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opportunities in professional trades to empowering at-risk youth both socially and economically by
the AIDS pandemic in Tanzania.
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I ntroduction

One of Haba na Haba’ s primary goals is the introduction of Western business practices
to adeveloping nation. In doing so, Haba na Haba has successfully incorporated
sustainability into its mission by providing an economic life-line to young women
orphaned by the HIV/AIDS pandemic. It will encourage the education and skills-training
of children, enabling them to survive independently. The process will create an
intergenerational life-line which will allow the current generation to be self-sustaining.

While offering valuable opportunities for female Tanzanian workers, Haba na Haba
fosters alarger world-view for American consumers. Its sustainable processes will
enlighten Americans about the consequences of their consumption habits on workersin
developing nations. We are confident that in the near future American consumers will
embrace companies like Haba na Haba that are willing to offer a sustainable social and
economic environment for their workers.

Project Overview

Through a University of Wisconsin—Madison class, General Business 600, a class
focused on the environmental strategy and sustainability, a group was formed to work
along with Haba na Haba to establish the wage and benefit standards that should be
applied to the organization’s Tanzanian manufacturing plants. During this process, the we
served as aresource and outside consultant. In October 2004, we met with Haba na Haba
director, Beth Peterson, and established the following objectives for our collaboration.

Project Objectives:

1. ldentify a"fair" wagein Tanzania.
2. Establish the appropriate number of hours children can work in Tanzania per
week.
3. Determine the benefits that should be offered to workers according to
both Tanzanian government regulations and Haba na Haba business standards.
4. I|dentify and contact organizations with goals similar to Haba na Haba.
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Challenges
In conducting our work for this project we experienced several challenges. Wefelt it

important to outline these challenges as they should be considered in any decisions made
by Haba na Haba based on our work. The significant challenges were:

Tanzaniais far away and no member of the project team has visited there. While we did
extensive research via the web—Dboth looking at websites and emailing people working in
Tanzania—thisis not a substitute from seeing the economic situation and living
conditions firsthand.

The quantity of material available for researching our tasksis rather dated by U.S.
business standards. Further, much of the datais only available from Tanzanian
government sources. We tried to do research based on publications from the UN, the US
Department of State, and other sources but found little information beyond the basic
country statistics (population, arable land, magjor industries, etc).

We are confident of our findings and our recommendations but they must be put in the
context of the challenges we faced.

Calculating aLiving Wage

In the Household Budget Survey 2000/01 (Exhibit 3), over 22,000 Tanzanian households
were interviewed to determine the current levels of poverty, education, and inequality
between the sexes. The study found residents of urban areas, particularly Dar es Salaam,
to be substantially better off than the rest of the country. The following are afew genera
lifestyleindicatorsin Dar es Salaam:

21% of households are headed by women

59% of households are connected to an electricity grid

60.6% of adults have a primary (5-8) education as their highest level of
education

76% of children (age 7-13) are enrolled in school

Mean expenditure per capita per month: 29,949 Tanzanian Shillings (T Shs)
52.2% of consumption is for the purchase of food

18% of the population is below the basic needs poverty line (set at 7,253 TShs
in 2000/01)

Main sources of household income: Employment, 41.7%; Self-employment
(excluding farming), 29.1%; Agricultural income, 1.9%

In an attempt to calcul ate a wage for the women employed through Haba na Haba, we
considered the living conditionsin Dar es Salaam as well as standard Tanzanian wages
according to the 2000/01 Integrated Labour Force Survey. Two separate age categories
were also taken into account since many of the workers will be under eighteen years of
age. The Labour Division Headquarters through the Ministry of Labour and Y outh
Development states the minimum wage of the private sector for those above e ghteen
years old to be 30,000 TShs per month and 14,000 T Shs per month for those of age
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fifteen to seventeen years old. Since most of these girls who will get involved with Haba
na Haba have extraordinary circumstances, including younger siblings to support, we
would like to suggest a wage more analogous to the average Tanzanian female worker

and above the given minimum wage.

Dueto the high level of adults without employment, we felt it important to evaluate
average wages before suggesting a beginning wage for the girls working through Haba
na Haba. Inequality with adult sector wages may possibly induce conflict, especialy if
the girls were to get involved through some type of negotiation with the school uniform
factory after their schooling (Beth had mentioned this as a possibility). The Integrated
Labour Force Survey shows a breakdown the mean monthly incomes by occupation and
sex. We felt as though the nature of the work done through Haba na Haba would fall
within the category of “Plant & Machine Operators & Assemblers’; this chart shows a
mean monthly income for female workersto be 37,461 TShs, whileit is 56,908 TShs for

male workers (Figure 1).

Sex

Occupation Mae | Female Total

Legislators, Administrators & Managers 112,551 107,473 111,705
Professionals 148,253 94,606 134,261
Technicians & Associate Professionals 83,700 72,689 79,875
Clerks 111,060 76,441 92,760
Service & Shop Workers 42,186 20,384 30,835
Skilled Agriculture & Fisheries Workers 18,173 9,450 16,003
Craft & Related Workers 110,404 61,206 105,494
Plant & Machine Operators & Assemblers 56,908 37,461 55,939
Elementary Occupations 19,578 14,804 18,740
Total 54,423 38,888 49,954

Figure 1. Mean Monthly Income of Paid Employees by Occupation and Sex 2000/01 (from the
Integrated Labour Force Survey, 2000/01, Chapter Nine, pg. 112).

If Haba na Haba would choose the standard wage of 37,461 T Shs per month for the
female workers above eighteen years of age, we suggest asimilar ratio to that used in the
minimum to cal cul ate the fifteen to seventeen year old wage bracket (30,000:14,000
TShs). Thiswage would, therefore, be suggested as 17,481 TShs per month. Another
chart included in the Integrated Labour Force Survey states average monthly incomes by
age groups, however, gender is not taken into consideration (Figure 2). It suggests the
following monthly means for “Plant & Machine Operators & Assemblers’: 10-17 years,
32,301 TShs; 18-34 years, 45,719 TShs, 35-64 years, 64,035 TShs. The higher wages
given here suggest the extreme variation between the wages by gender. Although we
would like to suggest a more equitable living wage for the girlsin training at Haba na
Haba, we realize such high wages would be culturally unacceptable for these young
women,; yet, if Haba na Haba cannot pay the girls atraditional men’s level wage, we
would recommend that it make up for it through the other financial benefitsit offers the

workers.
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Age Group Total
Occupation 10-17 1834 3564 65+

20,000 50,992 123,395 100,600 111,705
. 85,433 149,079 98,000 134,261
72,798 82,752 42,338 79,875
. 89,020 95,664 . 92,760
9,785 22,660 54,499 46,714 30,835
6,917 17,187 17,700 20,159 16,003
33,808 51,855 185,423 150,000 105,494
32,301 45,719 64,035 89,017 55,939
6,607 18,362 27,120 19,613 18,740
8,360 33,181 74,567 34,152, 49,954

the Integrated Labour Force Survey, 2000/01, Chapter Nine, pg. 121).

Figure 2. Average Monthly Income of Paid Employees by Age Group and Occupation 2000/01 (from

Therefore, our group will suggest the following initial monthly wages for Haba na Haba:

Female 18+ Age Bracket: 37, 461 TShs
Female 15-17 Age Bracket: 17,481 TShs

These monthly wages are set according to the labor survey which was conducted in

2000/01, it is essential that the steep levels of inflation (approximately 4.8% each month)

be applied to a current wage. Heightened payment brackets for more specialized

embroidery duties may want to be considered as well.
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Description of Wages and Benefits

Note 1. For al the wage and benefits listed below, we have created a model that will
allow scenario testing. We have completed the model for some wage levels but the
model will alow you to input 3 variables and will then complete an entire report of al
wage and benefits. Information about this model is given in the next section of this
report. An electronic copy and a hard copy of the model aso provided.

Note 2: See Exhibit 4 for a publication from the Tanzania government on mandated
wages and benefits.

Note 3: The minimum age for employment is 15. At age 14 employment must be
approved by a parent.

Wages

Although we begin our analysis with the minimum wage, we are suggesting awage
higher than the minimum to adequately support the employees for their health, safety and
welfare for the work and services they provide. The model in Exhibit 2 will calculate
costs at suggested wage levels. Further, the model can be used to determine costs of any
wage level you input. As noted above there are minimum mandated wages.

Overtime

A premium isto be paid during for overtime hours, which is over 45 hours, to
compensate employees for their work beyond normal hours. The mandated rateis 1.5
times the hourly wage.

Taxes

Taxes are mandated by the Tanzanian government. They are as follows:

4% of the gross wage bill for the Vocational and Educational Training Authority Levy
2% of the gross wage bill to the National Provident Fund (NPF)

10% of the gross wage bill payable to the NPF. Thisisadevelopment levy to local
governments.

We recommend contacting alocal accountant to determine how gross wages are
calculated and how to remit your tax payments. We were not able to find any
information about tax credits but do think it is worth exploring with atax professional in
Tanzania.
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Break Time

Break time provides a pause in the day where there is atemporary cessation of work.
Break time promotes employee health, safety and welfare and should be required. We
suggest a series of breaks similar to the United States system where two fifteen minute
and one thirty minute meal break are allowed. Inthe US, some companies pay for break
time and other don’t. It isunclear from our research if thereis a standard in Tanzania
Our model considers breaks paid time off.

L eave

Employees are mandated to receive 28 days of leave annually, including weekends,
regardless of their seniority. This period of time is an absence from work.

Holidays

Employees are required to receive the 14 public holidays in Tanzania off. We have listed
the 17 holidays below as well as their dates. We recommend posting a calendar with
these dates so employees will have full knowledge that these will be days that they will
be entitled to have off.

1% January New Year®Day
12" January Zanzibar Revolution Day
As per calendar dates Eid El Haji *
7™ April Heroes Day
As per calendar dates Good Friday
As per calendar dates Easter Monday
26" April Union Day
1% May Worker® Day
As per calendar dates Maulid Day *
7" July Dar es salaam International Trade Fair Day
8™ August Farmer&Peasant’ s Day
14" October Nyerere Day
As per calendar dates Eid El Fitri Celebration *

* These holidaysfollow the Islamic calendar, therefor e they change each year.
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Sick Leave

Employees are entitled to three months continuous sick leave at full pay. Thisisa
mandated benefit. However, it isunclear if rules can be established for defining how sick
timeistaken by an employee. For example, in many US businesses, sick time can be
taken up to three consecutive days without a doctor’ s note. After three days, adoctor’s
note is required.

After sick leave has expired, employees are entitled to half their usual wages. It is unclear
if there is an end date to this benefit. A local employment professional should be
consulted.

M ater nity
Expectant female employees are mandated a paid maternity leave of 84 days.
Severance

As mandated by the Tanzanian government, employees must be given a series of
warnings before they are dismissed. Once dismissed, employees are entitled to severance
pay which is determined by the formulain the spreadsheet. If retrenchment occurs and
the workers are represented by a union, you must speak to the union first. It isthen
required to discuss the retrenchment with the Industrial Court in either Dar es Salaam or
Arusha. If no union is present, you then go directly to the court.

Note: The wage and benefit model considers the cost of severancein the linetitled
“turnover costs.” Turnover costs consist of the severance, recruitment for a replacement
worker, administration time to complete paper work of the transition from one worker to
another, etc.

Rent Allowances

Allowances for rent are beneficial to the employee to secure appropriate housing. Rent
allowances permit employees to focus on work instead of the financial worries of
securing rent month to month. While we had some ideas of cost of housing, it was not
possible for us to determine the type of housing that can be purchased at each price point.
Again, thiswill have to be determined by a professional familiar with the local housing
market.

Y 7

haba na haba



Transportation Allowances

Transportation allowances alow employees to arrive and depart from work in atimely
and reliable way. Transportation allowances may allow some prospective employees
who normally would not be able to accept ajob offer because of transportation problems
to be able to work despite such issues.

Note: In some developing countries, rent and transportation allowances are standard.
We were unable to definitely determineif thisis the standard for Tanzania for Haba na
Haba’ sindustry.

School Tuition

Schooal tuition for the children of employees would be a great incentive for employees
and engenders loyalty among your workforce. Similar to the rent allowance, it would
allow employees to focus more on their work instead of immediate financial worries of
sending their children to school.

Educational Workshop

Providing an educationa workshop for employees helps devel op skills and knowledge.
These outcomes would not only benefit the company through better trained worker, it
will aso build loyalty and create feelings of accomplishment. The educational workshop
could also allow employees to develop avision for their career which would be essential
to the women becoming self-supporting. Examples of workshops to consider would be:
creating and managing a budget, entrepreneurial skills, and finance.

Health Insurance

Providing health insurance for employeesis essential. It is even more critical to offer
education and access to health carein an effort to the health of employees at the highest
levels. Itisunclear what health services may be able from the government. Further, we
were unable to determine the cost of this benefit since there are usually many complex
variables that determine the cost. The type of services and costs should be ascertained by
aprofessional more familiar with Tanzania than we are.

Counseling and Medical Support

In the same vein as health insurance, counseling and medical support is crucia under
Tanzanian living and working conditions considering the issues that Tanzanian
employees face. Education about AIDS/HIV and the emotional and mental health issues
accompanying the disease makes counseling and medical support a service that
Tanzanian businesses must offer in order to keep their employees mental and physical
health in the best shape.
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Short Term I ncentives

Short-term incentives could be tied to production and development goals. These goals
could include attendance, skill mastery or anumber of salable finished goods produced in
agiven timeframe. This money could be given instead of some benefits such as housing
and transportation allowances or in addition to them. Short-term incentives could be paid
weekly, monthly, or by payroll cycle based on goal attainment.

Long Term Incentives

Long-term incentives can be structured similarly to short term benefitsin terms of goals.
The significant differenceis that these are partialy “banked” by Haba na Haba for
payment at sometime in the future, such as completion of the program. Thiswould give
the workers a nest egg to start their own business. The other part of the incentive could
be paid at intervals of 3-6 months. This gives the worker alarge payout that they could
use to increase their standard of living by making home improvements or durable good
purchases. In general, these workers would not have an opportunity to accumulate this
bonus on their own.

To get the optimal benefit from offering short and long term incentivesit is best to tie
part of the bonus to individual efforts and part to the efforts of the group. This will
provide a greater sense of teamwork than just offering individual incentives.



The Wage and Benefit M odel—Description of the M odél

The costing of wages and benefits has two components. Thefirst isthe cost of wages and
benefits that will require a cash payment. The second is the cost of lost productivity due
to mandated and optional benefits. Thislost productivity will be given in terms of lost
revenue. Lost productivity is money that you have to spend but that you get no saleable
product in return for the wage and benefit payments; it can be calculated as a percentage
of costs or revenue. We chose to show lost productivity as revenue dollars since cost
structures can be harder to quantify in the start up phase that Haba na Haba isin.

The costs were cal culated based on age of the worker, the minimum mandated wage, the
average wage for the industry, a premium of 5 and 10 % to the minimum and projections
for years 1-3 after the baseline year. The projection for years 1-3 are based on the
mandated wage and is adjusted for yearly inflation currently about 4.8% per year.
Attached is a spreadsheet with the calculations. (Exhibit 2)

When there was a choice in how to calculate the costs of wage and benefits, we
referenced Costing Human Resources: The Financial Impact of Behavior in
Organizations, 3" ed., by Wayne F. Cascio.

The following are the assumptions we used to cost wages and benefits:

There will be 20 employees. The model will allow you to change this assumption.
Each cost is per person. So then, group costs are determined on per person rate based
on a participation group of 20 women (or what ever number you enter into the
model).

25% of price of the finished goods are in wage and benefits lost productivity analysis.
The model will alow you to change this percentage.

5-day work week

28 days leave is 20 work days and 8 weekend days. Leaveisaccrued per year. So 10
days of lost productivity per year.

Holidays are cost as lost productivity; assume that all holidays fall on work days.
Sick Leaveis cost aslost productivity; assume that each employee will on average 10
dayssick leave.

Turnover is based on a 20% turnover rate per year. Or 1.67% per month. Thisis
based on a US average for thistype of work. Turnover costs are calculated at 1.5
times monthly salary. Thiswill be acost that is not per person but rather a monthly
cost that will be accrued for the year.

Maternity is cost aslost productivity. A maternity rate of 20% (50% of women in
Tanzaniaare in their motherhood years). Twenty percent may be high but we chose
to be conservative. Cost isfor each person that takes a maternity leave. Assume 20%
of 20 employees per year.

Severanceis considered in the turnover cost.

One day of work is considered 9 hours (45 hours per week divided by 5)

Inflation is determined based on the Consumer Price Index provided by the Tanzanian
Government. Currently it is about 4.8%
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Summary of Total Cost of Wages and Benefitsin cash and lost productivity:

TOTALS
All calcluations are based on a 45 hour week
All numbers in Tanzanian Shillings

US$1=1060 At 5% over 10% over 5% over 10% over
Shillings minimum Mean Minimum Mean min. min. min. min.
TOTAL COST for all employees (CASH) per month
Total 375,814 458,317 801,030 977,863 392,405 408,995 836,582 872,133
per employee/mo 18,440 22,478 39,300 47,955 19,252 20,064 41,040 42,780
per month costs 7,014 8,758 15,030 18,768 7,365 7,715 15,782 16,533
TOTAL Lost Revenue (LOST PRODUCTIVITY)/mo
Total 380,178 474,706 814,667 | 1,017,274 399,187 418,196 855,400 896,133
per employee 15,089 18,841 32,333 40,375 15,843 16,598 33,950 35,567
per month 78,400 97,894 168,000 209,782 82,320 86,240 176,400 184,800

TOTALS

All calcluations are based on a 45 hour week
All numbers in Tanzanian Shillings

US$1=1060
Shillings Y1 Y2 Y3 Y1 Y2 Y3
TOTAL COST for all employees (CASH) per month
Total 393,853 412,758 432,570 839,479 879,774 922,004
per employee/mo 19,325 20,253 21,225 41,186 43,163 45,235
per month costs 7,351 7,704 8,073 15,751 16,508 17,300
TOTAL Lost Revenue (LOST PRODUCTIVITY)/mo
Total 398,426 417,551 437,593 853,771 894,752 937,700
per employee 15,813 16,572 17,368 33,885 35,512 37,216
per month 82,163 86,107 90,240 176,064 184,515 193,372
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Wage and Benefit Model—Instructions on using the Model

The modé is designed to do scenario testing. The model allows the user to pick different
values for the number of employees, wage and benefits as a percentage of revenue, a
monthly wage, and additional benefits. For example, employers can evaluate the affects
of raising wages or reducing the number of employees. It determines the costs of
different combinations of benefits, and all mandated benefits are automatically calculated
into the model.

To use the model, you fill in the red zones. The zones for number of employees and for
wage and benefits as a percentage of revenue must be filled in for the spreadsheet to
output values. Once you enter amonthly wage, all numbers that are not in the red zones
that are mandated benefits or calculations that are directly tied to wage levels will be
automatically calculated. Other red zones can befilled in asdesired. If you want to cost
a benefit that we have not provided ared zone for, you can use any red zone that occurs
at the bottom of the model.

All red zone number should be entered in Tanzanian Shillings. They should be entered as
amonthly per employee cost. For instanceif you are creating a workshop that will have
atotal cost of 12,000 TShs, the monthly cost would be 1,000 TShsfor al employees—
this assumes that the workshop will be a 12 month workshop. If the workshop isonly 3
months long, the monthly expense isthen 4,000 TShs. You will need to divide this
number by the number of employees before you enter it into the model. We chose not to
have this calculation done by the spreadsheet sinceit is rather easy to delete it without
realizing the action. The result would then not be accurate.

To see the formulas that are used in each cell press CONTROL +  (grave—found next to
the number 1on a standard US keyboard). To return to the data press CONTROL + °

again.
Note: It is highly recommended that you create a copy of the model when working with

it. Keep the original excel filein asafe place. Reload the original fileif the copy
becomes corrupt.
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Organizational Contactsin Tanzania

While Haba na Haba already has a wide network in place in Tanzania, the General
Business 600 group recommends broadening this network to incorporate other non-
government organizations (NGOs) aready recognized in Tanzania. There are awide
variety of organizations dealing with women’srights, the HIV/AIDs pandemic,
development and education with resources previously unavailable to Haba na Haba.
Contact with these groups would provide the expertise that Haba na Haba needs to
establish itself in Tanzania.

Note: The General Business 600 group has contacted several organizations already. Many
offer services similar to Haba na Haba and have several years experience in Tanzania. At
this point, it would be beneficial for Haba na Haba directors to contact these groups with
more specific questions regarding the project.

Women and Development Organizations

Mwanza Women Development Association (MWDA)
P.O Box 10626, Mwanza
Email: mwdamza@hotmail.com

Women In Action To Development (WIA)

P.O Box 1265, Arusha

Telephone: +255 27 2502300

Email: elizabethmosha@yahoo.com, womeninaction@hotmail.com

Women Development for Science and Technology (WODSTA)
P.O. Box 3182, Arusha

Telephone:+255 27 2507059

Email: Lyne_Ukio@hotmail.com

Women Initiatives for the Street & Working Children Welfare (WIWOCHI)
P.O Box 12715, Arusha

Cell: 255 744 271088

Email: wiwochi @yahoo.com

HIV/AIDS Organization
Arusha Living Positive with HIV (ALPHA+)
P.O. Box 11893, Arusha

Cell:255 744 820227
Email: alphaarusha@hotmail.com
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Artisan/Craft Development Organizations

Artisan Development Agency of Tanzania (ADAT)
P.O. Box 77817, Dar es Salaam

Telephone: 255- 22- 2700969

Email: adat@ud.co.tz

Web site: http://www.adat-tz.org/index.asp

World Vision Tanzania (WVT)
P.O.Box 6399, Dar es Salaam
Telephone: 255 22 2118520

Email: richard_rugemalira@wvi.org

AKF - AgaKhan Foundation

P.O Box 125, Dar es Salaam

Telephone:+ 255-22-266-8651

Email: akf @akftz.org, akftzn@atge.automail.com
Website: www.akdn.org
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Sustainability and Haba na Haba

Since amajor focus of this project isthe social aspect to sustainability, the General
Business 600 group would like to raise several questions regarding other aspects of
sustainability at the Haba na Haba factories in Tanzania:

What are the factory’ s conditions like for workers?

Are the dyes being used non-toxic and environmentally friendly?

Will the products be efficiently shipped overseas?

What type of energy will be used at the factories?

Will the factories produce solid, liquid, or gaseous wastes?

We hope that Haba na Haba will consider these questions when planning the next phases
of the project.

Additional Considerations

As anew business operating in aforeign country, Haba na Haba should be prepared to
face unforeseen obstacles that could arise as it implements its business plan. This group
would like to raise some potential issues that should be considered as you move ahead
with the project.

Finances— To provide all of the benefits described in this report, Haba na Haba will
need a steady stream of income. If the US market embraces Haba na Haba products
immediately, it may be possible to provide sustainable health and education benefits to all
of its workers without becoming a non-profit organization (as a vehicle to raise cash).
However, even if it can become sustainable in the future, there are still considerable start-
up costs for the factory, schools, and transportation. It may be beneficial to consider
applying for agrant or subsidy, at least in the short term. In the process of researching
this paper, we were contacted by The McKnight Foundation, a group run out of
Minneapolis that offers $1.1million/year in grants specifically for projects focusing on
women’s socia and economic empowerment in three East African nations, including
Tanzania. This may be something for Haba na Haba to consider.

Tanzanian Economy - It is difficult to predict the future patterns in the Tanzanian
economy. In our research, we discovered strong inflationary patterns in the Tanzanian
shilling. Other economic factors aside, Haba na Haba will have to continuously monitor
its wage rates. Hopefully, our Wage and Benefit Model will be of some assistance.

Niche Market — The non-governmental organization/sustai nable business community in
Dar es Salaam is aready quite established. There are numerous organizations, with
similar mandates already operating there. While this may be ablessing, it could also
represent an over-crowded marketplace as many groups are already exporting Tanzanian
arts, crafts, and woven goods to the United States and Europe. It will take some research
to establish the economic viability of opening a new factory there. However, Haba na
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Haba may be able to leverage their knowledge or form a partnership for export
consolidation. Both of these options have the potential for reducing Haba na Haba's
costs.

Cultural Backlash — Tanzaniais alargely Islamic, male-controlled society. If young
Tanzanian women were to receive wages on-par or higher than Tanzanian men, it may
cause a cultural backlash. Because unemployment is high in Tanzania, it is possible that
unemployed adult workers will resent the privileged status of the Haba na Haba workers.
With the United States already at alow-point in popularity overseas and especialy in the
Islamic world, there may be negative cultural implications of opening an American-
sponsored factory in Tanzania. However, this last issue should be mitigated by the
participation of Grace.

Government Corruption — Asis the case in some devel oping nations, government
corruption is a serious concern in Tanzania. Although we found no evidence of corrupt
practices in our research, it will be important to discern the full impact of government
practices upon businesses in Tanzania. What sort of un-known taxes will be placed upon
anew business? Will there be government inspectors at the factory? Who grants
certification for new businesses?

Additiona Questions.

These are more open-ended questions the group came across while researching the
project objectives. While the group attempted to answer these questions, they are
generaly more long-term in nature and in some cases their answers are dependent upon
company performance and are beyond the scope of this paper.

1. How will Haba na Haba successfully integrate the three groupsiit is working with
in Tanzania (the family-based manufacturers, the boutique center, and the Amy
Rigg designs) into a coherent manufacturing base?

2. Who will provide the training the Tanzanian workers need to work in the
factories?

3. Who will provide the uniforms and school tuition for Haba na Haba child
workers?

4. Haba na Haba mission statement states that it will provide training, a
manufacturing facility, and sales opportunities. What about the workersdousing?

5. Can Haba na Haba provide a safe and healthy manufacturing facility in Dar Es
Salaam?

6. What type of market does Amy Rigg currently have? Expensive boutiques? Large
retailer?
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Conclusions

Aswe stated at the beginning of this report, Haba na Haba has successfully incorporated
sustainability into its mission. It seeks the introduction of Western business practices into
the context of a developing nation. In doing so, it provides an economic life-line to
children orphaned by the HIV/AIDS pandemic. It encourages the education and skills
development of young women that would be otherwise are lost in the region’s poverty.

While offering valuable opportunities for Tanzanian workers, Haba na Haba fosters a
larger world-view for American consumers by educating Americans about the
consequences of their consumption habits on workers in devel oping nations. Hopefully,
American consumers will embrace companies like Haba na Haba that are willing to offer
asustainable social and economic environment for their workers.
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Gives alist of mandatory benefits.
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Project Group Bios and Contact Information

Anne Drehfal
Anneisasecond year undergraduate at UW- Madison. Sheis currently interested
is pursuing amajor in molecular biology, with aresearch-based focus on
sustainable agriculture through carbon sequestration and microbial interactionsin
prairie restorations. She has been involved with afew environmental and political
committees through the WISPIRG organization at UW-Madison. Anne enjoys
photography, independent films, live music, and traveling. She plans on studying
abroad a semester in Utrecht, Netherlands, during the spring of 2006. Anne can be
contacted at acdrehfal @wisc.edu.

Samuel Jack
Sam is currently a senior at the University of Wisconsin-Madison where heis
majoring in International and African Studies. His academic interestsliein
economic development, Middle Eastern studies, and international relations. Sam
spent academic year 2003-04 at the American University in Cairo and hopes to
pursue alegal career in the Middle East. Sam can be reached at
samjack@gmail.com.

Norene Mostkoff
Norene is completing her MBA in General Management in December 2004 at the
University of Wisconsin—Madison. Sheis currently the co-President of the
Graduate Women in Business student organization. Her undergraduate degree was
in Math Education from the University of Illinois. She has 18 years experience in
non-profit management and has also owned aretail and wholesal e photographic
novelty business. Upon graduation, she hopes to work in health care
administration. Norene enjoys growing orchids and traveling the world. Sheis
married and has two dogs, Sadie (the sweet one) and Milo (the not-so-sweet one).
Norene can be contacted at nmostkoff @charter.net.

Rebecca Thorman
Rebeccais pursuing aBS in Interior Design with a certificate in Environmental
Studies at the University of Wisconsin-Madison. Sheis currently President of the
student chapter of ASID (American Society of Interior Designers). Through
ASID, Rebecca has devel oped awebsite, created a Mentor Program and created a
Green Learning Experiences program to help educate and serve student members.
She has also recently accepted a job offer at Madison Environmental Group
(MEG) where she will continue after her graduation in May. At MEG, her duties
will include renovating MEG’ s third floor offices in the Crescent building, as well
as providing green procurement and energy saving services and construction and
deconstruction recycling services for MEG' s various clients such as the
Alexander Company- Capitol West, the Overture Center for the Arts and Great
Dane Developers. Rebecca can be contacted at rlthorman@wisc.edu or
rebeccathorman@yahoo.com.



Mike He
Mike Heis pursuing an undergraduate degree in Electrical Engineering, Math,
and Physics as ajunior at the University of Wisconsin - Madison. His future
career goals are to enter into the field of environmental engineering and help
design the next generation of sustainable products. He is currently Co-Chair of the
Sierra Student Coalition, an environmental student group on the UW Campus.
Mike®favorite hobbies include playing Frisbee, racquetball, reading, martial arts,
and having good conversations with friends. Mike can be reached at
mmhe@wisc.edu
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