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Abstract 

Title  How to get MSME to leave the nest and grow their business. 

Authors  Oscar Bjelvert and Markus Tornberg 

Supervisors  Bo Sjö 

Key Words  Employment, Growth, MSME, Managerial skills.  

Background  To achieve poverty alleviation as stated by the UN’s global 

goals and agenda 2030 more research in the field is needed. 

The MSME segment has a vital role to play for economic 

growth in developing countries. However, no clear growth 

has been seen for these enterprises even though much aid has 

been given. Efforts to create a business training system has 

been made but will play a bigger role in the future.  

 

Purpose  Thru a comparative cross-sectional study it is showcased 

what skills are connected to enterprise growth. This study 

aims to help explain what managerial skills should be further 

investigated when it comes to investing time and resources in 

business training systems. 

 

Methodology  By interviewing the MSME managers on site and discussing 

the matter with CEO’s of business training organizations 

unique data was collected. With the help of NVivo software 

data is processed and categorized. Final correlations to 

growth by examining the differences between growing and 

non-growing managers skills in different fields.  

 

Conclusion  Similarities in skills prioritized between managers in 

growing and non-growing was detected. Findings suggest 

that business plan and accounting skills are more present in 

growing enterprises. Ultimately the differences were not 

enough to demonstrate managerial skill as a strong 

contributor to enterprise growth. 
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Abbreviations 

 

Acronym Meaning 

SME Small Medium Enterprises 

MSME Micro- Small Medium Enterprises 

HPWP1 High Performance Work Practices 

HPWS2 High Performance Work Systems 

MFI Micro Finance Institute 

HRM Human Resource Management 

ICT Information Communication Technologies 

SMP3 Small Medium Practices 

E-services Electronic Services 

M-pesa Mobile Money 

Microenterprise4 1-4 Employees 

Small enterprise4 5-49 Employees 

Medium enterprise4 50-99 Employees 

Managerial skill Competencies of the Manager 

  

                                                
1 (Huselid, 1995) 
2 (Raineri, 2016) 
3 (IFAC, 2017) 
4 (Gedi & van Oyen, 2012) 
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1. Introduction  

The introduction of this thesis mediates a background of the field of MSME in the 

developing world. It is followed by a discussion of MSME growth problems in Tanzania 

and the purpose of this study which merges over into the research questions.  

 

1.1 The importance, problems and solutions for MSME 

Poverty is viewed as one of the largest issues faced by humanity in modern time and 

one of the most pressing in the least developed countries (LDC). This issue has no 

simple solution even though large organizations like UNDP have made it their number 

one priority (UNDP, 2019). Small, medium enterprises (SME’s) have recently received 

more attention as the best way to promote economic growth and poverty mitigation in 

developing countries (Kanburi, 2009). The primary reason for this attention is that 

multiple studies have shown that SME’s contribute with the creation of new jobs and 

therefore aids poverty reduction in developing countries (Sleuwaegen & Goedhuys, 

1998). It is measured that SME’s can make up as much as 99% of the total number of 

firms in a country, which emphasize the importance of SME’s as a large-scale employer 

in developing countries (Fjose, Grünfeld, & Green, 2010). Further research has also 

made a clear connection between a bigger SME’s sector and GDP per capita growth 

(Beck, Levine, & Demirguc-kunt, 2005). To be even more thorough another category 

called microenterprises is often introduced as the smallest enterprise categorization 

which creates the expression micro small medium enterprises (MSME’s). The creation 

of new job opportunities is usually found in micro enterprises (Muzondi, 2014, 

Kayanula & Quartey, 2000, John , 2009, Solomon, 2004, Nelson, 1987). Only a fraction 

of all MSME’s experience high growth in employment, but when they do they grow so 

rapidly and intensively that it makes up for all the other firms that missed the 

opportunity (Burns, 2007). The reality is that MSME’s in developing countries have 

many obstacles and limitations that need to be removed before they can begin their 

expansion.  
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The problem for MSME’s in LDC is investigated by many and depending on origin and 

type of study, different results are found. By looking at SME’s as a resource to 

counteract poverty, promises about job creation, employment, tax provision and GDP 

increase are usually mentioned and rightfully so (Muriithi, 2017). Incremental 

enhancements to the business environment of SME’s can have a significant effect on the 

economic development of the host country (Muriithi, 2017).  

The business environment can be measured by the Ease of Doing Business score 

consisting of 10 factors5. The score describes how far from the best practices a country 

is operating (The World Bank Group, 2019). Many LDC has a low score, indicating 

instability and risks and the Sub-Sahar Africa (SSA) area has the lowest score in the 

entire world (The World Bank Group, 2019). Due to lack of electricity and financial 

mechanisms in this region, it is challenging for the managers to create growing 

companies (The World Bank Group, 2019). Legal and accounting reforms that tear 

these barriers and strengthen creditors, are proven to enable acceleration in economic 

growth(Levine, Loayza, & Beck, 2000). Further barriers include lack of good 

governance, economic and social exclusion, an economic collapse which can all be 

summarized to conflict and state fragility (Ncube, Anyanw, & Hausken, 2013). Yet 

many looks at MSME’s to hopefully drive innovation and productivity and to create 

demand and capacity for skilled labor so that more people can get a higher, stable 

income and leave poverty behind for good (Fierro, 2019).  

 

The problem of financing SME is well recognized in developing countries and the effect 

on GDP per capita is recognized in the pro-SME policy (Beck, Levine, & Demirguc-

kunt, 2005). This led the World Bank to provide targeted assistance of 10 billion dollars 

in support programs to SME’s in developing economies between 1997-2001 (The 

World Bank Group, 2001). Except for business environment improvements, it also 

raises the ease of doing business score, which includes access to capital through 

microfinance and other institutes for SME finance (The World Bank Group, 2001). The 

importance of funding has been well noted globally and financial intermediaries have a 

significant, positive impact on total factor productivity which results in GDP growth 

                                                
5 1 Starting a business. 2 Dealing with construction permits. 3 Getting electricity. 4 Registering property. 

5 Getting credit. 6 Protecting minority investors. 7 Paying taxes. 8 Trading across borders.  

9 Enforcing contracts. 10 Resolving insolvency.  
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(Beck, Levine, & Loayza, 2000). The main purpose of funding is to create an 

opportunity for SMEs to establish and conduct their business (Kuzilwa, 2005). 

However, finance is not the only factor that should be considered. Information 

technology is recognized as another solution to enhance competitiveness for SME’s 

(The World Bank Group, 2001). Yet, even though SME has good business environment, 

financial access and information technology there is still need for technical assistance 

and capacity building through SME training (The World Bank Group, 2001). 

Suggestions to what should be taught, contains marketing, accounting, operations 

management and human resource management (The World Bank Group, 2001). 

 

1.2 Managerial skill for MSME’s growth in daylight 

Insufficient work is being carried out in the field of SME training but the research 

found, stress strategic skills planning, development of skill and matching skills to what 

industries will demand in the future (Ncube, Anyanw, & Hausken, 2013). But what 

exactly will be demanded is not obvious, and may differ from time, place and branch.  

 

Research has made clear that financial literacy affects productivity but doesn’t 

necessarily contribute to growth so even though entrepreneurs earn more money, they 

have not employed more people (Engström, 2016). Entrepreneurship, business strategy 

and marketing are present in business training systems in Tanzania and Vietnam and has 

shown promising results in raising revenue but not employment (The World Bank 

Group, 2011).  

 

However, research discuss many different areas of managerial skill sets, that can 

contribute to business growth. Many studies suggest similar managerial skills that are 

important for business growth, see table 1. The authors of this study have chosen to 

study the six most recurring managerial skills found in literature. This allows for the 

biggest possibility to obtain results of if and how solely managerial skill affect growth. 

Formal planning as in business plan to bring structure into the enterprise (Storey & 

Greene, 2010). Marketing, accounting selling which gives increased revenue and insight 

in supported decisions (Burns, 2007). Human resource management (HRM) and 

information communication technology (ICT) because it increases employee’s 
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performance and use of technology enhances efficiency (Parker, Storey, & 

Witteloostuijn, 2010). 

 

Within all the SSA countries, Tanzania is the biggest receiver from the Swedish 

developing aid program and chosen to be examined for this thesis (SIDA, 2018). The 

impact these managerial skills have on MSME growth in Tanzania are not found in 

research. 

 

1.3 MSME’s growth problem in Tanzania 

Microenterprises make up to 77.3%, small enterprises represent 21.7% and medium and 

large enterprises put together represents 1% of total numbers of firms in Tanzania 

(Ministry of Finance and Planning, 2016). The small business segment alone employs 

more than 5.2 million people (FSDT, 2012, Gedi & van Oyen, 2012). MSME’s in 

Tanzania employ more people than larger companies in the private sector and public 

sector combined, when not taking agriculture into account (Ministry of Finance, 2011). 

 

This huge MSME sector often fails to grow in Tanzania due to several factors such as 

managerial skill, government policies. (Nairobi Business Monthly, 2016). The MSME’s 

can´t create enough profit and eventually, they are forced to close down or continue 

without enough income to allow them to grow (Tanzania National Bureau of Statistics, 

2006). For small firms it’s especially important, not to make a management mistake 

because that may well lead to the doom of the business (Wyer & Mason, 1999). The 

growth for these enterprises is non-existing, astounding numbers show the truth of the 

welfare of the MSME in Tanzania. Around 88.7% of MSME stays the same in size, 8.3 

% increase in size and 3 % show a decrease of employees in their business (FSDT, 

2012). 

 

For a developing country in Africa, economic growth in the MSME sector is by some 

said the best way to alleviate poverty (Honohan & Thorsten, 2007). Tanzania is 

experiencing difficulties in growing their sector of MSME, even though much financial 

aid has been directed to the country over the past century. Since financial aid is not 

proving to help, it is indicated that the focus must shift to other means that could 

contribute to growth for enterprises. The authors believe that managerial skill has great 
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potential and should be allowed more attention in the discussion about aiding SME. 

This thesis, therefore, offers a contribution towards some managerial skills stimulus that 

may allow MSME to grow in Tanzania. 

 

1.4 Purpose 

The purpose of this thesis is to examine what influence the managerial skills of HRM, 

Marketing, Accounting, Selling, ICT and Business plan have on growth for MSME’s in 

Tanzania. By isolating practices of managers in growing and non-growing enterprises, 

skills propelling growth are described and analyzed.  

 

1.5 Research Questions 

• What managerial skills are prioritized in growing and non-growing enterprises 

in Tanzania?  

 

• What differences in managerial skills can be distinguished between managers of 

growing and non-growing enterprises in Tanzania? 

 

1.6 Planned contributions 

This thesis aims to lighten the curtain to what skills managers of growing enterprises 

possess. If certain skillsets can be distinguished it can assist the development of 

business training programs and business supportive functions and help the organizations 

behind to make better decisions. By examining managers that work with supportive 

organization this thesis directly targets those supportive organizations. Micro finance 

institutes and business trainers often offers managerial teaching packages including 

many skills. With greater understanding and more data, better decisions can be made to 

what these packages should include. 

 

The work is applicable in Eastern Africa region with the possibility to suit more MSME 

markets of similar attributes. The author’s objective is that this thesis will contribute 

with an overview of potential patterns suitable for future research to continue exploring 

managerial skills in the MSME segment. 
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1.7 Delimitations 

When taking into account the time and resource restrictions of this thesis the authors 

have made certain delimitations to the project. Because of the research questions, the 

authors have found it necessary to exclude the macro environment and external 

hindering factors such as political decisions and lender’s practices. Also excluded are 

certain internal factors as motivation and business ideas. The importance of some 

internal factors and the macro environment is acknowledged to have a wide effect on 

business growth. But it is being worked on by many other institutes and researchers 

with greater resources suitable for that kind of work. Ultimately it means that 

managerial skill is more manageable within the frame of this study. 
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2. Managerial skills effect on growth 

Within the framework, a discussion will be held about what growth is and why certain 

managerial skill has been selected. This section is written to be understood in a higher 

educational environment as well as the informal economy where the study was carried 

out. 

 

2.1 What is to be considered as growing? 

Enterprise growth can be measured in 6 different ways (Storey & Greene, 2010). Where 

the most common ones are sales, employment, profitability or subjective assessment 

(Parker, Storey, & Witteloostuijn, 2010). But every single definition suit best in a 

specific scenario. Indicators show that for a small fast-growing business we should use 

employment and turnover as a measurement of growth (Storey & Greene, 2010). 

Employment is easy to measure and gives an indication of the capabilities of the 

business (Storey & Greene, 2010), (Hoy et al 1992). Revenue growth is necessary for 

employment and is therefore heavily correlated but is also the most commonly used 

expression for size and growth among managers, (Storey & Greene, 2010). 

 

There is no way to define how much a firm needs to grow to be considered growing. 

What is said by OECD is that a company can be considered if it grows more than 20% 

in employment or turnover over a three year period (OECD, 2008). The cross-sectional 

intent of this research is that any growth in employment or revenue growth within the 

last year is considered a growing firm. The employment increase is used as the primary 

measurement of growth and revenue increase as the secondary indicator because it 

better suits the purpose of this study. 
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2.2 The surroundings of managerial skills 

In accord with business training systems discussed by the world bank it could also be 

certain things and certain behaviors that set enterprises apart in the determination of 

growth. Many global aid organizations speak about financial literacy and employment 

skills training as important factors to increase employment (Plan International, 2019). 

Other smaller organizations set up self-help saving groups that they educate in 

bookkeeping, marketing and customer care to create new jobs (Hand in Hand, 2019). 

The literature points to three ways to obtain growth using internal factors see figure 1. 

 

 

Figure 1. Factors affecting growth outcome (Conney, 2012). 

 

The first piece is competitive advantages which lie in the core idea or execution of the 

business to be better by cost, quality or uniqueness to outperform the competition 

(Porter, 1985). The second piece is the growth intention of the entrepreneur running the 

business and all his/her personal ambition and motivation (Conney, 2012). Research in 

Tanzania presents the importance of managers motivation to grow their business, 

without it no business will ever grow (Akinyinka , Ton Dietz, & Chibuike, 2017). 

Thirdly managerial skills are described as the ability of planning, marketing, finance 

and selling which are among the essentials to the day-to-day management of the 

company (Conney, 2012).  
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2.3 Selecting managerial skills 

To broaden the view much research overlap and make similar suggestions to what is 

important managerial skills, for business growth. Some suggest formal planning as in 

business plan because it is said to bring clarity and unify the enterprise (Storey & 

Greene, 2010). Marketing and selling contribute to increased revenue while accounting 

provide insight to make supported decisions (Burns, 2007). Human resource 

management will elevate staff performance and adopting new technology will favor 

efficiency (Parker, Storey, & Witteloostuijn, 2010). These are all considered well 

regarded and useful theories because they are found multiple times in research from 

different times and areas. Further benefits to these managerial skills are that they are 

found in previous research all relevant to MSME’s growth in LDC, SSA or Tanzania 

and have the potential to increase firm performance. In this study, much literature stands 

behind the choice of every managerial skill see table 1, and to ease readability only one 

will be referred to. It is the author’s belief that there is a pattern of managerial skill that 

the manager possesses in order to describe growth within the MSME sector in Tanzania. 

Narrowing the perspective to only managerial skill and combining them all in a certain 

environment brings an interesting focal point and is something that is insufficient in 

today’s literature. 

 

Table 1. Research discussing the importance of certain managerial skills. 

Research 

suggesting 
HRM Marketing Accounting Selling ICT 

Business 

plan 

(Storey & Greene, 

2010) 
X X X   X 

(Burns, 2007)  X X X  X 

(Kusi et al., 2015) X X   X X 

(Mbogo, 2011) X X X  X X 

(Stokes & Wilson, 

2010) 
X X  X X X 

(Lussier & 

Corman, 1995) 
 X X   X 

(Parker et al., 

2010) 
X X  X X  

(Unger et al., 

2011) 
X X  X   

(Muriithi, 2017) X X X    

(The World Bank 

Group, 2011) 
 X X    

(Levitt, 1998)   X   X 
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(Ekberg, 2015)  X    X 

(Huselid, 1995, 

Raineri, 2016) 
X      

(Kotler & 

Armstrong, 2013, 

Gilmore et al., 

2001) 

 X     

(Husin & Ibrahim, 

2014, Ismail & 

Zin, 2009, Haron 

et al., 2010) 

  X    

(Bolander et al., 

2014) 
   X   

(Matambalya & 

Wolf, 2001, 

Lertwachara & 

Ayanso, 2014, 

Esselaar, et al., 

2008) 

    X  

(Shelton, 2019, 

Nieman & 

Nieuwenhuizen, 

2009) 

     X 

 

2.3.1 Human Resource Management 

The literature argues that in order to start a business you need a certain skillset, usually 

heavily depending on entrepreneurial qualities, whereas a completely different skillset 

would be required to run a larger firm (Storey & Greene, 2010). HRM is one of those 

factors that becomes exponentially more important as the firm grows and can really 

affect the firm’s performance (Raineri, 2016). Some claim that managers/founders are 

so tightly interconnected with the firm at the early stages that their personal competence 

in HRM will play a vital role for the success or failure of the firm as shown in Ghana 

(Pasanen, 2015, Burns, 2007) 

 

Measuring HRM within the enterprise there is support for the high-performance work 

practices (HPWP) which contains comprehensive employee recruitment, incentive 

compensation and employee involvement (Huselid, 1995). These factors are found to 

have a direct and positive impact on turnover and productivity (Huselid, 1995). 

Recently called high-performance work systems (HPWS) in a study where manager 

HR-practices like clear job descriptions and performance evaluation was added 

(Raineri, 2016). The direct outcome of that study is that all factors except incentive 
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compensation positively and significantly affect firm performance (Raineri, 2016). 

Incentive compensation was found important possibly for motivational purposes but 

could not otherwise be proven to be of significance (Raineri, 2016). The practices 

mentioned in HPWP are well established and the HPWS brings topicality. In 

combination they provide this study with the measurements of HRM for which is: 

Comprehensive employee recruitment, Incentive compensation, Employee involvement, 

Clear job description, Performance evaluation (Huselid, 1995, Raineri, 2016). 

 

Though, no evidence was found in Nairobi when measuring HRM capabilities impact 

on growth (Mbogo, 2011). This could possibly be because emphasize was put on that 

HRM capabilities to enhance the manager’s decision-making abilities. If the manager 

took better decisions it would lead to expansion of the company in theory. This was not 

the case and the research field still believe HRM and HPWP to be of great importance 

for business growth.  

 

2.3.2 Marketing 

Successful enterprises are heavily customer and marketing oriented (Kotler & 

Armstrong, 2013). Which strengthen some research believes that marketing is the main 

factor in order to succeed (Lussier & Corman, 1995, Parker, Storey, & Witteloostuijn, 

2010). Lack of marketing is also acknowledged as a constraining factor for SME 

enterprises operating in Tanzania (Aikaeli, 2012). 

 

To have an effective marketing strategy you must make sure that the impressions the 

costumer gets are appealing and unanimous in order to manage profitable customer 

relationships (Kotler & Armstrong, 2013). To outline a customer driven marketing 

strategy you need to process segmentation, targeting, differentiation and positioning in 

order to identify the part of the market you can serve the best (Kotler & Armstrong, 

2013). 

Apart from the perspective of the markets you also have to construct your product, 

placement, price and promotion also widely known as the four P’s (Burns, 2007). You 

use the four P’s to persuade the customer that you offer the greatest value (Kotler & 

Armstrong, 2013). To conceptualize it is useful to understand that the customer buys the 

whole package and as a small business owner it’s easy to get stuck in only competing in 
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price because you believe the other elements to be insufficient (Burns, 2007). The 

marketing strategy and the four P’s together brings a method of detecting a broad 

spectrum of marketing skills of the managers. The authors believe the following factors 

to be representative of marketing abilities: Segmentation, Targeting, Differentiation, 

Positioning, Product, Placement, Price, Promotion (Kotler & Armstrong, 2013, Burns, 

2007). 

 

As stated in the previous section the business often inherits the founder’s characteristics 

(Burns, 2007, Pasanen, 2015). Consonance with the development of the business this 

can result in haphazard, informal, unstructured marketing (Gilmore, Carson, & Grant, 

2001). The same article finds no substantial support that marketing capabilities would 

influence managers/owners decision-making skills and those imply no benefits of 

marketing in order for business growth in Kenya (Mbogo, 2011). This could be because 

the marketing carried out by SME companies can be quite different and rely heavily on 

the social network of the entrepreneur (Gilmore, Carson, & Grant, 2001). 

However, a firm needs to know it’s market and target group and how the product will 

appeal to its intended customers. This is a common reason for failure which states that a 

managers/owners ability to understand key marketing concepts is crucial (Stokes & 

Wilson, 2010).  

 

2.3.3 Accounting 

The importance of financial services is since long well established (Storey & Greene, 

2010). And the correlation between access to financial services and accounting is 

observed in Tanzania (Aikaeli, 2012). Further on when examining accounting skills, the 

lack of it could lead to business failure (Storey & Greene, 2010). Possibly because of 

the insight and control such information provides (Burns, 2007). Accounting enables 

business advice, emergency advice, financial management or statutory advice and can 

all lead to increased performance (Husin & Ibrahim, 2014).  

 

Most small firms can be controlled and managed with a simple calculation of cash, 

sales, profit, break-even, productivity and asset turnover (Burns, 2007). Which can all 

be made with some basic financial statements. There is no specific accountability 

obligation for SME and the services provided to SME by the accounting firms are called 
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small medium practices (SMP) (IFAC, 2017). SMP’s includes balance sheet6, income 

statement7 and cash-flow analysis8 (IFAC, 2017). These are the most needed financial 

information for SME companies to succeed (Haron, Ismail, Yahya, Khalid, & Ganesan, 

2010). Though still many small firms don’t have it (Burns, 2007). The authors therefore 

find it suitable to investigate the following crucial statements as an indication of 

accounting skills: Income statement7, Balance sheet6, Cash-flow analysis8 (Burns, 

2007). 

 

Accounting abilities have been measured in Malaysian manufacturing and non-

manufacturing  SME companies by looking at financial statements as a predictor of 

fundamental accounting abilities (Husin & Ibrahim, 2014), (Ismail & Zin, 2009). 

Another study suggests that SME needs help with SMP’s to gain financial strength and 

understanding (Haron, Ismail, Yahya, Khalid, & Ganesan, 2010). Another study from 

the same country shows that 20-40% of SME doesn’t prepare any SMP’s and that some 

SME only did it annually (Ismail & Zin, 2009).  

 

2.3.4 Selling 

Knowing your product/service completely and matching it to the customer’s needs and 

building long term relationships by sales skills is of the essence for SME companies 

(Burns, 2007). Ultimately you can argue that skills work better as growth promoters 

than formal years of education (Unger, Rauch, Frese, & Rosenbusch, 2011). Therefore 

it is suggested to measure performance related sales behaviors as mediators rather than 

practices of those with sales education (Bolander, Bonney, & Satornino, 2014).  

 

These behaviors are applicable to those with and without formal education and build 

upon these three methods’ Presentation of benefits, Non-usage of financial incentives 

and Emotional response (Bolander, Bonney, & Satornino, 2014, Burns, 2007). By 

                                                
6
Balance sheet is a momentary picture of the enterprises financial health and describes were money comes and money goes (Burns, 

2007) 
7
Income statement states the level of activity and how well the business is operating and should be monitored frequently (Burns, 

2007) 
8
Cash flow is crucial to the business and is summarized as the cash generated from operations, without it bills will go unpaid 

(Burns, 2007). 
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further breakdown on the presentation of benefits it includes the following: Question9, 

Statement10, Reference11, Sales aids12, Demonstration13 and Link to earlier contact14. 

Non-usage of financial incentives refers to not get stuck in price negotiation and focus 

on the value of the product instead (Bolander, Bonney, & Satornino, 2014). Emotional 

response describes how you convince the customer and closes the deal. It includes the 

following factors: The trial close15, The alternative close16, The summary close17, The 

concession close18, The quotation close19, The direct close20. As is clearly described by 

literature, selling is a complex topic with many different approaches but its effect is by 

definition increased sales which mean growth. The author therefore finds it suitable to 

investigate the following as signs of good selling skills: Presentation of benefits, Non-

usage of financial incentives, Emotional response (Bolander, Bonney, & Satornino, 

2014, Burns, 2007) 

 

2.3.5 Information Communication Technology  

From the macro perspective, ICT leads to faster growth and diversification of the 

economy (Matambalya & Wolf, 2001). Mainly because of new opportunities and better 

resource allocation that comes with less information asymmetry (Akerlof, 1970). The 

usage of ICT in the SME sector is proven to have a favorable impact on profitability 

and productivity in Africa when dividing SME into formal and informal sectors 

(Esselaar, Stork, Ndiwalana, & Deen-Swarray, 2008). 

 

ICT in Tanzania is quite varying, 74,3% of Tanzanians have a mobile subscription but 

only 3,9% of the households have a computer (ITU, 2019). The country is still in the 

upsurge of its ICT development journey making it more affordability and enhancing, 

accessibility, use and skills of ICT (Lertwachara & Ayanso, 2014). Which is why the 

authors find ICT interesting and necessary to investigate. 

 

                                                
9 Question, you might ask a question to ascertain that the customer buys these type of products. (Burns, 2007) 
10 Statement, you might state the benefits directly by telling. (Burns, 2007) 
11 Reference, you might give a personal reference (Burns, 2007) 
12 Sales aid, brochures, photographs etc. (Burns, 2007) 
13 Demonstration, demonstrate the product (Burns, 2007) 
14 Link to earlier contact, that you are recommended by another client. (Burns, 2007) 
15 The trial, Uses the customers interest to ask further questions that assume a sale (Burns, 2007) 
16 The alternative, Give the customer options that both includes a sale (Burns, 2007) 
17 The summary, Summarize the benefits and ask the customer to agree (Burns, 2007) 
18 The concession. Only if necessary you can offer reduces price (Burns, 2007) 
19 The quotation, if an offer is given then it should be followed up to ensure the sale (Burns, 2007) 
20 The direct, Ask for the order directly (Burns, 2007) 
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When measuring for ICT, the following factors are usually used: Fixed line phones, 

Mobile telephones, Fax machines and Computers (Matambalya & Wolf, 2001). To 

build upon this the mobile phone has in a very short time replaced the fax and made the 

fixed telephone obsolete (Matambalya & Wolf, 2001). Therefore, excluding those 

outdated technologies and adding electronic services (E-services) to the list (Esselaar, 

Stork, Ndiwalana, & Deen-Swarray, 2008). The authors have chosen to restrict E-

services to the use of M-Pesa (mobile money) because the significant adaption Tanzania 

has experienced the last years (Economides & Jeziorski, 2017). Almost 35% of all 

households have a mobile money account and 32% of the entire population exclusively 

use mobile money for financial services (Economides & Jeziorski, 2017). Although this 

area is not yet well linked to employment growth for SME it is the author’s opinion that 

it should be included when measuring ICT because of its contemporary relevance. In 

summary, the following technologies and how it’s used will be used in this study to 

measure ICT skills: Fixed landline telephone, Mobil Phone, Computer, E-services. 

(Matambalya & Wolf, 2001, Esselaar, Stork, Ndiwalana, & Deen-Swarray, 2008, 

Economides & Jeziorski, 2017) 

 

In another study performed in Tanzania and Kenya when measuring productivity 

enhancements of ICT presence in SME as a whole (Matambalya & Wolf, 2001). Either 

way, ICT is recognized as an imperative factor for enhancing the competitiveness of 

SME in Tanzania, which is linked to growth (Aikaeli, 2012).  

 

2.3.6 Business Plan 

There are signs that a clearly structured business plan will help unify and concretize 

your ideas and hopes to word and numbers (Ekberg, 2015). Therefore, your business 

plan reveals the path, creates a map and prepares you for challenges to come (Shelton, 

2019). Another benefit of a business plan is that you have something to show potential 

investors and those gain access to the financial market (Nieman & Nieuwenhuizen, 

2009), (Levitt, 1998).  

 

The literature points to the fact that there is no certain way of building a business plan 

and that it’s the process of developing it, that is useful and not the finished product 

(Burns, 2007). But to get a general overview of a business plan there are five principles: 
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Business goal, Reasoning for the goals, A plan to reach the goal, data proving your 

product/service and supporting information about the organization (Shelton, 2019). This 

goes in line with research and it’s argued that a good business plan reduces the risk of 

venture bankruptcy shown in South Africa (Nieman & Nieuwenhuizen, 2009). There is 

also a general understanding in the literature that your business may experience a 

greater chance of failure without a specialized and developed business plan (Lussier & 

Corman, 1995).  

 

A business plan often includes a company chart or business structure which is also 

generally considered to be a growth contributing factor to SME companies (Storey & 

Greene, 2010). For the sake of this study, suggested elements of a business plan will be 

boiled down to the following: General business description, Operative business plan and 

Business aims and objectives (Shelton, 2019, Burns, 2007). The authors would suggest 

that this is done without loss of information because sections of a business plan can be 

grouped together. This will still show the presence of business planning abilities 

because it’s the process that is most important, not the end result (Burns, 2007). 
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3. Interview and sample method 

In the following section of this thesis, a review of the approach will be given. It will be 

described how the data collection was carried out, how data was analyzed and finished 

with a section of criticism.  

 

3.1 Research strategy and approach 

The literature describes and categories researches in four paradigm method language 

(Gubrium & Holstein, 1997). The method language is the foundation for researchers 

when analyzing and looking at the world. This study is categorized within the 

naturalism because the interviewee’s reality is considered to be the reality (Gubrium & 

Holstein, 1997). With this view, the authors try to get access to the world from the 

respondent’s perspective. Because of this, the authors have collected primary data to 

obliviate errors of previous authors making the wrong conclusions (Rienecker & Stray, 

2014).  

 

In this study, the authors originate from existing theories before turning the attention to 

the empirical findings in what is a deductive approach (Bryman & Bell, 2015). Much of 

the challenges and opportunities for MSME has already been investigated and 

researched which contributes to the argument that pre-existing theories must be 

examined before applying empirical results and analyze it with previous findings, 

testing theories at hand (Bryman & Bell, 2015). In general view, there are practical 

reasons for a deductive approach because of the time restrains present after the 

fieldwork had been carried out.  

 

3.2 Research design 

Even though a deductive approach normally uses a quantitative research design the 

author of this study has chosen to deviate and chosen qualitative design. Previous 

research in this field has been of both natures and to strengthen a qualitative choice, a 

qualitative design with a deductive approach can also be used to test theories (Bryman 

& Bell, 2015). Because the method of this study is to understand different practices of 

skills and how they relate to growth, the authors found this layout appropriate.  
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Another reason for this research design lays in the importance of looking at business 

development processes in different cases and comparing them on the common ground 

that theories provide.  

There were also legitimate worries that the participants would not fully understand the 

questions asked if they had gotten the opportunity to answer with a simple yes or no. 

Also, comparison within a complex topic such as enterprise growth demands a degree 

of freedom within the answers, but with structured questions asked to set limits to the 

project. Furthermore, some of the managers provided by the collaborative partners of 

the project had a sporadic lack of English. A qualitative design, therefore allowed for an 

interpreter that could translate the questions and gave greater insight to what and the 

extent the managers understood the question compared to a survey for example.  

The authors believe that some degree of quantification is needed to categorize and 

measure the presence of skill without, for that matter, drawing conclusions from it 

separately. I this thesis the radar diagram was used to give that visual view. Within the 

data processing stage, numerical values helped to separate noise from actual patterns 

which then were analyzed qualitatively.  

 

The authors of this study performed comparative research because it aims to seek 

understanding from two different cases of growing and non-growing MSME’s in 

Tanzania (Bryman & Bell, 2015). The aim is to map the chosen skills reviewed in the 

theoretical framework within these two cases. Thru a comparative study, it is showcased 

what skills are connected to enterprise growth. An explorative research design could 

have been chosen but rejected because such research embodies more development of 

completely new theories which is not the primary purposes of this study. A multiple 

case study was also evaluated but since the sample was destined to be too small with a 

qualitative research design it was rejected (Bryman & Bell, 2015).  

 

The objective of this thesis is to examine managerial skills and how it affects growth for 

MSME’s by separating practices of managers in growing and non-growing enterprises 

indicating skills associated with growth. The fieldwork was performed during 8 weeks 

in Tanzania making it more or less unaffected by time. These two statements describe a 

cross-sectional design which will outline how data is gathered and processed (Bryman 

& Bell, 2015). Realizing that the selection of participants would be important, the 
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authors decided to prioritize and make an effort towards a high number of participants. 

Acknowledging that every interview would be made face to face taking somewhere 

between 30-60 minutes to perform and traveling time additionally, the authors realize 

that this would be a challenge. This proved to be even more time consuming than 

expected but necessary to achieve representation of the population due to the high 

diversity of managers in the sector.  

 

3.3 Data collection  

3.3.1 Literature Review 

The literature referred to in this study is fetched from a handful of academically 

published articles, rapports and books. The primary source of literature was from higher 

educational publishers or market specific research gathered from databases such as 

Google Scholar, Scopus and Sage Business Case accessed through Linköping 

University Library. When searching for articles keywords: SME growth, developing 

country SME, Managerial skill for business growth was used. Linköping University 

Library also provided us with an extensive supply of books. Lastly, we had reading 

recommendations from our supervisor and other professors taking part of their prior 

experience with fieldwork and theories for developing countries in eastern Africa. 

 

3.3.2 Interview environment  

To assure seriousness with the participant the author felt the need to carry out 

interviews where they physically traveled to the business entity emphasizing a certain 

status and importance. To meet personally gives a certain feeling of security within the 

respondent because the interviewer can declare the purpose, background and why they 

should trust the interviewer with the information. When an interview is performed over 

the telephone it would leave out the possibility for face to face interaction and 

observations which can be valuable (Bryman & Bell, 2015). To actually see what the 

entrepreneur is doing also gives the interviewer a greater understanding of the business, 

increasing the chances of a successful information gathering. Focused interviews with 

structure questions allowed the authors to investigate the desirable topic for the study 

(Bryman & Bell, 2015). 
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3.3.3 Cross-Culture awareness 

In this research, the authors conducted a field study in Tanzania which is in a different 

continent with many cultural differences. Culture is complex, however very important 

to understand for the authors when you decode and communicate the interviews 

correctly (Ryen, 2004). Advice for a good cross-cultural interview consists of two 

suggestions. Firstly, the interviewer should introduce themselves and the study. 

Secondly the separation in verbal and non-verbal communication. Knowledge about the 

surroundings and reflection of what signals were perceived and interpreted is important 

notes to make during the interview (Holstein & Gubrium , 2003). 

 

One big challenge with a cross-culture field study is to build trust between the 

interviewer and the respondent to gain access to the respondent’s experience and 

knowledge (Shaffir & Stebbins, 1991, Kvale, 1997). In this study, there are three main 

areas to build trust considered. First, to understand the communication between 

different cultures you must understand the relationship between the interviewer and the 

respondent historically (Kanter, 1977). Our origins as Swedish students gave us a direct 

advantage before, we even got to shake hands mostly thanks to Swedish aid to Tanzania 

the past century. Secondly, the importance of establishing a communicated fellowship 

as an effective way of building trust. Before each interview, hobbies and life interests 

were brought up. In some cases, the conversation was about Swedish weather or 

football to ease the atmosphere (Ryen & Repstad, 2001). Lastly, in other cases, we 

brought a small gift like university peens and keychains as a sign of appreciation if it 

was considered appropriate (Ryen, 2004). The focus was to connect with the respondent 

on a personal level before starting the interview.  

 

Even if there are ways to minimize the cross-culture differences, some researchers say 

that researchers on field study can never truly gain trust and become accepted as a part 

of the society you trying to explore (Panini, 1991). We often had a local contact person 

that we already built trust with that introduced us to the respondents. Therefore we got 

the impression of not being strangers or foreigners coming to exploit. Instead we felt 

accepted and welcomed when we explained the context purpose of the study. 

 

 



 

 
 

  22 

3.3.4 Sample 

The author’s reasons as such that the more respondent’s that could be questioned, the 

greater variety of answers would be found leading to greater results. Additionally, that 

meant that if some interviews would be insufficient or deleted it would not be crucial 

for the project. Respondents have to be business managers of a company in MSME 

which is a large sector in Tanzania which made it easier sample to access.  

 

Collaboration with private persons and organization were chosen based on the 

suitability of their clientele which meant that managers interviewed was not totally 

randomized. This was necessary in order to get in touch with the correct respondents 

within the short period of time in Tanzania. This approach also assured that the 

respondent was suitable to answer our research questions which were crucial to unravel 

the research purpose (Denscombe, 2014).  

 

To get in touch with respondents the authors had to reach out to organizations and 

individuals in Tanzania in the right position to set up interviews. This was a long 

process of people recommending other people in a long chain that lead up to a final 

respondent. First, emails were sent out which stated the objective and purpose of this 

research to organization operating in Tanzania in the area of enterprise aid in the form 

of economic and business training. When receiving a response of interest to assist the 

project like Tanzania association of microfinance institutions, the conversation switched 

to scheduling a meeting on site at their office when arriving in Tanzania. The second 

method of finding enterprise manger’s where to look within family and friends. Mr. 

Göran was one contact we got in touch with from Mr. Claes who worked together in the 

Swedish navy. A meeting was formed with Mr. Göran who had a broad network of 

contacts from his previous project work in Tanzania that the authors were introduced to.  

 

The length of recommendation chains that lead to a respondent varied with each 

collaboration. The contact Kennedy in the city of Moshi was a one-step 

recommendation from Mr. Göran who knew Mr. Kennedy from previous work done in 

Tanzania. Mr. Kennedy is an enterprise manager and suitable to interview but could 

also provide contacts to other business managers in Moshi. Other links had multiple 

steps before reaching the respondent like the contact with the Swedish Institute and Mr. 
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Johan who forwarded to Mrs. Irene at another company. From there she gave the 

contact information to Mr. Peter who is the head manager of SME financing unit. He 

was not available to help and recommended to Mr. Ruta, a business development 

service provider. With Mr. Ruta communication change to meet in person to explain the 

research objective and clear out any questions that could have accumulated from this 

long chain of people. Mr. Ruta could then after the meeting give a list of business 

managers who got contacted where some enterprises responded with interested in being 

a part of the research. 

Another chain of contacts that lead to interviewees started with Mr. Johan that could 

assist us with an international request among managers of aid organizations active in the 

region. This resulted in contact with Mr. Albert, a global level manager that could direct 

us to Mr. Stephen who is the country manager in Tanzania. On-site Mr. Stephen 

provided us with partner organizations to them which resulted in interviewees alongside 

their own participants of their business training system.  

 

From meetings and discussions with collaborative organizations and private individuals 

a plan of what was needed from them was formalized. They assisted to get in touch with 

enterprise managers that was suitable and easy to meet for an interview. In Dar-es 

Salaam, clients within a close distance of their office who also could speak English was 

picked. This convenience sample was used to find respondents depending on our 

location and collaboration in Tanzania (Denscombe, 2014). The sample also needed two 

groups of respondents preferably around twelve enterprises in growth and 12 non-

growing to reach representation. The reason for this is to have a solid foundation when 

looking for patterns and make a conclusion if the managerial skills impact growth for 

these enterprises. 
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3.3.5 Interview guide  

To conduct an interview guide there is no easy correct answer. First, you have to check 

what kind of information you are examining. Then the degree of the structure depends 

on focus, research question and sample criteria (Huberman & Miles, 1994). For this 

study, a structured interview was used when designing the questions. This meant that 

the interviews followed a structured way where interviewers lead the conversation 

following the questions on the questionnaire (Bryman & Bell, 2015, Saunders, Lewis, & 

Thornhill, 2016, Ryen, 2004). Studies that mainly focus on one organization need less 

structure than this study that has multiple. Because the questions themselves are in a 

complex subject and open-ended multiple answers were expected. In combination with 

different groups and categories, a more structured approach was needed in order to find 

out the main research purpose (Ryen, 2004).   

 

It was clear what kind of information was desirable, and it is more relevant for this 

study to focus on those research questions. Structured interviews also helped to avoid 

redundant information in sections where additional information is excessive which only 

reduces the analyze capacity (Bryman & Bell, 2015, Saunders, Lewis, & Thornhill, 

2016, Ryen, 2004).  

In this study, the first part of the interview about business size, growth and the middle 

part about the managerial skills were kept structured. Within the structured interview, 

the respondent then had the possibility to talk more freely with unstructured questions at 

the end of the questionnaire (Bryman & Bell, 2015, Saunders, Lewis, & Thornhill, 

2016, Ryen, 2004).  Only the most important sections of the interview were used, and 

other sections were excluded. For this thesis, the last rounding questions were therefore 

excluded for not adding value to this thesis.  

 

The interview technic used were dispositioned in five steps that would ensure a 

professional and comfortable interview for the respondent. The easiest way to do this is 

to think about the interview as a normal conversation with a person you just met (Ryen, 

2004, Dalen, 2015). The first step is to talk about things that the respondent seems 

interested in. For example, the respondent was interested in Swedish people, football 

teams and weather. The second stage includes giving the respondent information about 

the study and purpose and getting their approval in recording the interview (Ryen, 2004, 
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Dalen, 2015). This helped the respondent get the impression that the interview was 

about to start. The interview started with the third step containing some basic questions 

and themes to ease them into the main research goal. The fourth step was asking the 

main question about managerial skill and practices relevant to the study. During this 

section, it was particularly important that the respondent understood the question so that 

their response really gave an answer to the question asked. Lastly, to construct a clear 

ending that tied the whole interview together with an open question if they wanted to 

add something was asked (Ryen, 2004, Dalen, 2015).  

 

Another important aspect of executing the interviews was to keep the respondents active 

and interested. The guidelines and questionnaire were performed energetically to drive 

the conversation forward and asking them to explain certain answers to not miss any 

important information with follow up question like “Can you explain further or do you 

have an example” (Lincoln & Egon, 1985). 

 

- Use words as “yes”, “mhhm” to give the respondents acknowledge that we 

understand, and he/she can continue. 

- Hand gestures. 

- Ask for example in their answers. 

- Ask if they can elaborate their answers. 

- Control question repeat what they say and get confirmation that we understood 

his/hers answer. 

(Lincoln & Egon, 1985) 

 

The data collected during the interviews were in the form of notes and audio recordings. 

There were always two persons conducting the interview with separate responsibilities 

that were switched over time. One person held the interview and was responsible for the 

actual conversation and questioning of the respondent (Bryman & Bell, 2015, Ryen, 

2004). This made the conversation flow better and gave the respondent the focus and 

attention at all times. The second person took notes during the interview and was also 

responsible for keeping time, so all sections of the questionnaire would have roughly 

equal time and that interview was performed within the timeframe (Bryman & Bell, 

2015, Saunders, Lewis, & Thornhill, 2016). 
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Notes taken during the interview provided overview information of particular interest to 

the study. The recorded audio made it possible to listen to the interview again and 

confirm the respondent’s answers and control that no important information was lost. 

The recording also helped the interviewer gain confident that all information was 

registered which helped to maintain an interesting relevant conversation (Bryman & 

Bell, 2015, Dalen, 2015, Saunders, Lewis, & Thornhill, 2016). When the interview was 

done, the material was transcribed as fast as possible while the interview was still fresh 

to obliviate the risk of any data losses and preservation of any unspoken feelings that 

might have been present (Bryman & Bell, 2015a, Dalen, 2015).  

 

3.3.6 Construction of the questionnaire 

The first section of the questionnaire contained background information making 

segmentation of the participants possible to evaluate the representation of growing and 

non-growing enterprises. The introduction is then followed up by the main part of the 

study, namely questioning about managers skills in different topics that originate from 

the literature review in table 1. Each managerial skill has underlying theory and 

suggestions of how it should be measured and with what kind of questions. For further 

context, the topic of HRM will be broken down and displayed as an example of how the 

questionnaire was constructed.  

 

HRM is considered to be of importance in business development literature see table 1 

which means it should be in the questionnaire (Storey & Greene, 2010). The theory 

describes HPWP and HPWS as practices of HRM indicating what questions should 

touch upon (Huselid, 1995, Raineri, 2016).  HPWS includes five practices that work as 

a mediator to business performance so questions should give the answer to if and how 

these practices are used. HPWS consist of the factors in the first parenthesis below and 

the questions are slight modifications of statements with correlation to the main factor 

and an example is shown within the citation The question is then phrased to match the 

main factor and the statements in an objective way which is clarified exemplified below. 
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- (Personnel selection) “Great effort is taken to select the right person”  

 How do you select who to employ? 

- (Performance, evaluation and training) “Employees in this job regularly (at least 

once a year) receive a formal evaluation of their performance”  

  How do you give your workers feedback? 

- (Job description) “The duties in this job are clearly defined”  

 How do you structure the workers duties and tasks? 

- (Compensation and incentives) “Employees in this job receive bonuses based on 

individual performances”    

 What opportunities are there for employees to earn a bonus or 

commission? 

- (Empowerment practices ) “Employees are provided opportunities to suggest 

improvements in the way things are done”    

 How does your workers provide you with feedback? 

(Raineri, 2016, Huselid, 1995) 

 

To round things off, a section was designed to investigate managers perceived benefits 

of different skills and to give room for soft values. The purpose of this last section was 

to highlight any important factors missed which gives an indication of how relevant the 

managers considered the interview was. 

 

3.3.7 Data analysis 

From the previously mentioned managerial skill, a new model is developed to describe 

employment and revenue growth derived from the six main variables being: Human 

resource management, Marketing, Accounting, Selling, Information communication 

technology and Business plan. If some of these managerial skills are lacking in a 

business, it could highlight the difference between managers of growing and non-

growing enterprises. Thus, all interviews underwent these steps of processing. The first 

stage represents the categorization of growing or non-growing enterprises to separate 
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the answers. The second stage involved a deep dive into the answers and analyze the 

data given. In order to detect managerial skills within the different fields of knowledge. 

The third stage involved looking at the separated answers from managers of growing 

and non-growing enterprises collectively to determine general behaviors or patterns in 

practice between the two groups of interviewees.  

 

 

Figure 2. Method to describe what managerial skills are associated with growth. 

 

The data analyze approach of the transcribed data was done with a directed qualitative 

content analysis (Shannon & Hsiu-Fang, 2005). This suits the deductive method with 

structured interviews and clear categories of managerial skills. With these clear 

categories of managerial skill, the data could be analyzed in a structured way taking 

each area of managerial skill separately (Shannon & Hsiu-Fang, 2005).  

 

The data was analyzed with a latent content perspective, which means that an 

interpretation was made on what the respondent said during the interview (Graneheim 

& Lundman, 2004). 

When analyzing the data employment increase was used as a primary definition of 

growth. If no growth was seen in employment the increase in revenue was evaluated as 

a secondary measurement. If employment was stagnating but revenue clearly increasing 

it could signal future employment possibilities and be assessed as a growing company.  

 

In order to make reasonable and reliable interpretations of the managerial skill data it 

ought to show a process of how the context was construed (Thomson, 2014). That is 
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why the qualitative content analyze followed a five-stage course of action plan 

(Graneheim & Lundman, 2004).  

 

1. The first step of analyzing the text was to read it repeatably to get an overall 

understanding of the material.   

2. Step two was to identify and pick out the utterance units from the text like 

sentences and phrases relevant to the questionnaire in each section of the 

interview. The process to find these utterances were discussed within the 

research group. “People will be attracted by a nice website and it´s attracting 

the customers. I use Facebook I have Instagram and Twitter” ,table 2 

3. Third stage the utterance units were condense which meant the text shorted and 

became easily to work with, without any important information vanished. “I Use 

Facebook I have Instagram and Twitter” ,table 2 

4. In stage four the condensed utterance units were decoded and got placed in a 

category group which reflected on the message of the interview. “Instagram” 

,table 2 

5. The fifth and final stage themes were formed were the latent content in the 

interviews came forth. This step was abstracting the text in relation to the 

concepts of managerial skills which placed the respondent answer in either, 

Present or Not present if they had that attribute. With quotes from the interview 

as evidence. “Present, use Instagram” ,table 2 

(Graneheim & Lundman, 2004).  

 

This process was repeated for every interview and sometimes read multiple times and 

discussed within the research group to make a reliable and reasonable interpretation 

(Graneheim & Lundman, 2004). 
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Table 2. Example of data analyze method. 

Content 

area 

Text Utterance unit Condense 

utterance 

unit 

Category Themes 

Marketing 

Question 

28 

“So what I have 

learned in my long 

experience. People will 

be attracted by a nice 

website and its 

attracting the 

customers. I use 

Facebook I have 

Instagram and Twitter. 

This is something I do 

often” 

“People will be 

attracted by a nice 

website and its 

attracting the 

customers. I use 

Facebook I have 

Instagram and Twitter” 

I Use 

Facebook 

I have 

Instagram 

and 

Twitter  

Instagram Present. “use 

Instagram” 

 

The results from the data analysis are also presented in a radar diagram to present a 

visual view of the managerial skillset of the respondents see figure 4. The result from 

the radar diagram is based on the presence of that factor in the respondent answer of 

each question which was converted to a numerical grade for each managerial skill 

section (Srnka & Koeszegi, 2007). This radar diagram visualizes 6 different axis’s 

(skills) of two separate groups in one, which makes it easier to grasp. The process of 

giving each answer a numerical score (1=present and 0=not present) for every interview 

result in data measuring the presence of that skill for every manager. An average of each 

skill for growing and non-growing enterprise managers is calculated and visualized in 

figure 4. This was made to get an overview of the managerial skills and any signs of 

difference between growing and non-growing. 

 

The software Nvivo was used to administrate qualitative data into response 

categories. The factorized response categories were used to give the presence of that 

skill a score that is presentable in the introduction findings of the MSME 

interviewed. Answers from growing and non-growing firms are divided and 

presented separately. For the succeeding primary in-depth qualitative analyze a node 

structure was formed and used in the Nvivo software to factorize in-depth answers 

for easier processing. 
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3.4 Ethic and Quality 

The study has taken into consideration the individual-protective-requirement with four 

categories; the information requirement, the confidentiality requirement, the use 

requirement, and the consent requirement (Vetenskapsrådet, 2002). Before each 

interview began, all these four boxes were checked for ensuring the individual-

protective-requirement was fulfilled.  

In the beginning, all respondents were informed about the purpose and aim of this 

research. Followed by the assurance that no sensitive information was going to be asked 

during the interview and that there was no right or wrong answer. The respondents were 

also informed that only the authors would be in possession of the interview. 

Interviewees were also ensured that all data gathered would only be used for this study, 

and that results would be published in Sweden and available to read when finished. An 

introduction of the author was then given and how they planned to use the results. Their 

understanding and approval on every requirement were necessary to proceed with the 

interview. Lastly, it was stressed that they participated on their own free will and they 

could stop the interview at any time without giving any reason to why 

(Vetenskapsrådet, 2002). 

 

The quality of the interviews was based upon two perspectives that is credibility and 

reliability. Credibility refers to data being collected in a relevant and credible way based 

on the purpose of the project (David & Sutton, 2016). To ensure credibility data it 

displayed thoroughly and with which method it was collected and how the respondent 

was chosen for the study (Bryman & Bell, 2015). During the interviews, control 

questions were also asked if there were any uncertainty to the respondent’s answers to 

ensure correct interpretation of the data. The reliability is how well the information 

collected from the respondent are analyzed and interpreted (David & Sutton, 2016). To 

strengthen the reliability of this study the results are clearly presented, likewise the 

procedure of analyzing and interpretation of the data (Denscombe, 2014). Further 

reinforcement of these perspectives the recordings made it possible to review the 

interview again if something was perceived unclear. This was proven to be useful for 

discussing within the research group on how the information should be interpreting and 

therefore made the data more reliable and credible (Bryman & Bell, 2015). 
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3.5 Criticism 

When language barriers occurred, there was no other possibility than to employ an 

interpreter. Upon selecting the translator precautions were taken in the form of a quick 

research of the person at hand followed up by a conversation proving his/her English 

capabilities. Further investigation was performed to understand the interpreter’s 

knowledge in the managerial skill so that proper mediation of the subject could be 

transmitted from us to the interviewee. Before the interview, the translator was given 

the questionnaire to examine if any uncertainties would come up and deal with this in 

forehand. Actions to ensure quality was made but despite many efforts it cannot be 

ignored that information was interpreted by the translator and then transmitted which 

could have contaminated the data.  

 

Another criticism of the study is that only managers were questioned. Even though it 

was the manager’s skill that was sought after it would have been useful to interrogate 

someone that could have legitimize what the manager said like a close employee. Due 

to time restraints and the fact that the authors believe it to be very few employees that 

would have the courage to oppose a manager that claims skill, this was not done.  

 

Out of 42 interviews, 15 were men and 27 were female. This is because of the reason 

that the collaborative firms of the project mostly worked with women, some focused 

exclusively on women entrepreneurship. Since the aim is to help the enterprises that 

supportive organizations deal with, the authors find this distribution within the sample 

acceptable. With more time and funds greater demographic and geographic coverage 

could have been obtained. 

 

This research was completely depending on the fact that the collaborative organization 

should reach out to their clients and find managers willing to participate. We can only 

assume that the collaborative organizations chose the managers that were easiest to 

access which resulted in mostly small and microenterprises. The consequence of this 

was that there is a shortage of medium enterprise managers interviewed in this research. 

This is understandable and acceptable if taken into account the much larger sector of 

micro- and small compared to medium enterprises in Tanzania. 
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4. Findings of managerial skill within the sample 

In the following section, the collected empirical data is presented which form the 

foundation of the research. The first section of the empirical evidence is dedicated to 

visualization of what is found to give the reader a good overview. Measurements to 

ensure good coverage of geographical and demographical data is displayed. 

Subsequently, the respondents are divided into growing and non-growing enterprises 

and then treated to separate discussion about each managerial skill. 

 

4.1 Demographic and geographic data 

Much effort was directed to make sure that the sample obtained good representation and 

the actual attributes of respondents see table 3. As there is an overrepresentation of 

women for the reason that some collaborative firms targeted women entrepreneurship 

specifically and therefore contributes with more responses. While this study doesn’t wish 

to establish differences between the genders, it will be of little importance and accepted. 

Values for age, marriage, location of the business and branches are displayed and 

considered acceptable. Out of 42 performed interviews, 15 was translated with the help 

of an interpreter. As stated below 19 enterprises were in a state of growth while 12 

experience declination and 11 stagnation. The declining and stagnating enterprises will 

be combined into one group defined as non-growing. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 
 

  34 

Table 3. Attributes that describe the sample. 

Descriptive values 

Topic Occurrences Interval 

Participants 42  

Men 15  

Women 27  

Age  26-73 years 

Married 30  

Business Age  0,5-34 years 

Dar es-Salaam 25  

Arusha 12  

Moshi 9  

Branches 22  

Growing Enterprises 19  

Stagnating Enterprises 11  

Declining Enterprises 12  

 

Briefly changing perspective from growing and non-growing enterprises to the 

definition of MSME according to the size of the company is plotted against frequency 

in the sample see figure 3. Quite naturally a greater number of microenterprises 

participated closely followed by small enterprises and only one medium enterprise was 

questioned.  

 

 

Figure 3. Distribution of enterprises according to the MSME definition. 
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From the factorized answers of growing versus non-growing enterprises, a numerical 

score based upon the presence of that skill is derived. The skills are arranged in a circle 

and the further towards the outer edges, the more practice of that skill is detected in the 

manager’s answers and the opposite if the dot is close to the center of the circle see the 

figure 4. As seen in the Radar diagram some differences are detected, suggesting that 

growing businesses have a higher presence of all managerial skills. The greatest 

difference is seen in business-plan and accounting skills and would suggest further 

investigation in these areas. The smallest difference between growing and non-growing 

firms and also highest presence overall is seen in ICT skills which suggest tangible 

knowledge in this area. Figure 4 may only give an inkling to trends or patterns further 

presented beneath under suitable topics in the qualitative findings.   

 

 

Figure 4. Radar diagram of skills present in growing and non-growing 

enterprises. 
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4.2 Managerial skill in growing enterprises 

4.2.1 Human resource management  

For the purpose of detecting human resource management in the sample, multiple 

factors need to be explored and taken into account. Perhaps the easiest to depict is that 

general knowledge and praxis within the area are relatively high in comparison to many 

other skills investigated. The presence of HRM in the sample of managers is at first 

hand the mutual exchange of feedback between the manager and the workers were good 

activation is detected from both parties. The communication often partakes in staff 

meetings containing discussion about improvements or problem management. Where no 

formal meetings occurred, the discussion is usually lined with an open communication 

attitude showing the qualities of a caring manager. There is a presence of feedback 

encouragement and transparency when reviewing the data which validates a two-way 

communication. 

 

“I might think that I’m the best one but maybe I have some weaknesses, you are 

free to tell me. Because if we do like this we will grow together as a strong 

team” (Respondent 24)  

 

There is also a skillful majority of managers ruling regarding the assessment of new 

employees in growing enterprises. The greater part mention that they hire people based 

upon experience or education usually by interviewing the applicant which shows 

functional personnel management. 

 

“They apply with their application letter attached with their CV. We then pass 

through the experience of the person and then we interview them” (Respondent 

40)  

 

Another theme can be distinguished regarding how the manager oversees and manages 

the employees work tasks. Many managers talk about how they structure the worker’s 

duties and tasks in different ways to obtain clarity in who’s doing what. This is 

exemplified by the following statement and correlates to performing the tasks you do 

the best. 
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“I call it the three s strategy. Simplification, standardization and specialization. 

Your workstation is decided upon your competence” (Respondent 24)  

 

Basically, arguing that there are many types of work tasks within a company and you 

need employees to do the simple, intermediate and specialized tasks. Another separation 

in the responsibility of the workforce appears in sales and delivery personnel. In the 

data, there are several managers that argue the need to divide between these professions 

and the other within the business. Further evidence of how the manager oversees and 

manages the employees is discovered through different systems of commission. The 

largest part of managers are actively managing the workforce tasks and offering a 

commission as a reward for a good job. Among managers that provide their employees 

with commission, there is a mixture of those that provide individual and those that 

provide collective commission. Roughly half of the managers in growing companies 

offer commission to their employees and the others offer a fixed salary. 

 

4.2.2 Marketing 

Respondents mention a variety of different customers to their business and only a few 

had no knowledge about their customer base. According to the respondents, their main 

customers are usually long-term faithful customers that they do business with on a 

regular basis. They said that no specific tactic is being used to interest a certain focus 

group of customers. 

 

“Much we depend much on, on schools and hotels like I write here there are 

client, UN, hotels and schools. Out of this we also have our local customer we 

sell it through retails and supermarkets.” (Respondent 32) 

 

The respondents say that the customer gives them positive feedback about good quality 

and customer care. They mean that customer that comes to their business often comes 

back and also recommends their business to friends. Consistently through all the 

respondents, they mention the problem of how easy it is to copy other businesses 

products. They see it as a problem to not be able to differentiate against everyone else. 

Although the majority of the respondent’s tactics for this is to always create new 

products they can only get a short-lived advantage against their competitors before they 

catch up.  
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“You copy no one wants to really struggle I think its particular with us 

specifically us Tanzanian no one wants to.” (Respondent 36) 

 

Further, price is something that many respondents talk about as being the turning point 

for customers. The respondents say that the price plays a crucial role in their 

services/products. If the price is above average, there is always a reason like the quality 

or uniqueness of the product. If the price is below average it is usually because they 

want to sell more with a smaller margin. There is very little price negotiation with the 

customer according to the respondents, some say that the open market set the price so 

that they don’t have to.  

 

Nearly every single respondent uses social media and mostly Instagram or WhatsApp 

for marketing. Respondents mean that this is a quick and easy way to send customers 

their business information. A few also speak about their websites as a good platform to 

attract customers because it is easily accessible for everyone wherever they are in 

Tanzania. Additionally, some managers try to increase the public’s awareness by using 

radio and Tv commercials. 

 

“Through website and Facebook pages, social media and going to companies 

who are dealing with tourist. I go there every month because every month I have 

offers.” (Respondent 39) 

 

4.2.3 Accounting  

The largest section of managers does some kind of calculations of how much they made 

and how much the spent during the day, week or month and only a very low amount of 

respondents don’t. The common practice among respondents describes how they at the 

end of the day close the business and calculates what they sold and what that product 

cost to buy to calculate their profit. These respondents write this in a book, but some 

keep records in an excel sheet. The respondents also explain that they do it themselves, 

and only in some instances they have an auditor who performs the final check.  

 

“I write down everything I’m doing. Services that I’m providing and expenses 

that I just using so in the end of the day I’m just calculating everything to get the 

difference.” (Respondent 39) 
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Several respondents keep records of stock changes and inventory value in books and 

excel sheets. They say that this is making it easier for them to know what they have and 

what they may need to buy to keep their business running. 

Moving on there is a lack of practice in the more advanced calculation like balance 

sheet or such, many simply say that they don’t do much of that. The respondents with 

an accountant state that the auditor does this for them. 

 

4.2.4 Selling 

The respondents talk frequently about understanding their customer’s needs. The 

managers describe this as a key aspect of customer satisfaction.  

 

“Of course, focus is to solve the customers problem. Try to understand him” 

(Respondent 10) 

 

When selling, quality is mentioned as the main selling point. However, customer care is 

also something that the majority of the respondents work hard with. The respondents 

speak about customer care in the term of reliability and explain that companies in 

Tanzania are not trustworthy to deliver what they promise. Reliability is acknowledged 

as a method to keep customers coming back to them.  

 

“Actually, when I get a new customer that never entered the office before, I just 

take him around to show him the process around. Then after that we just sit 

down. Because when he seen the operation, they know the quality of our product 

also.” (Respondent 36) 

 

Respondents also point out that they must convince customers to buy their products and 

services. They do so with different kinds of offers that make the customers feel special. 

Therefore, additional value for first-time buyers usually takes place in forms of reduced 

price or free samples. 

 

“But because his new and we try to convince him to use our products we give 

him an offer and reduce with 500 shilling for each bag” (Respondent 32) 
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“So, most of the customer she gives this free samples they usually come back” 

(Respondent 30) 

 

4.2.5 Information Communication Technology  

ICT knowledge is detected and presented in different shapes and forms throughout the 

data. Among all measured factors in this study ICT knowledge possesses the greatest 

representation in the entire sample. The overwhelming part of participants talk about 

communication with customers, suppliers or employees for business purposes either on 

a landline, mobile telephone or e-mail.  

 

There are different reasons for implementing ICT in various forms, but the general 

impression is that ICT has a very natural place in many business workflows. Managers 

talk with a sense of certainty and everyday like references when asked questions about 

this area. Landline phones and computers both show low counts but for two very 

different reasons. A landline telephone is talked about as something outdated and with 

low usability only serving minor functions like making governmental or intercontinental 

calls occasionally. As the oldest technology, the landline telephone shows the least 

presence of all technologies. On the other hand, computers also show a relatively low 

count but exceed in usability. The conversation about computers shows its versatility as 

a platform to increase the performance of the manager. Accounting, controlling, and 

communication are mentioned as tasks that benefit from the implementation of 

computers.  

 

Mobile phones are the biggest driver of ICT and are detected in all cases except one 

were the manager didn’t use a device for business purposes, only personal matters. 

Communication, marketing and administration is commonly mentioned as the main 

purpose of this technology and is repeatedly encountered through the answers. Except 

from being solely mentioned by the vast major of the respondents as a tool for business 

functions, it is also being used as a benchmark to help the respondent explain what they 

use their landline telephone and computer for.  

 

“Yes, I have a mobile phone and I use it the same as the landline but with the 

extra flexibility when I’m not in my office” (Respondent 20) 
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“I use my computer more or less the same as I use my mobile phone” 

(Respondent 10) 

 

In more established enterprises some managers express the need for more advanced use 

of ICT in building and maintaining customer relation systems or websites. In the use of 

E-services the general understanding is that it depends really strongly on what type of 

service is wished to be performed. Many stated that they used e-services but more 

specifically for different payment solutions mostly. In clear majority, participants used 

mobile money for everyday transfers rather than anything else.  But many participants 

are of the belief that mobile money suits best for small transactions and is usually prone 

to regular bank transfers if the amount is larger. The overall impression is that even thou 

all aspects investigated under ICT is clearly present, some managers show potential by 

implementing it more.  

 

 

Figure 5. ICT in growing enterprise. 

 

4.2.6 Business plan  

Exploring the extent of business planning it becomes clear that growing businesses have 

a high presence of this skill. The greater part of the participants did not specify what 

kind of plan it was until further questioning. A high degree of managers that have a 

business plan have had it since the beginning of the company and made sure to cover 

the essentials at that time, only making minor changes as time goes by. A small part of 

the participants stated that they had to formalize a business plan because of registration 
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at the authorities or when applying for a loan. The largest section has vague intentions 

to why they do it but among the top reasons is that they knew it can be useful or that 

someone told them the benefits. 

 

“When she started the education of entrepreneurship training, she sat down and 

wrote a business plan to know what she did wrong and how to correct her 

mistakes” (Respondent 31) 

 

Upon encounter of a clear and structured business plan the managers often mention 

vision and mission in their answer. The respondents with an operative plan mentioned 

company planning, situation and competition analysis to a high degree. But most 

occurring is the workers and managers separate roles and organizational structure. 

 

“The organization chart of all the company’s different areas and work” 

(Respondent 24) 

 

Further along the same path, very few managers state that they had a written goal of the 

company if they weren’t positive to the previous stages of planning. Data show 

tendencies of either doing a full plan or no plan, very few take the time to do a partial 

plan. A recurrent theme among managers with no business plan is either uncertainty or 

that it was contemplated but never completed. 

 

“Nothing on paper but she knows in her mind how the work should be 

structured” (Respondent 8) 

 

 

Figure 6. Business plan in growing enterprises. 
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4.3 Managerial skill in non-growing enterprises 

4.3.1 Human resource management  

By investigating HRM skills in the non-growing segment greater understanding for how 

they run their company is obtained. In general, the respondents show evidence for HRM 

practices present in the segment.  

 

Regarding the communication between manager and workers there is a high level of 

one-way communication in the direction manager to employee in the data. It usually 

takes the form of immediate communication giving instructions or telling the employee 

about ways to improve. When the workers give the managers feedback it is usually 

through meetings ranging in occasions from weekly to every two months. These 

meetings are also a way for the managers to communicate feedback and is used to 

handle the usual business information exchange. The rate of insignificant answers is 

considerably higher within feedback from employees to managers than it is the other 

way around. Regarding this data, the communication downstream is better than the 

communication upstream with an overall somewhat good level of feedback exchange 

detected.  

 

The most common answer for how managers select the employees is categorized as not 

specific. A cluster of answers like experience, family or interview-based recruiting is 

then equally occurring. There is more information to collect about the working 

conditions were most managers state that they deliberately assign workers a specific 

type of job. 

 

“When they come to the office, they know their responsibility. For example, one 

will go to the market and sell and the other can do the packaging and receive the 

orders” (Respondent 3) 

 

This type of sectioning is very common and is also found in enterprises with more 

lucrative job descriptions were the employees have tasks but are supposed to help each 

other. 
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“So, every day they change and trade assignments... All the employees know 

everything, and they help each other” (Respondent 14) 

 

Other working conditions are found in the way the employer shows appreciation. 

Although there is no predominant way or form detected the managers usually state that 

they give their employees something more than just fixed salary like gifts, bus fares or 

lunch.  

 

4.3.2 Marketing 

Respondents claim to sell to the mass market and describe that the customers they have 

are the ones that come through the door and that everyone is welcome. Only some 

respondents can describe certain customer groups that they sell to more often than 

others. However, they say that they don’t focus on these customer groups but rather all 

customers that visit them. 

 

“She sells to the people that comes to them” (Respondent 27) 

 

Respondents also tell that the enterprises don’t have a clear position on the market that 

they are aware of. If the enterprise is spoken about it is usually positive feedback about 

the products/services. Every respondent speaks of how they try to be different purely in 

the term of quality and uniqueness of their product/services. However, at the same time 

they tell that everyone is doing the same things. All respondents mention copyright laws 

as non-existing in Tanzania so if you do something different, everyone will shortly do 

the same.  

 

“Most of the designs are my own but a lot of companies see my designs on social 

media and copy it. You cannot stop it in Tanzania” (Respondent 2) 

 

According to the respondents, the price is dictated by the market so to set their prices 

and, they only look at other companies and sets the same price. Very few respondents 

say that the price depends on the cost and profit margin of the product/service. An area 

were respondents frequently talk about is how good their business location is. They 

claim their location to have clear advantages such as easy access and a lot of people 

passing by. 
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“The place is just located near the city center so that made the choose of 

location easy because she wants to be easily accessible.” (Respondent 9) 

 

To get the word out and market themselves most respondents use social media like 

Instagram and WhatsApp to stay connected with their customers. They invite all 

customers to these platforms which creates a little community of people that like the 

same products and services. 

 

4.3.3 Accounting  

Every respondent mention keeping all the cost and sales written down. Though half of 

them expresses that they don’t do it all the time and have the information in their mind 

sometimes. These respondents further explain that it is not necessary for them in their 

specific business. 

 

“No everything is just automatic calculated after the day what people have 

bought.” (Respondent 35) 

 

The second half of respondents instead write down cost and sales on a regular basis. 

These respondents say that all costs are calculated for every single product/service from 

the beginning until they sold it. They say that this clarifies what profit they have made 

on their products/services daily, weekly or monthly. 

 

“They write down lunch cost, material cost, sales and them I can see the profit.” 

(Respondent 18) 

 

Most respondents mention the cost of input goods, labor and other expenses for keeping 

track of their cash in their enterprise. Only some respondents have a procedure 

involving an accountant to control their cash-flow. And very few express knowledge 

about how to calculate how much the equipment is worth. According to these few, it is 

an advantage because if you know your possessions it can enhance your terms and 

chances to get a loan. 

 

“This is difficult to me. I don’t have to think about this.” (Respondent 13) 
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4.3.4 Selling 

According to most respondents the customers usually know what they want and only 

come to their businesses when they want to buy. Which the respondents say makes their 

work for the customers effortless. The respondents also say that a polite approach is 

enough to make the customers feel greeted. They mean this is often all they do in terms 

of selling when they meet a customer. Though when the managers have to negotiate 

they usually mention price as the main focal point to convince the customer.  

 

“When she does get a new customer she only focusing with good language.” 

(Respondent 34) 

 

“It’s a discussion/negotiation about what I have and can provide and the price. 

Lots of price negotiation.” (Respondent 12) 

 

The relationship between manager and their customers is also a topic commonly 

mentioned by respondents. According to these respondents, friendship is often more 

important to increase sales rather than to see them as customers solely.  

 

“Of course, I have a special connection to my customers.” (Respondent 4) 

 

4.3.5 Information Communication Technology  

The presence of ICT skills is relatively high among the non-growing enterprises see 

figure 7. It is clear that managers of this segment use less words in their answers to 

describe why or why not they have the technology present. Among the ones without 

ICT practice there is usually a feeling of avoidance in the answer, sometimes as if the 

respondent is ashamed of not fulfilling what is expected of them. Some implied that 

they would fix it.   

 

“No not yet” (Respondent 38)  

 

At the same time there were respondents that expressed no guilt if there was no ICT 

skill detected and simply answered that they don’t use if in their business.  

 

“We don’t use it” (Respondent 12) 
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Many answers give a detailed insight into how they use ICT and the greater part of 

managers use ICT for communication or accounting purposes. Secondary answers also 

included designing or writing type of work exclusively performed on the computer. The 

answers are unanimous of why the managers aren’t using the landline telephone and it’s 

because they prefer the mobile phone instead. Managers also state the same reasons 

against credit card payments and express a willingness to use mobile money instead. 

  

 

Figure 7. ICT in non-growing enterprises. 

 

4.3.6 Business plan  

In general view, there is a lot of separation between managers answers regarding 

business planning. These managers also show low presence of business plan skill 

throughout see figure 8. Findings suggest that very few managers did only partially plan 

their business. It seems almost like it’s an all or nothing type of scenario where only two 

managers stated that they made a written description of the company and not an 

operative plan strengthening this correlation previously explored. 

 

Many interviewees constructed company profiles either for their own sake, to show the 

bank or other investors or for registration at the local authorities. The most reoccurring 

themes of the business profile were yearly plans, capital planning and practical planning 

but many small variations of these themes are given.  
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The area of greatest coherence in answers given is categorized in a theme of future 

goals. There is a forward striving atmosphere and the majority have a clear goal in mind 

of the future.  

 

But since the detection of business plan skills is quite low there is a majority that 

doesn’t do any type of planning. Constant through the answers is a lack of planning and 

ignorance. No understanding for the topic was shown in the majority of answers given 

by managers that didn’t do any form of planning. Apart from this many stated that they 

had a plan in their mind but nothing concrete.  

 

“The target and the goal of the company I set up in my mind.” (Respondent 2) 

  

There is also a section of managers that have no skill in business plan detected which 

argues that business planning isn’t necessary for his/her type of business. 

 

“When I started, I didn’t feel the need to write it down” (Respondent 12) 

 

 

 

Figure 8. Business plan in non-growing enterprises. 
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5. Managerial skill analysis 

In this section, data from the interviews is analysed in relation to the theory. Managers 

of growing and non-growing enterprises are compared towards each other. The analyse 

will discuss the differences and similarities seen between the groups. The sub-sections 

about managerial skills are structured into three parts under each title. It starts with 

similarities and afterwards the dissimilarities between managers will be illustrated. 

Each section is ended with a discussion of what is found. At the very end of this chapter 

a analyse summary will present the implications of findings brought to attention.  

 

5.1 Human resource management  

The literature of HRM questions performance linked compensation but describes it as a 

potential motivational factor to improve results (Raineri, 2016). In the sample, there is 

an almost even split between growth and non-growth managers that implement a bonus 

system and those that do not. Compensation is often mentioned as a reward when 

employees do something good (Raineri, 2016). Even though no patterns or general 

practices can be found a considerable section of managers still do it. Compensation 

could potentially be related to sales skill which suggests that it should be acknowledged 

as something occurring but not further analysed with the origin of HRM skill (Raineri, 

2016). 

 

It is further mentioned by the majority of all managers that they structure their workers 

tasks and duties in a job description like proposed in HPWS (Raineri, 2016). The 

general perception is that managers of growing firms tend to be more specific about 

constructing job descriptions. However, there is also evidence that managers of non-

growing enterprises follow the same type of path only with less detail.  

 

By comparing how the managers talk about giving and receiving feedback there are 

some differences to be discussed. As the literature suggests, skill in HRM can really 

have a positive impact when expanding a company especially in the early stages (Burns, 

2007, Pasanen, 2015 Huselid, 1995). Feedback from employees to managers is more 

present in growing businesses suggesting that employee’s participatory mechanism is 

higher in growing- than in non-growing businesses (Raineri, 2016). Data also show a 
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greater extent of two-way communication in growing than non-growing businesses. 

This implies that performance feedback and employees participatory mechanism is 

more in use which indicates that they could enable growth (Raineri, 2016, Huselid, 

1995). 

 

For the next section of HPWS, answers regarding selective hiring overlap between the 

two types of managers but usually involve recruiting family and friends by interviewing 

them (Raineri, 2016). Managers of growing enterprises have some higher degree of 

schooling and experience-based recruiting strategies and even though it is not practiced 

substantially it must be considered favorable. Additionally, the general perception is 

that growing enterprises use recruiting strategies to a greater extent and perform 

selective hiring more than non-growing enterprises (Raineri, 2016, Huselid, 1995). 

 

In the data, few managers seem to have realised the importance of HRM because it is 

given little faith and credit as an important factor. Mostly because managers feel this 

comes automatically in their business and something, they don’t need to take hold of. 

HRM skill is something managers of growing and non-growing enterprises do similar 

see figure 4. The only small difference in specific practices such as recruiting strategies 

and feedback was found. This either means that overall HRM skills are so closely 

matched in the two groups that it has no distinguishable effect on growth. Or that HRM 

practices don’t contribute to turnover and productivity to increase employment (Raineri, 

2016, Huselid, 1995). It can also be argued that no connection to growth is detected as 

found in Kenya (Mbogo, 2011). Which could be because the sample enterprises are too 

small to be effected by HRM benefits as suggested by literature (Raineri, 2016). 

  

5.2 Marketing 

Many respondents conduct most of the marketing approach theory suggest (Burns, 

2007, Kotler & Armstrong, 2013). Every respondent talk frequently about knowing who 

their customers are as the first step in marketing. By knowing your customer you can 

give a good impression and make your product/services appealing to build long term 

customer relationships. This is in consonance with the important concept of effective 

marketing to make new successful relations and keep regular customers (Kotler & 

Armstrong, 2013).  
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The marketing activities of all respondents are so alike and not much different from how 

they conduct their marketing. Only some minor differences are accruing between 

managers of growing and non-growing enterprises. One is that the managers of growing 

enterprises speak about different kinds of customer and their regular customers which 

the majority of managers of non-growing enterprises aren’t aware of. This said few 

managers use this knowledge to focus their marketing on these customers that are 

regular customers in their business. To focus on your core customers is in agreement 

with the theory that suggests targeting specific customer groups to be a part of a 

successful marketing strategy (Kotler & Armstrong, 2013). 

 It can be seen that growing managers know their customer more but doesn’t act upon 

this information to identify the part of the market they can offer the greatest value to 

(Kotler & Armstrong, 2013). It could be discussed that managers of growing business 

possess marketing awareness because they know the market and their place in it. But 

likewise, they lack the skill to do something proactively with this knowledge which 

could be a sign that they would benefit from education in this field.  

 

The theory also introduces the perspective of correct pricing for products/services that 

your business provide. The enterprise can with the correct pricing decision be able to 

get the customers and profit they are after (Kotler & Armstrong, 2013, Burns, 2007). 

Some managers of growing enterprises actively handle pricing and give a handful of 

examples of how, such as pricing a unique product on par to offer great value. Managers 

then put price tags on product/service which can be changed in accordance to 

fluctuations in the market. The non-growing managers were not acting in these thought 

process and simply embraced the market price at all the times. 

 

Generally, the respondents seem engaged in talk about marketing in comparison to 

some other managerial skills. They express what big change marketing has done for 

their businesses and in particular how they reach out to customers. Both managers of 

growing and non-growing enterprises perform marketing skill to a similar extent see 

figure 4. Both managers of growing and non-growing enterprises have similar 

trademarks when talking about marketing practises. Managers of growing enterprises 
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show more awareness of the market and their customers but no clear signs of skills and 

how they use it to grow (Kotler & Armstrong, 2013, Stokes & Wilson, 2010). 

 

5.3 Accounting  

According to the theory, finance plays a vital role in a firm performance which 

interlinks with accounting skills (Storey & Greene, 2010, Husin & Ibrahim, 2014). 

Managers of growing businesses gave a clearer picture of accounting experience and 

abilities than managers of non-growing businesses. This said, managers of non-growing 

enterprises are not far behind in accounting skill. 

 

Half of the managers in non-growing enterprises are lacking accounting experience and 

doesn’t perform any income statement or other forms of accounting. The absence of 

accounting in non-growing business could be seen as an indication that an important 

calculation is unexploited (IFAC, 2017). Some respondents, speak about this as not 

necessary and that it is enough to perform rough estimations in their minds. This is not 

suggested by other studies that strongly imply that a business needs its financial 

information to operate and succeed (Haron, Ismail, Yahya, Khalid, & Ganesan, 2010).  

 

The other half of managers of non-growing enterprises on the other hand, conduct 

regular accounting calculations for the company. These particular respondents write 

everything down and use it for themselves to check the situation on how well they are 

doing at a certain point. 

Managers of growing enterprises mostly perform written notes about the income 

statement each day, week or month as suggested (IFAC, 2017). Out of these growing 

managers, some use a professional accountant to perform the hardest calculations or to 

check their work so that everything is correctly done. Managers of growing as well as 

non-growing enterprises that do an income statement express the security aspect it 

brings to know that your finances are in good condition which corresponds to the theory 

(Burns, 2007). Therefore, it can be said that income statements are to a greater extent 

practised by managers in growing rather than non-growing enterprises which agrees 

with literature regarding accounting and growth (Storey & Greene, 2010, Burns, 2007, 

Haron, Ismail, Yahya, Khalid, & Ganesan, 2010). 
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Less than half of the managers in growing enterprises compiled a balance sheet but less 

than one-tenth did it among managers of non-growing enterprises. More respondents 

talked about doing cash-flow statement, calculating inventory and equipment worth and 

change over time. Either complicated calculations as the managers of growing 

enterprise tend to do, or simpler calculations as some of the managers of non-growing 

enterprises tends to do. The managers of growing enterprises more often take the 

accounting one step further compared to managers of non-growing enterprises which 

could be described why they are growing (Storey & Greene, 2010, Burns, 2007, Haron, 

Ismail, Yahya, Khalid, & Ganesan, 2010). They achieve this by including a balance 

sheet and cash-flow analysis more within their business which is suggested (IFAC, 

2017).  

 

The slight advantages in SMP’s for growing enterprises accumulate to a bigger 

difference in accounting skill see figure 4 in comparison to other managerial skills. This 

is possible because managers of growing enterprises know from experience that 

accounting creates security and control of their enterprise. Knowledge the non-growing 

respondents feel is unnecessary. Despite this accounting is talked about as a subject of 

low focus point by the managers of both segments. They simply do not seem to be 

interested in the topic or wanting to deal with the calculation when they can do other 

activities to achieve growth.  

 

The managers in growing enterprises are more experienced and knowable in their 

financial management practices relative to the non-growing managers. The difference in 

accounting skill might therefore, show an indication of the cause of their growth (Husin 

& Ibrahim, 2014). This is found as a difference between the two manager groups, but 

the overall detection of skill is not that high which isn’t convincing that accounting is 

among the most important skill to succeed  (Haron, Ismail, Yahya, Khalid, & Ganesan, 

2010). Also, many managers of growing enterprises did not perform accounting skill at 

a sufficiently high standard to really distinguish them from the managers of non-

growing enterprises. By other means, it is found what has already been discovered by 

previous literature, namely that accounting skill is lacking among all small businesses 

(Burns, 2007). 
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5.4 Selling 

Sales behaviours are supposed to increase revenue and to act as a growth promoter 

which every respondent seem to agree with (Unger, Rauch, Frese, & Rosenbusch, 

2011).                                                                                                                                                                                                                                                                                                                                                                                                                                                                                   

Managers of growing and non-growing enterprises express the importance of really 

understanding the customer to offer them a value which is a good sign of presentation of 

benefits (Bolander, Bonney, & Satornino, 2014). This correlates with the focus on 

customer care that is also frequently mentioned as a selling point to building long term 

customer relations which is essential for growth (Burns, 2007). Presentation of benefits 

and customer care means they have the ability to give the customer the right assistance 

and to understand how they should act when selling to different customers. This agrees 

with the concept of knowing your product/service in order to match it to the customer’s 

needs (Burns, 2007).  

 

Managers of growing enterprises talk more about informing the customer of the quality 

and reliability as their main technique to present the benefits to the customer. This 

presentation of quality and reliability is seen by literature as stating the benefits and 

should therefore, increase sales (Burns, 2007, Bolander, Bonney, & Satornino, 2014). 

The managers of non-growing enterprises instead try to present the benefit with price 

reductions to increase chances of sales which is unfavourable sales behaviour and clear 

usage of financial incentives (Bolander, Bonney, & Satornino, 2014). Simply put, 

managers of growing businesses differ from managers of non-growing businesses in 

their focus of value rather than price when presenting the benefits of buying their 

product/service. This is in accordance with the theory of increased sales performance if 

you give the customer a proposition of benefits (Bolander, Bonney, & Satornino, 2014).  

 

According to the theory, it should also affect sales positively if you can influence the 

customers emotional bond to the product because emotions are highly associated to the 

decision-making process (Bolander, Bonney, & Satornino, 2014). Managers of non-

growing enterprises did not give any clear tactic of keeping or convincing costumers to 

buy their product/service. Managers of growing businesses describe a number of ways 

to convince the customer to buy from them. Most give out free samples and reduces the 

price for new customers which contradicts the theory of good sales behaviour and the 
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non-usage of financial incentives (Bolander, Bonney, & Satornino, 2014). It could be 

because free samples and special offers are used to affect the emotions of the customers. 

Because managers of growing businesses also speak about offering additional value this 

could therefore still be the case of good sales behaviour (Bolander, Bonney, & 

Satornino, 2014). 

 

Selling skills are overall quite low among managers and not much focused on compared 

to the other managerial skill. The difference seen is that managers of growing 

enterprises have more variation and more frequency of different sales encouraging 

behaviours (Bolander, Bonney, & Satornino, 2014). Thus, the little difference in the 

sales skill and behaviour between managers of growing and non-growing enterprises 

indicate that they use sales skills in a similar way. For this study, it means that no 

evidence can be found that sales skills lead to growth, probably because of the majority 

of managers that participated lack this skill (Burns, 2007).  

 

5.5 Information communication technology  

ICT has a role to play for future business development for it gives the opportunity to 

new ways for companies to handle their business in the technological evolution in 

Tanzania. All managers of growing and non-growing enterprises interact with ICT for 

business purposes. This is important for enterprises in growth in developing countries 

since they must adapt and implement ICT to enhances their competitiveness which 

seems to be the case (Esselaar, Stork, Ndiwalana, & Deen-Swarray, 2008, Matambalya 

& Wolf, 2001). 

 

In general view, managers of growing and non-growth enterprises all focused on 

communication with ICT mostly thru mobile phone. This communication is said to be 

really important to keep in touch with customers and also to get in contact with new 

ones. According to the theory of ICT, it includes several benefits such as ease of day-to-

day business activities and raising awareness of their enterprise present in its 

surroundings. This is mentioned by all respondent which indicates that ICT skills are 

widely practiced by all managers (Matambalya & Wolf, 2001). The most common 

practice of ICT is mobile money and the possibility to pay with M-Pesa to suppliers and 

customers. The managers believe that it is easier to have mobile money to pay and get 
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paid directly without complications rather than physical currency. This high usage of 

ICT and mobile money is part of the significant expansion ongoing Tanzania which was 

an expected result (Economides & Jeziorski, 2017). ICT is practiced by both types of 

managers and seems to be highly implemented in businesses to simplify parts of the 

operations (Esselaar, Stork, Ndiwalana, & Deen-Swarray, 2008). 

 

The responses of ICT usage from managers in growing and non-growing enterprises are 

nearly identical see figure 4. ICT is also the managerial skills mostly practiced in all 

businesses. All managers of growing and non-growing enterprises are using ICT in a 

similar way which raises the question of how firms performance would be affected 

without it. ICT can therefore not be linked to growth solely by looking at the practices 

of managers in growing enterprises. Procedures that stand out are communicating with 

customers and getting paid with M-Pesa transfers which could very well be linked to 

growth with a different approach. 

 

5.6 Business plan  

A well thought out business plan specifies the purpose and procedures of the enterprise 

and helps unify all employees and towards the common goal (Ekberg, 2015, Shelton, 

2019). Consistently throughout all the respondents, it is found that managers tend to 

either do a full plan or no plan at all of the business. The reason why some managers 

prioritize a business plan higher than others is however uncertain. Less than a fifth of 

managers wrote partial plans for their business stating a sort of everything or nothing 

scenario regarding the skill of a business plan. This sets up good ground for comparison 

if business plan can be linked to business growth as it is strongly suggested (Lussier & 

Corman, 1995, Storey & Greene, 2010).   

 

Among managers of growing enterprises, the majority constructed a written business 

plan of general information, operative work and the future goal they have in mind for 

their enterprise. This reduces the risk of business failure but doesn’t necessarily imply 

growth for that matter (Lussier & Corman, 1995, Nieman & Nieuwenhuizen, 2009). 

Literature describe the process of making a business plan as important rather than the 

actual piece of paper it is written on (Burns, 2007). Managers of growing businesses 
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often underwent this process of concretize a business plan possibly because they know 

the importance suggested by literature (Storey & Greene, 2010). 

 

Managers of non-growing enterprises have lower detection of business plan skill and 

the majority did not construct a business plan for their enterprise. Those without a 

business plan explain that they possibly have a plan in their mind or that it is not needed 

for their business. Though they did not explain or elucidate it in any way which leads to 

the belief that it was not of the character suggested by literature (Shelton, 2019, Burns, 

2007). If managers constructed a business plan but not in written form it could still give 

the same result as theory highlight the process of construction and not the result (Burns, 

2007). This could be the case for the managers of non-growing enterprises even though 

business plan abilities are much stronger within managers of growing enterprises.  

 

The managers of growing and non-growing businesses that use a business plan consider 

it to be a good tool to return to if they lose track of the enterprises aim. This is in 

agreement with the concept of reducing the risk of business failure (Nieman & 

Nieuwenhuizen, 2009). Managers with a business plan further explain that it helps them 

to understand what they need to do in order to achieve their goals. Just as the theory 

suggests it seems to unify the business and create milestones of words and number in 

the pursuit of the final goal (Ekberg, 2015). This is also coherent with the theory that 

business plans reveal the path and prepares you for challenges to come (Shelton, 2019, 

Burns, 2007).  

 

Business planning abilities is shown to follow an all or nothing type of pattern which 

suggest that if managers have the knowledge about the benefits, they tend to do all 

planning necessary. The managers seemed to speak highly of business plan, but actual 

practice was not convincing for which an interesting factor is discovered. Managers 

believe business plan to be vital, yet they only practice it moderately. At least in the 

way that is described by theory (IFAC, 2017). This could mean that managers have 

another approach to what a business plan is, or that they are indirectly asking for 

education because they believe it could increase their business performance. Figure 4 

visualizes that business plan is the managerial skill with the second largest difference 

seen, between managers of growing and non-growing enterprises. It seems that 
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managers of growing enterprises have more plans about the operation and the future 

than their counterpart. It could be because they have accomplished the process of 

writing it down and made milestones to achieve these plans for the business. However, 

managers of growing and non-growing enterprises had similar thought process of their 

business plan during the interviews. Even though it can be argued that a good business 

plan is usually found in a growing enterprise it is not enough to prove that business plan 

cause the effect alone.  

 

5.7 Analyze summary 

5.7.1 Low differences 

Differences in HRM skills are conclusively due to that fact that managers of growing 

firms tend to better explain how they practice HRM skills more detailed. This implies a 

higher presence of HRM skills but it could also be argued that managers of non-

growing enterprises simply lack the ability to express themselves.  

Managers of growing businesses also tend to have a higher degree of marketing strategy 

and knowledge about how to create value with their products. But managers of non-

growing enterprises use the same key aspects of marketing skills, only with less 

diversity and explicit knowledge. 

The sales skills analyse show small deviation in answers which mostly depends on the 

fact that managers of growing enterprises use the presentation of benefits and ways to 

affect the customer emotionally slightly more.  

 

5.7.2 Higher differences 

The business plan reveals one of the biggest inequalities between managers of growing 

and non-growing business. Yet, the differences are mostly found in the ways business 

plan seemed to be implemented and what it contained.  

The same goes for accounting were growing managers showed somewhat more skill in 

handling financial statements and specifically the more advanced ones like balance 

sheet and cash-flow statements. But the authors cannot see any direct linkages to 

growth. 
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5.7.3 General implications 

The theories imply nothing about one managerial skill being more important than the 

other, which is in accordance with the results from this research. From the results, the 

authors cannot descry that managers of growing enterprises practice some particular 

managerial skill decisively more than the managers of non-growing enterprises. The 

patterns discovered show that the managerial skill that is practiced and prioritized the 

most to the least among managers are pretty much the same in growing as in non-

growing enterprises.  

 

The results for this thesis have shown inequalities in managerial skill between managers 

of growing and non-growing enterprises even though difference has mainly been 

marginally. Which could mean that theories proposed for enterprise growth using 

managerial skills are in effect but since the differences are so small the authors are 

ambivalent. The presence of managerial skills can in general view be explained as 

similar for all the managers. Slight variations in answers and frequency determines the 

actual difference of managers of growing and non-growing enterprises.  

 

Judging from this, the theory of managerial skills as a growth contributor is not 

supported by the research results of this thesis. Mainly because none of the managerial 

skills illustrates a convincing enough impact on growth. This can be seen by 

investigating the similarity of what managerial skill are practiced the most and the least 

between growing and non-growing enterprises. It is seen that managers of growing 

enterprises basically are a little more knowledgeable within each managerial skill than 

managers of the non-growing enterprise. It could possibly be interpreted that managerial 

skill has an effect on growth, especially business plan and accounting which show the 

greatest differences between managers of growing and non-growing enterprises. 

However, when considering that the indications are very small and could have been 

shifted quickly it leads the authors to another conclusion. The difference found are not 

strong enough to argue that the chosen managerial skills have an indubitable single-

handed influence on growth.  
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6. Conclusion  

The last section discusses the purpose and the research question will be answered using 

the analysis to explain the contributions of this thesis. Lastly, the authors give 

suggestion to future research within the subject. 

 

6.1 The thesis research questions 

The authors have fulfilled the purpose of the thesis which was to examine the influence 

six managerial skills had on growth. This is done by answering the research questions 

that were asked at the beginning of the thesis. 

 

• What managerial skills are prioritized in growing and non-growing enterprises 

in Tanzania? 

 

In the introduction, it is mentioned that the managerial skill of HRM, Marketing, 

Selling, Accounting, ICT and Business plan would be investigated. The authors of this 

thesis found that all six managerial skills were performed in both growing enterprises 

and non-growing enterprises. Though, respondents had multiple answers on each 

question. Since there was no correct answer this was excepted and desirable to 

understand how the managerial skills are being performed. Even if most respondents 

practiced all the six managerial skills to some extent no one did practice all to its full 

potential. 

 

After processing all the data, there is a pattern between managers. ICT is the managerial 

skill both growing and non-growing enterprises prioritized the most. As opposed to 

ICT, selling was the least prioritized managerial skill for both growing and non-growing 

enterprises. In between, the other managerial skills are usually practiced and prioritized 

the same. To give an example, marketing was more prioritized than HRM by growing 

enterprises which was the contrary for non-growing enterprises see table 4.  

 

There is therefore similarities of how managerial skill gets prioritized over another skill 

among the businesses. This suggest that growing enterprise are not different and doesn’t 

separate themselves from the non-growing enterprises in how they prioritize different 
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skills. Meaning that both groups, have equally views about the different managerial 

skills. Even if some managerial skills are prioritized differently, the inequalities of what 

is being practiced are so insignificant that it is concluded absent in this thesis. 

 

Table 4. Most prioritized skill among managers 

Non-growing Growing 

ICT ICT 

Marketing HRM 

HRM Business plan 

Business plan Marketing 

Accounting Accounting 

Selling Selling 

 

 

• What differences in the managerial skills can be distinguished between 

managers of growing and non-growing enterprises in Tanzania? 

 

Based on the answers of business managers the managerial skill ICT, Marketing, 

Selling and HRM all fall into the same folder of low difference. Each skill only showed 

slight variation in between managers of growing and the non-growing enterprises. No 

conclusions can therefore be made in this thesis, that these managerial skills have an 

significant impact on growth. 

 

Business plan and accounting skills showed more disparity between managers of 

growing and non-growing enterprises than the other skills. Where accounting have the 

biggest difference. It is therefore suggested that these two managerial skills are more 

likely to imply stimulus of growth.  

 

The results also elucidate that there is a small difference between managers of growing 

and non-growing enterprises ability in all managerial skill. The general statement is that 

managers of growing enterprise have slightly more knowledge about each managerial 

skill which cumulatively could imply growth. 
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Tough differences in managerial skill have been distinguished, the authors mean that 

differences are not vital enough to prove that any of the managerial skill has a direct 

contribution to growth, at least not single-handedly. If managerial skill only imply 

growth with common forces there are infinite combinations to be researched and 

probably different outcomes based upon the type of the business looked into.  

The ranking in table 5 shows the most eminent difference in skills between managers of 

growing and non-growing enterprises. Accounting skills proved to have the largest, and 

ICT skills the least, differences between managers of growing and non-growing 

enterprises.  

 

Table 5. Managerial skills ranked by the greatest separation in skill between managers 

of growing and non-growing enterprises. 

1 Accounting 

2 Business plan 

3 HRM 

4 Selling 

5 Marketing 

6 ICT 

 

6.2 Research purpose and contributions 

The research purpose has been achieved by examining the Tanzanian business 

environment. This contributes to the understanding about how managerial skills have an 

effect on growth for MSME. The results from this thesis shows some differences 

between the groups of managers and enterprises. The results consistently show 

similarity in how managers prioritize and practice certain skills and how they use these 

in their businesses. This means that the resemblance seen in the results from the 

respondent’s answers does not show a distinguishable difference between growing and 

non-growing enterprises. Therefore, managerial skill as the theories describes have no 

clear impact on growth, at least not as a factor standing by itself.  
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In addition to this, this research has contributed with information for aid organisations 

to allocate their resources the right way when assisting Tanzania business development 

with their business training programs. They will know that managerial skill solely, does 

not effectively contribute to employment growth for enterprises in Tanzania.  

 

6.3 Implications for future research 

The authors of this thesis are aware of the limitations of this study and it’s small scale 

scope. The results showed no indistinct difference between managers of growing and 

non-growing enterprise. However, there are many other areas to explore within the 

subject of growth for MSME, in order to find ways to aid business development in 

Tanzania.  

The study could be done on a larger quantitative scale to achieve a broader span of 

respondents and reconnoitre if the results would be the same. 

Secondly, the sample of this study had no branch restrictions. A bigger scale research of 

one specific branch could be interesting if a specific industry have a unique problem. 

This could possibly then enable comparison between branches to see if managerial skill 

might have more impact in some branch than others. 

Because the authors choose six managerial skills to be explored, there is an opportunity 

to study other managerial skill and how they influence growth. For example managers 

abilities in logistic or linguistic.  

 

Beyond adding additional managerial skill, it could be very interesting to submerge 

within one managerial skill and perform specific research of how one managerial skill 

affects business performance. This could be done to see if one specific change in 

manager´s execution could affect growth. Perhaps managerial skill wasn’t found to 

sustain growth in the way that it was hoped. But, because this study mainly compared 

micro to small enterprises, the findings may be amplified if medium and large firms 

were questioned to the same extent. This type of study could also result in the findings 

that managerial skill is an attribute of a larger firm but doesn’t contribute to growth. 

Rather implying that skills accumulate and collect in firms that are larger because more 

and more is needed of the manager. This could be displayed by filtration off size instead 

of growth and would have to be analysed with different theories and a different purpose. 
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8. Appendix 

TZ: Interview number 

Intro: 

This is a field study project, resulting in our master thesis in the area of entrepreneurship 

and finance. Our names are Oscar and Markus and we are two Swedish students aiming 

to investigate your knowledge and skill as a business manager in order to help others 

grow their business. This interview is anonymous, and you participate completely on your 

own free will. All answers will be treated confidentially and only used in this project. 

This study will be published in Sweden and available to read when finished. We 

encourage you to answer as faithful as possible. There is no need to exaggerate or try to 

say what you believe is the correct because there is no correct answer to these questions. 

Also, no sensitive information is going to be asked during the interview. It´s you and your 

company that is interesting to us and we appreciate your time answering these questions. 

 

Approval:  

Is it okay if we record the Audio? Then we will start with some simple questions. 

 

A) Basic 

  

1. How old are you? (Age) 

2. Are you biologically man or a woman? (Gender) 

3. Are you married? (Marital Status) 

4. Do you have education in some of the following subjects? “HRM, Marketing, 

Sales, Accounting, ICT, Business strategy” (Formal education) 

5. Do you have professional experience within some of the following subjects? 

“HRM, Marketing, Sales, Accounting, ICT, Business strategy” (Informal 

education)  

6. How many relatives or friends do you support with your salary? (People 

supported with the salary) 

7. To confirm, what kind of business are you in? (Business type) 

8. How long have you been doing this business? (Business age) 

9. In what cities/places do you conduct your business? (Location of 

business/businesses) 
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10. In order for you to do this business, have you received funding from someone? 

(External funding) 

11. Do you or did you have any role model for starting your business / Where did 

you get the inspiration from? (Role model) 

 

B) Growth 

 

12. How many employees are currently active and receive salary in your company? 

(Employment) 

13. How many active employees did you have 12 months ago, receiving salary from 

your company? (Employment change) 

14. How much revenue, turnover, sales do you generate per month on average? 

(Sales) 

15. How much did you generate in revenue, turnover, sales a year ago per month on 

average? (Sales change)  

C) Internal Contributing managerial skills growth factors analysis 

HRM 

16. How do you select who to employ? (Personnel selection) 

17. Do you give your workers feedback? How? (Performance, evaluation and 

training) 

18. Do you structure the workers duties and tasks? How?(Job description) 

19. Is there a opportunities for employees to earn a bonus or commission? How is it 

regulated? (Compensation and incentives) 

20. Do your employees provide you with feedback? How? (Empowerment) 
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Marketing 

21. On the market, explain which different types of customer that you sell to? 

(Segmentation)  

22. On the market, describe if you have a specific customer you focus selling to? 

(Targeting) 

23. How would your customers describe your company among your competitors? 

(Positioning) 

24. Within all aspects of your company, Do you separate yourself from your 

competitors? How? (Differentiation) 

25.  Is something specific or unique to your products/service compared to 

competitors? What? (Product/service) 

26. How do you choose the price for your products? (Price) 

27. Why did you choose this location for your product/service? (Place) 

28. How do you promote your products/services? (Promotion) 

 

Accounting 

29. If you do, how do you calculate Income, Expenses and Profit? (Income 

statement) 

30. If you do, how do you calculate your Assets and Debt? (Balance sheets) 

31. If you do, how do you calculate your cash flow in the business? Do you 

calculate the cash generated from operations? How? (Cash flow statement) 

 

Selling  

32. What do you focus on when recommending your product/services for a potential 

customer? (Presentation of benefits) 

33. How do you impact the mindset of the customers need for the product/service? 

(Emotional Response) 
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ICT 

34. If you have a fixed landline how do you use it for work related task? (Landline) 

35. If you have a mobile phone how do you use it for work related task? (Mobile 

Phone) 

36. If you have a computer how do you use it for work related task? (Computer) 

37. If you have electronic services how do you use these services for work related 

task? (Electronic service) 

 

Business plan  

38. Have you written down a description of your company? What? (Company) 

39. Do you have a written plan for your operative work? Describe? (Operative) 

40. Do you have a written description of your company's aim? Exemplify? (Goal) 

  

D) Rounding question 

 

41. Could you rank the skills that we have talked about based on what you believe is 

the most important skill for business growth. Start with the most important, rank 

all skills and end with the least important skill for growth. (Respondents growth 

ranking of managerial skills) 

1. HRM  

2. Marketing 

3. Sales 

4. Accounting 

5. ICT 

6. Business plan 

 

42. Are there any managerial skill others to what we just mentioned that you believe 

could better describe your company’s needs in order to grow? (Other missed 

managerial skills) 

 


