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Abstract

This paper analyzes possible factors which prevent the realization of social dialogue in Small and Medium Enterprises (SMEs) food and beverage sector in Zanzibar. The results indicate that despite of having the meaningful guiding principles such as the International Labour Organization (ILO) core conventions and labour legislations and policies, yet it its implementation is not attainable in this sector. The key actors: employers, government, and trade unions understand their roles and responsibilities but do not take into practice. While the social dialogue is mainly focussed and limited to these three pillars, a vast majority of employees and other stakeholders are not involved in the process since the sector is seen as not important, and operating in traditional way. Therefore, this study argues that weaknesses and lack of technical capacity among the social partners; inadequate education of labour laws and social dialogue among social partners; misconceptions and mistrusts of both employees and employers against trade unions and government; the power of government to predominate and influence trade unions affairs; disregard of implementation of social dialogue and labour legislations; cultural aspect of the Zanzibar community; lack of harmonious relations among the social partners; and insufficient wages which do not meet workers’ requirements are key factors which prevent social dialogue being realised in small and Medium Enetrprises (SMEs). To overcome these obstacles, various measures are suggested include capacity building among social partners. 
Keywords
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CHAPTER 1: INTRODUCTION

This chapter examines the meaning of social dialogue and its effects on Zanzibar SMEs as a part of the United Republic of Tanzania.  It also highlights the status of social dialogue as it is discussed by various Institutional and legal frameworks of Zanzibar and the United Republic of Tanzania.

1.1 Realizing Social dialogue

Ishakawa (2003) argues that there is no universally accepted definition of social dialogue. There are, indeed, wide-ranging differences in the use of the term; it varies from country to country depending on the level of development. However, according to the International Labour Organization, social dialogue refers to all types of negotiations, consultations, or simply exchange of information between representatives of government, employers, and workers on issues of common interest relating to economic and social policy   (Ishakawa, 2003; ILO, 2001). Also social dialogue includes institution-building, labour law reform and strengthening enforcement, promoting collective bargaining, strengthening dialogue and consultation processes (DFID, 2007). However, the definition seems to reflect the wide range of processes and practices which are found in Zanzibar and the United Republic of Tanzania. 

Since the United Republic of Tanzania is a member of the International Labour Organization (ILO) and has ratified various conventions on workers’ rights. Bellace (2001: 275-280) workers’ rights are defined by the Declaration of Fundamental Principles and Rights at Work of 1998 through various categories.
 In addition, the right to freedom of association and collective bargaining were currently ratified in Tanzania, to provide a base for the fulfilment of social dialogue (ICFTU, 2006).

This paper focuses on social dialogue for SMEs, regarding to food and beverage enterprises in Zanzibar and involves different stakeholders from employers’ Organisations, government and trade unions. In this respect, it is a Tripartite Forum that essentially discusses on issues pertaining to social dialogue, because they are the ones who are responsible for issues of Labour. According to the ILO, social dialogue has mutual benefits for both employers and employees which enable them to negotiate on collective bargaining. It enhances shared value, trust, cooperation and conditions of work (ILO, 1999; ILO, 2007). Also it is suggested that one of the positive outcomes of social dialogue is the mutually satisfactory and rewarding relationships among the partners. Such relationships lead to decent work environments, job satisfaction, good enterprise performance and rewards for all. Both tripartite and bipartite dialogues, with great transparency and mutual respect for each other’s views and needs, build better trust and cooperation (Oberai and Sinavanthiran, 2001; Trebilcock, 2005). Further, it is argued that successful implementation of social dialogue results in sustainability of economic and labour market reforms. As having reached consensus, stakeholders’ opinions are reflected in reform agreements. Lastly, it results in fairer society through participation of a wide range of stakeholders in society (Ishakawa, 2003).

Workers in Small and Medium Enterprises do not join the Unions because they do not know the benefits from being Members of the Unions. For instance, Mzee (2007) argues that, workers in SMEs are less likely to be members of trade unions. Since employers are powerful and gain control over workers, they try to weaken their ability to organize and fight for their rights (Tibandebage et al., 2001). That means, employees have limited freedom of association and collective bargaining to access their basic rights at work. In these circumstances, it is impossible for both employers and workers to realise effective social dialogue and fulfil the decent work agenda. Thus, this paper is deliberately focusing on these SMEs in Zanzibar because most of the researchers focus mainly on large firms and ignores small enterprises which are common in the country. Because of these reasons, the study explores key factors which prevent the realization of social dialogue in SMEs in Zanzibar.

Therefore, this paper argues that weaknesses and insufficient technical capacity among the social partners; inadequate education on labour laws and social dialogue among social partners; misconceptions and mistrusts of both employees and employers against trade unions and government; the power of government to predominate and influence trade unions affairs; disregard of implementation of social dialogue and labour legislations amongst others, are major factors which impede social dialogue being realised in SMEs. In order to overcome these problems various measures are suggested which include capacity building among the actors and creation of awareness through the community based trainings.
1.2 Social dialogue in the legal frameworks

The Labour Relations Act, 2005 as publicised through legal supplement in Government Gazette Vol. CXIV NO. 6125 of 25th November, 2005 it consists of many labour issues ranging from workers representation to conflict resolutions (GOZ, 2005a). It provides full rights for employees to take part in the formation of trade union. It provides the right to election of workplace representatives, right to be elected or appointed to serve as a workplace representative. For the TUs, the Act provides the right to conduct and organise TUs activities at the workplaces without restrictions. TUs are responsible for establishing branches at the workplace, conducting lawful meetings for branch members, make representation on behalf of employees in accordance with laws (GOZ, 2005a). Moreover, TUs in collaboration with Labour Commission can inspect workplaces, present enquiries and oversee compliance with labour laws through Collective bargaining signed between Employers and TUs on behalf of the workers. Workers and TUs representatives are given exclusive right to bargain, negotiate or consult with employers and both parties are supposed to have good faith and engage in genuine and constructive negotiation (Ally, 2007).

Likewise, the Employment Act of 2005 provides employees with rights of freedom of association and right to organize. For example, the Act reveals that fundamental rights such as freedom of association and effective recognition of the right to collective bargaining shall be as provided for in the labour relations Act. In addition, it requires employer or employers’ association and workers union to bargain in a good faith. (GOZ, 2005a).

1.3 Indication of Problem

The statistics indicate that, only 6 per cent out of 1,541 establishments employed more than 10 people. This confirms that most businesses in Zanzibar are in the SMEs category (OCGS, 2004). According to the United Republic of Tanzania (URT) SMEs create employment, reduce income disparities and expand economic opportunities among citizens. They have a significant contribution in utilizing and adding value to local resources and services within the economy and thus foster equitable income distribution (URT, 2002).  The report on the role of SMEs in economic development in Zanzibar issued by the central Bank of Tanzania also confirms that SMEs are principal driving forces in economic development; they generate employment, help diversify economic activities and make a significant contribution. The SME is a booming sector in country (BOT, 2007). In addition, some authors argue that, the importance of small enterprises economy and social development in Tanzania is undisputed. The small enterprise economy is on the policy agenda for the development of the country. The most significant contributions lie in the areas of employment creation, enhancement of growth, and of poverty alleviation (Rogerson, 2001).

As a matter of course, these developments are accompanied by an increase in disregard of fundamental principles and rights at work. Working conditions are very poor and workers do not seem to do well in having representative bodies such as trade unions. Many workers in SMEs are not members of TUs as compared to workers in larger firms (Mzee, 2007). Because of their power and control over workers, employers seem to weaken their ability to organize and have voice for their basic rights (Tibandebage et al., 2001). Also, the Ministry of Trade and Industries indicates that, there are many constraints hindering development of SMEs in Zanzibar. They include unfavorable legal and regulatory framework, ineffective and poorly coordinated institutional framework (MTIM, 2006). In addition, Tibandebage et al., (2001) argue that lack of labour standards are often crucial and source of controversy in small enterprises, and the absence of effective management relations is the source of instability which undermines the development of economy. Taking into account international experiences some authors find that labour standards are not applied in SMEs because many workers are not registered (Khan 1993). Furthermore, Marlow (2002) indicates that owners in the SMEs are resistant to legal regulations due to the administrative burden. Managers are ignorant of legislation and resistant to creating good relationships with their employees. 

1.3 Relevance and Justification

Tanzania is one among the poor countries in the world, the concept of social dialogue is at the centre of social and economic development policies. In itself, social dialogue is closely related to development as it promotes consensus building and democratic involvement among the main stakeholders in the world of work. Social dialogue and participation of these stakeholders support the country’s development effort.  In Tanzania social dialogue is the most effective means of action to integrate the key objectives of poverty reduction and decent work, to strengthening ownership and participation, ensuring a balanced approach to economic and social development, and to incorporate the value-added of the experience, expertise and involvement of the key economic and social actors. To ensure effective social dialogue and improves the scope and vigour of the policy and decision-making processes around poverty reduction, it must take place on a regular and reliable basis. It cannot function properly if it is perceived to be at the whim of one of the social partners (Giuseppe and Pursey, 2002). For the Tanzania situation, it is possible to think of ways of giving employers and workers organizations a more prominent role through the tripartite social dialogue institutions. Such initiatives enable unions and employers to participate in the poverty reduction strategy process and strengthening social and economic developments in the country. 

Furthermore, various studies at the international level point out the relevance of social dialogue in respect to work and national development. Buckley (2003) suggests that successful social dialogue structures and processes have the potential to resolve important economic and social issues, encourage good governance, advanced social and industrial peace and an end in the quest for poverty reduction. Ishakawa (2003:27-34) argues that, ‘social dialogue is not only an inclusive and democratic means of policy and decision-making but also an approach to promote economic growth and development. It also helps to build social support, for instance, in many European countries tripartite and social dialogue has become a norm to reach a socially acceptable compromise. Decisions made through social dialogue are more legitimate as many stakeholders participate in decision making process and their views are usually reflected in the outcomes. Furthermore, it replaces adversarial relationships with collaborative partnerships. Also social dialogue is an effective means to ease economic and social tensions during periods of economic crisis or transition. In many countries for instance, Central and Eastern Europe, social dialogue has been effective in coping with tough macroeconomic adjustment’. 

Internationally, the  ILO finds that social dialogue helps to achieve harmonious labour management relations, determines terms and conditions of employment, improving enterprise performance, addressing productivity issues, fashioning the working environment, improving job satisfaction, establishing a safe working environment, and therefore making progress towards achieving decent work. The institutions for social dialogue represent the very forums within which government representatives and workers’ and employers’ organizations could interact on social and economic policies. A prerequisite for effective social dialogue is autonomous and representative social partners. Freedom of association and collective bargaining; autonomous and representative social partners are the prerequisites for effective social dialogue (ILO, 2002).

However, these basic rights are not attainable in Zanzibar SMEs, because many employees are not members of TUs where also employers reluctant to join employers’ organization. Employers seem to have power to weaken the ability of workers and TUs combat for their rights. Hence, it is importantly to analyse the situation of workers and social dialogue in Zanzibar SMEs. So far, it is difficult to discover literatures which analyse workers and social dialogue in this sector.

1.4 Research Objective 

The main objective of this study was to explore key factors preventing the realization of social dialogue in the SMEs food and beverage enterprises in Zanzibar. In order to achieve this objective, the following questions were posed.
1. Who are the actors in determining implementation of social dialogue? How are they perceived by workers in food and beverage industry?

2. What difficulties do trade unions face in articulating workers’ rights in food and beverage enterprises?

3. What is the role of employers in facilitating freedom of association and collective bargaining in food and beverage industry?

4. How does the government create enabling environment for the application of social dialogue in food and beverage enterprises?

5. What factors may enable workers get involved in tripartite dialogue in food and beverage enterprises?

1.5 Scope and Limitations

Due to time pressure, this paper focussed on three registered enterprises and therefore excludes other issues which might be very unique to unregistered SMEs which are also common in Zanzibar. The study also confined itself in Unguja Island and excluding Pemba Island which is part of Zanzibar. Furthermore, the focus has been narrowed to only one District, the Urban District and disregards other Districts in Zanzibar. Also there was a scarcity of data as most of the information available covers the whole Tanzania. Another  problem was communications, as one acting manager refused a field work at his premise. This is because, the manager whom we used to communicate was not there, and he did not inform his acting manager concerning the study. However, these limitations were managed and could not affect the research process.
1.6 Organization of the paper

This paper is organized into six chapters. Chapter one introduces the social dialogue, its effects and significance in the world of work. It highlights the status of social dialogue in Zanzibar legal frame works. It also covers problem indication, limitations and research questions used in the study. Chapter two provides basic information on the economic, politics, demographic and general contribution of SMEs in Zanzibar. Chapter three highlights the concepts of social dialogue which is the main focus of this paper. It ends with discussion on determinants of social dialogue and its positive outcomes in the workplace. Chapter four covers the operationalization section of the study. Chapter five provides analysizes of the research findings and chapter six gives conclusion and recommendations.

CHAPTER 2: SMALL AND MEDIUM ENTERPRISE IN ZANZIBAR 

2.1 Introduction

This chapter gives a description on Zanzibar profile, with specific consideration on the country’s political sphere, demography and economic characterization. Since the focus is on Social dialogue in SMEs, the chapter also highlights SMEs operations and its significance to Zanzibar. 

2.2 Background of Zanzibar

Zanzibar which consists of two major islands, Unguja and Pemba is part of the United Republic of Tanzania. Zanzibar whose capital is Zanzibar city is located in Unguja Island, it lies in the Indian Ocean and is about 40 km stretching from Tanzania Mainland. It has a population of mixed origins, mainly consisting of people from Oman, Persia, India, Comoro, China amongst others who got intermarried with indigenous people. This reflects a cultural diversity which makes Zanzibar a unique multicultural centre in Africa. However, it is greatly influenced by Arabian culture due to long time historical ties (Ally, 2007).  According to the 2002 Census, Zanzibar has a population of 984,625 with 63.2 percent found in Unguja, and 37 percent based in Pemba Island. The population grows at a rate of 3.1 percent per annum, which is also attributed to migrants from Tanzania Mainland and other countries. Zanzibar has very limited economic opportunity, hence there is a rise in the poverty levels. So far, there are some variations in poverty levels between the two islands. The poverty rate in Unguja is 59 percent and Pemba is 61 percent. In general, Zanzibar has higher poverty levels with a national average standing at 60 percent (GOZ, 2005a; Ally, 2007).

2.2.1 Political Overview

For a long time, Zanzibar was colonised by Arab, but won its independence in 1964 from Sultanate of Oman. It is one of the two states which form the United Republic of Tanzania. Zanzibar has its own autonomy and responsible for her internal, non union matters. The Constitution of the United Republic of Tanzania indicates that Zanzibar has her own Government called the Revolution Government of Zanzibar which has full autonomy over local matters. Whilst the government of the United Republic of Tanzania has responsibility over all matters relating to foreign affairs such as international trade and commerce. From 1964 until 1990s, the country was under single-party system where socialism was the main political ideology. Multiparty was full embraced from 1990s and the first multiparty election was held in 1995. In addition, after every 5 years, the country goes through General election (GOZ in Ally, 2007).
2.2.2 Economic situation

Zanzibar has a small economy where more than 60 per cent of the population depends on agriculture for their livelihood. The GDP per capita was US$ 370 in 2006. Agriculture accounts for 23 percent of GDP, 76 percent export earnings, and about 42 percent of total employment. The economy as measured by its gross domestic product has been growing at an average annual rate of 6.6 percent since 2001. Between 2002 and 2006 capital formation increased by 182.92 percent and the ratio of capital formation to GDP rose from 13.8 percent to 19.8 percent in 2006 (MLYWCD, 2006). On the other hand, the Bank of Tanzania (BOT, 2007) indicated that SMEs play a major role to the economy of Zanzibar. Tax revenue collected from SMEs amounted to TZS 49.9 billion for a period of three years 2003-2005. The SMEs tax share to total revenue averaged 89.6 percent of total tax revenue in 2003 to 83.0 percent in 2005. The Zanzibar Strategy for Growth and Reduction of Poverty (ZSGRP), the growth rate of GDP is targeted at 10 percent by the year 2010. The future sustainable growth is centred at agriculture, tourism and trade by encouraging development of small and medium enterprises. The ZSGRP targets to reduce the current unemployment rate from 7 percent to about 4 percent by 2010 by prioritising employment creation through SMEs (MLYWCD, 2006). 

2.2.3 Labour force 

The Zanzibar labour force stands at 541,320 persons. This indicates a big challenge as the new entrants into the labour market have to face in securing job vacancies. This results in increasing number of unemployed persons. According to the Household Budget Survey (HBS) of 2004/5, Zanzibar has 7 percent of working age population which is unemployed. This figure excludes those who are currently under-employed.  Also the figure documents a large number of unemployed youth aged between 15 and 24, who are also estimated at 20 per cent of the whole youth labour force. Further, the HBS shows that out of unemployed labour force of 24,014 people, more than 22,010 persons were in the age of 15 to 34 years, which is an equivalent of 91.7 per cent of the total unemployed (GOZ, 2007). Besides, it is argued that youth unemployment is therefore an important dimension and a big challenge that Zanzibar faces. With a relative economic growth rate, the demand for labour is still low resulting in high unemployment level (MLYWCD, 2006).

2.3 Overview of SMEs in Zanzibar

In Zanzibar, SMEs are defined according to the United Nations Standard Industrial Classification quantitative classifications which is based on number of employees, turnover and business assets. The definition relates to the geographical economy and the Zanzibar context. The Small Enterprises include establishments engaging between 5 and 19 employees or with total assets value from TZS 4 million to less than TZS 20 million or with annual turnover of between TZS 10 million to less than TZS 50 million. The Medium Enterprises employ between 20 and 99 people or posses assets valuing from TZS 20 million to less than TZS 225 million, with annual turnover of between TZS 50 and less than TZS 750 million (OCGS, 2004). Some authors notice that SMEs sector shares more than 50 percent of total GDP. Manufacturing enterprises accounted more than 5 percent of the real GDP (Tibandebage et al. 2001).

2.3.1 The SMEs Policy of Zanzibar

It is envisaged that by 2020, Zanzibar will be a semi-industrialized economy, with manufacturing, tourism and trade contributing 60% to GDP. SMEs sector is listed in the Vision 2020 as one of the key priorities for promoting the diversification and transformation of the economy. Briefly, the Zanzibar Vision 2020 is the long term development plan which has been adopted in order to eradicate absolute poverty in Zanzibar by the year 2020. Therefore the broad objective of the Zanzibar SMEs development Policy is to create conducive environment to develop SMEs activities in Zanzibar, to foster jobs creation, income generation and maximizing value added through supporting their efforts to improve performance and competitiveness. The focus of resources prioritization is on development of public-private partnership (PPP), support for the creation of an enabling business environment through legislative reform and modernization, support for private sector driven association and capacity building needs in public and private sector. The vision is to have a vibrant and dynamic competitive SMEs sector that transforms the available physical and human resources through sustainable processes into national wealth which is equitably shared (MTIM, 2006; Mzee, 2007).

2.3.2 Employment contribution of SMEs

The report of Bank of Tanzania on the role of SMEs indicates that fulltime employees in the registered SMEs were 141,255 or 70.4 percent in 2003, 142,061 or 68.6 percent in 2004 and 158,193 or 68.5 percent in 2005. This is equivalent to 806 and 16,132 new full time jobs between 2003-2004 and 2004-2005 respectively. With regard to temporary jobs on average accounted for 30.8 percent of total number of employees in the SMEs (BOT, 2007).
The average number of male workers is 172,413 which is equivalent to 81 percent of employment. Whereas female average number is 40,442 which is equal to 19 percent of total employment in the SMEs sector. About 54 percent of all employees are skilled and the remaining 46 are unskilled. The number of male workers accounts 75 percent and female workers’ is 25 percent of skilled labours. Skilled male undertake managerial positions and heads of sections are occupied by both skilled male and female workers.

Fig.1. Number of Workers Employed by SMEs in 2003-2005
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Source: Bank of Tanzania, Zanzibar-Branch, Zanzibar. 

2.3.2 Employment by sector 2003- 2005

Bank of Tanzania shows that SMEs dealing with service provision account for 54.2 per cent of SMEs employment. Manufacturing enterprises was the second accounting for 34.8 per cent, and agriculture constituted 11.0 of employment. The figure below indicates employment in the SMEs based on selected sectors. The industrial sector includes small and medium manufacturing enterprises in Zanzibar.

Fig.2. SME Employment by Sector, 2003-2005
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Source: Bank of Tanzania, Zanzibar-Branch, Zanzibar.

In conclusion, Zanzibar’s economy also depends on SMEs development where many Zanzibaris are employed in this sector. However, TUs fail to organise workers in this sector because their employment is not secured, mostly they work on temporal basis, for this case employers take advantage of depriving workers rights; such as freedom of associations and collective bargaining, un equal participation in social dialogue as the actors are not complete. Social dialogue needs the presence of workers representatives that is TUs in one part, the Government and Employers in other part. For this case, now Social dialogue in Zanzibar is not efficient due to weakness of workers representations, which leads to instability of workers, decrease in productivity and drop of the SMEs contribution in Zanzibar.
CHAPTER 3: CONCEPTUAL FRAMEWORK

3.1 Introduction

This chapter discusses the concept of social dialogue which SMEs is the main focus of this paper. The concept has been discussed and elaborated using its major components and conditions, which provide enabling environment for the realisation of social dialogue. The chapter ends with discussion on trusts and its importance to social dialogue in workplace. 
3.2 The concept of Social dialogue

According to the Department of International Development (DFID), social dialogue includes institutional building, labour law reform and strengthening enforcement, promoting collective bargaining, strengthening dialogue and consultation processes (DFID, 2007). Social dialogue has emerged as an important focus for strategy and decision-making on human resources and industrial relations. This implies that managers in collaboration with local unions have been the driving force for changes. Besides, bipartite and tripartite dialogue forms, and other stakeholders such as civil society organizations can be involved (Carlein, 2007). As mentioned in the previous chapters, social dialogue is an important means of achieving harmonious labour management relations, determines terms and conditions of employment, improving enterprise performance, addressing productivity issues, fashioning the working environment, improving job satisfaction, establishing a safe working environment, and therefore making progress towards achieving decent work. 

According to Ishakawa (2003:9) the exchange of information, consultations and negotiations are major components of social dialogue. Exchange of information; is the most basic process of social dialogue. It implies no real discussion on the issues concerned, but it is an essential starting point towards more substantive social dialogue. Consultation;  is a means by which the social partners not only share information, but also engage in more in-depth dialogue about issues raised. While consultation itself does not carry with it decision-making power, it can take place as a part of such process. Negotiation is one of the widespread forms of social dialogue and is institutionalised in many countries. It consists of negotiations between an employer, a group of employers or employers; representatives and workers’ representatives to determine the issues related to wages and conditions of work. Successful collective bargaining results in collective agreements.

3.3 Determinants and conditions for the fulfilment of SD

The ILO finds that social dialogue can only be realised when the following enabling conditions exist. Also authors identify these conditions as important for the fulfilment of social dialogue (Ishakawa, 2003:9-12).

3.3.1 Freedom of association

First and foremost, social dialogue is built on respect for and implementation of freedom of association. Freedom of association is a multifaceted concept which also includes right of workers and employers to form and join organizations of their own without prior authorisation; free functioning of those organizations; right to elect representatives in full freedom and the right to organize. Also it protects anti-union discrimination and the right to bargain collectively. Where there is an absence of full respect for freedom of association, the social dialogue process will lack legitimacy, and hence can not be sustainable. If for instance, workers and employers are not able to freely choose their organizations, then the organizations involved in the process can not truly be representative or if there is inadequate protection against anti-union discrimination, frank and transparent consultations will be impossible (ILO, 1996a in Ishakawa, 2003). In addition, Carlien (2007) argues that for the success of social dialogue also depends on the national policy environment.

3.3.2 Political will and commitment 

Each party needs to enter the dialogue with a common understanding of the purpose of social dialogue. All parties have to have a certain level of trust in, and loyalty and commitment to the process. It is important for the participants to have a consensus on political, economic and social organization of the society in which they like to live. This involves the acceptance of social pluralism and mutual reconciliation of interests. Social pluralism recognises the interdependence of social partners with an application of their divergent views and goals. The mutual reconciliation of interests refers to the commitment of social partners to identify common objectives and priorities so that they can address current issues together. 

3.3.3 Employers’ and workers’ organization

Effective social dialogue depends on the legitimacy of social partners. Employers and workers’ organizations need to be representative and reflect the interests of their members. Social partners must be able to marshal adequate support for their position on the issues they are addressing. Talos and Bernhard (2002) argue that the strength of employers and workers organizations is the key for the longstanding success of social dialogue. To participate in the process of social dialogue constructively, it is important that social partners have to have the technical capacity to engage in debate on issues of their interests. Social partners need to have easy access to relevant information concerning the major legal, social and economic issues.

3.3.4 Democratic foundations

As for the broader political environment, social dialogue needs democratic foundations. It provides an effective mechanism of participation which is essential for democratic governance. Visser & Anton, 1997 suggest a wider societal support for social dialogue is crucial for its success. Societal support requires a regime where the government and the general public accept the social partners as fully-fledged legitimate partners of social dialogue, where the general public supports social partners’ participation in policy making, and where the government is legitimate and politically relatively stable (Ishakawa, 2003). 
Some of the conditions were presented in some firms. However, their presence is neither necessary to determine the implementation of social dialogue nor paving for the realisation of decent work in these enterprises.  

3.4 Obstacles of Social dialogue

Some authors argue that obstacles in the fulfilment of social dialogue are narrow vested interests of one or more dialogue partners, which can result in blocking reforms. When dialogue process is highly dependent on one driving force, such as government, the process risks getting biased or even politicised (Carlien, 2007; Ishakawa, 2003).  Also the disregard for implementation of freedom of association and receptiveness of national actors towards social dialogue process, in some situations, these conditions are hard to achieve (Carlien, 2007). Besides, the ILO finds that there are a number of obstacles preventing social dialogue from operating properly, include; insufficient legal framework, the weakness of social partners, the ineffectiveness of the institutions of social dialogue and lack of education and experience is social dialogue (ILO, 2004). 

Once again, the ILO identifies a number of obstacles against social dialogue in African countries. It shows that collective bargaining agreements for the determination of wages and working conditions are handicapped by such factors as underdeveloped economies which limits the scope for the improvement of working conditions, the dominance of public sector, where the state fixes conditions of employment by statute, restriction of wage increases imposed by economic development plans and the Bretton Woods institutions that limits the scope of wage negotiations, coupled with weakness of trade unions, especially at the levels of enterprises(ILO,1999). Moreover the influence of governments tends to predominate and in some cases the selection of workers’ and employers’ representatives is done directly by governments rather than by the respective organizations. Labour administrations lack the administrative means and resources necessary to enforce labour policies and legislations. 

Also cultural dimension is a vital issue for the success of social dialogue. In this respect there is a need to involve traditional authorities as they remain very important in organizing the life of people at all levels. Traditional authorities include religious and ethnic leaders, for such example, they regulate social life and settle disputes, among others. Thus, traditional structures are keys in conflict management. However, in some areas it is difficult to have coherent legal provisions which accounts for socio-legal norms. This in turn, hinders the implementation of social dialogue process (Carlein, 2007).

Also obstacles to social dialogue include presence of differences in power relations among the stakeholders. The situation sometimes is characterised by disputation talks of other actors which tends to oppose other’s views, whereas some participants feel anxious to raise their opinions during the process. In developing countries, majority of workers do not participate in social dialogue because established workers and employers organizations traditionally represent workers and enterprises in the formal public and private sector. Addition, SMEs limited capacity and general lack of presence at all levels are usually major obstacles in this respect. Further, it is argued that workers are difficult to attain because they are weakly organized (Carlein, 2007).

3.5 Trust: its role and effects in workplace dialogue

It is essential to highlight on trust and its outcomes in the workplace. This is because trust has the direct impact on management and workers perceptions. In that respect, employees and employers trust can influence workplace dialogue between these partners.

Some authors suggested that it is a psychological state comprising the intention to accept vulnerability based upon positive expectations of the intentions or behaviour of others (Rousseau et al. 1998). In the light of this, numerous researchers from various disciplines agree that trust has a number of important benefits for both employers and workers. They insisted that trust has always positive effects on employers’ and workers’ attitudes, perceptions, behaviours and performance outcomes within organizational settings (Dirks & Ferrin, 2001). Also it is argued that trust as an expectation or belief that one rely upon another person’s actions and words or that a person has good intention towards another (Robinson, 1996). These authors noticed that high levels of trust are expected to result in more and positive attitudes, high degree of cooperation and other forms of workplace behaviour, and superior level of social dialogue performance.

Further, it is argued that trust leads to distinct outcomes including positive attitudes, cooperation and good performance. Once again, Mayer et al. (1995) portrayed that individuals’ trust about other’s ability, benevolence and integrity, lead to a willingness to risk, which in turn leads to risk-taking in a relationship, as manifested in a variety of behaviours. In other words, a higher level of trust in a work partner increases the likelihood that one will take a risk with a partner through cooperations and information sharing.

Besides, other authors argue that, trust is critically important in the formation of relationships between workers and their leaders (Bauer & Green 1996) and because it is directly related to group performance (Dirks, 2007). Further, Denize & Louise also (2007) reveals that trust leads to confidence, fairness, honesty, and truthfulness in negotiations. Moreover, it is argued that for the positive impacts on workers satisfaction, trust in manager results into increased satisfaction (Rich, 1997), because managers are responsible for duties which have major impact on employees’ job satisfaction. Thus, workers believe on managers tend to increase job satisfaction and motivation. In addition, the presence of accurate information sharing and acceptance of decisions among managers and workers notifies an idea that trust has a positive influence over the workers’ general view against other party. 

In general, various scholars propose that, evidence is highly supportive of main effects of trust on attitudes and perceptions of employees. It is however showed that, the lower levels of trust are associated with suspiciousness of the information between employer and employees (Dirks, 2001). Therefore, paving a way for the realization of social dialogue, the above scenario highlights the need to integrate enabling factors with positive trusts among the employers and employees. This can help to overcome possible factors which seem to prevent social dialogue in the SMEs.

CHAPTER 4: OPERATIONALISATION

4.1 Introduction

This chapter highlights the research process undertaken during the field work. It outlines research techniques applied for the study. The chapter also analyzes the production processes and characteristics of workers interviewed in three firms. 
4.2 The Research methodology

 4.2.1 Type of data
This research is based on qualitative primary data collected using a self administered interview. A secondary data was also used to obtain rich information based on various websites, books, journals, and library publications. Besides, the study used a lot of government publications from different public institutions.  These data was essential as they provide relevant information.

4.2.2 The research technique

The first plan was to use semi-structured interviews for officials and firms’ managers only, then to conduct three focus groups for workers. However, this plan was not possible due to the schedules of work in the firms; it was difficult to get them in groups. Because of that, it was essential to use semi-structured for all interviewees. This technique was selected because of its usefulness in enabling the respondents to talk and express themselves freely. It is also as good as researchers able to gather information from the interviewees without the influence of others’ opinions. According to Laws et al. (2003) semi-structured interview is good for collecting information based on individuals’ experiences (Laws at el. 2003). Moreover, this technique is good for workers who are not able or like to express themselves in public. 

4.3 The Sampling method

4.3.1 The population sampling

Due to the nature of work in these firms, interviewees were picked randomly in order to have diverse views and provide equal opportunity for workers. Three groups of people were interviewed: the government and TU officers; firms’ managers; and employees. Workers were from different enterprises in order to hear diverse views based on their experiences. The total number of study population was 20 including government and TU representatives. 
· Government and trade union officers

The first interview was held with the key informants in a process of social dialogue in SMEs and labour related institutions. The interviewees were labour Commission (1) and TU (TUICO Z) (1).  In order to have privacy, interviews were conducted in offices. These two institutions were selected because of the following reasons. Labour commission in it self, is the only public institution which deals with employees and employers in both public and private sectors in Zanzibar. Meanwhile, labour commission represents the Government of Zanzibar in all labour related issues in Tanzania and the outside world. For the trade union, it is also the only and major TU which represents workers in industries and commercial organizations.  According to TU representative, the TUICO Zanzibar branch was launched in 2002 to serve for workers in industries and commercial organizations in Zanzibar. The union currently has 878 members, among whom were (703) men and (175) women. The two officers (Government aand TU) were men, aged between 43 and 52. 

Through TU, it was essential to get information on trust and perceptions of workers against the actions of other actors of social dialogue. This helps to know the role and effects of workers’ trust in promoting social dialogue. Also membership in Employer’s organizations and the TU memberships as well, are important for effective social dialogue. In this light, it was relevant to be aware of workers’ participation and access to freedom of association by joining the unions of their interest without prior authorisation from else where. Further, it was uninevitable to known problems of labour unions in articulating workers’ rights and social dialogue in particular, and getting information on how to overcome those obstacles.

Besides, Labour Commission is under the Ministry of Labour Youth Women and Children Development whose major role is to administer all work related matters in Zanzibar. It undertakes general labour inspections in private and public enterprises. Also it is responsible for the resolutions of industrial disputes. In so doing, the labour officer in charge, is required to use Employment Act No. 11 of 2005. Here my intention was to know relevant actors in social dialogue and their role in facilitating implementation of social dialogue process in SMEs food and beverage sector. This may help to know   weakness or obstacles of these actors in implementing social dialogue. Moreover, it was also essential to know efforts taken by government, priorities and opinions which seek to promote social dialogue. Basically, these items were important indicators for social dialogue in respect to this sector.

· Firms’ managers

The second group of interviewees were the firms’ managers, aged between 45 and 50, all were men. The choice of these interviewees was based on the fact that, they were potential source of information because they were the main supervisors of workers and often was final decision makers at the workplaces. Therefore, it was appropriate to interview this group. They were cooperative during the process of data collection. Interviews were conducted in their offices at different occasions. In addition, we agreed to maintain confidentiality regarding our interviews.

The intention was to get information concerning their roles in implementing social dialogue in SMEs sector. It was also essential to get their perceptions and trust towards employees and how their reactions are.  Likewise, it was reasonable to know workers’ participation, freedom of association, collective agreement among employees and employers. Also, I wanted to know how employers value the role and effects of trust at the workplace dialogue. Furthermore, it was necessary to know factors for promoting workers and employers’ participations in dialogue. This information was requested because it reflects the effective social dialogue at work.
· Firms’ workers

This was the last but important group of interviewees. This group was constituted by workers from three firms. About 15 workers were interviewed, 5 from each.  They were interviewed regardless of their departments, skills, or gender, though these distinctions were recorded during interviews. The workers were given equal opportunities to participate in the process. The decision to interview this group was based on the fact that, they had enough information and were major concern in this study. Also we agreed to protect confidentiality of all conversations. Some questions were more specific but they focussed on social dialogue. The intention was to know workers’ perceptions and trusts towards managers. Also it was essential to get information on participation of employees through various ways in deciding their common interests. 
For the firm A, interview was conducted during working hours but in a private room inside the firm. Workers were interviewed one by one without affecting the working schedule. For the firm B, interview took place in various firm offices. Here, we had to follow the interviewees because they were scattered. We were offered a private room to interview workers. Also it was held during working hours. Lastly, in firm C, interviews were conducted in a special guest room during working hours. 

Table 1. Characteristics of firms’ workers interviewed

	          Firm A
	               Firm B
	          Firm C

	5employees interviewed

2 were trade unionists


	5 employees  interviewed 

3 were trade unionists


	5 workers  interviewed

No trade unionists



	1 was skilled

3 women and 2 men


	2 were skilled

3 men  and 2 women 


	2 were skilled

5 men



	Worked above 1 year
	Worked above 1 year


	Worked above 1 year


In addition, male workers constitute a large part of interviewees, because majority of employees in these firms were men. Employees were aged between 23 and 49.

4.3.2 The Firms sampling

The choice of the firms was based on the fact that these enterprises have been established for a long time and employed many people than other firms of this category. They are common and have good records in the product of noodles, breads and drinks in Zanzibar. Also they are located in one of the highly populated districts. According to the Office of Chief Government Statistician, the district employment base constitutes: business operations 61 percent. In the light of this, business operations in Zanzibar also include activities SMEs. 

Firm A: according to the firm’s manager it was established in 1999. The firm has employs many workers than the other two firms. Currently, it has 37 employees; 28 are men and 9 are women, thereby 7 workers are members of trade union. So far, the firm has no trade union branch. The firm deals with the production of juices, and ice creams, which  is mainly for local consumptions. The large part of which is sold in hotels and restaurants. The juice product is made up from various fruits which are locally produced in country. The fruits include mangoes, pineapples, and grapes, among others. The production processes largely based on traditional methods and skill intensive at a minimal level. Then firm’s manger explained production processes.

	The production process takes three to four stages, where in each needs one person with good skill or experience. The first is the front end operation: which includes operations regarding reception and clarifications of fruits in factory. In this stage, the incoming fruits variety and origins are recorded. They are washed to avoid pesticide and organisms and the spoiled one are thrown. The second stage is extraction in which water is separated from soluble solids. The last two stages are refining and concentration. Here, juice is further separated from residues special filter machines. Ultimately, it is poured to be concentrated in special machine called v. concentrator to make it more finely.  




Source: a firm manager, July, 2009.

Firm B: it was established in 2001 and currently has 29 employees, of whom 21 are men and 8 are women. The firm has trade union branch and about 9 employees are member of trade union. It deals with manufacturing of noodles, which is also for domestic market. Since noodles are made from wheat flour mixed with water, the part of production process is locally undertaken. So far, in some cases, it requires a minimal level of skills and experience. The B3 gave the following explanation on production processes in making noodles.

	The production process has three steps. The first is the mixing of wheat flour and water with use of machine. Then the dough is made into smooth sheet, and then noodles are cut into stripes or fine noodles and steamed. About 3 people with good experiences are needed. The second step is noodle rolling; here noodles are rolled manually with hands and then kept into the wood made sieve. This task requires 5 people. The last stage is the noodle drying: here after the rolling activity, the noodles are dried in the sun. After that, the product can be sold as fresh noodles, and ready to be consumed.




Source: Interviewee, head of production, July, 2009.

Firm C: this firm was created in 2005, and has 15 workers, 11 are men and 4 women. There is no trade union in the firm because workers are not members of trade unions. It deals with manufacturing of breads, biscuits etc, and the production is for domestic market, where a large part of it is sent to restaurants.  The Production processes involve both modern and traditional methods. Then C1 explained on production processes.

	The production process; firstly wheat flour is mixed with water, sugar and yeast.  The mixture is done by the use of machine. One skilled or experienced person is needed to observe the process. Secondly: dough is taken and fermented into another machine to allow yeast to spread in the dough. Thirdly: the dough is loaded into divider machine and to be cut into small pieces. Here, the dough pieces are also shaped into smoothed loaves. Fourthly: they are put into the pain and transferred into the tunnel oven where temperature is high, ready to be cooked. Finally: the breads are taken out to be baked and cooled; then packed ready to be sold and consumed.




Source: interviewee, July, 2009.

In addition, the production processes in all firms involve workers of all kinds; skilled and unskilled since most of the activities do not require high skills levels. Employees with special skills are required in certain stages mainly to observe the process or to supervise and direct other workers. Employees who have good working experiences can perform tasks at any stage in the production system. Because of that reason, majority of employers do not pay much attention to training programmes. Employers do not undertake research development to innovate their businesses.

Finally, workers’ activities were almost the same in the sales and marketing, maintenances, administration, and security guard sections. But there were differences in production section from one firm to another.



CHAPTER 5: DATA ANALYSIS 
5.1 Introduction

This chapter presents the research findings which were collected from three SMEs in Zanzibar. Findings were based on information obtained from managers, workers, TUs and government representatives.

As shown in four, interviewees had diverse backgrounds based on skills, union and memberships and education. Table 4 indicates the levels of education attained by the interviewees.

Table 2. Respondents based on the levels of education attained

	Levels of Education
	Firm A                
	 Firm B            
	Firm C           
	Total             

	Primary education
	 0           
	1               
	  1             
	 2        

	Secondary education 
	 2                      


	  3                      


	3                     


	 8                 



	 college/certificate
	 3                       
	 1                       
	  1                    
	  5               

	Total No. of respondents
	  5                                                            
	  5                       
	5                       
	  15               


The study takes into consideration the educational and other backgrounds among the respondents in order to see whether they have any influence in accessing to social dialogue with employers.

5.2 Key actors and their role in Social dialogue

Sivananthiran and Venkataratnam (2002: 5-167) suggested that employers are the direct actors in social dialogue and have a role to ensure good environment for workers to participate in negotiations and consultations regarding the issues of their concern. However, concerning the research findings, the results were mixed, since interviewees have had different point of views. Table 5 shows summarises of employees’ responses as the key actors of social dialogue. To have a diverse view, firms’ managers were also involved, that is why a number of respondents increased from 5 to 6 from each firm. 

Table 3. Summarizes employees’ responses on key actors.

	Key actors 
	 Firm A
	Firm B
	Firm C
	     Total 

	Employer                                                                                                
	      4
	     3
	     2   
	          9                   

	Trade union                         
	      1
	     1              
	     1             
	          3

	Government                                                               
	      1
	     2
	     3
	          6

	No. of respondents per firm
	      6
	     6
	      6
	          18


The A1, A3, A4 and A5 showed, employer is the key actor in determining implementation of social dialogue, because he is the main supervisor and final decision maker in their firm. Also B2, B5, B’s manager showed a similar situation. In addition, government and TU representatives argued that, Labour laws such as Employment Act, of 2005 and Labour relations Act, of 2005 require employers to ensure freedom of association and collective bargaining. Therefore, employers are the key actors in social dialogue. On the contrary, C3, C4, and A’s manager indicated that, government is the main actor because of its autonomous power to enforce implementation of various legislations. 

Besides, we observed that employers are the main actor in the process of social dialogue. Employers have great power and ability to influence employees in determining the implementation of social dialogue at workplace. Taking into account respondents’ views, we noticed that these interviewees were very understanding and familiar with what they suggested. Some of them had skills and long working experiences, trade unionists, and some were close to employers as they were heads of section, and most important were men and women. Above all, some managers and government and TU representatives were among the respondents. As their ideas were based on experiences and laws, it confirmed that employer is the main actor in the implementation of social dialogue in SMEs

However, our deep observation revealed that, for the effective social dialogue in SMEs, the process needs a mutual cooperation among the representatives of workers, employers and government. In this regard, neither employer nor government will be able to perform this role alone, it needs the involvement of all parties. While employer is the main actor in social dialogue, government has the power to regulate and create stable political environment to facilitate implementation of social dialogue, and TU is important partner whose role is to provide information and raising awareness among workers. In referring to C3, C4 and A’s manger, we can not disregard their views because they were also familiar with what they said. Even if they were not trade unionists but were educated, skilled and experienced in labour issues. Their ideas that government is the main actor, was accurate since employer alone can not implement the process. Again, their skills and experiences led them to realize that government has a big role in the fulfilment of social dialogue in SMEs.

Also we saw the need for having a mutual collaboration among social partners is very paramount. Ratnam & Sinavanthiran (2005) suggest that, for the social dialogue to work well, government can not be passive even if it is not a direct actor in social dialogue. Trebilcock et al. (1994) also argued that interactions of government, employers and TUs have a role to involve negotiations leading to a collective agreement and actions. Some interviewees (A2, B5 and C5) felt that government and TUs are essential actors, they need to be involved in the process. These people were not trade unionists and had low skills, working in different firms. They were different sexes and experienced in their activities. However, they suggested the same argument that government and TUs need to collaborate with other partners in social dialogue. Even though they had low skills but their long working experiences assisted them to realize that these two partners are also important and need to participate with employers in the process of social dialogue. Still, their low skills levels did not affect their ability to think of it.  

In current times, employers, government and TUs are essential stakeholders in the fulfilment of social dialogue and decent work in general. The International Organization of employers (IOE) identifies this as a solution internationally. The only recognized actors with government are employers and workers and their respective organizations (IOE, 2008). It is therefore, important to know that government, employer and TUs are essential stakeholders in promoting social dialogue. Thus, there is a strong need to advance a close and mutual collaboration among them to make realization of social dialogue is attainable in SMEs.

5.3 Trust and perceptions of employees

Concerning trust, attitudes and perceptions, Dirks (2001) argued that trust has important effects on employers’ and employees’ attitudes, perceptions, behaviours and performance outcomes within organization. On the other hand Mayer et al. (1995) suggested that a higher level of trust among work partners increases the likelihood that one will take a risk with a partner through cooperations and information sharing in workplace. Franca and Pahor, (2009) argues if management has negative beliefs then workers’ attitudes and perceptions towards employers are negative and the outcomes will possibly be negative. The research findings showed that employees do not trust any of these actors and they therefore, perceive them negatively. Table 4 below summarises workers’ trusts/perceptions towards actors of SD. 

Table 4. Employees’ opinions based on type of trust.

	Key actors
	Firm          A
	Firm           B
	Firm          C
	        Total

	
	+trust


	-trust


	+trust


	- trust


	+trust


	-trust


	+trust


	-trust



	Employer 


	1


	4


	3


	2


	1


	4


	5


	10



	Government 


	2


	3


	2


	3


	3


	2


	7


	8



	Trade union


	1


	4


	1


	4


	3


	2


	5


	10




Afterwards, A2, A3, A4, and A5 did not trust these actors because they work closely to meet their personal demands. B4, B5 did not believe and perceive negative against these actors. They argued that government and trade TU representatives involve in bribery with employers. While C1, C3, and C4 did not trust their employer because, he does not allow them to join with workers’ unions. Whereby (C2, C5) trust on governments and TUs leaders but they lack strong powers to face the employers in articulating workers’ rights. 

Furthermore, there were mistrusting between employees and key stakeholders in social dialogue. This situation has created negative attitudes in the minds of employees. As a result, employees have negative perception about employers and TU leaders. This is perhaps due to insufficient education and not being trade unionists was a reason for such mistrusts. Many respondents were not trade unionists, some of them had primary education, so, it was not difficult to have negative perception against employers, government and TUs officials. On the other hand, these respondents had worked for a long time with their employers; they not only had good knowledge and experiences on how their managers interact with government and TUs officials but also they saw and kept records on what managers and officers did. In that way, employees noticed that government or TUs representatives receive bribery from employers. And perhaps, that was among the reasons why TUs are seemed as not really represent for workers, instead, fighting for their personal interests.

To get diverse views, the same question was directed to the firms’ managers, Government and TUs representatives. Likewise, the results were mixed; as the government and TUs showed that some workers have good faith and perceive positively towards them, because a number of employees joining TU has been increasingly. Whilst, the firms’ managers (A and C), indicated that workers did not trust them, they perceived negative against employers. This is because workers were not involved in the meeting and their demands were not regarded. This confirmed that, employee’ perceptions that managers had close relations and involved in corruptions with TU and Government officials so that they did not take any action for employees’ demands. And that is the reason for workers to mistrust and perceive their employers negatively. Alternatively, Government and TUs officials also confirmed the workers’ argument by showing that some employees had good faith towards them. That means, there were also some employees who did not trust them as well.

Further, it was found that dissatisfaction among the workers had created mistrusts between social partners. Many workers in firms A and C, (A3, A4, A5, C2, C4, C 5) were not satisfied with treatments. This in turn, developed negative trusts and perceptions among employees. Rich, (2001) argues that, trust in manager results in increased satisfaction and organizational performance, because managers are responsible for duties which have major impact on employees’ job satisfaction. Thus, employees’ beliefs on managers tend to increase job satisfaction and motivation. Then, good employers’ and employees’ perceptions lead to confidence, fairness, honesty and integrity (Denine & Louise, 2007). Yet, workers in SMEs were seemed to loose trusts and honesty towards employers, government and TUs representatives, because of the closeness and disregarding to involve workers in their concerns. 

Therefore, it is essential to build good attitudes and perceptions in both workers and employers’ minds in order to create environment for positive trust. In doing so, it is possible to have collective agreements as a means to enhance realization of effective social dialogue in SMEs.

5.4 Employees and the right of freedom of association 

While it is suggested that, freedom of association, reduces social tensions and conflicts which in most cases have detrimental effects (Bonnet et al., 2003). So far, this has not yet been taken into practices as some firms hardly allowed their employees to join workers’ organizations. A great number of employees were not trade unionists since firms’ establishments. The TUs representative, explained ‘despite knowing their responsibilities and the importance of having workers unions, employers still ignore this fundamental right because of their negative attitudes towards employees’ organizations’. Employers do not encourage or provide workers with relevant information regarding freedom of association and the need to be unionized, but then, they mislead their employees by feeding wrong information against TUs leaders.

Subsequently, C3, C4 and C5 showed the same argument. At different occasions, they argued that, they did not join the TUs because they were not allowed. Some employees were willing but did not request for union membership for fear of being dismissed from employment. There was no TU in the firm and none of its employee was belonged to TUs. Then C4 said that ‘I have worked here for a long time ago, but I have never heard from any employee telling me about worker’s unions. I’m not a member of any trade union because we are not allowed here, so I can’t loose my job because of joining workers’ organizations. I have to work because if I lose a job it will be difficult to get another...’ 

By observing respondent’s backgrounds, we saw that workers in firm C were not members of trade unions. However, some of them wished to join TUs to have voice representation. So far, this was not possible because they would have been terminated from job. On the other hand, these people joined the firm for long time, and had good experience but they were not skilled. So, they were not ready to loose their jobs because of the right for freedom of association, because it was difficult for them to get new job. This is due to the fact that there were many unemployed people due to the scarcity of job vacancies in the labour market. In this regard, some employees decided to work without asking for TUs. Therefore, that confirmed employers did not provided workers with freedom of association because for the fear that they will be able to organize and voice for their rights.

Also, A1, A2, and A5 argued that freedom of association is very limited in the firm, because managers do not encourage people to join workers’ organizations. At the same time, C2, A3, and C5 argued that they did not have freedom of association because their mangers do not like trade unions since they increase extra costs. Employers will be required to provide extra services for TUs representatives in their firms. Then, trade unionists will not be able to perform well employer’s activities. Carlien (2007) argues the disregard for implementation of freedom of association and receptiveness among the actors towards social dialogue process, in some situations, these conditions are hard to achieve. A1, A3, and C2, were skilled, experienced and heads of sections where A1 was trade unionist. Still they claimed that freedom of association was not granted in their firms. Employees were not encouraged to join the TUs because managers did not like these organizations. Some employers believed that TUs increase costs because employers would need to increase the budget to finance for activities of TUs representative in the firm. Also when an employer fails to remit member dues to TU, he will be liable for that. This expresses the reason why many employers in this sector did not provide information or channels for employees’ participation.  Because, workers would be able to organize themselves and struggle for their rights against their employers.

Apart from that, there were important observations based on individuals’ experiences. There was a lack of commitment due to the focus on profit maximization among the employers. To a large extent, this has led to disregards of implementation of labour laws which provide opportunities for both employers and employees to join the organizations. As we considered responses of A1, A5, C2 and C3, we realized that some employers did not allow their workers to join TUs. That means, employers were not committed to respect freedom of association and collective bargaining which create enabling environment for the attainment of social dialogue. We indicated in conceptual framework that freedom of association and collective bargaining are enabling conditions for realizing social dialogue (Ishaakawa, 2003).
There is the need to comply with freedom of association was stipulated in both Employment Act of 2005 and Labour Relations Act of 2005. Ishakawa (2003) indicates that where there is an absence of full respect for freedom of association, the social dialogue process will lack legitimacy, and hence can not be sustainable. If for instance, workers and employers are not able to freely choose their organizations, then the organizations involved in the process can not truly be representative or if there is inadequate protection against anti-union discrimination, frank and transparent consultations will be impossible. Yet, employers in SMEs do not take into account, because they focus on profit maximizations rather than treating employees accordingly.

Differences in power relations and absolute poverty were also essential factors which hinders implementation of freedom of association and social dialogue in this sector. Taking into account the above findings, one can realise that employers have strong power and influence over workers. Some employers use such power to prevent employees to join organizations. Such unequal power relations plus absolute poverty among employees resulted in increase of employees’ fear and misuse of power by employers. These imbalances were caused by income differentials between employers and employees. For instances, C3 and C5 were poor and their incomes per month were very low which range from TZS 65,000 to TZS 80,000 which is equivalent to US $ 49.9-60.42 per month. On the other hand, their skills were low, not able to negotiate with employers regarding to issues of their rights to decent wage for decent work. Under such circumstances, employees were seemed to be more vulnerable towards their employers. Sometimes employers used this weakness as a tool for threatening employees in workplace when they intending for union memberships. Therefore, in this situation, workers need to obey orders from their employers because they are powerless.
In other cases, employers and employees of the firms were characterised by inadequate education of labour laws and inexperience of freedom. The ILO also finds similar problems in a cross-section of Central and Eastern Europe countries. It shows that lack of education and experiences on freedom of association prevent implementation and realization of social dialogue.  It was observed that some employers and workers do not understand Employment Act, 2005 and Labour Relations Act, of 2005. That is because workers and employers did not have a culture to upgrade their knowledge and skills. Even if, many workers had basic education; so far it was irrelevant because it was neither related to labour laws nor freedom of association and social dialogue. 

In the same time, some workers (C4, B5) had only primary education which was also not appropriate to freedom of association or social dialogue. These education levels did not enable them to understand the labour laws which to some extent seems to provide workers’ rights including freedom of association and collective bargaining. These two labours Acts require employers to ensure freedom of association and collective bargaining by allowing their workers to freely join organizations of their choices without prior authorisation. Thus, the issue of insufficient legal framework as identified by the ILO (2004), and some respondents was not applicable in this respect. Rather, ineffectiveness of the institutions of social dialogue and the weakness of social partners. This was also confirmed by government and TUs officials. 
It was also observed that, ineffectiveness of the enforcement of labour laws and weaknesses of social partners impede the fulfilment of freedom of association and social dialogue in particular. The ILO identifies this as a problem in a number of African countries by showing that labour administrations lacks the administrative means and resources necessary to enforce labour legislations and policies (ILO, 1999). 

B3 commented that, TUs offices were very weak to articulate workers rights. The B3 was a male with long working experience in the sales and marketing department. He decided to join the TU three years ago in order to have more access to his employment rights as well as voice representation. However, his expectations were without reach because he did not receive assistance from TU when he complained for his overtime pay but TU was unable to resolve it. One can agree with this argument as the employees’ point was based on the practical experiences and the transparency of employee’s opinions. Subsequently, the ILO  observed a similar situation, that influence of government tends to predominate and in some cases the selection of workers’ and employers’ representatives is done by governments rather than by respective organizations. 

In contrast, workers in firm B showed that they have access to freedom of association; many employees were members of TU. Also the firm had A TU branch and one of the employees was elected to chair for the union. The firm B’s manager said that ‘here, we do not force people to join workers’ unions, but for those who like to do so, we allow them. And now we have many workers who are the members of trade unions, and already have their office here...’ Also B1, B2, B4, their arguments followed the manager’s point of view. Then, B1 indicated that workers have freedom of association, thereby some employees are already members of TUs. She explained that the manager’s strategy is not to prevent workers fro joining the unions, for those who were not yet members of Union, but it is upon on their decisions. The B1 was a TUs representative in the firm whereby B4 was not a trade unionist. However, they agreed that workers have freedom to exercise the freedom of association in their firm. Based on these views, one can realize that firm B’s manager allowed his employees to join the TUs. This also signified that there were no gender segregation in union memberships since the firm provides equal opportunity for men and women to join TUs. However, the number of women in TU was small, because majority of workers in these firms were men.  

On the other hand, it was observed that the freedom of association and collective bargaining have given positive trends in firm B. The freedom of association was not limited to workers only, but also employer of the firm is a member of Zanzibar employers association (ZANEMA). It has been demonstrated that respect for freedom of association plays a significant part in the firm because workers representative was given opportunity to participate in various meetings with firm’s manager. However, since employer did not prohibit his workers from joining labour unions, he seems not to take much effort in encouraging or educating his employers on the importance of freedom of association and collective bargaining. For instance, B5 was not willing to join the trade unions. This was also important point, as B5 was not a trade unionist and he was low skilled. One can conclude that because his education level was insufficient (primary education) he did not able to see the importance of joining TUs. Also we realized that B5 had long experience with firm and TUs. He knew well the weaknesses and strengthens of being a trade unionist, and then he decided to stay without union. To him it was a right decision, not because of inadequate education.

Also it was observed that in spite of being trade unionists, majority of workers were dissatisfied with services of the union. Some employees have threatened to withdraw from the union because they were not benefited. B1 and B3 complained that it is long time since they joined trade union but they did not see difference between themselves and those who were not members of TUs, so, there is no need to continue being a union member. 

5.5 Participation of employees

According to Talos and Bernhard (2002) effective social dialogue depends on the legitimacy of social partners where employers and workers’ representatives need to be participative and reflect the interests of their members. Meanwhile, it is suggested that effectiveness of social dialogue needs reflection of participative management by employers at workplace (Rathnam & Sinavanthiran, 2005). Despite these guiding principles, substantial differences appear between the three firms regarding participation of employees in labour related matters. In firm A, research results indicated that workers had a little opportunity to participate in the labour related decisions. For example, A1 and A5 argued that, workers’ participation in deciding their concerns is very rare in the firm. When it happens, it was normally done through meeting between manager and heads of sections to bargain wage levels once a year. Also TUs and government representatives were not involved in these meetings. 

Here, we observed that workers were not fully involved in deciding their work issues. Because, A1, was a trade unionist, skilled and experienced male worker who is a Head on section. Yet he managed to prove that employees were not involved. Also here, we learn that, employees’ concerns such as job security, salary increment and voice representation were not attainable since TUs and government who represent workers do not participate in the meetings. Employees were not satisfied with that kind of participation because heads of department alone were not able to represent workers as their concerns were not taken into actions. Heads of departments were unable to discuss issues on behalf of the employees because they were close to managers and they would not like to show that they were against their employers. Also heads of sections were benefited from being close to managers, thus it was difficult for them to articulate or consider other workers. To conclude we say that, in firm A workers were indirectly participated through heads of sections. Heads of workers were able to participate in the meeting with employers to discuss issues like wage on behalf of the workers. So far, the decisions were not desired by workers because it was no full participation of labour issues. This situation happened to all workers regardless their differences such as gender, education, age or experience. 

In contrast, the results in firm B were different. According to B1, B3, and B4, workers were involved at certain level in deciding wage levels and conditions of employment. But however, the two of whom were trade unionists (B1, and B3). It was argued that workers participate indirectly through suggestion boxes and irregular meetings between manager and workers representatives. But, B2 and B4 were not trade unionists, also showed their confirmation of participation. They explained that workers sometimes lodge their complaints to the employees’ representative. So far, they are not sure whether their opinions are taken into consideration, because they some times do not see any changes. According to the workers’ representative, managers are required to conduct three meetings in a year, but the often does two meetings instead due to lack of time as they explain. 

Moreover, we observed that workers had opportunity to participate in decision and labour related matters in firm B.  The B1 was a woman, TUs, skilled and experienced worker. B3 and B4 were male and not trade unionists. Despite their differences in backgrounds, they agreed that workers were involved in deciding their issues. However, their participation was also indirect through TUs representatives. Workers’ representatives were supposed to bargain and decide on behalf of other employees. Addition, the firm provided more channels of participation such as suggestion boxes where employees were able to lodge their complaints indirectly. On the other hand this expresses that employees were not segregated in terms of gender differences as they all had access to participate indirectly via workers’ representative or suggestion boxes. However, not all were completely satisfied as (B4) pointed out. 

Regarding the firm C, the situation was very differently. The research findings showed that participation of workers is very limited in the firm. C1, C3, C4, and C5 claimed that workers are not involved in deciding their interests. They insisted that all decisions such as salary increments, types and terms of contracts were taken by employer without a presence of employees or inviting government officer. Workers were called to sign the contracts but were not allowed to ask any question regarding the contracts. In chapter four, we showed that firm C did not have workers’ union. For instance, C5 said that ‘I have never been requested to decide the amount of wage to be paid or kind of employment contract. Sometimes I work for six months or above or below that...then I sign the contract again...’

In the light of this, we observed that manager (C) hardly involved his workers in deciding issues of their concerns. Following the observation through the firm guidelines, employer is required to call for meeting with workers’ representatives, government and trade union representative two times a year, to discuss on labour issues like wages, contract and terms of employment. However, he did never do that since establishment of the firm. As a result, workers were not participated in determining their interests. All issues regarding the firm and workers were taken and determined by employer. C3, C4, and C5 were very aware of the situation since they worked for a long time. They were experienced and educated; so far, they were unable to settle the problem because they were not involved. Workers’ participation was worse compared with firm A and B. Here workers did not have any channel of participation because all decisions were done by managers. The situation was the same to all employees. In concluding, we saw that workers’ participation has not yet been prioritized in firm C. Decisions such as salary increments, types and terms of contracts are always done by employer without a presence of employees or inviting government officer. 
After all, we found that the underlying reasons were the disregard of social dialogue among the employers; insufficient enforcement of labour legislations by the government representatives, weakness and differences in power relations among the social partners of social dialogue. B1 who was also a leader of workers’ union in the firm, argued that in order that for effective social dialogue and participation between employer and employees, the both sides need to have equal power relations, because this leads to good communication among them. So, these arguments are in the lines with some empirical findings as Carlien (2007), suggested majority of workers do not participate in social dialogue because established workers’ and employers’ organizations limited capacity, and workers are not or weakly organized. Furthermore, Talos and Bernhard (2002) suggest that to participate in the process of social dialogue constructively, it is important that social partners have to have the technical capacity to engage in debate on issues of their interests. In addition, the ILO also finds this as a problem that prevents participation of employees through out Africa. Labour administrations in many countries lack the administrative means to enforce labour legislations (ILO, 1999). 
Also the cultural dimension was also plays a big role in the success of workers’ participation and social dialogue. In this respect we saw that some employees especially women, were not feeling comfortable to participate or interact with others in discussing their major concerns. During the interviews in all three firms, female workers were hardly managed to respond my questions because of their culture of feeling shy and unconfident. In this sense, we noticed that majority of women were affected with this situation which to some extent hinders the effectiveness of workers’ participation and realization of social dialogue in the SMEs foods and beverages sectors. However, the case was not surprisingly, as some empirical studies have already revealed it, for instance, Carlein (2007) indicated that culture is a vital issue for the success of social dialogue. Thus, traditional and religious leaders are essential to be involved in the process of social dialogue because they have great power to influence the Zanzibar society. This can be done through conducting seminars, meeting and publicize via mass media like televisions, radio and newspaper. It is also possible to address women’s concerns through religious speeches since their concerns are well recognized in all beliefs.

5.6 Workers and their relationships with managers

Regarding the relationships of workers and managers, it was differently indicated between the firms. In firms A and B, the situation was almost the same when A1, A3 and A4 explained that they felt close to the manager because he was their good friends. The employees of the firm B showed they have good relations with their manager. Then B2, and B3 explained since they are the trade union, their relations were good; and B4 a non trade unionist, she also revealed that, their manger like interactions, so his relations with worker is good. But, these relations are only for friendship among them, they do not contribute any thing to their job nor reducing stress of job. They specified that, during the lunch hour he sometimes seats together with employees to share stories. 

On the other hand, we found that some employees had good and close relationships with managers in the firm A and B. This is because these employees were not only just friends of employers but they also had other qualifications. They were trade unionists and some of them had good skills and long working experiences. So, these were also among the reasons for their good relationships with managers. Because of the skills and experiences they possessed, employers on the other side were supposed to respect his employees and advance good relations with them because they were important resources for the firms. However, these relations were not the same to all employees. Heads of sections and workers’ representatives had close relations with managers than other workers; this was common in the firm B where workers had a wide freedom of association. Here we noticed that, heads of sections are those employees who possess good knowledge and skills which were important for the development of the firms. B4 was not a trade unionist but he had good working skills, said that, some times manager get out with accountant and trade union leader, because these people were well educated and their presence is also important to firm. 
On the contrary, in the firm C, relationship between workers and employer was conflictual but employees were supposed to work without exposing their feelings of dissatisfaction. Then, C4 explained the working conditions were very stressful and pressure, because they always work under strictly supervision of the manager. In this way, many employees were seems to develop a negative attitudes towards their manager. These workers (C2, C3 and C5) insisted that they sometimes work for overtime, but when they requested for payment, it sometimes leads to quarrels and unfair termination of contract. The managers (A and C) added that they sometimes face misunderstandings with workers because they need high wages. So, this causes poor relations with some employees. 

Consequently, we found that relations among workers and their manager was not good. Many employees had negative attitudes towards employers where majority of them were not satisfied with behaviour of their manager. According to C2, C4, C5, it was observed that firm’s manager was very autocratic; he did not take care of employees’ opinions and feeling. Therefore, workers were very dissatisfied and they were also not committed with their duties. This is because they were not permitted to join or to form workers’ union in the firm. At the same time, manager was not encouraging or informing his workers regarding TUs and freedom of association and collective bargaining agreements. Then, this explains the reason why firm C had no trade union and workers were not members of employees’ organization. Also this showed why workers’ participation was not good in the firm C. Then C2, C3, C, 4, and C5 had more than three years in the firm; they were familiar with their manager. In addition, they understood what the managers want and what they did not want. Thus, the argument that employer had bad behaviour as autocratic was possible according to the experiences.

Alternatively, we also saw that some employees were not satisfied because they were paid low wage. According to the hardships of life, workers were supposed to be paid good salary which can meet employee’s basic needs such as health, education, shelter and clothing. Contrarily, majority of workers were remunerated below the minimum wage. As we saw above, in firm C employees were paid between TZS 80,000 during high seasons and TZS 65,000 at low seasons.
 In fact, it was quite difficult for employees to improve their working life. According to the Government Salary Structure, the minimum wage for private sector was TZS 80,000.
  Therefore, that was among the reasons for workers being not satisfied with their employers, which also resulted into poor communications and dab relations among them.

Furthermore, we saw that unfair and unequal treatments among the employees were one among the key factors which prevented good relationships among the employers and workers. For example, two employees (B5 and C5), at different occasions confirmed that, workers were treated unequally. These respondents were not skilled and they worked in the low job positions. However, they worked for a long period in these firms. Also they were not members of trade union. Thus, because of these unattractive experiences among workers, some employers were seemed to treat their workers unfairly. Some employees such as heads of sections and representatives of workers were offered many opportunities including bonus, leaves, and overtime allowance. That is because these workers (heads and workers’ representatives) had close relations with managers in some firms. In so doing, some employees started to develop negative feelings against employers.  This situation hindered good relations among workers and managers; as a result, these partners were not able to discuss their concerns collectively.
Therefore, relationships among employees and managers were influenced by many factors including knowledge and skills possessed by both employees and employers. As we saw above, some managers used to go out or sitting together with heads of sections whose knowledge and skills were useful to the firms’ development and their contributions were respected. Further, good relationships were not only promoted by paying employees high salary, but also offering equal opportunities and dealing with employees fairly are vital factors in facilitating employees-employers’ relationships. If the enterprise requires to adjust with new changes and pressure employers and employers need to have good relations (Ratnam & Sivananthiran, 2005). By so doing, the relations among the partners will be improved and fulfilment of social dialogue in this sector will be possible.
5.5 Trade unions and their difficulties in articulating Social dialogue
The influence and predominance of government are common problems faced by the trade union. During the interviewees, the TUs representative argued, despite having the Trade unions Act 2004 which allows formation of unions and deciding on their own, still government tends to interfere in some affairs. According to the ILO many African countries have a similar problem. The influence of governments tends to predominate and in some cases the selection of workers’ and employers’ representatives is done directly by governments rather than by the respective organizations. Along with the International Trade Unions Conference  also finds a similar problem in Tanzania, it indicates that the government registrar for trade unions has substantial power to interfere trade union affairs. Also (Carlien, 2007; Ishakawa, 2003) suggest, when dialogue process is highly dependent on one driving force, such as government, the process risks to get biased or politicised. So, in such instance, TUs can not be really representative for workers.

 
Also the results showed that majority of workers and employers lack adequate education of labour laws and social dialogue. Trade union representative explained, among the major problems they faced were the lack of appropriate education on social dialogue and ignorant of labour laws. Many employees do not know their rights and employers do not understand how to deal with workers. B1 showed, social dialogue is a new agenda, so workers are not familiar with it. Since B1 was a trade unionist, educated and experienced, she understood that the importance of relevant education in realizing workers rights. Since then, she new that majority of employees was not aware with agenda of social dialogue and they were unable to identify the merits of it. Along with, TUs representative also was clear with what he claimed against employees and workers. Many workers and employers did not understand the labour laws. As results, some employers did not understand his duties and responsibilities in dealing with workers. Also, workers did not know their rights. This in turn, prevents the realization of social dialogue. The ILO also finds a similar problem internationally. In many countries lack of education and experiences among the social partners prevent the realization of social dialogue. 
Moreover, the research findings indicated a big difficult with trade union is a lack of adequate cooperations from management and employees in this sector. However, the TUs representative indicated, some employees and employers did not like trade unions. As we indicated that some employees do not want trade unions because they know that, TUs had close relationships with employers and disregard to represent their responsibilities and thus made some employees to believe that trade unions representatives involved in corruption/bribery with managers. It is in this view that, many trade unions were found to be weak, incompetent and not really representative of the workers. The author argues that, others envision trade unions playing a major role but somewhat changed-role as interest organizations (Tage et al. 1998). On the other hand, we saw that some employers did not like trade unions as they sometimes increase firms’ costs. Employers were supposed to incur some costs by increasing budgets to cover trade unions activities in their firm.

In addition, it was found that trade unions’ officers lack expertise and competencies which affected their performance. In this respect, inappropriate financial resources to conduct in-service trainings for staff were seen to be a major underlying source. In this way, many trade unions were regarded to be weak and incompetent. Carlein (2007) argued that, employees do not participate in social dialogue because workers’ organizations limited capacity and general lack of presence at all levels. The TUs officials also found it as a problem in performing their duties. Those officials had long term working experience in trade unions. Their experience helped them to realize that some of trade unionists were not experts and competent. We also acknowledge that lack of financial capacity led to the rise of this problem.

5.6 Government and its efforts to fulfil Social Dialogue
Macdonald (1997) suggests that government needs to establish appropriate labour standards and policy to enable institutions and social partners in the process. The research outcomes confirm this general statement, during the interviews with the government representative (Labour officer) argued that, among the government efforts was the provisions of new labour laws which qualify the International Labour Standards. The new labour laws include: Employment Act No. 11 of 2005; Labour Relations Act No. 1 of 2005; Occupational Safety and Health Act of 2005; Worker’s Compensation Amendment Act of 2005; and Social Security Act No. 2 of 2005. The Employment and Labour Relation Acts provide opportunity for employers and employees to engage collectively in bipartite dialogues. He also added that, in order to enhance the process, Labour Commission of Zanzibar undertakes general labour inspections in all private enterprises to oversee compliances with labour laws. However, he indicated the weakness of this organ that, social dialogue and participation of workers are not always given the first priority. Rather, issues like salary and working hours become main agenda in during inspections.

In other instances, government officer argued that, in the process of conflict resolution between employer and employee, the labour officer in charge needs to take part in the process in order to ensure smooth negotiations and consultations between the parties. Again, that argument was in the line with empirical findings that suggest, to facilitate social dialogue, the government is supposed to ensure that bipartite and tripartite consultations take place and agreements are well respected (Macdonald in Ally, 2007). 

Furthermore Macdonald (1997) argues that to fulfil social dialogue, the government has to encourage a broad based trade unionism which is productivity conscious that promotes and provide workers with opportunities to be engaged in decision making process. This is indeed, a good guiding principle, even though it has not yet given positive consideration in Zanzibar SMEs. 

To realize social dialogue, it is essential for the government to build harmonious relations with trade unions and employers as well. This helps to inculcate positive trusts and attitudes in their minds. Once again, Denize and Louise (2007) suggest for positive impacts of trusts by stating that it leads to confidence, fairness, honesty, and truthfulness. In my interview with trade union representative, he showed that, their relation with government representative is good because they some times work together in solving workers’ problems. However, he revealed that their relation needs to be strengthened.

To conclude, it is essential for the government to provide technical and financial support to enable trade unions work effectively. As we saw, these organizations are important but they are suffering from financial problem making it difficult to conduct trainings for employers and workers. This is empirically confirmed by ILO (1999:1-5), as stated that ‘‘collective bargaining agreements are handicapped by such factors as dominance of public sector, coupled with weakness of trade union’’. Here, we see that, because government is reluctant to provide financial or technical assistances, thus majority of trade unions have become weak, incompetent and unable to undertake their daily responsibilities.

5.7 Enhancing Social dialogue in SMEs

According to Ishakawa (2003) social dialogue takes place in the following conditions: strong and independent workers and employers’ organizations with technical capacity and information to participate in the process; political will and commitment to engage in social dialogue; respect for freedom of association and collective bargaining and appropriate institutional support. However, this argument was not contextualized; it is therefore, not necessarily one to rely on it because its applicability differs from one place to another, depending on the culture of particular community. 

For the Zanzibar context, the study results were mixed. Many interviewees suggested the provision of education and raising awareness among stakeholders.  However, majority of workers in SMEs have basic education. So far, social dialogue is a very special field; it is not determined by having higher level or lower levels of education. In order to be aware with social dialogue process, one needs to learn. Thus, many workers in Zanzibar SMEs sector were found to be ignorant of social dialogue since it was new agenda in their areas. Then B1 confirmed this by stating that freedom of association and social dialogue were new agenda, many employees and employers were not familiar with.

Other respondents suggested that employers and workers and their organizations to respect the fundamental right of freedom of association and collective bargaining. This can be achieved by employers to allow their employees to freely join the organizations of their own choice without a prior authorization, on one hand and employers to join organizations of their choice, on the other hand. Also to take into practices the mutual agreements between the parties involved in the process. 

Furthermore, B2, A3, and C5 advised the need to have effective monitoring and follow-up on labour laws which seems to provide enabling environment for the realization of social dialogue. In Zanzibar, this task is performed by Labour Commission; however, the respondents suggested that, the trade unions also can participate in performing this duty in order to facilitate transparency. So far, the Employment Act No. 11 of 2005 does not allow trade unions to undertake this responsibility.

Apart from the above, we saw that social dialogue needs to be taught beyond the firms. In this concern, raising awareness regarding social dialogue must be done through the society. This is because majority of people in the community do not understand the meaning and outcomes of social dialogue. Sometimes, it is because of cultural issues of   certain community. This can be acquired by involving civil societies, NGOs, and religious authorities, because they have direct contacts and great influences in their communities. It was suggested that because cultural dimension is a vital issue for the success of social dialogue, it is important to involve traditional authorities as they organize the life of people at all levels (Carlien, 2007). 

CHAPTER 6: CONCLUSION AND RECOMMENDATION

This chapter presents conclusion and recommendations based on research questions. The purpose of this study was to explore the factors which prevent the realization of social dialogue with special reference to SMEs.

The SMEs has created a lot of employment and income gains for Zanzibaris. However, the realization of social dialogue in the current set-up for the firms operating environment is not achievable. Only a small proportion of workers mainly heads of sections/skilled employees were involved in dialogue with employers. Still, there were a number of obstacles which prevent social dialogue process in the SMEs. 

Literature revealed possible factors which prevent social dialogue, include insufficient legal framework, weakness and lack of technical capacity among the social partners, lack of education and experiences among the actors. Other impediments are predominance and influence of government against trade unions, and insufficient enforcement of labour legislations and culture of particular community (Trebilcock, 1994; ILO, 1999; Ishakawa, 2003; Carlein, 2007). Also, this study identified various factors; some confirmed the above empirical studies, where other factors indicated differently. 

Firstly, for the relevant actors, study indicated the employer is the key actor in social dialogue. Further, study identified that the employer alone unable to perform this duty; rather it needs mutual collaborations among the social partners: employers, government, trade unions and civil society. However, research investigated that inadequate education and lack of technical capacity among social partners were important factor that prevent effective collaboration. That means, it was difficult, for instance, workers or employers and their representatives to engage in process of social dialogue as they were unable to understand the labour laws. Many employees and employers were not involved because of weaknesses and technical incompetence of their unions (Carlein, 2007). This does not contribute to the achievement of social dialogue.

Secondly, trusts and perceptions of employees, the study investigated that, there were misconceptions, mistrusts and negative perceptions among the employees and employers concerning the role of trade unions. Some stakeholders feel that, TUs play a major part but some what changed role as interest organizations (Tage et al. 1998). Also it was indicated that many employees had negative trusts and perceive negatively against their employers. All these do not lead to the realization of social dialogue in SMEs. Rich (2001), argues that workers’ trust in manager results in increased satisfaction and organization performance. When management has negative beliefs then workers’ attitudes and perceptions to employers will also negative and outcomes will possibly negative (Franca and Pahor, 2009: 1).

Thirdly, freedom of association, as suggested by Ishakakwa (2003:3-9) social dialogue is built on respect of, and implementation of freedom of association. Here, the study explored that majority of employees in SMEs did not have freedom of association and collective bargaining. Employers hardly allowed their workers to join trade unions since they would be able to organize and voice for their rights. The author examines that where there is an absence of full respect for freedom of association; then social dialogue process will lack legitimacy, and hence can not be sustainable (Ishakawa, 2003). So, this indeed, does not add to the fulfilment of social dialogue. Meantime, it was revealed that ineffectiveness enforcement of labour legislations and disregard of implementation of freedom of association were amongst underlying sources of lack of freedom of association and social dialogue in the SMEs.
Fourthly, participation of employees, while it is argued that effective social dialogue depends on the legitimacy of social partners where employers and workers’ representatives need to be participative and reflects the interests of members (Talos & Bernhard, 2002). The study observed that workers were hardly involved in deciding issues of their concerns. It moreover, indicated that merely employees like heads of departments were some times invited in the meeting with employers. However, they were not really representing workers, their participation and decisions were also not democratically since they did not reflect the interests of employees. Above all, Government and TUs representatives were not invited in the meetings. The reason for that, was due to the autocratic leadership and lack of real commitment among the employers of the firms. Some mangers were not ready to hear from their employees. As results, workers opinions were not taken into account since managers felt them as profitless.
Fifthly, difficulties of trade unions, the ITUC identifies that a serious problem against TUs was the power of government registrar for trade unions to interfere trade unions affairs (ITUC, 2007). Along with, the study found that TUs representatives were not freely, they sometimes influenced by the government in deciding unions’ affairs. Also the ILO finds similar problem across a number of African countries (ILO, 1999). That is because, workers organizations are weak while the Government has substantial power to predominate and influence their decisions. Many TUs lack expertise to fulfil their routine responsibilities. 

Finally, employees-employer relationships, these are essential since they help the firm to adjust in accordance with business changes and pressures. It needs good relations between employees and employers at workplace (Ratnam & Sivananthiran, 2005). However, the study indicates that, in some firms workers and managers had bad relations. That is because, workers did not trust their employers and employers did not trust their workers. Thus, all of these seemed to prevent the realization of social dialogue in the SMEs.

Over all, this study identifies that the above factors were the key obstacles which prevent social dialogue being realised in the SMEs, foods and beverage sector in Zanzibar. Therefore to overcome these problems, the study recommends the following measures.
As for the employer, it needs to ensure environment to which employees can participate in consultations and negotiations (IOE, 2002). This can be achieved by respecting the fundamental right of freedom of association and collective bargaining. Managers have to encourage workers to join the organizations of their own choices and providing them with relevant information regarding TUs. Also managements need to assist employees to take up trainings on both labour laws and social dialogue; this will deepen their knowledge of labour rights and social dialogue. The foremost, employers have to discard all kinds of anti-unionizations, rather establishing harmonious relations with trade unions; this will off course, induce positive trust, and enhancing a degree of transparency among them and workers in particular (Dirks, 2001). That can be achieved by inviting trade union leaders in meeting with employer and all workers.

As for the government, it needs to create stable political and civil atmosphere to enable the employer and workers to freely engage in social dialogue. Also it needs to provide information to TUs that required for meaningful negotiations as identified by the ILO (2004). Further, government needs to strengthen capacities of its labour inspectors. This will be achieved by establishing training systems and conducting seminars for these inspectors. This is important because it will help them to enforce labour legislations effectively. On other hand, labour inspectors to respect and comply with labour ethics. In so doing, it will prevent them from being negatively trusted and perceived by workers and employers.

Regarding TUs, they need to embark on capacity building for their officers. This can be done through training programmes such as seminar. This also paramount because many trade unions representative lack expertise and technical competency to engage on massive process of social dialogue. TUs need to search for funds within and without Tanzania in order to be able to undertake training. Also TUs to encourage workers to join workers unions. This will be accomplished by educating workers and creating awareness beyond workplace. It can be also achieved by conducting seminars and meetings, using local televisions, newspapers, and radio programmes. In this way, workers, union members and the community will have access to plenty information regarding the activities undertaken by these unions. 

Also TUs representatives need to be more transparent, this will be enhanced by advancing harmonious relations with all workers and other stakeholders in social dialogue. This is essential as it will prevent TUs officials from being negatively trusted by employers and employees in the SMEs.

Above all, for the employees’ participation, the workers and their representatives have to have technical capacity to engage in process. Because majority of workers do not participate in social dialogue due to their weaknesses and incompetence. So, employees need to upgrade their knowledge in order to enable dialogue with employers. This will be achieved by participating in training institutions. On the other hand, employers also need to consider the level playing field during dialogue process with employees’ representatives. This is important because it prevents dialogue process from disputation talks, as the results of power differences among them.
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Appendices 

Appendix A: Interview with workers

General introduction

1) Name

2) Age

3) Place/Address 

4) Education level

5) Marital status

Employees position, income and benefits

6) When did you start working in the firm?

7) Why did you decide to join the firm?

8) Which type of contract do you have?

9) Which position do you hold? And what are your daily activities?

10) What income level do workers receive? Does it enable you to meet your costs of living?

11) Do workers have access to other benefits? And what benefits do other employees receive?

Voice representation, participation and SD


12) To what extent do you understand about social dialogue?

13) Do workers have capacity to unionize for voice representation?

14) Is there any trade union in the firm? Are you member of trade   union?

15) For what reasons/ expectations did you decide to join trade union?

16) How do you participate in determining deciding for your work interests?

17) Do you think is there any gender differences in participation and union membership?

18) Who do you think are the main and responsible persons in determining implementation of social dialogue? 

19) How are workers’ trusts and perceptions towards employer, TUs and government officials?

20) Are there any relationships between yourself and manager? 

Problems and measures for promoting SD.

21) Which factors do you see as the main problems which prevent social dialogue in the firm?

22) What could you suggest as measures to over these problems then to advance the realization of social dialogue among workers and employer in your firm?

                                                        Thank you. 

Appendix B: Interview with managers
General presentation

1) Name

2) Age

3) Education and professional background

4) Duties and responsibilities

5) Marital status

Details of the enterprise, wage levels and benefits 

6) Could you please give a brief history of your firm?

7) What are the main sections and daily activities of the firm?

8) What is the current number of employees, men/women? 

9) What types of employment contracts are employees offered?

10) For how long do employees stay with in the firm?

11) What are the major steps and processes of production in the firm?

12) How workers are distributed and involved in production processes?

13) What are the major sources of firm’s customers?

14) What is the wage levels offered for different sections of employment?

15) Are there any benefits other than salary that employees receive? What are they?

Workers’ representation and SD

16) To what extent do you understand about Social dialogue?

17) Who do you think are the key and relevant actors of social dialogue in the firm?


18) What role do you play in implementing social dialogue in the firm?

19) Is there any trade union in the firm? How many employees are members of TU?

Employees’ participation, trusts and perceptions
20) Are there any gender differences in participation and union membership? 

21) How do employees participate in the decision making processes in the firm?

22) How long does it take to implement collective decisions made between you and workers?

23) Are there any problems associated with participation of employees?

24) How do you perceive/trust your employees? Are there any relations between yourself and workers?

25) How do you participate with government and trade unions in fulfilment of social dialogue?

Limitations and measures

26) Which factors do you see as the main problems which prevent social dialogue in the firm?
28) What would you suggest as measures to over these problems then to advance the realization of social dialogue among workers and employer in your firm?

   



Thank you.

Appendix C: Interview with Government officers
General introduction

1) Name

2) Age

3) Education and professional background

4) Duties and responsibilities

5) Marital status

History, legal framework and activities of institution

6) Could you please give a brief history of LC?

7) What are the main sections and activities of LC?

8) Which Laws are used to guide employers and workers in SMEs?

9) Do employers and workers familiar with Labour Laws?

10) What types of contracts are workers offered in SMEs? 

11) What is the minimum salary in the SMEs? 

Overview of SD and representation

12) To what extent do you understand about Social dialogue?

13) Who are the relevant actors of social dialogue in the SMEs?

14) What is the role of government in implementing social dialogue in SMEs?

15) How does government undertake in creating enabling environment to realise SD in SMEs?

16) Which institution is responsible for organizing and representing workers in SMEs?

17) Are there any relations between government (LC), employers and trade union?

Trusts and perceptions

18) How does government participate with actors in implementing social dialogue? 

19) How do workers able to participate in decision making with employers?

20) What do you think about employees’ perceptions and trusts towards government, trade union and employers in the course of SD?

Limitations and measures

21) Which factors do you see as the main problems which prevent social dialogue in the firm?
22) What would you suggest as measures to over these problems then to advance the realization of social dialogue among workers and employer in your firm? 




Thank you

Appendix D: Interview with TUs official

General introduction

1) Name

2) Age

3) Education and professional background

4) Duties and responsibilities

5) Marital status

Presentation of the TU

6) A brief history of the trade union

7) Main services provided by trade union

8) The types of employees

Social dialogue and representation

10) General overview of Social dialogue

11) Relevant actors and their role in social dialogue

12) Role of trade union in social dialogue process

13) Employees representation

14) Union membership/Freedom of association

15) Problems relating to membership/FA

16) Gender differences in union membership

Workers’ participation, trusts and perceptions

17) Participation of employees in decision making

18) Problems relating to employees’ participation

19) Trusts and perception of workers against TUs

20) Relations with workers and other stakeholders

Difficulties


20) Problems facing trade unions

21) Factors which prevent SD in SMEs

Measures to promote SD
22) Ways to overcome problems

23) Factors that may make SD being realised in SMEs. 







Thank you


Appendix D: List of interviewees

	Interviewee and Date 
	               Interviewees characterisation

	Government representative
	Man of 43years old, head of dispute handling unit, holds post graduate in Industrial Relations (IR), 15 years experience, married.

	Trade union representative
	Man of 52 years, a government retired, holds Diploma in IR, Certificate in Labour studies, a zone secretary, married. 

	Firm A manager

         05/02/2003
	Man of 48 years old, holds two year diploma in Business Administration, employer, married, before joining the firm he worked in one of the villas as accountant.

	A1     10/8/2000
	Man of 35 years old, skilled, holds a diploma

in accounting, head of sales department, trade unionist, married, started as simple employee.



	A2     15/8/2004
	Woman of 23 year old, secondary education, low skills, secretary, non trade union, single.

	A3     15/8/2001
	Woman of 38 years old, experienced, work in production section, secondary education, trade union member, married.

	A4     15/8/2003
	Woman of 25 years old, experienced, married, secondary education, general cleaner and fruits collection.



	A5     8/12/1999
	Man with 49 years old, long experience, secondary education, work at production section, non trade union member, married.



	Firm B manager

         01/07/2001
	 Man of 45 years old, employer, holds advanced diploma in Human Resources and Management, long experience, married.

	B1     20/09/2001
	Women of 41 years old, a cashier, skilled and experienced, holds a two years diploma in accounting, trade unionist, married.

	B2     20/09/2001
	Man of 43 years old, skilled and experienced, certificate in IR, chairs TU, sometimes works in production, started as simple worker in prod.


	B3     16/08/2002

	Man of 25 years old, certificate in commerce, works in sales section, trade unionist, a single. 


	B4     14/08/2005


	Woman of 27 years old, secondary education    works in production section, long experience, a non trade unionist, married.

	B5     12/09/2001    


	Man of 50 years old, long experience, head in production, also works in maintenance, non trade union, married, primary education.

	Firm C manager

           01/12/2005
	Man of 50 years old, holds diploma in economics, employer, experienced, married.

	C1     5/01/2006
	Man of 27 years old, certificate of adult education/pastry, head of production, single, not member of trade union.

	C2     5/01/2006
	Man of 35 years old, certificate in accounting, sales section, married, non trade unionist, long experience.

	C3     01/02/2006
	Man of 40 years old, experienced, works in production, secondary education, non trade unionist, married.

	C4     25/12/2005
	Man of 49 years old, primary education, long experience, watch man, non trade union, married.

	C5     14/01/2007
	Man of 30 years old, maintenances, secondary education, experienced, non member of TU, married.
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� The categories consist of freedom of association and collective bargaining, Conventions 87&98; elimination of child labour, Conventions 138 &182; elimination of forced or compulsory labour Conventions 29&105; and elimination of discrimination in respect of employment and occupation, Conventions 100&111.





� Original names of the firms were changed to maintain confidentiality.


� Equivalent to US$60.42 and US$ 49.9


� Equivalent to US$ 60.42
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		Aggregate

		Capital Investment (Equity) (Million TZS)

				Initial capital		2003		2004		2005

		Observations		68		69		71		69

		Capital Investment per firm		4		146		179		156

		Std. Deviation		9.0		625.3		684.2		657.8

		Population		11,000		11,000		11,000		11,000

		Total capital invested		41,637.20		1,608,129.60		1,969,564.30		1,717,069.20

		Business Assets in Million TZS

				2003						2004						2005

				Fixed		Current		Total		Fixed		Current		Total		Fixed		Current		Total

		Observations		66		57				71		63				72		64

		Assets per firm		83.5		196.3		279.8		88.2		194.6		282.8		89.0		227.5		316.5

		Std. Deviation		215.0		817.0				228.7		821.5				236.8		1001.3

		Population		11,000		11,000				11,000		11,000				11,000		11,000

		Total		918,500.0		2,159,300.0		3,077,800.0		970,200.0		2,140,600.0		3,110,800.0		979,000.0		2,502,500.0		3,481,500.0

		Sectoral Classification

		Capital Investment (Equity) (Million TZS) by Sector

				Initial capital						2003						2004						2005

				Agric		Indus		Serv		Agric		Indus		Serv		Agric		Indus		Serv		Agric		Indus		Serv

		Observations		9		22		37		8		25		36		8		24		39		8		24		37

		Capital per firm		3.0		0.9		5.7		46.61		90.79		206.80		47		103		253		46		109		211

		Total capital invested

		Fixed Asset (Million TZS)

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		6		26		34		66		9		26		38		70		7		26		40		73

		Fixed Assets per Firm		29.2		94.0		85.0		83.5		27.2		111.5		81.9		88.2		21.0		121.2		79.9		89.0

		Assessment of change in fixed assets across sector

				2003		2004		2005		%Change 2003-04				%Change 2004-05

		Agric		29.2		27.2		21.0		-6.8				-22.8

		Industry		94.0		111.5		121.2		18.5				8.7

		Serv		85.0		81.9		79.9		-3.7				-2.4

		Overall		83.5		88.2		89.0		5.6				0.9

												2004		2005

										Agric		-6.8		-22.8

										Industry		18.5		8.7

										Serv		-3.7		-2.4

										Overall		5.6		0.9
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		Aggregates

		Sales in Million TZS

				2003						2004						2005

				Domestic		Export		Total		Domestic		Export		Total		Domest		Export		Total

		Observations		72		42		72		77		44		77		76		44		77

		Sales per firm		261.4		0.1		258.1		291.0		0.3		291.2		275.5		0.1		279.3

		Std. Deviation		1042.7		0.8		1043.2		1036.8		1.7		1036.8		981.7		0.5		975.8

		Total		2,875,400.00		1,314.50		2,876,714.50		3,201,000.00		2,758.80		3,203,758.80		3,030,500.00		937.53		3,031,437.53

		Costs

				2003						2004						2005

				Direct		Operating		Total		Direct		Operating		Total		Direct		Operating		Total

		Observations		44		61				67		66				45		65

		Costs per firm		184.3		52.0		236.3		193.0		69.2		262.2		172.3		73.1		245.4

		Std. Deviation		779.6		165.6				990.0		209.3				765.5		263.9

		Total		2,027,300.00		572,000.00		2,599,300.00		2,123,000.00		761,200.00		2,884,200.00		1,895,300.00		804,100.00		2,699,400.00

		Value Added						277,414.50						319,558.80						332,037.53

												15.19						3.90

		Less Tax						45100						51700						52800																		2003								2004								2005

																																						Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

																																				Observations		9		26		42		77		9		26		42		77		76		44		77

		At Factor Cost						232,314.50						267,858.80						279,237.53																Average  sales		62.6		299.0		276.9		258.1		51.4		330.4		318.2		291.2		275.5		0.1		279.3		271.9

																																				Total

								215,806.55						229,892.71						242,849.57

		Sectoral Analysis

		Total Sales

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		26		42		77		9		26		42		77		9		26		42		77

		Average  sales		62.6		299.0		276.9		258.1		51.4		330.4		318.2		291.2		51.1		389.1		246.8		271.9

		Total

		Costs

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		25		39		73		9		25		33		67		9		26		39		74

		Direct cost per firm		2.29		229.8		197.1		184.3		2.1		239.3		209.8		192.9		1.6		234.5		170.3		172.3

		Operating cost per firm		38.5		52.3		54.9		51.9		42.8		85.2		65.1		69.2		36.9		108.5		57.7		73.1

		Total

		Value Added per Firm

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Value Added per firm		60.3		69.1		79.9		73.8		49.3		91.2		108.5		98.3		49.5		154.6		76.5		99.6

				2003		2004		2005

		Agric		60.3		49.3		49.5

		Industry		69.1		91.2		154.6

		Serv		79.9		108.5		76.5

		Overall		73.8		98.3		99.6

		Goods Exports-Cross Sector Analysis (Million TZS)

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		5		14		23		44		6		14		24		44		5		14		25		44

		Export per Firm		0.0		0.4		0.0		0.1		0.0		0.8		0.0		0.3		0.0		0.2		0.0		0.1

		Total

						Trend in Goods Exports

								2003		2004		2005

						Agric		0.0		0.0		0.0

						Industry		0.4		0.8		0.2

						Serv		0.03		0.00		0.03
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Perceptions

		Summary Statistics

		% of raw materials sourced domestically								Proportion of final products sold domestically

												Frequency		Percent

				Frequency		Percent				More than 50%		63		76.8

		Above 70% - 100%		56		68.3				Less than 50%		2		2.4

		Above 50%-less than 70%		2		2.4				Not at all		2		2.4

		50%		0		0				50%		1		1.2

		30%-less than 50%		2		2.4				Total		68		82.9

		Less than 30% - 0%		4		4.9				Missing		14		17.1

		Total		64		78				Total		82		100

		Missing		18		22

		Total		82		100

		% of raw materials sourced abroad

										Proportion of final products sold in the foreign markets

				Frequency		Percent						Frequency		Percent

		Above 70% - 100%		5		6.1				More than 50%		3		3.7

		Above 50%-less than 70%		2		2.4				Not at all		64		78

		50%		0		0				50%		1		1.2

		30%-less than 50%		1		1.2				Total		68		82.9

		Less than 30% - 0%		58		70.7				Missing		14		17.1

		Total		66		80.5				Total		82		100

		Missing		16		19.5

		Total		82		100

		Standards adhered by business firms										%

				Frequency		Percent				No standard		57.3

		No standard adhered		47		57.3				TBS		3.7

		TBS		3		3.7				NBAA-IFS		1.2

		NBAA-IFS		1		1.2				IATA		1.2

		IATA		1		1.2				Contractors registration board		2.4

		Contractors registration board		2		2.4				TBS & ISO		1.2

		TBS & ISO		1		1.2				4 Stars Standards		1.2

		4 Stars Standards		1		1.2				Ministry of education		1.2

		Ministry of education		1		1.2				British Standard (BS)		2.4

		British Standard (BS)		2		2.4				Council Health Officer		6.1

		Council Health Officer		5		6.1

		Total		64		78

		Missing		18		22

		Total		82		100

		Problem while seeking finance

				Frequency		Percent

		Collateral		2		2.4				No Answer		8.5

		High interest rate		17		20.7				No Problem Experieced		29.3

		Project appraisal		2		2.4				Project appraisal		2.4

		Lack of information		16		19.5				Lack of information		19.5

		Failure to submit financial report		1		1.2				Failure to submit financial report		1.2

		Collateral&interest		9		11				Other (afraid risk, no financial services)		4.9

		Other (afraid risk, no financial services)		4		4.9				Collateral		13.4

		No Problem		24		29.3				High interest rate		20.7

		Total		75		91.5

		Missing		7		8.5

		Total		82		100

		Is your business insured. If yes please tick whichever applicable

				Frequency		Percent				No Answer		7.3

		Fire		5		6.1				No		69.6

		Health		1		1.2				Health		1.2

		Environment		1		1.2				Environment		1.2

		Theft, fire, health & environment		10		12.2				Theft, fire, health & environment		12.2

		Accident		1		1.2				Accident		1.2

		Other		1		1.2				Other		1.2

		No		57		69.5				Fire		6.1

		Total		76		92.7

		Missing		6		7.3

		Total		82		100

		Is your business operate a Bank Account

				Frequency		Percent

		Savings		10		12.2

		Current Account		45		54.9

		No		23		28

		Saving and Current Account		2		2.4						%

		Total		80		97.6				No Answer		2.4

		Missing		2		2.4				No		28.0

		Total		82		100				Savings		12.2

										Current Account		55.0

										Saving and Current Account		2.4

		Do you belong to any business association										100

				Frequency		Percent

		Yes		23		28

		No		49		59.8

		Total		72		87.8

		Missing		10		12.2

		Total		82		100

		Do you maintain business relation with other entities

				Frequency		Percent

		Yes		20		24.4

		No		43		52.4

		Total		63		76.8

		Missing		19		23.2

		Total		82		100

												%

		Do you market your products using any of the listed channel								No Answer		4.9

				Frequency		Percent				No		54.9

		TV		4		4.9				Other (Webs, brochures, yellow pgs)		15.9

		Trade fair		7		8.5				TV		4.9

		Radio		2		2.4				Radio		2.4

		News papers		2		2.4				Newspapers		2.4

		TV & radio		1		1.2				TV & Radio		1.2

		Radio & newspapers		2		2.4				Radio & Newspapers		2.4

		All of the above		2		2.4				TV, Radio & Newspapers		2.4

		Others (Webs, brochures, yellow pg packages, festivals)		13		15.9				Trade fair		8.6

		No		45		54.9						100

		Total		78		95.1

		Missing		4		4.9

		Total		82		100

		Explain why you are  not marketing your products

				Frequency		Percent

		Lack of resources		14		17.1

		Lack of knowledge		4		4.9

		No need		21		25.6

		Other		2		2.4

		Not applicable		20		24.4

		Total		61		74.4

		Missing		21		25.6

		Total		82		100

		Are you aware of the regional arrangements (EAC, SADC & AGOA)										%

				Frequency		Percent				Yes		19.5

		Yes		16		19.5				No		69.5

		No		57		69.5				No Answer		11

		Total		73		89						100

		Missing		9		11

		Total		82		100

		Why you are not participating in the regional market

				Frequency		Percent

		Lack of information		46		56.1

		Inadequate capital		2		2.4

		Failure to meet products standards		1		1.2

		Other		1		1.2

		Total		50		61

		Missing		32		39

		Total		82		100

		Are there any governement facilitations in your business (tick applicable)

				Frequency		Percent						%

		Training		13		15.9				Training		15.8

		Promotion		3		3.7				Promotion		3.7

		Other (Institutional support)		5		6.1				Other (Institutional support)		6.1

		No		57		69.5				No		69.5

		Total		78		95.1				No Answer		4.9

		Missing		4		4.9						100

		Total		82		100

		If no governement facilitation, what do you think could be the reason?

				Frequency		Percent

		No need		3		3.7

		Lack of information		20		24.4

		Scarcity		5		6.1

		Other		7		8.5

		Ignored		8		9.8

		Not applicable		12		14.6

		Total		55		67.1

		Missing		27		32.9

		Sample		82		100

		Does your business use computers or internet

				Frequency		Percent

		Yes		32		39

		No		31		37.8

		Total		63		76.8

		Missing		19		23.2

		Total		82		100

		Level of technology for production firms										%

				Frequency		Percent				Latest tech-digital/automated machines		11

		Latest tech-digital/automated machines		9		11				Old tech-manual electrified machines		2.4

		Old tech-manual electrified machines		2		2.4				Very old tech-manual hand driven machines/turnels		12.2

		Very old tech-manual hand driven machines/turnels		10		12.2				Not applicable		74.4

		Not applicable		10		12.2						100

		Total		31		37.8

		Missing		51		62.2

		Total		82		100

		Cross-sector Analysis

		% of raw materials sourced domestically

				Agriculture		Industry		Services		Overall		Percent

		Above 70% - 100%		7		22		27		56		68.3

		50%-less than 70%				1		1		2		2.4

		30%-less than 50%				1		1		2		2.4

		Less than 30% - 0%				2		2		4		4.9

		Missing Values								18		22.0

		Observations		7		26		31		82		100
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		Aggregate

		Tax Paid in million TZS

										2003-04		2004-05		2003-05

				2003		2004		2005		% Change		% Change		% Change

		Observations		62		65		65

		Tax paid per firm		4.1		4.7		4.8

		Std. Deviation		15.0		14.7		17.3

		Total tax revenue		45,100.00		51,700.00		52,800.00		14.6		2.1		17.1

		Cross-Sector Analysis

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		22		31		62		9		22		34		65		9		22		34		65

		Tax Paid per Firm		1.7		1.0		7.1		4.1		1.8		2.1		7.2		4.7		1.7		2.3		7.1		4.7

		Total

				Trend in tax collection

						2003		2004		2005

				Agric		1.7		1.8		1.7

				Ind		1		2.1		2.3

				Serv		7.1		7.2		7.1
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		Aggregate

		Number of Employees across firms

				Full time-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		6		2		7		6		2		7		7		2		8

		Total number of employees (Population)		60,768		18,244		79,012		64,792		17,171		81,963		71,500		18,700		90,200

		Std. Deviation		12		4				12		4				13		4

				Full time-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		5		1		6		5		1		5		5		1		6

		Total number of employees (Population)		53,926		8,317		62,244		51,512		8,586		60,097		58,891		9,103		67,993

		Std. Deviation		9.9		1.9				9.9		2.0				11.0		2.0

		Total Full time workers (skilled &unskilled)		114,695		26,561		141,255		116,304		25,757		142,061		130,391		27,803		158,193

		Ratio Full time (Skilled/Unskilled)

				Temporary-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		3		1		3		3		1		4		3		1		4

		Total number of employees (Population)		28,975		5,903		34,878		32,597		6,171		38,768		35,817		6,171		41,988

		Std. Deviation		8.8		2.4				9.8		2.4				10.8		2.4

				Temporary-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		2		1		2		2		1		2		2		1		3

		Total number of employees (Population)		16,634		7,780		24,415		16,634		9,525		26,159		21,061		9,792		30,853

		Std. Deviation		5		3				5		4				6		4

		Total temporarary workers		45,609		13,683		59,292		49,232		15,696		64,928		56,878		15,963		72,841

		Fulltime & Temporary		160,304		40,244		200,548		165,536		41,452		206,988		187,268		43,766		231,034

		Sector Analysis

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		27		46		82		9		27		46		82		9		27		46		82

		Number of employees per Firm		13		14		12		13		11		14		13		13		16		15		14		14

		Total

				Full-time Employment Trend

						2003		2004		2005

				Agric		13		11		16

				Ind		14		14		15

				Serv		12		13		14

				Overall Employment Trend

						2003		2004		2005

				All		200,548		206,988		231,034
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		Registration Structure

				Agriculture		Industry		Services		Total		%

		Not registered		2		7		2		11		13.4

		Registrar		1				3		4		4.9

		TRA				3		1		4		4.9

		ZRB						1		1		1.2

		TRA, ZRB, Chamber, Registrar & Council		1		3		10		14		17.1

		TRA, ZRB, Chamber, registrar		3		3		7		13		15.9

		TRA & ZRB				2		8		10		12.2

		TRA, ZRB & Council				2		3		5		6.1

		Council		2		6		1		9		11.0

		TRA,  ZRB, Registrar and ZSSF						7		7		8.5

		Other (ZSSF, NBAA,ZIPA, Ministry of Education)				1		3		4		4.9

		Total		9		27		46		82		100.0

		Total Establishment   (Business Census 2004)				1,939		13,253		15,192

		Total Establishment Excluding Public Administration   (Business Census 2004)								14,850

		Estimation Error								300

		Total Establishment (working)								14,550

		% SMEs Unregistered & Registered by Council-Survey 2006		4.9		15.9		3.7		24.4

		% SMEs registered by TRA, ZRB, ZSSF & ZIPA		6.1		17.1		52.4		75.6

		SME Population = (% SMEs registered by TRA, ZRB, ZSSF & ZIPA)*14850		888		2,488		7,624		11,000

		SMEs Population (round Figure)		671		1,881		5,764		11,000

						SECTOR  Sectoral classification						Total

				Agriculture		Industry		Services		Overall

		Above 70% - 100%		6		22		30		58

		50%-less than 70%				2		2		3

		30%-less than 50%						1		1

		Less than 30% - 0%				3		3		6

		Observations		6		27		36		69





		Year		2003		2004		2005

		Employment		141,255		142,061		158,193

						2004		2005

		Capital formation by SMEs (exluding invetories)-Survey				51,700		8,800

		Overall capital formation (exluding invetories)-MOFEA				56,306		73,827

				Labour Productivity

				2003		2004		2005

				1,963,926		2,249,448		2,098,939





		0		0
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		Evaluate the tax rates in relation to your business performance&development

				Frequency		Percent		%Res						High		Moderate		Low																				High		Moderate		Low

		Small		7		8.5		9.0				Inflation		62.7		37.3						100.0														Security		7.6		68.2		24.2						100

		Normal		18		22		23.1				Interest Rates		56.3		39.0		4.7				100.0														Efficiency in Licensing Procedures		32.0		51.4		16.6						100

		High		24		29.3		30.8				Efficiecy in Tax Administration		3.1		62.5		34.4				100.0														Bureacracy		29.7		68.8		1.5						100

		Very high		29		35.4		37.2				Tax Rates		68.0		23.0		9.0				100.0														Corruption		27.7		64.5		7.8						100

		Resp		78		95.1		100.0

		Missing		4		4.9

		Total		82		100

		Evaluate the tax administration in relation to your business performance

				Frequency		Percent		%Resp

		Efficient		2		2.4		3.13

		Inefficient & disturbing		22		26.8		34.38

		Normal		40		48.8		62.50

		Resp		64		78		100.00

		Missing		18		22

		Total		82		100

														Cost of Doing Business

		Evaluate the interest rates in relation to your business performance&development												%

				Frequency		Percent		%Resp						High		Moderate		Low		Minor						No Answer

		Small		3		3.7		4.7

		Normal		45		54.9		70.3

		Very high		16		19.5		25.0				Wage Level		3.6		58.5		9.7								28.2										Business Services

		Total		64		78.1		100.0				Labor commitment		37.8		28.0		19.5								14.7

		Missing		18		22						Labor turnover		8.5				11.0		52.4						28.1												Adequate/Efficient		Moderate		Inadequate		Not Available						No Answer

		Total		82		100						Bureacracy		23.2				1.2		53.7						21.9										Security		6.1		54.9		19.5								19.5

												Corruption		25.6		59.8		7.3								7.3										Supply of Electricity		2.4		25.6		15.9								56.1

												Inflation		45.1		26.8										28.1										Infrastructure (roads &		15.9		39.0		24.4								20.7

												Cost of Premises		37.8		24.4		13.4								24.4										Licensing Procedures		28.0		45.1		14.6								12.3

												Interest Rates		43.9		30.5		3.7								21.9										Labor Skills		9.8		50		13.4								26.8

												Electricity Rates		54.8		25.6		13.4								6.2										Banking Services		41.4				20.7		12.2						25.7

		Inflation										Tax Rates		64.7		22.0		8.5								4.8										Efficiecy in Tax Administration		2.4		48.8		26.8								22.0

				Frequency		Percent		%

		Volatile & distortive		37		45.1		62.7

		Normal		22		26.8		37.3

		Total		59		72		100.0

		Missing		23		28

		Total		82		100

		Evaluate the quality of the banking services and its impact to your business

				Frequency		Percent		% Resp

		Very good		1		1.2		1.6

		Poor		17		20.7		27.9

		Satisfactory		33		40.2		54.1

		Not available at all		10		12.2		16.4

		Respondents		61		74.4		100.0

		Missing		21		25.6

		Total		82		100

		Evaluate workers wage level in relation to your business performance & develoment

				Frequency		Percent		%Resp

		Very low		7		8.5		11.9

		Normal		48		58.5		81.4

		Very high		1		1.2		1.7

		Low		1		1.2		1.7																														High		Moderate		Low		Not Available

		High		2		2.4		3.4																												Efficiency of Banking Services		1.6		54		28		16.4				100

		Total		59		72		100.0																												Quality of Infrastructure (roads, air & sea)		20.0		49.2		30.8						100

		Missing		23		28																														Reliability of Electricity		5.6		58.3		36.1						100

		Total		82		100																														Electric Tariff		58.5		27.3		14.2						100

																																				Cost of Premises		50.0		32.0		18.0						100

		Evaluate availability of labor for your business operation														Business Services

				Frequency		Percent		%Resp

		Ample supply		13		15.9		21.7										Efficient		Moderate		Inefficient

		Scarce		7		8.5		11.7

		Normal		40		48.8		66.7

		Total		60		73.2		100.0

		Missing		22		26.8

		Total		82		100

		Evaluate if labor employed in your busines possess skills needed by your establishment

				Frequency		Percent		%Resp

		Adequate		8		9.8		13.3

		Normal		41		50		68.3

		Inadequate		11		13.4		18.3

		Total		60		73.2		100.0

		Missing		22		26.8

		Total		82		100

		Evaluate licencing procedures in relation to your business performance&development

				Frequency		Percent		%

		Very good		2		2.4		2.8

		Good		21		25.6		29.2

		Normal		37		45.1		51.4																														High		Moderate		Low

		Weak		7		8.5		9.7																												Wage level		5		81.4		13.6						100

		Very bad		5		6.1		6.9																												Labor availability		21.7		66.7		11.6						100

		Total		72		87.8		100.0																												Skills		13.3		68.3		18.4						100

		Missing		10		12.2

		Total		82		100

		Evaluate level of labor commitment in relation to your business performance&development

				Frequency		Percent

		Very high		4		4.9

		High		27		32.9

		Moderate		23		28

		Low		14		17.1

		Very low		2		2.4

		Total		70		85.4

		Missing		12		14.6

		Total		82		100

		Evaluate the level of labor turnover in your business

				Frequency		Percent

		Low		9		11

		High		7		8.5

		Not a problem at all		43		52.4

		Total		59		72

		Missing		23		28

		Total		82		100

		Evaluate the way bureacracy affect your business

				Frequency		Percent

		Low		1		1.2		1.6

		High,		19		23.2		29.7

		Not affected		44		53.7		68.8

		Total		64		78		100.0

		Missing		18		22

		Total		82		100

		Evaluate level of corruption in relation to your business performance&development

				Frequency		Percent

		Very high		4		4.9		5.3

		High		17		20.7		22.4

		Moderate		49		59.8		64.5

		Low		6		7.3		7.9

		Total		76		92.7		100.0

		Missing		6		7.3

		Total		82		100

		Evaluate the level of security

				Frequency		Percent

		Condusive		5		6.1		7.6

		Not conducive		16		19.5		24.2

		Normal		45		54.9		68.2

		Total		66		80.5		100.0

		Missing		16		19.5

		Total		82		100

		Impact of electricity supply in relation to your business performance&development

				Frequency		Percent		% Resp

		Adequate		2		2.4		5.6

		Normal		21		25.6		58.3

		Inadequate		13		15.9		36.1

		Resp		36		43.9		100.0

		Missing		46		56.1

		Total		82		100

		Impact of electricity rates in relation to your business performance&development

				Frequency		Percent

		Low		11		13.4

		Moderate		21		25.6

		High		28		34.1

		Very high		17		20.7

		Total		77		93.9

		Missing		5		6.1

		Total		82		100

		Impact of electricity rates in relation to your business performance&development

				Frequency		Percent		% Resp

		Low		11		13.4		14.3

		Moderate		21		25.6		27.3

		High		28		34.1		36.4

		Very high		17		20.7		22.1

		Resp		77		93.9		100.0

		Missing		5		6.1

		Total		82		100

		Evalute adequacy of the infrastructure (roads, ports, harbour)

				Frequency		Percent		% Resp

		Good		13		15.9		20.0

		Very poor		5		6.1		7.7

		Normal		32		39		49.2

		Poor		15		18.3		23.1

		Respondents		65		79.3		100.0

		Missing		17		20.7

		Total		82		100

		Evaluate the level of rent and availability of the business premises

				Frequency		Percent		% Resp

		Scarce and expensive		27		32.9		43.55

		Ample supply but expensive		4		4.9		6.45

		Ample supply and cheap		11		13.4		17.74

		Normal		20		24.4		32.26

		Respondents		62		75.6		100.00

		Missing		20		24.4

		Total		82		100

		What would be your most important request to make your business successful

				Frequency		Percent

		Training		2		2.4

		Tax reduction, harmonization & exemptions on foods&medicines		22		26.8

		Easy access to soft loans		24		29.3

		Simplifying licencing procedures, involves tidious process		3		3.7

		Improvement on inland transport and feeder roads		3		3.7

		Facilitate market expansion		2		2.4

		Give priority and empower local companies		4		4.9

		Facilitate easy access to banking services		3		3.7

		Security and political stability		1		1.2

		Public private partnership		1		1.2

		Total		65		79.3

		Missing		17		20.7

		Total		82		100

		Missing		20.7

		Training		2.4

		Tax Rate& Harmonization of Procedures		26.8

		Access to soft loans		29.3

		Simplifying licencing procedures		3.7

		Improvement on inland transport and feeder roads		3.7

		Facilitate market expansion		2.4

		Give priority and empower local companies		4.9

		Facilitate easy access to banking services		3.7

		Security and political stability		1.2

		Public private partnership		1.2

		Security

		SECURTY  Evaluate the level of security and legal system

						Frequency		Percent		Valid Percent		Cumulative Percent

		Valid		1.00   Condusive		5		6.1		7.6		7.6

				2.00  Not conducive		16		19.5		24.2		31.8

				3.00  Normal		45		54.9		68.2		100

				Total		66		80.5		100

		Missing		System		16		19.5

		Total				82		100

		INTERATE  Evaluate the interest rates in relation to your business performance&development

						Frequency		Percent		%

		Valid		2.00  Small		3		3.7		4.7

				3.00  Normal		25		30.5		39.1

				4.00  High		20		24.4		31.3

				5.00  Very high		16		19.5		25.0

				Total		64		78		100.0

		Missing		System		18		22

		Total				82		100
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		Overall TFP

		2003		2004		2005

		0.33		0.35		0.34

		TFP: Cross Sector Analysis

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		27		46		82		9		27		46		82		9		27		46		82

		Average TFP		1.00		0.45		0.22		0.33		1.30		0.50		0.21		0.35		1.40		0.47		0.21		0.34

																				2003		2004		2005				2003		2004		2005

																		Agric		1.00		1.30		1.40		Overall		0.33		0.35		0.34

																		Industry		0.45		0.50		0.47

																		Serv		0.22		0.21		0.21

																		Overall		0.33		0.35		0.34

		Method  used for TFP computation

		Regression Equation

		ln(A) = In(Value Added) - b1ln(K) - b2ln(L) - b3(Vector of geographical&Sector dummy).

		Where:		A = Gross TFP

				Value Added is given = (Sales - Direct cost of production)

				b1 = 0.26 = share of capital

				b2 = 0.66 = share of labour

				Coef of Pemba dummy = -0.61

				Coef of Agric dummy = -1.41

				Coef of Serv dummy = 0.71

		Regression results

		Source		SS		df       MS						Number of obs		79

												F(  5,    73)		15.6

		Model		165.250379		5  33.0500758						Prob > F		0

		Residual		154.63722		73  2.11831808						R-squared		0.5166

												Adj R-squared		0.4835

		Total		319.887599		78  4.10112307						Root MSE		1.4554

		lnvadded		Coef.		Std. Err		t		P>t		[95% Conf.		Interval]

		lnlab		0.66		0.2096771		3.16		0.00		0.25		1.08

		lncap		0.26		0.1060546		2.41		0.02		0.04		0.47

		pemb		-0.61		0.3698788		-1.66		0.10		-1.35		0.12

		agric		-1.41		0.5371363		-2.63		0.01		-2.49		-0.34

		serv		0.71		0.4098572		1.73		0.09		-0.11		1.52

		_cons		0.20		0.6257853		0.33		0.75		-1.04		1.45





		0
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		Number of Employees across firms

				Full time-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		6		2		8		6		2		8		7		2		9

		Total number of employees (Population)		66,000		22,000		88,000		66,000		22,000		88,000		77,000		22,000		99,000

		Std. Deviation		12		4				12		4				13		4

				Full time-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		5		1		6		5		1		6		5		1		6

		Total number of employees (Population)		55,000		11,000		66,000		55,000		11,000		66,000		55,000		11,000		66,000

		Std. Deviation		9.9		1.9				9.9		2.0				11.0		2.0

		Total Full time workers (skilled &unskilled)		121,000		33,000		154,000		121,000		33,000		154,000		132,000		33,000		165,000

				Temporary-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		3		1		4		3		1		4		3		1		4

		Total number of employees (Population)		33,000		11,000		44,000		33,000		11,000		44,000		33,000		11,000		44,000

		Std. Deviation		8.8		2.4				9.8		2.4				10.8		2.4

								2003		2004		2005

								154000		154000		165000

				Temporary-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		2		1		3		2		1		3		2		1		3

		Total number of employees (Population)		22,000		11,000		33,000		22,000		11,000		33,000		22,000		11,000		33,000

		Std. Deviation		5		3				5		4				6		4

		Total temporarary workers		55,000		22,000		77,000		55,000		22,000		77,000		55,000		22,000		77,000

		Fulltime & Temporary		176,000		55,000		231,000		176,000		55,000		231,000		187,000		55,000		242,000
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Sample

				Classification by Year of Establishment

						Frequency		Percent

				Before 1990s		14		17.1

				1990-1995		19		23.2

				1996-2000		18		22

				2001-2005		19		23.2

				Total		70		85.4

				Missing		12		14.6

				Sample		82		100

				Location

				Classification by Region																																																						%

						Frequency		Percent																																																North Unguja		9

				North Unguja		7		9.0																																																South Unguja		6

				South Unguja		5		6.0																																																Urban West		56

				Urban West		46		56.0																																																North Pemba		17

				North Pemba		14		17.0																																																South Pemba		12

				South Pemba		10		12.0

				Total		82		100.0

				Classification by Districts

						Frequency		Percent

				Chakechake		7		8.5																																																Chakechake		8.5

				Wete		9		11																																																Wete		11

				Mkoani		3		3.7																																																Mkoani		3.7

				Micheweni		5		6.1																																																Micheweni		6.1

				North A		5		6.1																																																North A		6.1

				Urban		41		50																																																Urban		50

				West		5		6.1																																																West		6.1

				Central		4		4.9																																																Central		4.9

				North B		2		2.4																																																North B		2.4

				South		1		1.2																																																South		1.2

				Total		82		100																																																		100

				Sector

				Classification by Major Sector

						Frequency		Percent

				Agriculture		9		11

				Industry		27		32.9																																																Agriculture		11

				Services		46		56.1																																																Industry		32.9

				Total		82		100																																																Services		56.1

				Classification by Sub-sector

						Frequency		Percent

				Trade&repair		15		18.3

				Hotel&restaurants		10		12.2

				Transport & communication		6		7.3

				Financial intermediation		3		3.7																																																Trade&repair		18.3

				Community& social services		8		9.8																																																Hotel&restaurants		12.2

				Activities not covered above		6		7.3																																																Transport & communication		7.3

				Crops		1		1.2																																																Financial intermediation		3.7

				Livestock		4		4.9																																																Community& social services		9.8

				Fishing		3		3.7																																																Activities not covered above		7.3

				Mining & quarrying		4		4.9																																																Crops		1.2

				Manufacturing		18		22																																																Livestock		4.9

				Constructions		4		4.9																																																Fishing		3.7

				Total		82		100																																																Mining & quarrying		4.9

																																																								Manufacturing		22

																																																								Constructions		4.7

				Ownership Sructure

																																																										100

						Frequency		Percent

				Sole Owned		21		25.6

				Family Owned		15		18.3

				Partnership		17		20.7

				Cooperative		7		8.5

				Company		22		26.8

				Total		82		100

				Registration Status

																																																														Percent

						Frequency		Percent																																																				Not registered		13.4

				Not registered		11		13.4																																																				Registrar of Comapanies		4.9

				Registrar of Comapanies		4		4.9																																																				TRA & ZRB		4.9		65.9

				TRA		4		4.9																																																				ZSSF		1.2		30.5

				ZRB		1		1.2																																																				Other (ZSSF, NBAA,ZIPA, Ministry of Education)		4.9

				Other (ZSSF, NBAA,ZIPA, Ministry of Education)		4		4.9																																																				TRA, ZRB, Council, Registrar, Chamber,ZSSF		17.1

				TRA, ZRB, Council, Registrar, Chamber,ZSSF		14		17.1																																																				Chamber, registrar, TRA & ZRB		15.9

				Chamber, registrar, TRA & ZRB		13		15.9																																																				TRA & ZRB		12.2

				TRA & ZRB		10		12.2																																																				TRA, ZRB & Council		6.1

				TRA, ZRB & Council		5		6.1																																																				Council		11

				Council		9		11																																																				Registrar, TRA,  ZRB and ZSSF		8.5

				Registrar, TRA,  ZRB and ZSSF		7		8.5																																																				Total		100.1

				Total		82		100.1

				Cross-Sector Analysis

				Registration Status by Sector																						Agriculture		Industry		Services

						Agriculture		Industry		Services		Total		% Comp										Not registered		2		7		2

				Not registered		2		7		2		11		13.4										Registrar		1				3

				Registrar		1				3		4		4.9										TRA				3		1

				TRA				3		1		4		4.9										ZRB						1

				ZRB						1		1		1.2										TRA, ZRB, Chamber, Registrar, Council & ZSSF		1		3		10

				TRA, ZRB, Chamber, Registrar, Council & ZSSF		1		3		10		14		17.1										TRA, ZRB, Chamber, registrar		3		3		7

				TRA, ZRB, Chamber, registrar		3		3		7		13		15.9										TRA & ZRB				2		8

				TRA & ZRB				2		8		10		12.2										TRA, ZRB & Council				2		3

				TRA, ZRB & Council				2		3		5		6.1										Council		2		6		1

				Council		2		6		1		9		11.0										TRA,  ZRB, Registrar and ZSSF						7

				TRA,  ZRB, Registrar and ZSSF						7		7		8.5										Other (NBAA,ZIPA, Ministries)				1		3

				Other (NBAA,ZIPA, Ministry of Education)				1		3		4		4.9										Total		9		27		46

				Total		9		27		46		82		100.0

				Ownership Structure

				Sole Owned		Family Owned		Partnership		Cooperative		Company		Total								Sole Owned		Family Owned		Partnership		Cooperative		Company						Sole Owned		%		%		Partnership		%		Cooperative		%		Company		%		Total

		Agriculture		0		2		3		3		1		9						Agr		0		2		3		3		1				Agr		0.0		0.0		2.4		3.0		3.7		3.0		3.7		1.0		1.2		9.0

		Industry		6		6		6		4		5		27						Ind		6		6		6		4		5				Ind		6.0		7.3		7.3		6.0		7.3		4.0		4.9		5.0		6.1		27.0

		Services		15		7		8		0		16		46						Serv		15		7		8		0		16				Serv		15.0		18.3		8.5		8.0		9.8		0.0		0.0		16.0		19.5		46.0

				21		15		17		7		22		82																				Total		21.0		25.6		18.3		17.0		20.7		7.0		8.5		22.0		26.8		82.0

																																						%

																																				Sole & Family Owned		Partnership & Cooperative		Company

																																		Agr		2.4		7.3		1.2		11.0

																																		Ind		14.7		12.2		6.1		33.0

																																		Serv		26.8		9.8		19.5		56.1

																																										100.0
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Tax

		Sole Owned		Sole Owned		Sole Owned

		Family Owned		Family Owned		Family Owned

		Partnership		Partnership		Partnership

		Cooperative		Cooperative		Cooperative

		Company		Company		Company



Agr

Ind

Serv

Number of Respondents

0

6

15

2

6

7

3

6

8

3

4

0

1

5

16



Emplymnt-Final

		0		0		0

		0		0		0

		0		0		0



Sole & Family Owned

Partnership & Cooperative

Company

Percent of Firms Reporting

2.4%

14.7%

26.8%

9.8%

12.2%

7.3%

6.1%

19.5%

1.2%



Population

		Aggregate

		Capital Investment (Equity) (Million TZS)

				Initial capital		2003		2004		2005

		Observations		68		69		71		69

		Capital Investment per firm		4		146		179		156

		Std. Deviation		9.0		625.3		684.2		657.8

		Population		11,000		11,000		11,000		11,000

		Total capital invested		41,637.20		1,608,129.60		1,969,564.30		1,717,069.20

		Business Assets in Million TZS

				2003						2004						2005

				Fixed		Current		Total		Fixed		Current		Total		Fixed		Current		Total

		Observations		66		57				71		63				72		64

		Assets per firm		83.5		196.3		279.8		88.2		194.6		282.8		89.0		227.5		316.5

		Std. Deviation		215.0		817.0				228.7		821.5				236.8		1001.3

		Population		11,000		11,000				11,000		11,000				11,000		11,000

		Total		918,500.0		2,159,300.0		3,077,800.0		970,200.0		2,140,600.0		3,110,800.0		979,000.0		2,502,500.0		3,481,500.0

		Sectoral Classification

		Capital Investment (Equity) (Million TZS) by Sector

				Initial capital						2003						2004						2005

				Agric		Indus		Serv		Agric		Indus		Serv		Agric		Indus		Serv		Agric		Indus		Serv

		Observations		9		22		37		8		25		36		8		24		39		8		24		37

		Capital per firm		3.0		0.9		5.7		46.61		90.79		206.80		47		103		253		46		109		211

		Total capital invested

		Fixed Asset (Million TZS)

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		6		26		34		66		9		26		38		70		7		26		40		73

		Fixed Assets per Firm		29.2		94.0		85.0		83.5		27.2		111.5		81.9		88.2		21.0		121.2		79.9		89.0

		Assessment of change in fixed assets across sector

				2003		2004		2005		%Change 2003-04				%Change 2004-05

		Agric		29.2		27.2		21.0		-6.8				-22.8

		Industry		94.0		111.5		121.2		18.5				8.7

		Serv		85.0		81.9		79.9		-3.7				-2.4

		Overall		83.5		88.2		89.0		5.6				0.9

												2004		2005

										Agric		-6.8		-22.8

										Industry		18.5		8.7

										Serv		-3.7		-2.4

										Overall		5.6		0.9
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Charts-Working

		

		Aggregates

		Sales in Million TZS

				2003						2004						2005

				Domestic		Export		Total		Domestic		Export		Total		Domest		Export		Total

		Observations		72		42		72		77		44		77		76		44		77

		Sales per firm		261.4		0.1		258.1		291.0		0.3		291.2		275.5		0.1		279.3

		Std. Deviation		1042.7		0.8		1043.2		1036.8		1.7		1036.8		981.7		0.5		975.8										2003		%		2004		%		2005		%

		Total		2,875,400.00		1,314.50		2,876,714.50		3,201,000.00		2,758.80		3,203,758.80		3,030,500.00		937.53		3,031,437.53								Domestic		2,875,400.00		99.95		3,201,000.00		99.91		3,030,500.00		99.97

																												Export		1,314.50		0.05		2,758.80		0.09		937.53		0.03

		Costs																										Total		2,876,714.50		100.00		3,203,758.80		100.00		3,031,437.53		100.00

				2003						2004						2005

				Direct		Operating		Total		Direct		Operating		Total		Direct		Operating		Total

		Observations		44		61				67		66				45		65

		Costs per firm		184.3		52.0		236.3		193.0		69.2		262.2		172.3		73.1		245.4

		Std. Deviation		779.6		165.6				990.0		209.3				765.5		263.9

		Total		2,027,300.00		572,000.00		2,599,300.00		2,123,000.00		761,200.00		2,884,200.00		1,895,300.00		804,100.00		2,699,400.00

		Value Added						277,414.50						319,558.80						332,037.53

												15.19						3.90

		Less Tax						45100						51700						52800																						2003								2004								2005

																																										Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

																																								Observations		9		26		42		77		9		26		42		77		76		44		77

		At Factor Cost						232,314.50						267,858.80						279,237.53																				Average  sales		62.6		299.0		276.9		258.1		51.4		330.4		318.2		291.2		275.5		0.1		279.3		271.9

																																								Total

								215,806.55						229,892.71						242,849.57

		Sectoral Analysis

		Total Sales

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		26		42		77		9		26		42		77		9		26		42		77

		Average  sales		62.6		299.0		276.9		258.1		51.4		330.4		318.2		291.2		51.1		389.1		246.8		271.9

		Total

		Costs

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		25		39		73		9		25		33		67		9		26		39		74

		Direct cost per firm		2.29		229.8		197.1		184.3		2.1		239.3		209.8		192.9		1.6		234.5		170.3		172.3

		Operating cost per firm		38.5		52.3		54.9		51.9		42.8		85.2		65.1		69.2		36.9		108.5		57.7		73.1

		Total

		Value Added per Firm

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Value Added per firm		60.3		69.1		79.9		73.8		49.3		91.2		108.5		98.3		49.5		154.6		76.5		99.6

				2003		2004		2005

		Agric		60.3		49.3		49.5

		Industry		69.1		91.2		154.6

		Serv		79.9		108.5		76.5

		Overall		73.8		98.3		99.6

		Goods Exports-Cross Sector Analysis (Million TZS)

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		5		14		23		44		6		14		24		44		5		14		25		44

		Export per Firm		0.0		0.4		0.0		0.1		0.0		0.8		0.0		0.3		0.0		0.2		0.0		0.1

		Total

						Trend in Goods Exports

								2003		2004		2005

						Agric		0.0		0.0		0.0

						Industry		0.4		0.8		0.2

						Serv		0.03		0.00		0.03





Charts-Working

		2003		2003		2003

		2004		2004		2004

		2005		2005		2005
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Serv
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60.2888888889

69.1370153846

79.8673596674

49.2866666667
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76.4998901099



Perceptions

		2003		2003		2003

		2004		2004		2004

		2005		2005		2005
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0
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0

0
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TFP

		Summary Statistics

		% of raw materials sourced domestically								Proportion of final products sold domestically

												Frequency		Percent

				Frequency		Percent				More than 50%		63		76.8

		Above 70% - 100%		56		68.3				Less than 50%		2		2.4

		Above 50%-less than 70%		2		2.4				Not at all		2		2.4

		50%		0		0				50%		1		1.2

		30%-less than 50%		2		2.4				Total		68		82.9

		Less than 30% - 0%		4		4.9				Missing		14		17.1

		Total		64		78				Total		82		100

		Missing		18		22

		Total		82		100

		% of raw materials sourced abroad

										Proportion of final products sold in the foreign markets

				Frequency		Percent						Frequency		Percent

		Above 70% - 100%		5		6.1				More than 50%		3		3.7

		Above 50%-less than 70%		2		2.4				Not at all		64		78

		50%		0		0				50%		1		1.2

		30%-less than 50%		1		1.2				Total		68		82.9

		Less than 30% - 0%		58		70.7				Missing		14		17.1

		Total		66		80.5				Total		82		100

		Missing		16		19.5

		Total		82		100

		Standards adhered by business firms										%

				Frequency		Percent				No standard		57.3

		No standard adhered		47		57.3				TBS		3.7

		TBS		3		3.7				NBAA-IFS		1.2

		NBAA-IFS		1		1.2				IATA		1.2

		IATA		1		1.2				Contractors registration board		2.4

		Contractors registration board		2		2.4				TBS & ISO		1.2

		TBS & ISO		1		1.2				4 Stars Standards		1.2

		4 Stars Standards		1		1.2				Ministry of education		1.2

		Ministry of education		1		1.2				British Standard (BS)		2.4

		British Standard (BS)		2		2.4				Council Health Officer		6.1

		Council Health Officer		5		6.1

		Total		64		78

		Missing		18		22

		Total		82		100

		Problem while seeking finance

				Frequency		Percent

		Collateral		2		2.4				No Answer		8.5

		High interest rate		17		20.7				No Problem Experieced		29.3

		Project appraisal		2		2.4				Project appraisal		2.4

		Lack of information		16		19.5				Lack of information		19.5

		Failure to submit financial report		1		1.2				Failure to submit financial report		1.2

		Collateral&interest		9		11				Other (afraid risk, no financial services)		4.9

		Other (afraid risk, no financial services)		4		4.9				Collateral		13.4

		No Problem		24		29.3				High interest rate		20.7

		Total		75		91.5

		Missing		7		8.5

		Total		82		100

		Is your business insured. If yes please tick whichever applicable

				Frequency		Percent				No Answer		7.3

		Fire		5		6.1				No		69.6

		Health		1		1.2				Health		1.2

		Environment		1		1.2				Environment		1.2

		Theft, fire, health & environment		10		12.2				Theft, fire, health & environment		12.2

		Accident		1		1.2				Accident		1.2

		Other		1		1.2				Other		1.2

		No		57		69.5				Fire		6.1

		Total		76		92.7

		Missing		6		7.3

		Total		82		100

		Is your business operate a Bank Account

				Frequency		Percent

		Savings		10		12.2

		Current Account		45		54.9

		No		23		28

		Saving and Current Account		2		2.4						%

		Total		80		97.6				No Answer		2.4

		Missing		2		2.4				No		28.0

		Total		82		100				Savings		12.2

										Current Account		55.0

										Saving and Current Account		2.4

		Do you belong to any business association										100

				Frequency		Percent

		Yes		23		28

		No		49		59.8

		Total		72		87.8

		Missing		10		12.2

		Total		82		100

		Do you maintain business relation with other entities

				Frequency		Percent

		Yes		20		24.4

		No		43		52.4

		Total		63		76.8

		Missing		19		23.2

		Total		82		100

												%

		Do you market your products using any of the listed channel								No Answer		4.9

				Frequency		Percent				No		54.9

		TV		4		4.9				Other (Webs, brochures, yellow pgs)		15.9

		Trade fair		7		8.5				TV		4.9

		Radio		2		2.4				Radio		2.4

		News papers		2		2.4				Newspapers		2.4

		TV & radio		1		1.2				TV & Radio		1.2

		Radio & newspapers		2		2.4				Radio & Newspapers		2.4

		All of the above		2		2.4				TV, Radio & Newspapers		2.4

		Others (Webs, brochures, yellow pg packages, festivals)		13		15.9				Trade fair		8.6

		No		45		54.9						100

		Total		78		95.1

		Missing		4		4.9

		Total		82		100

		Explain why you are  not marketing your products

				Frequency		Percent

		Lack of resources		14		17.1

		Lack of knowledge		4		4.9

		No need		21		25.6

		Other		2		2.4

		Not applicable		20		24.4

		Total		61		74.4

		Missing		21		25.6

		Total		82		100

		Are you aware of the regional arrangements (EAC, SADC & AGOA)										%

				Frequency		Percent				Yes		19.5

		Yes		16		19.5				No		69.5

		No		57		69.5				No Answer		11

		Total		73		89						100

		Missing		9		11

		Total		82		100

		Why you are not participating in the regional market

				Frequency		Percent

		Lack of information		46		56.1

		Inadequate capital		2		2.4

		Failure to meet products standards		1		1.2

		Other		1		1.2

		Total		50		61

		Missing		32		39

		Total		82		100

		Are there any governement facilitations in your business (tick applicable)

				Frequency		Percent						%

		Training		13		15.9				Training		15.8

		Promotion		3		3.7				Promotion		3.7

		Other (Institutional support)		5		6.1				Other (Institutional support)		6.1

		No		57		69.5				No		69.5

		Total		78		95.1				No Answer		4.9

		Missing		4		4.9						100

		Total		82		100

		If no governement facilitation, what do you think could be the reason?

				Frequency		Percent

		No need		3		3.7

		Lack of information		20		24.4

		Scarcity		5		6.1

		Other		7		8.5

		Ignored		8		9.8

		Not applicable		12		14.6

		Total		55		67.1

		Missing		27		32.9

		Sample		82		100

		Does your business use computers or internet

				Frequency		Percent

		Yes		32		39

		No		31		37.8

		Total		63		76.8

		Missing		19		23.2

		Total		82		100

		Level of technology for production firms										%

				Frequency		Percent				Latest tech-digital/automated machines		11

		Latest tech-digital/automated machines		9		11				Old tech-manual electrified machines		2.4

		Old tech-manual electrified machines		2		2.4				Very old tech-manual hand driven machines/turnels		12.2

		Very old tech-manual hand driven machines/turnels		10		12.2				Not applicable		74.4

		Not applicable		10		12.2						100

		Total		31		37.8

		Missing		51		62.2

		Total		82		100

		Cross-sector Analysis

		% of raw materials sourced domestically

				Agriculture		Industry		Services		Overall		Percent

		Above 70% - 100%		7		22		27		56		68.3

		50%-less than 70%				1		1		2		2.4

		30%-less than 50%				1		1		2		2.4

		Less than 30% - 0%				2		2		4		4.9

		Missing Values								18		22.0

		Observations		7		26		31		82		100
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		Aggregate

		Tax Paid in million TZS

										2003-04		2004-05		2003-05

				2003		2004		2005		% Change		% Change		% Change

		Observations		62		65		65

		Tax paid per firm		4.1		4.7		4.8

		Std. Deviation		15.0		14.7		17.3

		Total tax revenue		45,100.00		51,700.00		52,800.00		14.6		2.1		17.1

		Cross-Sector Analysis

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		22		31		62		9		22		34		65		9		22		34		65

		Tax Paid per Firm		1.7		1.0		7.1		4.1		1.8		2.1		7.2		4.7		1.7		2.3		7.1		4.7

		Total

				Trend in tax collection

						2003		2004		2005

				Agric		1.7		1.8		1.7

				Ind		1		2.1		2.3

				Serv		7.1		7.2		7.1
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		Aggregate

		Number of Employees across firms

				Full time-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		6		2		7		6		2		7		7		2		8

		Total number of employees (Population)		60,768		18,244		79,012		64,792		17,171		81,963		71,500		18,700		90,200

		Std. Deviation		12		4				12		4				13		4

				Full time-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		5		1		6		5		1		5		5		1		6

		Total number of employees (Population)		53,926		8,317		62,244		51,512		8,586		60,097		58,891		9,103		67,993

		Std. Deviation		9.9		1.9				9.9		2.0				11.0		2.0

		Total Full time workers (skilled &unskilled)		114,695		26,561		141,255		116,304		25,757		142,061		130,391		27,803		158,193

		Ratio Full time (Skilled/Unskilled)

				Temporary-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		3		1		3		3		1		4		3		1		4

		Total number of employees (Population)		28,975		5,903		34,878		32,597		6,171		38,768		35,817		6,171		41,988

		Std. Deviation		8.8		2.4				9.8		2.4				10.8		2.4

				Temporary-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		2		1		2		2		1		2		2		1		3

		Total number of employees (Population)		16,634		7,780		24,415		16,634		9,525		26,159		21,061		9,792		30,853

		Std. Deviation		5		3				5		4				6		4

		Total temporarary workers		45,609		13,683		59,292		49,232		15,696		64,928		56,878		15,963		72,841

		Fulltime & Temporary		160,304		40,244		200,548		165,536		41,452		206,988		187,268		43,766		231,034

		Sector Analysis

				2003								2004								2005										Average

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		27		46		82		9		27		46		82		9		27		46		82

		Number of employees per Firm		13		14		12		13		11		14		13		13		16		15		14		14				Ag		Ind		Serv

		Total		120.00		370.00		563.00		1,053.00		100.00		376.00		583.00		1,059.00		141.00		401.00		637.00		1,179.00

		% to Overall Employment		11.4		35.1		53.5		100.0		9.4		35.5		55.1		100.0		12.0		34.0		54.0		100.0				10.9		34.9		54.2

				Full-time Employment Trend

						2003		2004		2005		Average

				Agric		13		11		16		13

				Ind		14		14		15		14

				Serv		12		13		14		13

																																														Employment by Sector

																																										2003		2003		2004		2004		2005		2004		Average

																																								Agric		22,854		11.4		19,546		9.4		27,630		12.0		23,343		11.0

																																								Ind		70,468		35.1		73,492		35.5		78,579		34.0		74,179		34.8

																																								Serv		107,225		53.5		113,951		55.1		124,825		54.0		115,334		54.2

																																										200,548				206,988				231,034				212,857		100.0

				Overall Employment Trend

						2003		2004		2005

				All		200,548		206,988		231,034
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		Registration Structure

				Agriculture		Industry		Services		Total		%

		Not registered		2		7		2		11		13.4

		Registrar		1				3		4		4.9

		TRA				3		1		4		4.9

		ZRB						1		1		1.2

		TRA, ZRB, Chamber, Registrar & Council		1		3		10		14		17.1

		TRA, ZRB, Chamber, registrar		3		3		7		13		15.9

		TRA & ZRB				2		8		10		12.2

		TRA, ZRB & Council				2		3		5		6.1

		Council		2		6		1		9		11.0

		TRA,  ZRB, Registrar and ZSSF						7		7		8.5

		Other (ZSSF, NBAA,ZIPA, Ministry of Education)				1		3		4		4.9

		Total		9		27		46		82		100.0

		Total Establishment   (Business Census 2004)				1,939		13,253		15,192

		Total Establishment Excluding Public Administration   (Business Census 2004)								14,850

		Estimation Error								300

		Total Establishment (working)								14,550

		% SMEs Unregistered & Registered by Council-Survey 2006		4.9		15.9		3.7		24.4

		% SMEs registered by TRA, ZRB, ZSSF & ZIPA		6.1		17.1		52.4		75.6

		SME Population = (% SMEs registered by TRA, ZRB, ZSSF & ZIPA)*14850		888		2,488		7,624		11,000

		SMEs Population (round Figure)		671		1,881		5,764		11,000

						SECTOR  Sectoral classification						Total

				Agriculture		Industry		Services		Overall

		Above 70% - 100%		6		22		30		58

		50%-less than 70%				2		2		3

		30%-less than 50%						1		1

		Less than 30% - 0%				3		3		6

		Observations		6		27		36		69





		Year		2003		2004		2005

		Employment		141,255		142,061		158,193

						2004		2005

		Capital formation by SMEs (exluding invetories)-Survey				51,700		8,800

		Overall capital formation (exluding invetories)-MOFEA				56,306		73,827

				Labour Productivity

				2003		2004		2005

				1,963,926		2,249,448		2,098,939
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		Evaluate the tax rates in relation to your business performance&development

				Frequency		Percent		%Res						High		Moderate		Low																				High		Moderate		Low

		Small		7		8.5		9.0				Inflation		62.7		37.3						100.0														Security		7.6		68.2		24.2						100

		Normal		18		22		23.1				Interest Rates		56.3		39.0		4.7				100.0														Efficiency in Licensing Procedures		32.0		51.4		16.6						100

		High		24		29.3		30.8				Efficiecy in Tax Administration		3.1		62.5		34.4				100.0														Bureacracy		29.7		68.8		1.5						100

		Very high		29		35.4		37.2				Tax Rates		68.0		23.0		9.0				100.0														Corruption		27.7		64.5		7.8						100

		Resp		78		95.1		100.0

		Missing		4		4.9

		Total		82		100

		Evaluate the tax administration in relation to your business performance

				Frequency		Percent		%Resp

		Efficient		2		2.4		3.13

		Inefficient & disturbing		22		26.8		34.38

		Normal		40		48.8		62.50

		Resp		64		78		100.00

		Missing		18		22

		Total		82		100

														Cost of Doing Business

		Evaluate the interest rates in relation to your business performance&development												%

				Frequency		Percent		%Resp						High		Moderate		Low		Minor						No Answer

		Small		3		3.7		4.7

		Normal		45		54.9		70.3

		Very high		16		19.5		25.0				Wage Level		3.6		58.5		9.7								28.2										Business Services

		Total		64		78.1		100.0				Labor commitment		37.8		28.0		19.5								14.7

		Missing		18		22						Labor turnover		8.5				11.0		52.4						28.1												Adequate/Efficient		Moderate		Inadequate		Not Available						No Answer

		Total		82		100						Bureacracy		23.2				1.2		53.7						21.9										Security		6.1		54.9		19.5								19.5

												Corruption		25.6		59.8		7.3								7.3										Supply of Electricity		2.4		25.6		15.9								56.1

												Inflation		45.1		26.8										28.1										Infrastructure (roads &		15.9		39.0		24.4								20.7

												Cost of Premises		37.8		24.4		13.4								24.4										Licensing Procedures		28.0		45.1		14.6								12.3

												Interest Rates		43.9		30.5		3.7								21.9										Labor Skills		9.8		50		13.4								26.8

												Electricity Rates		54.8		25.6		13.4								6.2										Banking Services		41.4				20.7		12.2						25.7

		Inflation										Tax Rates		64.7		22.0		8.5								4.8										Efficiecy in Tax Administration		2.4		48.8		26.8								22.0

				Frequency		Percent		%

		Volatile & distortive		37		45.1		62.7

		Normal		22		26.8		37.3

		Total		59		72		100.0

		Missing		23		28

		Total		82		100

		Evaluate the quality of the banking services and its impact to your business

				Frequency		Percent		% Resp

		Very good		1		1.2		1.6

		Poor		17		20.7		27.9

		Satisfactory		33		40.2		54.1

		Not available at all		10		12.2		16.4

		Respondents		61		74.4		100.0

		Missing		21		25.6

		Total		82		100

		Evaluate workers wage level in relation to your business performance & develoment

				Frequency		Percent		%Resp

		Very low		7		8.5		11.9

		Normal		48		58.5		81.4

		Very high		1		1.2		1.7

		Low		1		1.2		1.7																														High		Moderate		Low		Not Available

		High		2		2.4		3.4																												Efficiency of Banking Services		1.6		54		28		16.4				100

		Total		59		72		100.0																												Quality of Infrastructure (roads, air & sea)		20.0		49.2		30.8						100

		Missing		23		28																														Reliability of Electricity		5.6		58.3		36.1						100

		Total		82		100																														Electric Tariff		58.5		27.3		14.2						100

																																				Cost of Premises		50.0		32.0		18.0						100

		Evaluate availability of labor for your business operation														Business Services

				Frequency		Percent		%Resp

		Ample supply		13		15.9		21.7										Efficient		Moderate		Inefficient

		Scarce		7		8.5		11.7

		Normal		40		48.8		66.7

		Total		60		73.2		100.0

		Missing		22		26.8

		Total		82		100

		Evaluate if labor employed in your busines possess skills needed by your establishment

				Frequency		Percent		%Resp

		Adequate		8		9.8		13.3

		Normal		41		50		68.3

		Inadequate		11		13.4		18.3

		Total		60		73.2		100.0

		Missing		22		26.8

		Total		82		100

		Evaluate licencing procedures in relation to your business performance&development

				Frequency		Percent		%

		Very good		2		2.4		2.8

		Good		21		25.6		29.2

		Normal		37		45.1		51.4																														High		Moderate		Low

		Weak		7		8.5		9.7																												Wage level		5		81.4		13.6						100

		Very bad		5		6.1		6.9																												Labor availability		21.7		66.7		11.6						100

		Total		72		87.8		100.0																												Skills		13.3		68.3		18.4						100

		Missing		10		12.2

		Total		82		100

		Evaluate level of labor commitment in relation to your business performance&development

				Frequency		Percent

		Very high		4		4.9

		High		27		32.9

		Moderate		23		28

		Low		14		17.1

		Very low		2		2.4

		Total		70		85.4

		Missing		12		14.6

		Total		82		100

		Evaluate the level of labor turnover in your business

				Frequency		Percent

		Low		9		11

		High		7		8.5

		Not a problem at all		43		52.4

		Total		59		72

		Missing		23		28

		Total		82		100

		Evaluate the way bureacracy affect your business

				Frequency		Percent

		Low		1		1.2		1.6

		High,		19		23.2		29.7

		Not affected		44		53.7		68.8

		Total		64		78		100.0

		Missing		18		22

		Total		82		100

		Evaluate level of corruption in relation to your business performance&development

				Frequency		Percent

		Very high		4		4.9		5.3

		High		17		20.7		22.4

		Moderate		49		59.8		64.5

		Low		6		7.3		7.9

		Total		76		92.7		100.0

		Missing		6		7.3

		Total		82		100

		Evaluate the level of security

				Frequency		Percent

		Condusive		5		6.1		7.6

		Not conducive		16		19.5		24.2

		Normal		45		54.9		68.2

		Total		66		80.5		100.0

		Missing		16		19.5

		Total		82		100

		Impact of electricity supply in relation to your business performance&development

				Frequency		Percent		% Resp

		Adequate		2		2.4		5.6

		Normal		21		25.6		58.3

		Inadequate		13		15.9		36.1

		Resp		36		43.9		100.0

		Missing		46		56.1

		Total		82		100

		Impact of electricity rates in relation to your business performance&development

				Frequency		Percent

		Low		11		13.4

		Moderate		21		25.6

		High		28		34.1

		Very high		17		20.7

		Total		77		93.9

		Missing		5		6.1

		Total		82		100

		Impact of electricity rates in relation to your business performance&development

				Frequency		Percent		% Resp

		Low		11		13.4		14.3

		Moderate		21		25.6		27.3

		High		28		34.1		36.4

		Very high		17		20.7		22.1

		Resp		77		93.9		100.0

		Missing		5		6.1

		Total		82		100

		Evalute adequacy of the infrastructure (roads, ports, harbour)

				Frequency		Percent		% Resp

		Good		13		15.9		20.0

		Very poor		5		6.1		7.7

		Normal		32		39		49.2

		Poor		15		18.3		23.1

		Respondents		65		79.3		100.0

		Missing		17		20.7

		Total		82		100

		Evaluate the level of rent and availability of the business premises

				Frequency		Percent		% Resp

		Scarce and expensive		27		32.9		43.55

		Ample supply but expensive		4		4.9		6.45

		Ample supply and cheap		11		13.4		17.74

		Normal		20		24.4		32.26

		Respondents		62		75.6		100.00

		Missing		20		24.4

		Total		82		100

		What would be your most important request to make your business successful

				Frequency		Percent

		Training		2		2.4

		Tax reduction, harmonization & exemptions on foods&medicines		22		26.8

		Easy access to soft loans		24		29.3

		Simplifying licencing procedures, involves tidious process		3		3.7

		Improvement on inland transport and feeder roads		3		3.7

		Facilitate market expansion		2		2.4

		Give priority and empower local companies		4		4.9

		Facilitate easy access to banking services		3		3.7

		Security and political stability		1		1.2

		Public private partnership		1		1.2

		Total		65		79.3

		Missing		17		20.7

		Total		82		100

		Missing		20.7

		Training		2.4

		Tax Rate& Harmonization of Procedures		26.8

		Access to soft loans		29.3

		Simplifying licencing procedures		3.7

		Improvement on inland transport and feeder roads		3.7

		Facilitate market expansion		2.4

		Give priority and empower local companies		4.9

		Facilitate easy access to banking services		3.7

		Security and political stability		1.2

		Public private partnership		1.2

		Security

		SECURTY  Evaluate the level of security and legal system

						Frequency		Percent		Valid Percent		Cumulative Percent

		Valid		1.00   Condusive		5		6.1		7.6		7.6

				2.00  Not conducive		16		19.5		24.2		31.8

				3.00  Normal		45		54.9		68.2		100

				Total		66		80.5		100

		Missing		System		16		19.5

		Total				82		100

		INTERATE  Evaluate the interest rates in relation to your business performance&development

						Frequency		Percent		%

		Valid		2.00  Small		3		3.7		4.7

				3.00  Normal		25		30.5		39.1

				4.00  High		20		24.4		31.3

				5.00  Very high		16		19.5		25.0

				Total		64		78		100.0

		Missing		System		18		22

		Total				82		100
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		Overall TFP

		2003		2004		2005

		0.33		0.35		0.34

		TFP: Cross Sector Analysis

				2003								2004								2005

				Agric		Industry		Serv		Overall		Agric		Ind		Serv		Overall		Agric		Ind		Serv		Overall

		Observations		9		27		46		82		9		27		46		82		9		27		46		82

		Average TFP		1.00		0.45		0.22		0.33		1.30		0.50		0.21		0.35		1.40		0.47		0.21		0.34

																				2003		2004		2005				2003		2004		2005

																		Agric		1.00		1.30		1.40		Overall		0.33		0.35		0.34

																		Industry		0.45		0.50		0.47

																		Serv		0.22		0.21		0.21

																		Overall		0.33		0.35		0.34

		Method  used for TFP computation

		Regression Equation

		ln(A) = In(Value Added) - b1ln(K) - b2ln(L) - b3(Vector of geographical&Sector dummy).

		Where:		A = Gross TFP

				Value Added is given = (Sales - Direct cost of production)

				b1 = 0.26 = share of capital

				b2 = 0.66 = share of labour

				Coef of Pemba dummy = -0.61

				Coef of Agric dummy = -1.41

				Coef of Serv dummy = 0.71

		Regression results

		Source		SS		df       MS						Number of obs		79

												F(  5,    73)		15.6

		Model		165.250379		5  33.0500758						Prob > F		0

		Residual		154.63722		73  2.11831808						R-squared		0.5166

												Adj R-squared		0.4835

		Total		319.887599		78  4.10112307						Root MSE		1.4554

		lnvadded		Coef.		Std. Err		t		P>t		[95% Conf.		Interval]

		lnlab		0.66		0.2096771		3.16		0.00		0.25		1.08

		lncap		0.26		0.1060546		2.41		0.02		0.04		0.47

		pemb		-0.61		0.3698788		-1.66		0.10		-1.35		0.12

		agric		-1.41		0.5371363		-2.63		0.01		-2.49		-0.34

		serv		0.71		0.4098572		1.73		0.09		-0.11		1.52

		_cons		0.20		0.6257853		0.33		0.75		-1.04		1.45
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		Number of Employees across firms

				Full time-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		6		2		8		6		2		8		7		2		9

		Total number of employees (Population)		66,000		22,000		88,000		66,000		22,000		88,000		77,000		22,000		99,000

		Std. Deviation		12		4				12		4				13		4

				Full time-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		5		1		6		5		1		6		5		1		6

		Total number of employees (Population)		55,000		11,000		66,000		55,000		11,000		66,000		55,000		11,000		66,000

		Std. Deviation		9.9		1.9				9.9		2.0				11.0		2.0

		Total Full time workers (skilled &unskilled)		121,000		33,000		154,000		121,000		33,000		154,000		132,000		33,000		165,000

				Temporary-Skilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		3		1		4		3		1		4		3		1		4

		Total number of employees (Population)		33,000		11,000		44,000		33,000		11,000		44,000		33,000		11,000		44,000

		Std. Deviation		8.8		2.4				9.8		2.4				10.8		2.4

								2003		2004		2005

								154000		154000		165000

				Temporary-Unskilled

				2003						2004						2005

				Male		Female		Total		Male		Female		Total		Male		Female		Total

		Observations (Sample)		82		82		82		82		82		82		82		82		82

		Average number of employees per firm		2		1		3		2		1		3		2		1		3

		Total number of employees (Population)		22,000		11,000		33,000		22,000		11,000		33,000		22,000		11,000		33,000

		Std. Deviation		5		3				5		4				6		4

		Total temporarary workers		55,000		22,000		77,000		55,000		22,000		77,000		55,000		22,000		77,000

		Fulltime & Temporary		176,000		55,000		231,000		176,000		55,000		231,000		187,000		55,000		242,000






