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ABSTRACT

The study examined the relationship between labour disputes and employee performance at The State University of Zanzibar. Based on a case study design; 35 respondents were purposively drawn from both management and operational staff of the State University of Zanzibar. Primary and secondary data were used to collect data through questionnaires, interviews and the University based-documents. As  qualitative study, thematic analysis was employed towards analysing the collected data with reference from qualitative study authors. The findings were drawn from three specific objectives; to examine the influence of physiological needs disputes on employee performance at the State University of Zanzibar, to examine influence of psychological needs disputes on employee performance at the State University of Zanzibar and to examine influence of labour negotiations on employee performance at the State University of Zanzibar. The study was theoretically guided by motivation theory as propounded by Abraham Maslow to link with the existing problem at SUZA. The study considered ethical and legal issues during the whole period of conducting this study and the data were ethically and thematically analysed. The study found that with the availability of promotion, transportation allowance, salary, study leave, work environment, treatment, practices and participation, disciplinary committee, and trade union, labour disputes can disappear and performance would be improved at the state University of Zanzibar. The study suggests that it is high time that the State University of Zanzibar in general it’s management can create  conducive work environment in which an open door policy can be employed for addressing labour disputes for the attainment of the University goal in Zanzibar.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                       
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE STUDY
1.1 Introduction

This chapter covers the background of the study, statement of the problem, research objectives, research questions and significance of the study. It further covers the scope, content of the study, limitations and delimitation of the study as well as organisation of the study.

1.2 Background to the Study

The overall organizational performance depends heavily on the effectiveness and efficiency of its workforce. In order for organizations to achieve high performance, it is absolutely necessary for the organization to have a highly satisfied workforce (Hee et al., 2019). The performance of any organization largely depends on its employees or workforce; therefore, it is necessary to ensure that they have the good skills to meet business needs (Hanaysha, 2016). Employees who are pleased with their job employees are more likely to enhance their performance, commit to the company, minimize absenteeism, and be more enthusiastic about their jobs (Khan et al., 2021). 

The difficulties that higher education institutions (HEI) face in the 21st century cannot be properly met, nor can the efforts of devoted professionals be sustained when a faculty member’s actions are divisive, uncompromising, and inflexible. Heads of department should act against low morale, lack of collaboration among academic members, inadequate student guidance, and lack of social connections, absenteeism, tardiness, and poor work quality (Enaifoghe, 2022). 

Financial problems not only affect people in various walks of life but also, they affect productivity in the job market (Wambui et al., 2017). Other factors that affect performance include remuneration and benefits; intangible motivational factors; organizational factors such as promotion policy, self-reliance implementation, access to information, flexible working hours, work organization; technical factors such as comfort, ability to work with the use of modern techniques and technology, work safety conditions and labor standards; and psychological factors such as work in a company with high prestige, positive relationships, effective communication, the possibility of development and self-fulfillment, a sense of meaning and purpose of work, praise, awards, recognition from management (Stachowska and  Czaplicka-Kozłowska, 2017). 

Human Resource Management (HRM) practices are important to enhance job satisfaction and the performance of multicultural workforce; for better job performance, a multicultural workforce should possess certain personality traits that help them work and perform better (Bhatti et al., 2019). The main objective of human resource management is to ensure greater employee motivation which is necessary for enhancing organizational performance. The improvement in productivity is indeed the main goal for any organization where all units/departments work closely to increase the performance of their organization through different management strategies (Hanaysha and Hussain, 2018).

A number of individual disputes have been arising daily across the World (ILO, 2013a). In Indonesia, it was claimed that conflict can potentially arise at any time in an organization consisting of individuals with various backgrounds, education, and characteristics. A dispute occurs when two or more groups disagree (Hartono, 2022). In Nigeria, it was observed that conflicts are an unavoidable part of organization as long as the goals of the shareholders, managers and other staff members are different from each other, including their personal interests. Conflict occurs between people in all kinds of human relationships and in all social settings. Because of the wide range of potential differences among people, the absence of conflict usually signals the absence of meaningful interaction (Ukata and Silas-Dikibo, 2020).
In Tanzania those disputes are the basis of the establishment of Trade Unions with the formation of welfare societies or social clubs in 1920s up to 1927. The African Drivers and Mechanics formed a Motor drivers association and strike for higher wages. To 1955, 17 Trade Unions were formed under Tanganyika Federation of Labor with the aim of joining together and fight for workers’ rights. These Trade Unions worked with a closer support of the previous ruling party, namely, the Tanganyika African National Union (TANU) and struggled together with the political party for Independence which was gained in 1961 (Jaba, 2012). 

In Zanzibar, labour issues are intensive and mainly base on the way people deliver services. In the State University of Zanzibar which came into operation in 2002 (MoEVT, 2016), there are different skilled professionals offering university programmes to sustain diverse range of positive social changes (Rai, 2019). With the increased number of staffs, labour disputes could emerge among the staff and between staff and management due to the different reasons including decision making process, ineffective supervision, scheme of service and misallocation of resources, working conditions, pay and job specification (Farida, 2022).  
1.3 Statement of the Problem

Zanzibar is semi-autonomous archipelago governed by the revolutionary government of Zanzibar which devoted itself to improve its services by delivering high quality and affordable public services. This is seriously organized in related offices to ensure adequate available quantity and quality of personnel (DAI Europe, 2007). This is made through incentives and rewards system that Zanzibar public Institutions pay to their employees including house, transport, entertainment, electricity, fuel, telephone and responsibility allowances (Mathauer & Imhoff, 2006). 
The workplace is composed of different values, beliefs and attitudinal behaviour of both employers and employees. That is why such workplace experience labor disputes that often occur when the goals and values of different individuals, groups are incompatible or involve grievances (Festus Femi et al., 2019). Studies have revealed that labor disputes reduce job satisfaction and job performance in different areas (Hartono, 2022; Ukata and Silas-Dikibo, 2020). However, few studies have been conducted on this topic in Tanzania, especially in Zanzibar. That is why this study examined the relationship between labor disputes and employees’ performance in higher learning institutions in Zanzibar, a case of SUZA. 

1.4 Objectives of the Research

1.4.1 General Objective 

The general objective of this study was to assess the relationship between labour disputes and employee performance at the State University of Zanzibar.

1.4.2 Specific Objectives 

The study aimed at achieving the following specific objectives: 

i. To examine influence of physiological needs disputes on employee performance at the State University of Zanzibar;

ii. To examine influence of psychological needs disputes on employee performance at the State University of Zanzibar;

iii. To examine influence of labour negotiations on employee performance at the State University of Zanzibar.
1.5 Research Questions

The study aimed at addressing the following research questions: -

i. What influences do physiological needs disputes have on employee performance at the State University of Zanzibar? 

ii. What influences do psychological needs disputes have on employee performance at the State University of Zanzibar? 

iii. What influences do labour disputes negotiations have on employee performance at the State University of Zanzibar?
1.6 Significance of the Study

This study is being conducted in order to contribute to knowledge generation and dissemination among scientific community members in the field of International Cooperation and Development. For this purpose, the study provides a detailed assessment of the effect of labor disputes on employee performance. This allows researchers and students to have reliable learning materials on what is going on in this field. In the same line, this study is conducted in order to find solutions to problems that may arise linked to employee performance. There have been major concerns that different stakeholders are not aware of how to motivate employee performance. This study therefore will find gaps that need to be addressed by decision makers concerning which interventions to take in order to resolve these issues. 
Finally, this study is being done in order to assess compliance of higher education human resource with good practices that have been stipulated in different circulars. It will therefore allow leaders to follow up with policy implementation and policy analysis concerning how different policy directives that have been implemented by stakeholders in order to enhance good leadership and human resource management in the country. It will also allow the public to get useful information on what need to be done to improve performance in various institutions. 
1.7 Scope of the Study

The study focused on the relationship between labour disputes and employee performance in higher learning Institutions in Zanzibar and in fact, this study was premised at SUZA within its seven campuses. The study scope covered all relevant questions to their respective respondents at the right time frame. These questions were structured in respect of the study sub-objectives scheduled in accordance with the methods through which the primary data were collected. 
1.8 Limitation and Delimitation of the Study

1.8.1 Limitations

This study had the following limitations. The researcher was interested in using focus group discussion for the lecturers and assistant lecturers in order to get rich data. However, it had a limitation the timeframe, location and diverse needs of the participants. This was considered as a methodological limitation of the study. Secondly, there was procedural limitation whereby research in Zanzibar faced long bureaucracy starting from the higher learning institution authority to the study area through the second-vice president’s office for permit which is also subject to payment. This caused a significant delay during data collection leading to inefficiency in conducting a research. Finally, there was issue of logistics during data collection. Moving in seven scattered campuses within the Islands of Zanzibar was not an easy task. Other respondents did not cooperate by providing necessary data due to lack of trust and understanding of the research purpose. 
1.9 Delimitation of the Study

This study was delimited and had a narrow scope. The study was delimited in terms of methodology. It used different alternatives and reliable methods which were face to face method and interview. It only focused on labour disputes as independent variable and employee performance as dependent variable. The study also focused on one higher education institution which SUZA due to its qualitative approach and case study design. Finally, the study was delimited in terms of scope following the requirements for master of international cooperation and development.  
Also, there was the issue of logistics during data collection. In reality, moving in seven scattered SUZA campuses within the Islands of Zanzibar was not an easy task. Other respondents did not cooperate by providing necessary data due to lack of trust and understanding of the research purpose. However, the researcher prepared himself financially and in terms of transport to ensure that the scattered campuses were reachable.
1.10 Organization of the Dissertation

This study has been structured into five Chapters. Chapter one covers the background to the study, statement of the problem, research objectives, research questions, significance of the study, scope of the study, limitations and delimitations of the study as well as the organisation of the study. Chapter two covers literature review in which there are operational definition of terms, theoretical framework and other issues about the problem under discussion as well as the research gap. 
Chapter three consists of research approach employed in the study, research design, study area and sampling in terms of sampling procedure, type and sample size which are pictorially presented. There is also data collection in terms of methods and tools. The chapter also contains ethical consideration, trustworthiness and data analysis plan which is thematically discussed. Chapter four contains the presentation of findings, analysis and discussions; Chapter five contains the study summary, conclusions and recommendations, recommendation of further research. The study is completed with the reference and closed with appendices.

CHAPTER TWO

LITERETURE REVIEW

2.1 Overview

The most important ideas that have been discovered during the course of this investigation will be defined at the beginning of this chapter. The theories that were used in the study will next be discussed. The analysis of the empirical literature that was most pertinent to the study's topic will then presented, followed by a section on the research gaps that indicates the gaps on which the study concentrated, and finally the chapter summary. 
2.2 Conceptual Definitions

2.2.1 Labour

Labour refers to someone who has consented to work for pay after signing a service agreement. This can include pay, salaries, commissions, piece rates, home workers, to individuals who have accepted job offers, individuals who are employed on a temporary or fixed-term basis, seasonal employees, casual and part-time workers, and those who are on probationary or trial periods (Armstrong, 2006). In this study, "labour" refers to any duty assigned as part of an employment contract for a range of monetary compensation. 
2.2.2 Dispute

Dispute means disagreement between employer and employees (Ally, 2011). According to Foley and Cronin (2015), dispute refers to disagreement between an employer, a group or employers or one or more employers’ organisations, on one hand, and one or more workers’ organisations (trade unions) on the other. For the matter of this study, disputes reflected both definitions portrayed therein.
2.2.3 Labour Disputes

A labour dispute is defined as an interest conflict that causes varying degrees of discontentment between employers and employees at work (Femi et al, 2019).  A labour dispute can further be referred to as a conflict between an employer and employee-representative groups or Simply, disagreements between individuals or groups (Pritt, 2008). Labor disputes are defined in this study as disagreements between employers and employees regarding the terms and conditions of employment at the State University of Zanzibar. 

2.2.4 Performance

Performance can be described as an individual's or organization's ability to reach a predetermined goal or actual achievement through high competence and motivation shown in targeted results and outputs. Furthermore, performance refers to an organization's overall operations and integrated factors such as employees' attitudes, personal characteristics, and organizational goals in connection to their contributions to the growth of the organization in which they work (Papilaya, et al., 2019).  In this study, performance refers to the use of skills and knowledge to produce positive and worthwhile outcomes. 
2.2.5 University Institution

University institution is an institution which offers a level of education and training that lead to intermediate and full academic or professional qualifications and competence, namely certificate, diplomas, and degrees (The Universities Acts, 2005). In this study, the Higher learning institution is the State University of Zanzibar (SUZA).
2.3 Theoretical Literature Review

2.3.1 Maslow’s Hierarchy of Needs Theory

Maslow’s Hierarchy of Needs Theory is a conceptual model of human personality enhancement and motivation developed by Abraham Maslow in 1943 was based on a hierarchy of human needs that included physiological need, safety need, love/belonging need, self-esteem need, and self-actualization need. He went on to clarify these five basic human needs as follows: The first lower-level requirement is physiological needs, which include food, water, sleep, housing, sexual health, rest, and so on. The second level need is security and safety needs, which include the need for protection against physical and psychological risks and threats as well as the long-term satisfaction of physiological demands. 
The third level constitutes to love and a sense of belonging required for social engagement, communication, and support. The fourth need is esteem, which includes the need for self-esteem, sufficient respect from others, esteem from others, a sense of belonging, and acknowledgment. The fifth need includes self-actualization, which encompasses realizing one's potential, being empowered, putting one's own ideas into action, and other related concepts (Alam et al., 2020). 
This theory has been extensively used in various fields, for instance, motivation for buying branded items (Asamoah, et al., 2011); motivating employees (Jonas, 2016); predicting determinants of consumers' purchase motivation (Cui et al., 2021); toward entrepreneur's motivation (Èížek, 2012); in the historical context (Shahrawat & Shahrawat, 2017); in the business activities (Idemobi, 2011); in the savings goals and saving behavior (Lee & Hanna, 2015); in the consumer spending patterns (Smith & Sweet, 2021); in the social networking services (Cao, et al., 2013) and in the social media adoption (Ghatak & Singh, 2019). 
Despite of the extensive use of the theory, it has attracted a number of criticisms, for instance, King-Hill (2015), postulated that while accepting that there are needs that must be addressed for humans, it is questioned whether there is a fixed hierarchy of needs (HON) for each individual. Hofstede (1984) stated that the HON does not adequately account for variances in the cultural needs of cultures as well as their particular intellectual and social requirements. King-Hill (2015) further argued that the HON's classification of sex as an activity that belongs in the same category as food and breathing has also drawn criticism. Further criticism postulate that the HONs are being overly simplistic and asserted that it fails to take current societal demands, such as those caused by war and recession, into consideration. Additional criticism has shown that the ordering of requirements does not appear to be consistent across all age groups and that it varies with age. 
For the matter of this study, all the five HONs were utilized into this study, but they were grouped into two groups as, the first group in this study included the physiological needs (this included only the first lower-level needs), whereas, the second group is known as psychological needs, which in this case, included the rest four needs (i.e., safety need, love/belonging need, self-esteem need, and self-actualization need).
2.3.2 Face negotiation theory 

The face negotiation theory is one among many theories used in dispute settlement studies. The theory was first postulated by Ting-Toomey (2005). It tries to explain and accept how different cultures view and handle conflict, as well as how people from diverse cultural backgrounds show concern for others' faces, which influences how they approach conflict. The fundamental tenets of this theory are that self-identity is significant in interpersonal interactions, that people negotiate their identities differently across cultural boundaries, that face and culture mediate conflict resolution, and that certain behaviors put one's projected self-image or face in danger. 
This idea is used to explain how various dispute resolution methods are adopted in various cultures. Face was described by Ting-Toomey (2005) as the asserted sense of self in a relational context. This idea is used to explain how various dispute resolution methods are adopted in various cultures. Face was described by Ting-Toomey (2005) as the asserted sense of self in a relational context. Face-negotiation has two facets: face need and face concern. Face concern is concerned with whether a person is trying to save their own face or another person's face. Face need examines whether inclusion (respect and approbation) or autonomy (space and privacy) are valued more highly. 
Three face-related issues—the self-face, other faces, and mutual faces—are highlighted by this theory. Self-face refers to a person's concern for their own image, other face refers to a person's concern for another person's image, and mutual face refers to a concern for both parties' images. During a confrontation, face work is used to handle these worries—your own, the other person's, and shared. Face work can be used to end a conflict, make a conflict worse, prevent a conflict, challenge or threaten another person, or safeguard a person's reputation. These actions are involved in upholding and keeping face. Face work during conflict focuses on relationship, identity, and substantive challenges. 
This theory can explain how different conflict/dispute management approaches are used depending on the balance of self- and other-face concerns. The dominant style is seen as reflecting one's own face, while avoiding and complying are seen as reflecting the faces of others, and compromise and integrating are seen as reflecting the faces of both parties. The Dual Concern Model of resolving interpersonal problems provides support for this notion. This conceptual viewpoint assumes that people's preferred ways of resolving disputes are based on two underlying themes or dimensions: concern for oneself (assertiveness) and concern for others (empathy).  
The face negotiations theory has been used frequently in various fields, for instance, in the social media (Hsieh et al., 2022); in lived experiences of female sex workers in former dolly (Suryandari & Hidayatullah, 2020); in religious (Fisk, 2015; Azhar et al., 2016); in intergroup or interpersonal conflicts (Oetzel, et al., 2003; Dorjee & Ting‐Toomey, 2020); in the public sector multiparty conflicts (Kaufman et al., 2018); in gender related issues (Rahim et al., 2020); in the role of clinician in interviewing suicidal patients (Quinnett, 2018); in the tourist culture context (Mishra & Mehra, 2021); in the Physician communication in the operating room (Kirschbaum, 2012); in the information technology (Thompson & Nadler, 2002); in the divorce and the workplace (Ziemer, 2011); in law negotiations (Folberg & Reynolds, 2021); in the workplace bullying (Lee et al., 2019); in the conflict management (Lan et al., 2016); in the cross-cultural conflict (Cox et al., 2016) and in the intercultural communication (Croucher, 2017). 
For the mater of this study, the face negations story was adopted as disputes negotiations and was a supporting theory together with the Maslow’s Hierarchy of Needs Theory, which was the leading theory.
2.4 Empirical Literature Review

2.4.1 Influence of Physiological and Psychological Needs Disputes on Employee Performance 

Employment and work quality are important outcome measures, particularly in higher education institutions. This led Vuorinen-Lampila (2016) to carry out a study to examine gender segregation in the employment of Finnish higher education graduates. Questionnaire was used to collect data from a total of 1087 and 1067 drawn from graduates in technology and business and administration, respectively, three years after their graduation. The findings demonstrated that men were more frequently able than women to land full-time, permanent jobs, and that men also had better degree-to-job correspondence. The effect of gender, however, seemed to be mitigated by a higher (Master's) university degree because gender divergence manifested differently in universities and polytechnics. Male and female graduates were assigned in the labor market based on gender segregation tendencies despite Nordic equality laws. 
Bangladesh has the least productive garment workers among its rivals, including Pakistan, India, China, and Sri Lanka. If employee productivity does not increase, the Bangladeshi Ready-Made Garment (RMG) industry will struggle to remain competitive on the world market. This reinforced Alam et al. (2020) to conduct a positivism research philosophy study to examine the relationship among salaries and welfare services, benefits, employee work motivation, and employee productivity, whereas, Maslow’s Hierarchy of Needs Theory guided the study. 
The study was carried out using a quantitative methodology, a deductive approach, and an explanatory research design drawn using systematic probability sampling technique. Questionnaire tool was used to collect data from 500 respondents, while, SPSS and SEM with Smart-PLS were used to develop the model and analyse the collected data. The analysis concluded that all the seven hypotheses were supported. Firstly, wages had positive statistically significant influence on employee productivity. Secondly, welfare facilities exhibited positive statistically significant effect with employee productivity (E.P). Thirdly, wages had positive significant influence on employee work motivation (EWM). Fourthly, facilities exhibited positive significant influence on EWM. Fifthly, EWM had positive impact on E.P. Sixthly, EWM positively mediated the relationship between wages and E.P. Seventhly, EWM positively mediated the relationship between welfare facilities and E.P.
In recent years, the Western world has regarded human resources (HR) as a critical and significant area of management, including HR practices. Since the last 25 years, the impact of human resource practices on job satisfaction and performance has gotten a lot of attention around the world. This prompted Khan et al. (2019) to undertake a study to examine the impact of human resource practices (HR) on employee job performance under the mediating effect of job satisfaction. Self-administered questionnaire was used to collect cross-sectional data from a total of 300 faculty members drawn from six public universities, whereas, both descriptive statistics and inferential statistics were performed using Confirmatory factor analysis (CFA) structural equational modelling (SEM). The study’s findings revealed that HR practices (which are: training and development, recruitment and selection, performance appraisal and compensation) had significant direct influence on employee job performance through the mediating role of job satisfaction among the university faculty members. 
One of the most significant issues in the field of management is job satisfaction, which has attracted not only academic but also professional attention. This is so because the primary indicator of an organization's success and long-term performance is employee job satisfaction. This motivated Hanaysha (2016) to carry out a study to investigate the influence of four factors, namely, employee engagement, work environment, employee motivation, and organizational learning towards job satisfaction in higher learning institutions. Data were collected using survey instrument (questionnaire) from 242 employees drawn from the public universities in Malaysia, while, the collected data were analysed using Confirmatory factor analysis (CFA) structural equational modelling (SEM) through SPSS and SPSS Amos. 
The findings of the study revealed that employee engagement exhibited positive significant influence toward job satisfaction. Further results indicated that employee motivation had positive significant impact toward job satisfaction. Additionally, both organizational learning and work environment had positive significant influence toward job satisfaction. The findings suggest that the chosen human resource factors are crucial for raising job satisfaction and offer helpful insights for higher education institution management. 
Rapid changes in the workplace have resulted from the recent rise in global economic competition. Due to the competition and challenges in the global market, organizations now need employees who are capable of high performance. The workforce must increase the quality of its products and the quality of the services it provides if it is to prosper and endure in an extremely uncertain environment. These catalyzed Hee et al. (2019) carry out a study to examine the importance of job satisfaction in Malaysia's higher education institutions and to determine the factors that impact job satisfaction. In the study the Herzberg Two-factor Theory was applied in determining how motivator and hygiene factors influence job satisfaction among the Malaysian faculty members. The study findings identified the factors that influence job satisfaction included the following; salary, company policy, work condition, recognition, growth, supervision, achievement and the work itself. This study offers practical suggestions for management in the enhancement of faculty members' job satisfaction as well as theoretical implications to direct future research. 
Employee performance in both public and private organizations depends heavily on motivation. In order to retain employees, increase productivity, and achieve organizational goals in the face of fierce competition and uncertain economic conditions, motivation is one of the key HRM concepts.  This prompted Duru et al. (2022) to conduct a descriptive research design study to examine the influence of motivation toward employee performance at the University of Abuja in which both secondary and primary data were collected in the study. Data were collected from a total of 337 drawn from workers at the university of Abuja using stratified sampling techniques, whereas, both descriptive statistics and multiple regression analysis were utilized. 
The study’s findings indicated that allowances, salary increase, regular timely salary, promotions, and involvement in decision-making exhibited positive significant influence toward employee performance at the University of Abuja. In a surprise, fringe benefits and bonuses had negative significant impact toward employee performance. Further results revealed that employees were not motivated by recognition, annual increments, and supervision. The study suggests that since the University of Abuja's policies regarding promotions, salary increases, timely salary allowances, and participation in decision-making were producing the desired results, the administration should continue them. 
To stay competitive in today's business markets, human resource management is now regarded as one of the fundamental issues for any organization. Recruiting and retaining the right employees is the most difficult challenge for businesses. Increased employee motivation is the primary goal of human resource management because it is essential for improving organizational performance. This led Hanaysha & Hussain (2018) to undertake a study on investigating the influence of employee training, employee empowerment, and teamwork on employee motivation at Malaysian public universities. Using online survey method, data were collected from a total of 242 respondents were sampled from both administrative and academic staff in the public universities in Malaysia using convenience sampling approach. The collected data were analysed using Confirmatory factor analysis (CFA) structural equational modelling (SEM) through SPSS and SPSS Amos. The findings of the study revealed that teamwork and employee training exhibited significant positive influence toward employee motivation.
Motivating people is one of the most important managerial tasks because it helps the organization's members become more engaged and loyal, which in turn increases their performance. For that case Stachowska & Czaplicka-Kozłowska (2017) carried out a study aiming at determining the factors that influence employee motivation in the higher education institution. Using survey questionnaire data were collected from 553 respondents drawn from the non-academic employees of the University of Warmia and Mazury in Olsztyn, Poland. The results from the findings revealed that employees are motivated through effective communication, increased salary, interpersonal relations, and self-development possibilities. The study concludes that applying the knowledge learned for enhancing the effectiveness and quality of the organization is worthwhile and essential. 
Employee job satisfaction measures how satisfied you are with your job. If a person upholds this value of job satisfaction, they will feel enthusiastic and confident about their work. Various job-satisfaction theories, for instance, that of Maslow have been put forth in an effort to comprehend or otherwise explain the phenomenon of job motivation and satisfaction. For this reason, Khan et al. (2021) were motivated to undertake a theory-based descriptive research design study on investigating the factors influencing job satisfaction in higher learning institutions. The study’s findings, showed that job satisfaction of academic staff in higher learning institutions could be enhanced by implementing theories of motivation and satisfaction. Academic staff job satisfaction leads to the delivery of quality education, which results in student satisfaction and improved university performance. The study recommended that theories must be redesigned to reflect the most recent findings in human psychology. 
Higher education has become a vital instrument used by national initiatives to improve performance and innovation across academic sectors. Higher learning institutions now play a crucial role in the delivery of high-quality education in both teaching and learning. Understanding the factors that influence academic performance is essential for higher learning institutions to operate at satisfactory levels. This reinforced Moloantoa & Dorasamy (2017) to carry out a study aiming at determining factors that influence job satisfaction of academic employees in the higher learning institutions, a case of the National University of Lesotho (NUL). 
A concurrent approach of both qualitative and quantitative techniques was utilized. Data were collected from a total of 156 respondents, while, SPSS version 22 was used to analyse quantitative data and qualitative data were analysed using thematic analysis. At the National University of Lesotho, academic employees' job satisfaction was examined in six areas: working conditions, access to resources, relationships with co-workers, job security, advancement, and recognition. The findings of the study revealed that salaries influence job satisfaction. Furthermore, job satisfaction was influenced by the NUL's lack of funding for research, teaching, and learning. Aside from dissatisfaction with benefits, a lack of equipment, allowances, and poor institutional management, there was collegiality among department heads who worked as a team. Academics and administrators at universities can use the findings to inform decisions about enhancing employee job satisfaction. 
2.4.2 Influence of Labour Negotiations on Employee Performance

Conflicts between groups, institutions, departments, and divisions inevitably have an impact on people's behaviour as well as the performance of the organization. The effectiveness and satisfaction of employees can be advantageous if managed properly. This prompted Ampomah et al. (2022) to conduct a descriptive survey, quantitative research approach, and inferential statistics study design to investigate the influence of conflict management on organisational performance, the case of Guinness Ghana Limited, Headquarters Accra, Ghana. Using self-administered questionnaire data were collected from a total of 200 respondents drawn from the study institution. 
The study’s findings revealed that negotiation improved the overall working environment by increasing performance the more the organization adopted it. Additionally, it was discovered that meditation has been practiced as a conflict management technique and has shown to be successful. It was further found that the level of organizational performance was directly influenced by the efficient arbitration channel that was in place. In light of these findings, management was advised to concentrate on expanding the use of conflict management techniques like negotiation, arbitration, and mediation in order to improve organizational performance. 
Higher education institutions have consistently drawn staff and students with a variety of backgrounds and experiences. Conflicts have likewise persisted as a result of the diversity of experiences, cultures, and educational backgrounds. This motivated Farooq (2022) to undertake a qualitative study to investigate Conflict management at the Islamic University in Uganda. Using semi-structured interview questions, qualitative data were collected from two respondents drawn using purposive sampling techniques. 
The study contributed to the field of conflict management by examining both the secular and Islamic approaches used in conflict management at the university. Conflicts' importance in developing staff-student relationships and institutional relationships was also mentioned. Therefore, the study advised that additional research be conducted using different research designs on larger samples of people in order to accept generalizability of the study results on conflict management. 
Traditionally, medical doctors have led healthcare institutions, particularly in developing countries, but there has recently been increased agitation by other medical professionals challenging this practice, resulting in an avalanche of challenges. There are also complicated employee characteristics, such as persistent conflicts between healthcare professionals over headship in hospitals, a perceived discriminatory pay structure that is a source of concern, the failure to implement signed agreements resulting from negotiations, poor interpersonal relationships that have resulted in professional conflicts, and other corporate welfare programs that have further complicated the situation and exacerbated these agitations. Healthcare professionals have been involved in interdisciplinary conflicts as a result of this situation. This prompted Akanbi (2020) to carry out a study to determine the influence of conflict management dynamics toward staff performance in selected tertiary healthcare institutions in North-central, Nigeria. 
Both quantitative and qualitative data were collected using closed ended questionnaire and structured interview, respectively, from a total of 353 staff drawn from Federal Medical Centre, University of Ilorin Teaching Hospital, Bida and Federal Medical Centre, Lokoja, using a multistage sampling technique. The collected quantitative data were analysed using both correlation and multiple regression analysis, while, qualitative data were analysed using thematic analysis using NVivo12. The study’s findings from thematic analysis indicated positive relationship between conflict management dynamics and staff performance. The study came to the conclusion that headship disputes should be properly managed to improve patient care while negotiated agreements are upheld by the government to avoid strikes. In order to ensure effective staff performance in the chosen tertiary healthcare institutions in North-central Nigeria, conflict management practices should focus on equity, merit, a clearly defined job description for staff to know their official boundaries, and to discourage sentiments. 
According to the study, in order to win over employees and avoid future conflicts, the government should consider seriously the subject of written agreements during negotiations, and management of tertiary healthcare institutions should get familiar with the negotiation process. In order to improve service delivery, detailed job descriptions that specify the official duties and functions of the various experts in the health sector should be prioritized. This will help to handle headship disputes in the healthcare sector by both policy implementers and the government. 
A natural dispute that results from individuals or organizations with different opinions, attitudes, values, or needs is known as conflict. In higher education institutions, such as universities, conflict is becoming common. Conflict has been a component of academic life from ancient times, as evidenced by a wealth of literature.  This led Derby & Kusi (2019) to conduct a mixed methods research study that adopted the sequential explanatory design, aiming at investigating the factors that determine conflict among the academic staff of a private university college in Ghana and its effects on the staff. Quantitative data were collected using questionnaire from a total of 60 academic staff drawn using both simple random and stratified sampling techniques, whereas, qualitative data were collected using interview from 8 experienced staff drawn using purposive sampling technique. 
Quantitative data were analysed using means and standard deviation, while, qualitative data was used to provide explanations on the key quantitative findings where necessary. The study’s findings revealed that promotion procedures, pressure to meet deadlines, competition for power, work expectations, and the styles of leadership employed were the key determining factors of conflict among the academic staff. The study came to the conclusion that staff conflict results in increased motivation, personal maturity, and growth, but low productivity. Therefore, it was advised that the administration of the university put in place the necessary mechanisms or support systems, such as performance appraisal procedures and regular encouragement with a focus on feedback, to ensure that the staff prioritizes the institution's interests above their own in order to improve performance. 
Industrial disputes are commonly used to describe conflicts that arise within the context of an employment relationship. As in every social system, disputes are seen as an intrinsic component of the job relationship. This reinforced Nyan (2017) to carry out a descriptive research design study on examining the causes and management of industrial disputes between university management and the junior staff represented by the Teachers and Educational Workers Union (TEWU) at the University of Cape Coast in Ghana. Questionnaire was used to collect quantitative data from a total of 337 respondents. The findings of the study revealed that salaries and wages were the main determining factors that influence disputes between the management and union in the University of Cape Coast. However, the study found that most of these disagreements may be settled amicably through negotiation without outside assistance. 
The survey also showed that the majority of the junior staff did not understand the terms of service, which are supposed to serve as a guide for them when they have concerns. Based on the study's findings, it is advised that management take immediate action to address concerns relating to staff wages, salaries, and other financial perks in order to avoid the onset of labour unrest. The junior employees should be periodically informed on the rules, policies, regulations, and terms of service by the TEWU leaders and Management. 

Negotiations and conflict resolution depend heavily on group interests and personalities. Different opinions, ideologies and beliefs lead to conflict. This led Thwala (2022) undertake a mini-review on conflict, conflict management, and negotiations. The results of the review revealed that conflict is inescapable. A substantial change has been noticed from older theories that tried to avoid conflict to modern theorists' viewpoints on learning and development. There is a distinction between conflict management and conflict resolution, but negotiations are linked to both conflict resolution and conflict resolution. 
Because of their impact and relevance on organizational productivity, job satisfaction and work performance have sparked scholarly discussion. This triggered Peter (2019) to carry out a correlational research design study to investigate the correlation between job satisfaction and job performance among university academic staff in Tanzania, through the use of Herzberg’s Two-Factor theory. Strikes by academic staff had increased as a result of their increasing demands for better terms of service as a result of their dissatisfaction with low wages, the absence of recognition, promotion procedures, and responsibility, all of which contribute to high job turnover as many academic staff members pursue more financially lucrative non-academic careers, such as politics. 
Quantitative data were collected using questionnaire from a total of 411 academic staff drawn from six universities using purposive sampling technique, whereas, qualitative data were collected using semi-structured interviews from 6 Deputy Vice Chancellors – Administration, 2 leaders of the academic staff union and 12 senior academic staff. Themes were used to analyse qualitative data, whilst descriptive and inferential statistics were used to analyse quantitative data using SPSS version 16. The results showed that there is no statistically significant correlation between university academic staff job performance and the indicators of compensation, recognition, advancement, job satisfaction, and responsibility. The study suggests that university administration should reward academic staff for their efforts in order to motivate them to perform better at work and so improve institutions' performance. 
2.5 Research Gaps

2.5.1 Theoretical Gap

The theoretical foundations of this study have been a result of a gap emerged from the fact that most of the reviewed literatures about labour disputes toward employee performance, for instance, Khan et al. (2021) and Alam et al. (2020) applied Maslow’s Hierarchy of Needs Theory, while, Peter (2019) & Hee et al. (2019) utilized Herzberg Two-factor Theory, in defining motivational, psychological, and hygienic factors as the determinants of job satisfaction toward employee performance. This study adopted the idea from Khan et al. (2021) and Alam et al. (2020), by applying the Maslow’s Hierarchy of Needs Theory, but the researcher categorized the individuals’ needs into two areas, namely, motivational and psychological factors. Additionally, due to the nature of this study, the researcher used the Face negotiation theory to address the issue of dispute resolution.
2.5.2 Contextual Gap

The majority of the studies that were reviewed in the literature regarding the relationship between labour disputes and employee performance, for instance, Hanaysha & Hussain (2018); Hee et al. (2019); Hanaysha (2016) were conducted in Malaysia; Alam et al. (2020) was conducted in Bangladeshi; Akanbi (2020) & Duru et al. (2022) were done in Nigeria; Stachowska & Czaplicka-Kozłowska (2017) was performed in Poland; Moloantoa & Dorasamy (2017) was done in Lesotho; Nyan (2017) & Ampomah et al. (2022) was undertaken in Ghana; and by Farooq (2022) conducted in Uganda, while, only one by Peter (2019) was done in Tanzania. Due to limited studies on this area in Tanzania, the researcher, therefore, decided to fill this gap through assessing the relationship between labour disputes and employee performance at the State University of Zanzibar in Tanzania.
2.5.3 Conflicting Views

A motive to undertake this study was resulted from conflicting views, for instance, a study by Khan et al. (2019) revealed that job satisfaction influences job performance, while, Hanaysha (2016) showed that job satisfaction was impacted by employee engagement, work environment, employee motivation, and organizational learning influence. A study by Hee, et al. (2019) also indicated that job satisfaction was influenced by salary, company policy, work condition, recognition, growth, supervision, achievement and the work itself.

Furthermore, various studies, for example, those by Stachowska & Czaplicka-Kozłowska (2017); Hanaysha & Hussain (2018), Ampomah et al. (2022); Duru et al. (2022), were in support that motivational and psychological needs, such as, allowances, salary increase, regular timely salary, promotions, and involvement in decision-making, interpersonal relations, effective communication, self-development possibilities, teamworkinfluenced job satisfaction, which, then impacted employee performance. Surprisingly, a study by Duru et al. (2022) found that employee was not motivated by recognition, annual increments, supervision, fringe benefits and bonuses. 
While salary, relationship with co-workers, access to resources influenced employee job satisfaction, but, they were dissatisfied with benefits, a lack of equipment, allowances, and poor institutional management (Khan et al., 2019). Additionally, a study by Derby & Kusi (2019) found surprising findings that, staff conflicts were influenced by increased motivation, personal maturity, and growth, but with low productivity. Further results that made the researcher curious to undertake this study, was the one undertaken by Peter (2019), that found that there was no statistically significant influence between motivational factors (such as, compensation, recognition, advancement, job satisfaction) and university academic staff job performance.

2.5.4 Recommendations for Further Studies

One of the factors that influenced the researcher to undertake this study was recommendations for further study posed by Hee et al. (2019). Another recommendation for further study was that of Khan et al. (2021) who recommended for studies on theories of motivation and satisfaction focusing on human psychology, a gap which this study aimed to bridge. 
2.5.5 Methodological Gap

Another area that prompted the researcher to undertake this study was methodological gap. For this case, most of the reviewed studies, for instance, that of Alam et al. (2020); Khan et al. (2019); adopted positivism research philosophy, while, Duru et al. (2022); Khan et al. (2021); Nyan (2017) utilized descriptive research design, Khan et al. (2019); Hanaysha (2016); Duru et al. (2022); Hanaysha & Hussain (2018) used Cross-sectional studies. Additionally, most of the studies, such as, Khan et al. (2019); Hanaysha (2016); Duru et al. (2022); Hanaysha & Hussain (2018); Stachowska & Czaplicka-Kozłowska (2017); Moloantoa & Dorasamy (2017); Ampomah et al. (2022); Nyan (2017), collected their data using questionnaires, whereas, Khan et al. (2019); Hanaysha (2016); Duru et al. (2022); Hanaysha & Hussain (2018); Stachowska & Czaplicka-Kozłowska (2017); Moloantoa & Dorasamy (2017); Farooq (2022); Nyan (2017); Peter (2019) focused in the university institutions.
Among the reviewed literatures, for example, Khan et al. (2019); Hanaysha (2016); Hanaysha & Hussain (2018) adopted CFA-SEM, while, as few as, Khan et al. (2019); Ampomah et al. (2022) and Peter (2019) adopted both Descriptive statistics and inferential statistics, and only, Khan et al. (2019) and Hee et al. (2019) collected data from only faculty members. There was considerable studied reviewed, such as, Stachowska & Czaplicka-Kozłowska (2017); Moloantoa & Dorasamy (2017); Peter (2019) that collected data from only none academic, while, Hanaysha (2016); Hanaysha & Hussain (2018); Moloantoa & Dorasamy (2017); Peter (2019) used SPSS as a tool for data analysis, and Moloantoa & Dorasamy (2017); Khan et al. (2019); Akanbi (2020); Derby & Kusi (2019) utilized both qualitative and quantitative data in their research.
Very few reviewed studies, as those of, Hanaysha (2016); Hanaysha & Hussain (2018) used SPSS AMOS, whereas, only Duru et al. (2022) and Akanbi (2020) used multiple regression analysis; while, only, Akanbi (2020) adopted correlational analysis; Akanbi (2020) used thematic analysis; Duru et al. (2022) collected both primary and secondary data; Derby & Kusi (2019) adopted simple random sampling; whereas, Duru et al. (2022); Derby & Kusi (2019) utilized stratified random sampling techniques;  Farooq (2022); Derby & Kusi (2019); Peter (2019) adopted purposive sampling techniques; Akanbi (2020) used multistage sampling techniques; while,  only Farooq (2022) collected qualitative data and Thwala (2022) undertook a review of literature. These all therefore, inspired the researcher to undertake a study aiming at assessing the relationship between labour disputes and employee performance at the State University of Zanzibar, in which two theories, namely, Maslow’s Hierarchy of Needs Theory and the Face negotiation theory were adopted to guide the study. 
2.6 Chapter Summary

The chapter began with definitions of the numerous terms utilized in this investigation. This was followed by a thorough examination of the theoretical literature that revealed the framework and theory that would be employed in the study. In addition, numerous approaches were examined after the empirical assessment of the literature, which examined the work by other researchers who undertook comparable studies. This analysis helped identify the gaps that served as the basis for this study. The conceptual framework, which included illustrations of numerous variables (including dependent and independent variables), was then created.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction
This chapter presents the methodological aspects of the study. It describes the geographical location of the study, research design, and approach to the study, area of study or population, sampling techniques and sample size, research instruments, ethical issues and data analysis.
3.2 Research Philosophy

Research Philosophy guides the collection of data in   an effective and correctly manner (Johnson and Christensen, 2005). Yin (2009) defined research philosophy as a belief about the ways in which data about a phenomenon should be collected, analysed and used. In other words, the research philosophy provides the researcher with knowledge to make decision about a specific research design (Easterby-Smith et al., 2002).  In this study an interpretivism research philosophy was adopted. interpretivism is a research philosophy that emphasizes understanding social phenomena by interpreting the meanings, values, and beliefs that individuals ascribe to their experiences. Interpretivists argue that the social world is complex and subjective, and that human behavior is shaped by individual perspectives, social and cultural norms, and historical context. Therefore, the goal of interpretive research is to uncover these subjective meanings by examining the narratives, symbols, and interactions that people use to construct their social reality.
3.3 Research Approach
This research employed a qualitative approach. According to Mohajan (2018), qualitative approach labels and interprets issues in a systematic manner from an individual perspective towards producing new ideas and theories. Qualitative approach is characterized by rich explanation as the researchers try to capture conversations, experiences, perspectives, voices and meanings with words instead of statistical samples (Delport & De Vos, 2011). In this study, the qualitative approach has been employed because the approach sought to examine individual understandings, thoughts and opinions though it is not measured statistically, it could be used to determine the quality of data through description and interpretation of the issue (Percy et al., 2015). Thus, this qualitative research described and interpreted issues systematically from the individual perspectives so as to advocate the study conducted by Viswambharan and Priya (2016).

3.4 Research Design

Research design has been defined as a plan of action used to guide a researcher in data collection and during data analysis based on the research objectives and questions (Kumar, 2018). This study employed a case study design which is a written description about the situation in which a specific case of a small group was focused (Rahi, 2017). Case study is a qualitative research design that involves an in-depth examination of a particular case, which could be an individual, a group, an organization, a community, or an event. The aim of a case study is to explore a phenomenon in its natural setting, to gain a deep understanding of the complexity of the phenomenon, and to generate rich and detailed data. 
In a case study, data collection methods such as interviews, observation, and document analysis are used to collect data from multiple sources. The researcher may also use triangulation, which involves collecting data from different sources to validate the findings. This case study design was employed because the researcher wanted to reduce doubt, avoid the chance of drawing improper interpretations, and due to the flexibility of this research design in data collection that allowed for multiple methods of data (Creswell, 2014).
3.5 Study Area 

The study was conducted at the State University - the University which is not only rich with large number of campuses but the scattered ones as well. This is none but the State University of Zanzibar (SUZA). With its seven scattered campuses, this study area has been selected because it suited the researcher’s schedule, access to social relations and seriousness of the existing problem that has been facing the learners with hearing impairment and negatively affecting their both staff and academic life. These reasons therefore convinced the researcher’s choice of the identified study area for examining the existing relationship between labour disputes and employee performance. The area was too complicated to as all campuses are scattered even in Pemba Island. That is why there was no need of capturing and indicating geographical area of all campuses. However, as a qualitative researcher, he sought to visit and understand the settings personally as suggested by Creswell (2009).
3.6 Target Population

Population refers to a specified aggregation of study elements for translating the abstract into a workable concept (Wanjiku, 2010). Other literature tries to define population the other way around. However, they reflect the same notion. For instance, the study conducted by McMillan and Schumacher (2010) argue that population is a group of elements in terms of individuals, items or actions that follow the specific criteria to which the general results of the research are anticipated. The study’s general population was SUZA employees. However, on the target population, the study conducted by Kothar (2004) argued that the target populations are the total figure of subjects in the researcher environment for the interest of study. In particular, the target populations of this study included employees of State University of Zanzibar especially Departments heads, academicians and supporting staffs who may be mostly affected by labour disputes in this reputable higher learning Institution in Zanzibar.  
3.7 Sampling

Sampling is defined as a process of selecting a small group from out of a larger one (Williman, 2011). Sampling involves a concise description of the participants for providing the reader with understanding of the whole picture of the topic or phenomenon of interest (Williman, 2011). In this study, sampling type, sampling procedure and sample size have been described.

3.7.1 Sampling Procedures

The study was concerned with the respondents who were picked purposively for answering the questions in respect of the existing problem. This implies that the study was based on purposive sampling which is the process of selecting a non-probable sample based on the knowledge of a population in terms of categories, characteristics and the study purpose (Babbie, 2011: Hesse-Biber & Leavy (2011). In this study, purposive sampling was a preferred type of sampling because it provided a researcher with an opportunity to work with the respondents who had relevant information and experience with respect to the objective of the study on the labour disputes in relation to employee performance (Bryman, 2016). 
These respondents were purposively sampled in terms of specific categories which included Departments heads which are five (5) who seemed to be more experienced, full time academicians ranging from tutorial assistant, TA, assistant lecturers AL, Lecturers, senior lecturers SL, associate professors AP, professors P and supporting staff who do not only represent other SUZA staff but the ones who are characterized by comprehensive understanding of SUZA daily operations.

3.7.2 Sample size

A sample is a small group of people chosen from a large group of people (Cohen et al 2001). According to Patton (2002), there are no rules for sample size in qualitative inquiry. Basically, selection of participants depends on what the researcher   wants to know; the purpose of the inquiry; what will be useful, what will have credibility, and what can be done with available time and resources.  It is from this basis that the sample size in qualitative study is always smaller as compared to those collected in quantitative studies because it is not the sample size that determines quality of the study except quality (Holloway and Wheeler, 2002).  Based on these grounds, this study purposively included Thirty-five (35) key respondents to collect qualitative information.  The whole sample size of this study has been shown in Table 3.1.

Table 3.1: Categories of Respondents and Sample Size

	Categories of respondents
	Sample size
	Frequency 
	Percentage

	
	Male
	Female
	
	

	Department heads
	05
	-
	05
	14.%

	Academicians (AL. L)
	10
	05
	15
	43%

	Supporting staff (cleaners)
	05
	10
	15
	43%

	Total 
	20
	15
	35
	100%


Source: Researcher, (2022).

3.8 Data Collection

Data collection is an activity conducted by researcher for the purpose of learning something about people or things (Mertens, 2010). This study collected primary and secondary data so as to justify the existence of practice barriers facing academic and supporting staff from SUZA. Specifically, primary data were collected afresh from the study participants while the secondary data were collected from the documents reviewed in the school office to supplement the data from primary sources for the purpose of enriching this study. 
3.9 Data Collection Methods

Cohen et al. (2017) described the data collection methods as the range of approaches used in gathering the information, which are to be used as a basis for inference and interpretation, for explanation and prediction. According to Williams (2011), research is equipped with methods and tools used for different types of enquiry. This study employed more than one method of data collection that could give the researcher an opportunity to have an in-depth understanding of the existing problem. These methods included interview questionnaire and document review.
3.9.1 Interview

Interview is a dialogue through which the information between a researcher and respondent can be exchanged (American Psychological Association, 2019). Interview as a tool for data collection was employed in this study because it is the most flexible method of data collection as advocated by Seidman (2013). This study employed interview guides whose questions were semi-structured (Creswell, 2014) for the purpose of allowing the researcher to explore a deep understanding of the problem, increasing comprehensiveness, making systematic data collection and making easy correction of logical gaps in the data which would increase the level of rationality by giving accurate description of the phenomena. 
Also, the choice of interview method in this study is based on its usefulness for getting the story behind a respondent’s experiences, its relevance to illiterate respondents and the loophole for the researcher to probe deeper into the given situation. In addition to that, it also provides more relaxed atmosphere in which, to collect information people may feel more comfortable having a conversation with the researcher about their program as opposed to filling out a survey.

In this study one interview guide was designed for 15 supporting staff, the guide was constructed based on the researcher’s personal experience and literature review in order to secure the perspectives on the labour disputes. These different interview sessions were held separately because the researcher was interested in hearing different stories for the purpose of getting sufficient data for a less costs. The interview sessions were conducted in a designed quiet, private and preferred SUZA offices for ensuring the quality of recording the data recorded using smartphone as a modern device.

3.9.2 Questionnaire

Questionnaire is a research instrument consisting of a series of questions and other prompts for the purpose of gathering information from the respondents (Cohen et al., 2017). According to Harlacher (2016), questionnaire is defined as a set of questions administered to individuals to gather useful information. This is a guide that outlines steps to measure attitudes, perceptions, or facts and assist educators in gathering information when making lower stakes decisions. Based on the research problem, the researcher prepared questions in both open and close-ended styles, in a soft copy mode which were later distributed to 15 academicians (AL, L, SL, AP, and P), and the additional five questionnaires were distributed to department heads. The questionnaires were distributed to these respondents because of limited time for them to sit for interview or FGD due to the allocation of many tasks.
3.9.3 Documentary Review

According to Evaluation Briefs (2018), documentary review is a method of collecting data by reviewing the existing documents. In this study, document review method of data collection was employed for the purpose of gathering background information in terms of the history, philosophy and operation of the programmes being evaluated and the organisation in which it operates. The documentary review included the newspapers, newsletters, government publications, reports from libraries and Acts. Therefore, the researcher was using documentary review as one of data collection method because this method was cost effective hence helping the researcher to make conclusive decisions when they were compared with the responses obtained in other instruments. This method of data collection was used in this study with reference to Creswell (2016) which argues that documentary review the method is authentic, credible, representative and meaningful and above all, it is a quick method of gathering background information and general institutional operation of the programmes.
3.10 Data Analysis Plan

Data analysis refers to the examination of what has been collected in a survey or experiment and creation deductions, inferences and supporting decision-making (David, 2003). The data were analyzed through a thematic analysis based on (Clarke, Braun, & Hayfield, 2015). However, the data collected through questionnaire were coded, classified and translated into frequency and percentage related to labour disputes in State University of Zanzibar. Coding was done to replace unethical words and maintain confidentiality. Therefore, the collected data through interviews were transcribed, translated, coded, classified and a report was written (Clarke, Braun, & Hayfield, 2015). Specifically, coding was employed according to the researcher’s perspective for instance; Academicians were being coded as A.L as Assistant lecturers, L for lecturers, SN as senior lecturer, AP as associate Professor P as professor, HoD for department heads and SS for supporting staff (cleaners).
Table 3.2: Descriptions of Stages of Thematic Analysis
	Phase
	Description of the Process 

	Phase1: Becoming familiar with the data
	After collecting data from  indepth  interviews in a verbatim manner, the transcriptions  were  read and re-read in order to become thoroughly familiar with it, and to immerse  in the data.  

	Phase2: Generating initial codes
	Coding interesting features of the data in a systematic manner across the entire data set. Collating data relevant to each other.

	Phase 3: Searching for themes
	After generating initial codes, the codes were  collated into possible categories and sub-themes, gathering all data relevant to each potential theme.

	Phase4: Reviewing themes
	Checking the themes worked in relation to coded extracts and the entire data set. Generating a thematic “map” of the analysis.

	Phase5: Defining and naming themes
	Ongoing analysis to refine the specifics of each theme and the overall story the analysis tells, generating clear definitions and names for each theme.

	Phase 6: Producing the report
	Selection of vivid, compelling. Final analysis of selected extracts, relating back of the analysis to the research question and literature. Producing report of the analysis.


Source: Clarke, Braun, & Hayfield (2015) and Cohen et al. (2007).

3.11 Trustworthiness

This part consists of the criteria that justify the quality of this qualitative research which according to Korstjens and Moser (2018) includes credibility, transferability, dependability and confirmability.
3.11.1 Credibility

According to (Korstjens & Moser, 2018), credibility is the measure of the degree of consistency of the findings and interpretations, which is in turn comparable to internal validity in a quantitative research. Credibility is concerned with testing what it actually intended to measure. Triangulation of research instruments was the techniques used to ensure credibility in this study (Lincoln and Guba, 1995). The use of multiple sources of data such as Head of departments, academicians, supporting staff, furthermore, credibility was ensured through multiple data collection methods including interview, questionnaire and observation methods (Wallen & Fraenkel, 2001). This study is credible as the data were originally generated from the participants who explored realities that were correctly interpreted in accordance with what exist in the minds of these respondents who could be purposively sampled.
3.11.2 Transferability 

 Transferability is the calculation of how applicable or generalizable the findings of a study in one setting may be in other settings. For quantitative research, transferability is equivalent with external validity. Lincoln and Guba (1985) argued   that the researcher’s major task is to provide thick description of the phenomena and not to decide whether the findings can be generalisable. The authors argue that it is the reader who can decide whether or not to generalize the findings to other contexts. Transferability was achieved in the present study by presenting detailed descriptions of the study context, methodology and research design characteristics. Through the detailed descriptions the reader may decide if the findings can be generalized for other settings.
3.11.3 Dependability

According to Sheraton (2004) dependability relates to the reliability issues that, if the research was repeated in the same context, with the same methods and participants, then similar results would be obtained.  In other words, consistency refers to the fact that one study's findings could be the same if the same study was repeated with different participants somewhere else in a similar context. Dependability in quantitative research is comparable with reliability. In the present study, reliability was addressed by detailed reporting of the research's methodological procedures, thus enabling a future researcher to repeat the work, to gain similar results. Reliability has been achieved by keeping records of methodological decisions and various types of personal notes/memos used as important tools for the future during the study.

3.11.4 Confirmability

Confirmability refers to the degree to which the findings of a study can be confirmed by another independent researcher, similar to the concept of objectivity in quantitative research (Lincoln & Guba, 1985). It reflects the extent to which research findings are as a result of the experiences and ideas of the informants, rather than the characteristics and preferences of the researcher (Sheraton, 2004). A key measure for confirmability is the extent to which the researcher acknowledges the limitations in the study's methods and their potential effects (Miles & Huberman, 1994). In the current study, the researcher ensured confirmability by acknowledging and clarifying the grounds for supporting the chosen research design, and by grounding the study's conclusion in the data.
3.12 Ethical Issues Consideration

Conducting this qualitative research was matter of adherence to the ethical issues and all principles of social science research (Kumar, 2018). This part is about the research ethics which according to Kothari (2004) involve the use of fundamental ethical principles to a variety of issues in conducting scientific research. In this study, the researcher was aware of such ethics and thus, he complied with the ethical and legal obligations accordingly. Initially, the study maintained ethical issues by seeking an introduction letter from The Open University of Tanzania (OUT) which was submitted to the Second Vice President Office which has the authority of allowing people to conduct research in Zanzibar. It is after this submission when another procedure of requesting study permission from the Chief of government statistician had to be followed. 
During the field, the study observed ethical issues by declaring free consent of the study participants where the consent was sought for data collection and a written consent form was provided to the participants in English language because the participants are educated and conversant enough with English language. It is at this stage during which the respondents were informed of the study purpose to the extent that necessary attention could be paid and respected concerning their right to privacy and protection from any harm which can result from their participation in the study.
On the confidentiality and anonymity, the study-maintained confidentiality by assuring accurate data protection and high degree of data integrity. The device employed for data collection was confidentially preserved to the extent that the recorded data would be locked in a pass-worded computer and placed in a safe room while in the presentation of findings. This implies that the data were preserved in such a way that there would be no room for data exposure. This justifies appropriate storage and usability of data (McMillan & Schumacher, 2010). In maintaining confidentiality, A.L was used instead of Assistant lecturers, L for lecturers., HoD for department heads and SS for supporting staff (cleaners). From this description, therefore, ethical and legal consideration covered all important issues which are culturally sensitive, procedural and confidential hence high degree of data integrity.

CHAPTER FOUR

FINDINGS, ANALYSIS, DISCUSSION

4.1 Introduction

This chapter provided a data perspective, an analysis, and a discussion of the study's findings. The findings are analysed and presented in accordance with the research objectives, tasks, and questions that guided this study. The findings were also discussed in light of the study's existing literature. The chapter was divided into three sections. The first section examined influence of physiological needs disputes on employee performance at the State University of Zanzibar. The second section examined influence of psychological needs disputes on employee performance at the State University of Zanzibar. The third section examined influence of labour negotiations on employee performance at the State University of Zanzibar. The main themes were identified, discussed, and supported by empirical evidence in each section. 
4.2 Physiological Needs Based Labour Disputes on Employee Performance at the State University of Zanzibar
In this section, the study presents the physiological needs based labour disputes in the State University of Zanzibar. The concern was to find out the root causes of the labour disputes in SUZA. The findings have revealed that the physiological needs are among the factors leading to labour disputes in SUZA. Findings from data analysed are presented in the following parts. 
4.2.1 Promotion based Labour Disputes 

The study assessed whether promotion is a contentious issue that can generate labour disputes. On this matter, perceptions differed but two themes emerged from the interviews. One theme was that “Injustice in promotion is a source of labour disputes”; another theme was “Not applicable” which was interpreted as promotion is not a source of “labour disputes” in SUZA. 

Respondents had the following to say concerning promotion:

“Yes, promotion is a problem that can lead to disputes in SUZA” (HD1) 

“Promotion are delayed as the human resources department takes a lot of time to release the names of those promoted and to have the scale changed” (AC4).
“I do not think that promotion is source of labour disputes in SUZA, things are done systematically” (Ac 5).

The findings revealed that the problem of promotion is felt by some members and not others. This may be due to the fact that members who have had to deal with issues of promotion are those in higher positions while those in lower position have not yet started climbing the ladder of promotion. Furthermore, this issue is related to the capacity of human resources department to handle requests on time. This can be associated with the competence of the management in place. The management can change from time to time. These findings corroborate the views expressed by some authors on the efficiency of human resources department and on the way, they handle personnel issues (Moloantoa and Dorasamy, 2017). They argued that “in essence, job satisfaction remains a crucial human resource dimension”.  
4.2.2 Transport Allowance based Labour Disputes 

The study also investigated whether transport allowance is a source of labour disputes. This concern was raised due to the fact that in some institutions there are staff members who are entitled to transport allowance and if the allowance is not given, this can generate the conflicts among staff and management. The answers from respondents were classified into two themes: those who have allowance, and those who do not have allowance. The interviewed had the following to say. 

“Personally, I am not given transport allowance, and I have no claim over it” (AC2).
“I am disappointed, transport allowance is not given while I deserve it” (HD4).
“I get transport allowance very late; I am obliged to use my own car” (HD3)
The findings show that transport allowance can be a controversial issue for those entitled to it but not an issue at all for those who are not entitled to it. Those who are entitled to it complains about not being given allowance on time, and this can lead into disputes between management and heads of department specifically. These findings are aligned with the views of Ukata and Silas-Dikibo (2020) who argue that conflicts in higher education institutions may arise due to disagreement between people and members of the organization. 
4.2.3   Salary based Labour Disputes 

The study also investigated whether salaries were source of labour disputes in SUZA. The concern about salaries is vital since employees depend on salary as their rights and rewards for the job done. When salaries delay or are not given at all this can generate conflicts and disputes among people. This can also lead to lack of job satisfaction and poor performance if it is not well managed. 
This study conducted interviews with respondents on this issue and answers given were classified into three themes: salaries do not constitute a problem, salaries constitute a problem, and salaries are not enough. The respondents expressed their views in the following way: 

“I work hard but I always get my salary delayed, it makes my plan to fail” (AC7).
“I am ok with my salary, I thank God for that” (HD1)

“I think we deserve salary increments, we work in difficult conditions” (AC9).
These findings reveal that those who have no problem with the salaries are not involved in disputes. But for those who have problems with the salary either because it delays or because it is not enough can easily be caught up in labour disputes. Complain about the delay can be easily addressed but the salary increment can involve more processes. These findings corroborate those expressed by Hanaysha (2016) on job satisfaction in higher education in Malaysia stating that salary is among the factors leading to job satisfaction. They also confirm the views of Szromek and Wolniak (2020) who referred to salaries and non-salaries remuneration and competitive salaries in job satisfaction among academic staff in higher education. According to Alam, et al., (2020) wages can have an effect on productivity and complains about wages can lead to low productivity. 
4.2.4 Supervision based Labour Disputes 

This research also assessed whether supervision was among the factors leading to labour disputes. The supervision of bosses in institution can be a problem when their leadership style is not well managed. Though supervision is important to get the work done, yet it is an area which has potential for sparkling misunderstanding due to conflict of interests. This study assessed whether supervision was a problem in SUZA. The analysis conducted revealed two themes: supervision is not a problem, supervision is a problem. 

“As far as I am concerned, I find no problem with supervision, it is part of my work condition” (HD2).
“Supervisors are always on our neck and they do not appreciate what we deliver. We are mature we can handle work on our own” (AC7).

These findings show that for those who have no problem with supervision have no need of disputes in the workplace. Furthermore, these findings reveal that those who have problems with supervision can be engaged in labour disputes. Therefore, the management is supposed to be aware that supervision can lead into disputes if it is not well managed. These findings confirm those expressed by Stachowska and Czaplicka-Kozlowska (2017) who supported the views that motivation in higher education institution is a fact that depends on style of human resource management applied in those institutions. Furthermore, Hartono (2022) argue that “organizational politics is one of the sources of employee stress as it creates various pressures from the demands that the leadership team makes on their employees”.
4.2.5 Study Leave based Labour Disputes 

This research investigated whether study leave is among the factors that can lead to labour disputes. The study leave has been identified as a need of employee that can increase their capacity and wellbeing. Addressing this need can therefore result into employee motivation and job satisfaction in organization. This study assessed whether employees in SUZA have problems related to study leave. Findings from this assessment show that there were three major themes that emerged from the analysis: study leave is given, study leave is difficult to get, study leave are not considered. These themes were expressed in the following ways: 

“Since I have started working, I have not yet been given the study leave” (AC11).
“I tried to get the study leave, but I find the process very complicated, it involves getting admission and demanding for the authorization from the top management, it is somehow complicated” (AC6) 

“I have got study leave for advancing my education and our university has been very supportive” (HD5) 

The findings have highlighted that those who have no problem with study leave are not likely to engage into disputes. However, those who have failed to get study leave and those who find the process difficult can easily get involved into labour disputes and this can affect their work performance and their productivity. These findings have corroborated those from other scholars. Wambui et al. (2016) expressed the importance of balancing work and life in order to increase performance in institutions of higher learning. It argues that leave programs can enhance motivation and performance. Furthermore, it confirms the views of Vuorinen-Lampila (2016) who expressed the need for female employees in higher education institution to be entitled to different leave programs. Therefore, if study leave is not handled with care by management, it can lead to labour disputes.  
4.2.6  Overtime based Labour Disputes 

This study also assessed whether overtime can be source of labour disputes in SUZA. The study involved overtime because it may affect needs of employees to have time to rest and to vacate to other business. This study assessed whether overtime affects employees. Findings show that responses can be classified into three major themes: overtime has no effect; overtime has effect, not concerned with overtime. The respondents expressed their views as follow: 

“I do not get overtime; I always leave the work on time” (AC12)

“I often work overtime and I am not paid for working overtime” (HD8)

“I don’t mind working overtime, I do it for my interests and for my progress, this is part of my teaching profession” (AC9).
These findings show that those who have no problem with overtime will not likely to engage into labour disputes over overtime. However, those who complain about overtime and not being paid for working overtime will likely engage in labour disputes around the issue of overtime. These findings correlate with the findings of the study conducted by Smith and Fredricks-Lowman (2020) who argued that toxic leadership in higher education institutions can force people to achieve goals but this can sometimes lead to destruction since some leaders are hostile to their employees. Furthermore Khan et al. (2019) who claimed that work management has an effect on job performance and job satisfaction in higher education institutions.   
4.2.7 Influence of Physiological needs on Employee Performance 

This section has assessed whether physiological need can have influence on employee performance. It used 6 items to prove this construct of physiological needs. These items were promotion, transport allowance, salary, supervision, study leave and overtime. The findings from this study have showed three themes connected to the employee performance: job satisfaction leads to job performance, disputes lead to poor job performance, not sure whether job satisfaction lead to employee performance. Respondents expressed their views as follow: 

“When my needs are satisfied, I perform my job better” (HD5)
“Since I have issues with my bosses, I am often discouraged to work hard” (AC3)

“I like to do things on my own; I do my job when I feel like doing it. My work conditions have nothing to do with my performance” (AC14)  
These findings show that employee disputes can lead to poor job performance. But job performance can also be linked to other factors other than employee disputes. These findings correspond to findings by Filho et al. (2020) who expressed their views that sustainability leadership in higher education institutions can generate more job performance and satisfaction. Furthermore, Enaifoghe (2022) also emphasized on collegiality as a way of improving performance in higher education institutions. Therefore, eliminating disputes and promoting collegiality can be one way of improving performance in higher education institutions.  
4.3 Psychological Needs Based Labour Disputes on Employee Performance at the State University of Zanzibar
This section discusses whether psychological needs contribute to labour disputes in SUZA. This is a concern because human beings tend to react when their needs are not addressed. Psychological needs are considered higher needs in the Maslow’s hierarchy of needs. The needs which were investigated are working environment, recognition/ promotion, treatment, practices, and participation in various activities. 

4.3.1 Working Environment Labour Disputes 

The study explored whether working environment contributes to labour disputes in SUZA. This concern arose because the working environment is a need that employee feel attached to. The working environment includes things like offices, working equipment, working materials, classrooms, lecture hall and the like. The answers from respondents of this study were classified into two themes: working environment is not a problem, working environment is a problem. Respondents expressed their views as follow: 

“SUZA is a university which offer a good environment for workers and students” (SS4)

“We are working under hardship we need better working environment and if possible hire new academic staff” (AC8).

The findings of this study reveal that for those without problem with working environment, they are not likely to be involved in labour disputes. However, those who have grudges with working environment are more likely to be involved in labour disputes. The main issue seems to be the academic staff are overburdened with responsibilities. 
These findings do not contradict those available in literature. Van den Broeck et al. (2016) in their review of self-determination theory of basic psychological needs at work argue that person-environment fit is important in motivating employees; so, employees need to be autonomous and to dominate their environment. Failure to that can cause humiliation and frustration. Furthermore, Duru et al. (2022) confirmed that their findings indicated that “personal preferences, individual needs and work environment had a significant positive relationship with the job performance.”
4.3.2 Recognition / Promotion Labour Disputes

The study has investigated whether recognition or promotion are factors leading to labour disputes in SUZA. This issue is pertinent and relevant because employees tend to respond well to recognition and promotion. When employees work hard, it makes a lot of sense to recognize their commitment and to promote them. This boosts their morale and motivation. The results obtained from this study had two themes: recognition and promotion do not constitute problem recognition and promotion constitutes a problem. The respondents had the following to say: 

“In this institution, promotion follows government instruction, when all requirements are available, we get promoted” (HD3) 

“I have been struggling with promotion but it has not yet been possible for me to get promotion and salary increment” (SS5)

In this study, findings reveal that those without issue with promotion are not likely to engage into labour disputes; however, those who have issues with promotion are likely to engage in labour disputes. These findings reflect findings in the available literature. Moloantoa and Dorasamy (2017) revealed that “lack of promotion and lack of fringe benefits have been cited by public educational institutions as some of the challenges facing employees.”   Furthermore, Khan et al. (2019) reveal that “an individual may be driven to improve their performance to obtain a promotion.” All in all, since promotion is an important need of the employees, management has to watch over it with extreme care. Failure to do that may result into labour disputes. 
4.3.3 Treatment of Employee

This study has assessed whether there is unfair treatment like discrimination and exclusion observed in SUZA. This issue of treatment has emerged on the surface due to abuse of power or exposure of employees to verbal abuse or threats. The study has also assessed whether the treatment has effect on job performance. Findings from the study have revealed two themes: treatment is not a problem, treatment is a problem. The respondents have expressed these views in the following ways: 

 “The availability of resources has been a problem since they are not purchased and made available; this leads us into poor access to those resources” (SS12)

“We always treat each other with dignity and respect as the work ethics that characterize our institution” (HD1)

According to these findings those who are affected by unfair treatment are more likely to be involved in labour disputes but those who are not affected are not likely to be engaged into labour disputes. The findings of this study corroborate the findings of scholars like Duru et al. (2022) “the survival of an organization is a function of the treatment given to individuals in that organization.”
4.3.4 Practices

The study assessed whether the practices are factors leading to labour disputes iin SUZA. Employees have psychological needs to react to various practices adopted in the institution or methods established to assure conduct and practices. The practices include various things such as policy prescriptions and procedures and interactions between people. The respondents who were involved in this study gave different views concerning this topic. The responses given were classified into three major themes: good practices, bad practices, neutral practices. Respondents had the following to say: 

“It takes me a lot of time to complete the work especially marking; I find that incentives should be given” (SS15)

 “Sometimes management does not listen to what we want, policies are very strict and it is difficult to make innovations” (AC3)

“This institution has good practices that have been established by wise people” (AC7)

“I am pleased with the way things are going on here” (SS11)

The findings show that some people have issues with practices in institution; these people are likely to be involved in labour disputes. But those who are have no issues with practices are not likely to be involved in labour disputes. These findings are aligned with the literature available. Szromek and Wolniak (2020) stated that Nigerian authors have found that the gross absence of self-imposed discipline among chief executives of higher education institutions resulting in financial mismanagement, nepotism, and other fraudulent practices has continued to worsen the plight of higher education in Nigeria. These practices can therefore lead to labour disputes.  

4.3.5 Participation in Various Activities

The study has also investigated whether the participation in various activities is the cause of labour disputes. Employees have a psychological need to participate in various activities. Participation increases ownership and shapes the way people collaborate in fulfilling the activities in the workplace. The investigation done by this study has got different responses which have been classified into three major themes: participation causes conflicts; participation does not cause conflicts; it all depends on different factors. Respondents have provided the following model answers: 

“When I am considered in the activities in my department, I become very much concerned and this responsibility increases my commitment to the university” (AC13).
“There are activities which are not interesting so I think if I could choose, I would not participate in them, but I am forced to participate by the obligations of the university” (SS10).
“Some people participate well in different activities but others are difficult and do not participate” (HD5).

 These findings show that those who feel not engaged in participation due to various reasons are likely to be involved into the labour disputes. But those who are satisfied with the way they participate are not likely to be involved in labour disputes. Findings from literature are also aligned with the findings of this study. Khan et al. (2018) have stated “research scholars classify human resource practices as recruitment and selection, job definition, performance appraisal, compensation, employee participation and training and development and postulate that implementation of these human resource practices in true sense will not only increase employee satisfaction and commitment but also result in increase of both individual and organizational performance.”

4.4 Labour Disputes Negotiations at the State University of Zanzibar

This section deals with labour disputes negotiations. It shows how labour disputes negotiations influences job performance in SUZA. Labour disputes include things like roles of human resource management, disciplinary committee, risk assessment committee, legal services, quality assurance committee, and trade union. These labour disputes negotiations mechanisms are found in various higher learning institutions. Therefore, each of them is examined separately in order to find whether they have influence on job performance. Thwala (2022) has clarified that negotiations are perceived as a mechanism applied for the two disagreeing or conflicting opponents to work together to achieve both individual and collective goals. Thus, negotiations are seen as a conflict management or resolution action. Negotiations are interactive and largely aim at finding compromise between the conflicting parties but they do not always result to consensus or common ground.
4.4.1 Human Resource Management 

The study investigated whether human resource management contributes to disputes negotiations and job performance. This issue was raised because human resource management has responsibility to make sure that employees enjoy their rights and perform their responsibilities as required. Therefore, human resources management is the first area to air complaints and to seek help when needs arise. The respondents were asked to give their views. Responses given were classified into two clusters: one theme is that human resource management play an important role in labour disputes negotiations, the second theme is that human resource management does not play well the role of labour disputes negotiations. The views were as follow: 

“The problems we face in the workplace are handled by HR department which helps to get our rights and to find solutions to our problems” (SS 11)

“The way HR department work is more paperwork, there is no room for negotiations and problem solving when it comes to private issues or relational issues” (AC10).
“HR negotiate with workers on various issues but some issues are beyond the capacity of HR and they require interventions of higher authorities” (HD2) 

These findings have highlighted the fact that human resource management department is a key in solving employees’ problems. However, they also show that HRM department is not the only instance to handle grievances. Some issues causing labour disputes are very sensitive and require higher instances. 

4.4.2 Disciplinary Committee 

This research tried also to find out whether disciplinary committees have influence on job performance through labour dispute negotiations. This topic is relevant because disciplinary committee help to handle issues that are of discipline and ethical nature. Disagreement that can generate conflicts can be resolved through disciplinary committee and can be handle to redress the situation and usher peace in the institution. Findings from different respondents have been classified into three major themes: disciplinary committee solve labour disputes and improve performance; disciplinary committee has no power or mandate to solve labour disputes; disciplinary committee tries their best but some issues are difficult to tackle. Respondents expressed their views as follow: 

“Some difficult people are often called to go and give explanation concerning the accusations but this does not help them to change their attitudes and behaviors” (SS 12) 

“Students and staff who disobey orders are taken to disciplinary committee and they are redressed” (AC7)

People have different attitudes even towards disciplinary committee, some change once they are taken to disciplinary committee but others do not change. They need more time and arguments to change” (HD5)

These findings reveal that disciplinary committees are important to some extent in solving labour disputes and improving job performance. However, in some instances; these committees fail to address the issue and this can perpetuate labour disputes and poor performance. These findings corroborate those available in the literature. Farooq (2022) stated that “the meaning of policy implementation in dealing with the violator and in reference to particular rules and regulations of the game, in moments where the policies are violated, disciplinary committees sit where necessary to take a joint action.”

4.4.3  Risk Assessment Committee 

The researcher was also interested in examining whether risk assessment committees are influential in reducing labour disputes and in enhancing job performance. The risk assessment committees are established in order to evaluate risks that can affect institutions and propose mitigation strategies to curb the spread of the risks. This study focused on the way risk assessment committees are used as labour dispute negotiations’ strategy. Respondents were asked to provide their views concerning this matter. Responses given were categorized into three themes: not sure, risk assessment committees are not efficient, risk assessment committee are efficient. Respondents gave the following model answers: 

 “Development strategies adopted in our institutions include risk assessment committee which deal with risks likely to affect institution. I don’t think it helps in solving labour disputes” (HD2)

“Risk committee is there for managerial purpose but does not contribute to labour disputes in our university” (AC1)

“As I see it is good to have risk committee in our institutions, it deals with different risks including labour disputes since they can threaten the existence of our institution and fulfillment of our mission” (SS3) 

These findings show that risk assessment committee can contribute to solving labour disputes if these disputes have reached a level of being perceived as risks. Otherwise, the labour disputes are not considered as risk factors so they are not dealt with in risk assessment. These findings corroborate those available in the literature. Ampoma et al. (2022) argued that there is a strong risk of confrontation when teams are actively competing to achieve and reach goals. Committees should make sure that conflicts are avoided so that they do not affect the team's results. 
4.4.4 Legal Services

This study investigated the influence of legal services on disputes negotiations and job performance in SUZA. The study was concerned with legal services because they help in resolving conflicts and in enhancing good working environment. Legal services are used in order to seek justice and stand for the rights of employees. The findings from respondents were classified into three major themes: legal services are not used, legal services are used but they are not efficient, legal services are used and they are efficient. Respondents expressed their views as follow: 

“we are rarely used to seeking legal services for our labour disputes, we normally work them out inside our institution and decisions are reached without going to external instances” (HD1)

“By the time disputes occur at the workplace, I find that it is better to report it to the court so that the agreement is reached” (AC11) 

“The differences between employers and workers are better handled in the court of justice, there, people are given their rights and issues are solved though they take a lot of time to have the verdict pronounced and can be discouraging to follow up the case” (SS3)

These findings have illustrated that it is important to use legal services to enhance laobur disputes negotiations. However, others have found that legal measures are costly and time consuming and it is better to work it out internally and to reach the decision without involving external institutions. These findings corroborate those found in the literature. Mwaniki and Muathe (2021) workplace conflict is thus endemic in most of the contemporary organizations and manifests in various forms including rivalries, fight for power and favor, jealousy, personal conflicts or in more serious forms such as staff strikes and legal actions. Furthermore, Akanbi (2020) argued that the areas of conflict are mainly in organizational management, infrastructure, leadership and teamwork, remuneration and motivation, career development and management, professional practice, labour, legal and governance issues amongst others. These findings show that legal services can resolve disputes but they can also fuel labour disputes.  
4.4.5 Quality Assurance Committee 

The study investigated the role of quality assurance committee in addressing labour disputes and in enhancing job performance. Quality assurance (QA) committees have been established in higher education institutions in order to comply with quality standards and to make higher education more accountable and more participatory. Therefore, quality assurance committees are believed to play a major role in establishing good working environment and in supervising different operations taking place in the institution. This study established the role of quality assurance committees in dispute negotiations in SUZA. Analysis of findings from respondents has shown that there are two major themes expressed and these are: quality assurance committees do not interfere with labour disputes, quality assurance is involved in labour disputes negotiations. The respondents had the following to say: 

“The work we are doing often involves conflicts and misunderstanding, quality assurance unit does not deal with our labour disputes, it is not part of their mandate” (HD4)

“Though we have quality assurance committee, it does not have power to decide what should be done in the institution, but it can advise on the way to solve disputes in case they affect quality of education provided” (AC2).
These findings have revealed that the quality assurance committee can participate in addressing problems associated with labour disputes through advice. However, QA committees do not have mandate to solve labour disputes and to address physical and physiological needs. These findings are in relation with those found in the literature. Rambe and Moeti (2017) argued that higher education in Africa and the world over is pressured by momentous challenges of broadening access to content and instruction, reducing cost of provision, maintaining desirable quality of content and enhancing meaningful experiences of learners. Therefore, these quality assurance units play a big role in enhancing job performance in higher education institution. 
4.4.6 Trade Union    

In this study, researcher investigated trade union as a labour disputes negotiation strategy. Trade unions have helped workers all over the world to find their rights and to fight for their interests. Employees have used trade unions as a platform for promoting negotiations between employers and employees. This study has assessed the role of trade union in labour disputes negotiations in SUZA. Respondents have provided answers which are classified into two themes: trade union does not help in addressing labour disputes; trade union helps in addressing labour disputes. Testimonies have shown the following: 

“In this institution, we have a lot of things going on well, but when things do not go well we use trade union to help us in negotiation with the government, since trade unions are recognized as the voice of the workers” (AC4)

“Workers are not well informed about trade union, they have no way to make their justice heard, they end up doing nothing to solve their problems” (SS13)
These findings have revealed that trade unions play key role in negotiations between workers and employers. However, it was observed that some workers do not have enough information concerning trade union. They are not involved in trade unions and so they do not know their rights. These findings corroborate those available in empirical literature. Orji et al., (2017) argued that trade union, also called, labour union is an organization of workers who have banded together to achieve common goals such as protecting the integrity of its trade, achieving higher pay, increasing the number of employees an employer hires, and better working conditions. Trade unions have become important agent of socioeconomic transformation and class struggle.  
4.4.7 Influence of Labour Disputes Negotiations on Job Performance 

The study investigated the link between labour disputes negotiations and job performance using the experience of staff in SUZA. From the point of view of literature conflict management has impact on job performance (Rambe and Moeti, 2017; Farooq, 2022). Furthermore, the study conducted by Ukata and Silas-Dikibo (2020) argued that it is important to differentiate two types of conflicts: functional and dysfunctional conflicts. Some conflicts support the goals of the group and improve its performance; these are constructive forms of conflict; there are also conflicts that hinder group performance; these are destructive forms of conflict. 
Labour disputes negotiations have consider these two types of conflicts in finding ways to address them. Not all disputes should be eliminated because disputes result from functional conflicts. The examination of this issue in SUZA has revealed two themes related to labour disputes negotiations and job performance: labour disputes negotiations improve work performance; labour disputes negotiations reduce work performance. 

“The way things have been working, we raise our concerns so that they may be accepted by workers in our institution and so that things may change around here” (AC14)

“The management has some capacity to solve problems but too much negotiations can make workers lazy because they are always lazy asking for different things” (HD3) 

These findings show that labour disputes can lead to positive changes in institution and to better working conditions if taken positively. However, they can also be detrimental to job performance when they fuel idleness and make workers less committed to fulfilling their goals. 
These findings add to those in literature which emphasize absence of labour conflicts as enhancing job performance. This is a new finding of this study that should be added to existing knowledge that in SUZA labour disputes negotiations can also lead to lack of initiative and creativity in job performance due to too much control and suppression of labour disputes. 

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Overview
This chapter summarizes the results, provides the conclusion for the findings, recommendations and recommendations for future research in relation to the objectives of the study. The thesis has mainly assessed. The relationship between Labour Disputes and Employee Performance at the State University of Zanzibar. Specifically, to examine influence of physiological needs disputes on employee performance, to examine influence of psychological needs disputes on employee performance and to examine influence of labour negotiations on employee performance at the State University of Zanzibar. 
Purposive sampling was used to carry out the study. This was because the study was intended to measure the respondents’ views about the issue. The study comprised thirty-Five (35) staff members that were both academic and supporting staff. The research instrument that was used in the data gathering was interview guide. The study used mainly the qualitative approach. The following findings were obtained. 

5.2 Summary of the Findings 

5.2.1 Influence of Physiological Needs-Based Disputes on Employee Performance

This study assessed the influence of physiological needs-based disputes on employee performance. In summary, it was shown that different physiological needs such as promotion, transport allowance, salary, supervision, study leave and overtime are among the factors that can cause labour disputes in SUZA. However, the issues arising from these physiological needs are not felt with equal intensity among respondents. For those who are more affected by non-satisfaction of these needs are more likely to be engaged into labour disputes than those who are not affected. This may be due to the fact that members who have had to deal with these issues with different sensibilities and methods. Based on the literature reviewed, this study has been able to confirm that if physiological needs are not well managed, they can generate labour disputes which can affect performance in one way or another.  Therefore, these causes of disputes should be timely addressed.
5.2.2 Influence of Psychological Needs-Based Disputes on Employee Performance

The study also assessed the influence of psychological needs-based disputes on employee performance. It assessed whether factors such as working environment, treatment, recognition, practices, and participation contributed to job performance in State University of Zanzibar. The study revealed that these factors contribute to labour disputes depending on the way respondents felt attached to these needs. Some were more vulnerable to these factors than others. As a result, those who are more exposed to mistreatment, nonparticipation, malpractices and poor working environment were likely to get involved into labour disputes. However, those who were not more exposed did not perceive it as a cause of labour disputes. 

Furthermore, it was reported in connection to the literature available that when psychological needs of employees are satisfied, employees tend to perform their job better. However, some respondents affirmed that their performance does not depend on the satisfaction of these needs, as they have other values that are more important such as professionalism and patriotism. Therefore, it was found that performance can be improved by adopting measures that respect psychological needs of the employees.  

5.2.3 Influence of Labour Disputes Negotiations on Job Performance

This study also investigated whether labour disputes negotiations had an impact on job performance. It was found that labour disputes negotiations mechanisms such as human resource management, disciplinary committee, risk assessment committee, legal services, quality assurance committee, and trade union contribute to labour disputes mitigation and influence job performance in SUZA. Responses given show that for those people who are aware of these mechanisms they can use them to deal with their grievances; but for those who are not affected by the labour disputes or have other coping mechanisms are not directly exposed to these labour disputes negotiations. 

Furthermore, it was found that labour disputes negotiations can help to reduce conflicts and improve job performance. However, this study came up with a discovery that some conflicts are functional and beneficial to the institution, therefore, they promote change and development in the institution. These functional labour disputes should be encouraged for the institution to have innovation and creativity. However, those detrimental labour disputes that affect negatively the performance of employee should be negotiated and if possibly eliminated. 

5.3 Implications of the Findings

This study employed Maslow’s theory of needs in assessing the relationship between labour disputes and employee performance at the State University of Zanzibar, it addresses the role of labour dispute in influencing employees’ performance. The theory has broken the relationship between labour dispute and employee performance through the use of physiological needs, psychological needs, and labour disputes negotiation on employee performance at the State University of Zanzibar with the generation of knowledge on the impacts of labour dispute on employee’s performance. 
The study specifically generated knowledge on the role of promotion, transport allowance, working environment, recognition on how it addresses employee’s performance issues at SUZA. In order to improve employee’s performance, management can consult the employees before decision making to seek their suggestions. In order to rectify that the management has to encourage their employees to experiment new methods and try out creative ideas which will results a positive impact on their performance. 

The management has to organize more training and development programs for improving the performance of employees. Since most of the employees are not satisfied with the salary, working environment, and labour negotiation disputes the management has to consider this as a serious issue and try to give more salaries according to their academic achievements, years of experience as well as improving their physical working environment. The management has to look into the grievances and complaints of the employees on observable phenomena which are influenced by emotions or personal prejudices. Promotions have to be given according to their experiences and performance. 

The management must take an active role in not only defining the physical environment of the workplace and making it conducive for employees but also alter the management style to suit the employees. This refers to changing aspects like ethics, behaviour, commitment, professionalism, drive and interpersonal relations in employees for the better. Supervisors (HODs) must reduce the tendency to micromanage and instead display that they have confidence in the ability of their team members and trusts them to do their work efficiently. If the supervisor treats his subordinates as professionals then there is no reason that they should not behave in that way. Such an attitude promotes trust and loyalty among the employees and encourages better teamwork among them. 
Besides, they develop a sense of ownership towards the organization. Creating a work environment in which employees are productive is essential to increased profits for organization, corporation or small business. Principals of management that dictate how, exactly, to maximize employee productivity center around two major areas of focus: personal motivation and the infrastructure of the work environment which have influence on employees’ performance.
5.4 General Conclusion

Findings from this study have shown that, relationship between labour disputes and employee performance at the State University of Zanzibar was significantly widespread. Factors those were highly associated with employee’s performance was categorized into physiological, psychological, and labour dispute negotiation. Physiological needs identified were promotion, transport allowance, salary, study leave and supervision. Psychological needs identified in this study include work environment, promotion, treatment, practices, and participation. Lastly the labour dispute negotiations which were identified included human resource management, disciplinary committee, risk assessment committee, quality assurance committee and trade union. At the end of the research, it was realized that the employee’s performance may be enhanced if the mentioned problems will be addressed appropriately. Therefore, it is the responsibilities of the organization to provide friendly working environment which will influence employees to work comfortable and perform their job.
5.5   Recommendations

From the findings of the study, the following are recommended in order to ensure employees performance is enhanced among workers at the State University of Zanzibar

i. As reported by the study, physiological factors like promotion, transport allowance, salary, study leave and supervision are major factor contributing to employee’s performance. It is therefore recommended that, management of SUZA should make sure there is a policy which plays part in making sure that, all employees are adhering to the policy and the management is implementing the policy in order to ensure employee’s performance is enhanced.

ii. The institution should try as much as possible to conduct periodic meetings with employees to express their grievances to management to help as a motivating factor to the employees. Managers should further be counseled on how they relate with their subordinates.
iii. Employers should create a good working environment for their employees in order to enhance their morale and made them more productive. 
iv. Management/employers should create ways and means of communicating with their staff on implementing their goals and strategies to their employees in order to achieve what the organization is in business for, its mission and vision.
v. Democratic leadership in such higher public academic institution is urgently needed bearing in mind that open door policy could reduce and sometimes avoid labour disputes
5.6 Areas for Further Research

The study explored only the relationship between labour disputes and employees’ performance at State University of Zanzibar and used qualitative approach only. Therefore, other researchers may conduct a study in other institutions and involve more than one institution and use either mixed method or quantitative approach only. Also, further study should aim to explore advantages which the organizations reap on improving working environment.
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APPENDICES

Appendix 1: Respondents questionnaire 
Dear Sir/ Madam, 

I am Mzee Mkongea Ali a student of Open University Tanzania pursuing a Master’s degree of International Cooperation and Development (MICD). I am conducting the study on the Relationship between labour disputes and employee performance in higher learning Institution, a case of SUZA. The study is purely for academic purposes and the information given will be treated with maximum confidentiality. I therefore, humbly request you to spare some time and answer the following questions.
SECTION A: Personal particulars (Please tick (√) to question that fits you well)

	What is your sex?
	Male
	Female
	

	
	1
	2
	

	
	
	

	In which age category do you fall?
	20 – 29
	30 – 39
	40 – 49
	50 and above 
	

	
	1
	2
	3
	4
	

	
	
	
	
	

	What is your work position?
	Academician
	Head of Department
	Supporting Staff
	

	
	1
	2
	3
	

	
	
	
	
	
	

	What is your education level?
	Diploma
	Bachelor
	Masters
	PhD
	
	

	
	1
	2
	3
	4
	
	

	
	
	
	
	
	
	

	What is your work experience in years?
	0 – 5 
	6 – 10 
	11 – 15 
	16 – 20 
	21 or more

	
	1
	2
	3
	4
	5

	
	
	
	
	
	
	
	
	
	
	

	In which SUZA campus are you currently working? 
	


SECTION B: Labor disputes and their influence on the job performance at the SUZA.

1. Physiological based-needs disputes

a. Do you have any issue with any of the following items? (Please tick (√) an item that fits you well)

	
	Salary increments
	
	
	Salary arrears
	
	
	Promotion
	
	
	Overtime

	
	
	
	
	
	
	
	
	
	
	

	
	House allowances
	
	
	Study leave
	
	
	Compensation
	
	
	Maternity/paternity leave

	
	
	
	
	
	
	
	
	
	
	

	
	Annual leaves
	
	
	Transport allowance
	
	
	Medical insurance
	
	
	Research supervision

	
	
	
	
	
	
	
	
	
	
	

	
	Examination allowances
	
	Mention any other physiological based-needs available at the SUZA………..


b. To what extent does each of the above affect your performance?
c. Psychological Based-needs disputes

d. Do you have any issue with the following items? (Please tick (√) an item that fits you well)

	
	Working environment
	
	
	Harassment
	
	
	Humiliation
	
	
	Recognition and promotion

	
	
	
	
	
	
	
	
	
	
	

	
	Exclusion
	
	
	Unfair treatment
	
	
	Marginalization
	
	
	Discrimination

	
	
	
	
	
	
	
	
	
	
	

	
	Corruption
	
	
	None participation in various academic activities
	
	
	Unethical practices

	
	
	
	
	
	
	
	
	
	
	

	Mention any other psychological based-needs available at the SUZA………………………………….


e. To what extent does each of the above affect your performance?

f. Physiological needs disputes

g. Do you have and/or use the following mechanisms? (Please tick (√) an item that fits you well)

	
	Trade unions
	
	
	Legal services
	
	
	Human resources
	
	
	Disciplinary committee

	
	
	
	
	
	
	
	
	
	
	

	
	Risky assessment committee
	
	
	Quality assurance committee
	
	Mention other psychological based-needs available at the SUZA

	
	
	
	
	
	
	
	
	
	
	

	Mention other labour-related disputes organs available at the SUZA
	
	Mention any other psychological based-needs available at the SUZA


h. To what extent does each of the above tool or organ help to settle labour-related disputes and affect your performance?

i. What do you propose to be the possible ways to minimize the labor disputes at the SUZA? 

Thank you for your cooperation

Appendix 2: Respondents Interview
To be answered by respondents who cannot use questionnaires. 
Dear Sir/ Madam, I am Mzee Mkongea Ali a student of Open University Tanzania pursuing a Masters of International Cooperation and Development (MICD). I am currently conducting a study on the Relationship between labor disputes and employee performance in higher learning Institution in Zanzibar, A case of SUZA. The study is purely for academic purposes and the information given will be treated with maximum confidentiality. I therefore, humbly request you to spare some time and answer the following questions.
SECTION A: Personal particulars

1. Sex?

2. What is your age?

3. What is your work position?

4. What is your education level?

5. What is your work experience in years?

6. In which SUZA campus are you currently working?

SECTION B: Labor disputes and their influence on the job performance at the SUZA.

1. What physiological needs-based disputes are available at the SUZA? 

2. Do the above physiological needs-based disputes influence employee performance? 

3. What psychological needs-based disputes are available at the SUZA? 

4. Do the above psychological needs-based disputes influence on employee performance? 

5. What are employees dispute negotiations mechanisms, tools or organs available at the SUZA?

6. To what extent does each of the above mechanisms, tools or organs help to settle labour-related disputes and affect your performance?

7. What do you propose to be the possible ways to minimize the labor disputes at the SUZA? 

Thank you for your cooperation
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