewed as a constructive and empowering presence by the

community 3+

Domain 3.3 The university obtains additional project funding 3+

P1 - The university has strategies for internationalisation, understands the local and international 3+
funding environment and has a resource mobilization strategy.

P2 - The university staff are adequately supported in raising and managing external funds (proposal 3+

writing, grant management, etc.).

P3 - The university actively monitors externally funded projects (both administratively and content- 3+

wise).

R4 - The university successfully raises significant and diverse external funds on a regular basis. 3

R5 - The university delivers on the results agreed upon in the funding agreements. 4+
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Capability — Domain - Aspect Score

4. Capability to act and commit

Domain 4.1. The university is able to make and implement decisions 5-
P1 - Delegation of responsibilities: persons with a hierarchic role are empowered to make decisions 5-
and are able to implement decisions in time.

P2 - The university has effective systems, structures and processes (with a proper legal basis) to 5
engage and commit in a timely manner.

R3 - The leadership of the university is effective in timely and appropriate decision-making. 4+
Domain 4.2. The university has adequate and well managed Human Resources 4
P1 - The university’s hiring process is inclusive across gender, race and religion. 4
P2 - The university possesses enough adequately trained personnel for conducting educational pro- 4
grammes (BA, MA and PhD) using state-of the-art pedagogic approaches.

P3 - The university possesses enough adequately trained personnel for doing state-of-the-art re- 3-
search.

P4 - Further training for local staff to strengthen competencies in terms of education and research are
available (incl. proposal writing, research management, curriculum development, laboratory mainte- 4
nance, etc.).

P5 - There is sufficient administrative staff in relation to university’s needs. 4+
P6 - The university has a clear, transparent system for staff development, staff promotion, mobility, 5
performance reviews, etc.

P7 - The university has mechanisms for conflict resolution, complaint management, etc. 5
R8 - There is a relative gender balance at all levels of the university .- 3+
R9 - The university succeeds in attracting and retaining motivated and skilled staff. 4+
Domain 4.3 The university has an adequate infrastructure 3+
P1 - Availability of flexible research funds (e.g. for setting up small experiments). 3

R2 - The university has well performing ICT systems and services (e.g. access to internet for its staff
and students, IT systems support for the core processes of the university - (e.g. student administra- 3
tion, library services, etc.) - functional distance education systems).

R3 - Technological facilities are available to staff and students (e.g. technology to collect data, data 3
analysis, libraries, specialised software, communication platform, intranet, etc.).

R4 - Availability of adequate and accessible space (classrooms, labs, etc.) to conduct research and 3+
deliver classes.

R5 - The laboratories at the university are adequate to conduct state-of-the art research. 3
R6 - Infrastructure and equipment is adequate with regard to staff's technical expertise. 3+
Domain 4.4 The university has adequate and well managed financial resources 5
P1 - The university has performant, smooth financial management systems, with sufficient checks 5+

and balances.

R2 - Availability of adequate financial resources at department /faculty level and at university level. 3-
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Capability — Domain - Aspect Score

R3 - The university is appreciated for its management of external funding. 5

R4 - The university is financially compliant to statutory and legal regulation. 5

Domain 4.5. The university has effective systems and processes for administration; 5.

and procurement and logistics

P1 - The university has effective administrative systems, structures and processes. 5

P2 — The university has effective systems, structures and processes for procurement and logistics. 5-

R3 — The administration of the university is adequate with regard to its mission and strategy. 4+

R4 — The university effectively organises procurement and logistics. 4+

Domain 4.6 The university has effective systems and processes for project manage- 5.

ment and quality assurance

P1 - The university has adequate systems, structures and processes for project management. 4+

P2 - Clear quality standards and expectations are formulated for service delivery. 5

P3 - Quality standards and quality performance are communicated to the stakeholders involved and 4+

to the public at large.

R4 - The university ensures the efficient use of its resources to maximize the achievement of its out- 5-

puts and results.

R5 - The internal and external service delivery of the university is of high quality. 5-
5. Capability to adapt and self-renew

Domain 5.1. effective management in shifting contexts 3+

P1 - The management has an understanding of shifting contexts. 4

P2 - The management has experience in adapting to changed context. 3

P3 - The management has experience in facilitating change. 3

P4 - The university and the faculties have developed scenarios for risk mitigation and insuring resili- 3+

ence in case of major setbacks.

R5 - The university adequately assesses trends or changes and effectively anticipates or adapts to 3+

major changes.

Domain 5.2. The university is continuously adapting and renewing 4

P1 - The university has limited levels of hierarchy (too many levels of hierarchy as a possible constraint 3+

to adopt changes quickly).

P2 - The university has a healthy feedback culture which allows to learn out of past mistakes and 4

successes.

P3 - The university has an incentive system which fosters innovation, creativity and change. 4

P4 - The university has a training protocol and a HR development plan which encourages learning 3+

and exchange.

P5 - The university has adequate processes in place to incorporate new research findings on a con- 4

tinuous basis into curricula or courses.
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Capability — Domain - Aspect Score
P6 - The university’s research processes allow easy accommodation of external research requests. 4
R7 - The university effectively balances stability with innovation and renewal.
v' A score 3+ is applicable if actual renewal and innovation are compared to the needs. 3+
v' Ascore 5- is applicable if we consider resource constraints and apply a actual innovation to cost
perspective.
Domain 5.3 The university has an adequate knowledge management system 4
P1 - The university has an active knowledge management system to learn from past mistakes and
successes. 4
v' Ascore 5 is applicable for the ambition level and good ideas
v' A score 3 is applicable for the (resource constrained) implementation
P2 - Knowledge exchange is valued, and a range of appropriate mechanisms exist and are used for 4
knowledge exchange.
P3 - The university has a repository and system to capture, document, and disseminate knowledge
for program improvement, organizational learning and sharing with external stakeholders (shared 3+
folders, library and publication outlets-print, electronic or face-to- face- workshops, seminars etc.).
R4 - Staff generate, learn, share, and use relevant knowledge for the benefit of individuals, units and 4
the organization.
R5 - Evaluation contributes to organizational learning: Programs are evaluated, and evaluation find- 4
ings are discussed, disseminated and inform organizational learning.
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Overview of Additional Annexures 7.5 till 7.14

7.5. The ARDHI university in two words

7.6. A short history of the University

7.7. ARU and the stakeholders

7.8. Some facets of the ARU management

7.9. Quality Assurance

7.10. Some outstanding achievements in the field of research

7.11. Learning and teaching self-assessment at ARU

7.12. Link & collaboration with other universities and stakeholders

7.13. Documents and sources consulted during the external assessment
7.14: Enrolment from 2007 to 2019

The additional annexures 7.5 till 7.14 are provided in a separate document.
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