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ABSTRACT

This study investigated the effect of ethical leadership behaviours on teachers` motivation in public primary schools in Karagwe District Council, Tanzania. Specifically, the study examined leaders` ethical behaviours in performing their managerial roles, assessed the managerial practices in heightening teachers` levels of motivation, and determined the relationship between ethical leadership behaviours and teachers` motivation in schools. It was also guided by three research hypotheses which were tested using structural equation modeling (SEM) techniques. The study was grounded on social exchange theory. The study employed Social Exchange Theory, constructivism as research paradigm, quantitative research approach and descriptive research design. The data were collected through questionnaires from 95 respondents. The results revealed that ethical leadership behaviours positively affect teachers` motivation. It was also learned that leaders exhibited ethical behaviours based on honesty, justice, integrity and transparency in performing their managerial roles. Leaders’ practices (e.g. care, value and fairness) indicated to heighten teachers` level of motivation. The results recommend for managerial attention especially ensuring that teachers are well motivated through ethical leadership and human resource management practices. 
Keywords: Ethical Leadership Behaviours, Teachers` Motivation, Public Primary Schools
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CHAPTER ONE
INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1 
Introduction
Ethical leadership has been described as the expression of behaviour that meets appropriate norms. It supports good conduct of employees and generally improves organizational performance. Ethical behaviours that this study basically addresses are fairness, justice, honesty, being cared, valued, honored and considered. Leaders who are of interest in this study are School Quality Assurance Officers (SQAOs).
Ethical leaders achieve this through personal conduct and interactive relationship with subordinates. Ethical leaders must also advance this behaviour to the subordinates through mutual interaction, emphasis and decisiveness (Brown, Trevino & Harrison, 2005). An ethical leader must first be morally upright person, inspires, motivates subordinates and be a moral manager by engendering moral behaviour among followers. 
Thus, the effect of ethical leadership behaviour on employee motivation in the creation of a functional organization culture that nurtures high worker commitment cannot be disputed. This chapter consists of background of the problem, statement of the problem, objectives of the study, research questions, scope of the study, significance of the study, limitation of the study and operational definition of key terms.
1.2 
Background of the Problem
Over the past years, the notion of ethics has invaded both leadership and behaviour literature, giving birth to the concept of ethical leadership. In education settings, school quality assurance is not a new practice in most of the countries in the world. Some countries such as Netherland and Sweden prefer calling it “school inspection” rather than “school quality assurance”. Other counties like Tanzania, Kenya and Nigeria had shifted from school inspection to school quality assurance. Thus, the term school inspectors had also changed to become “the school Quality Assurance Officers (SQAOs)” in Tanzania (MOEVT, 2017).
The desire to provide holistic and collaborative approach on quality education prompted the Ministry of Education, Science and Technology (MoEST) to shift from the previous system of school inspection to a school quality assurance under SQAOs. This is due to the fact that school inspection threatened the education system to achieve the desired quality among others, include: lack of timely feedback, based on procedural too much than outcomes, shortage of resources and limited levels of stakeholders`` engagement in quality assurance processes UNESCO (2001). 
School inspectors’ work so hard towards reducing the shortcoming in the school setting rather than dealing with the root causes. School inspection aimed at producing graduates who were self-reliant and who could contribute to national development and the economic welfare of the people in line with the roles of SQAOs as per MOEVT (2014) requirements which were: To inspect all schools and write report with the purpose of advising the commissioner for education on matters which require decision making for improvement. To inspect and advise school owners, managers, school boards or committees and teachers on good implementation of school development plans. To initiate and conduct educational research and disseminate information for the purpose of improving teaching and learning standards in schools. To link between the school and the ministry of education, science and technology as well as vocational training. To pursue personal professional and teacher academic development. And to take part in book writing, book review, production, handsets and articles for various academic projects.
Based on those objectives, the presence of ethical leadership was inevitable to ensure sustainable development particularly in education sector. It was from that reason that the importance of promoting ethical behaviours among leaders in organization had long been acknowledged (Brown & Mitchell, 2010). The study of leadership has consistently evolved in the last decades and several theories had recently emerged (Yukl, 2002). Recently, in education sectors due to unethical actions by the organizational leaders, the world is paying much attention and awareness about ethics and ethical leadership, which is increasing day to day (Brown & Trevino, 2006). This had opened a room to transform from school inspection to school quality assurance. School inspection system has nothing to do with continual improvement, rather than school quality assurance that has ability of doing so by SQAOs.
Indeed, there are number of unethical issues like the use of harsh language to teachers, too much order than directives, unhealthy instructions given by SQAOs, corruption, favoritism, discrimination in organizations in which leaders really failed to behave ethically (Zheng et al., 2015). Such cases highlight unethical behaviours of leadership, regardless of how well their rules and regulations demonstrate may not be capable the organizations from failures (Liu et al., 2013). Good leadership is said to be a cornerstone of ethical guidance for teachers in particular. The chief function of ethical leadership behaviour should be to create codes and morale that motivates teachers and build in them a sense of trust. Ethical leadership behaviour sets ethical values as standards and cores on the moral dimension of an individual and administrative aspect in leadership (Eisenbeiss, 2012). Ethical leadership behaviour in particular, is directly related to habit, honest, trust, appropriate conduct via personal actions and interpersonal relationships and promotion of such conducts to subordinates through two-way communication, reinforcement as well as involvement in decision making.

Motivating teachers to comprehend and concur on what should be done and how to execute it as well as supporting both individual and collective efforts to meet common goals, is one of expectations resulted from ethical leadership (Yukl, 2006). Ethical leadership behaviour is all about the encouragement of certain codes to devotees through two-way and decision making as well as the exhibition of prescriptively acceptable conduct through one`s own actions and interpersonal relationship (Brown et al. 2005). Ethical leadership behaviour is seen as role models for moral and ethical behaviour because they sustain high moral standards that have the effect on the ethical climate at work place and assist employee-teachers to look for solutions to a number of a variety of work related matters. 
The practice of motivating teachers adequately has been a challenge as a result of unethical leadership behaviour, it has what it takes to define teachers` job performance. Teachers` motivation as an important element in any organizational success is one of the main factors at the workplace with the influence of ethical leadership behaviour. Motivation is said to be the psychological processes that influence individual behaviour with respect to the attainment of workplace goals and tasks, which comprise the so called performance (Bennel, 2004). 

In Tanzania, the extent to which motivation had been given; it had always been at the intolerable level vividly evidenced by several strikes actions in the public service during 4thphase of presidential leadership. Teachers underwent several strikes demanding for good salaries and other fringe benefits. With ethical leadership behaviour teachers are expected to be motivated. Consequently, the teachers` and organizational performance is expected to rise towards targeted goal (Kelvin, 2016). 
Even though, the level of motivation differs within an individual, from one organization to another (Robbin, 2005). Unfortunately, in most of the developing countries Tanzania being included, teaching professional is a relatively low paying attention when compared to other occupations like engineers, lawyers, and accountants, requiring the similar education level in its practitioners. A researcher calls upon the top government ethical leaders to reset and restructure the system especially in terms of payment that distinguish those professionals. The issue of ethical leadership behaviour on teachers` motivation is not a new in academic development. 
The study also found that highly motivated teachers worked at approximately 80 to 90 percentage of their ability. Highly motivated teachers could bring about substantial increase in performance (Ghillyer, 2009). The governmental leaders should know that when teachers are not motivated to teach, then the search for education excellence will be a dead dream (Richardson, 2003). Due to Hafiza et al. (2011), indirectly teachers` ability to teach and students` ability to learn depends on the type of motivation they are given. According to Mukyanuzi (2005), the most critical finding that emerged from African context was that very sizeable proportions of public primary school teachers especially in sub-Saharan African had low levels of job performance, as they were poorly motivated as a result of unethical leadership.

Furthermore, Bennell (2005) asserts that over one-third of all secondary school teachers at the survey in African countries indicated that teachers at their schools are poorly or very poorly motivated case study of Ghana and Zambia. In Tanzania, the majority of teachers especially in public schools seemed to be unhappy with their motivation schemes like salaries, housing, workload and status and perception of communities to teachers (Davidson, 2004). Most of the organizations take grant of emphasizing much on what motivates teachers rather than how they are motivated. 

1.3 
Statement of the Problem
The main objective of establishing the SQA organ under SQAOs by the Tanzania government was to render effective provision of quality education through involving the community members within the given society. Despite the authorities that were delegated power by the Ministry of Education Science and Technology (MOEST) to the school quality assurance department on governing and provision of quality education in Tanzania, still the SQA organ being supervised by SQAOs has not succeeded to meet the objectives of providing quality education. 
For instance, one of the roles of SQAOs is to supervise and control school budget and other activities related to fund such as supervision of school projects including building classes, library, dormitories and laboratories.  However, the fund, which had been allocated by the government and other education stakeholders had been misused by the unethical school administrators and sometimes directed by the members of school committee. This had resulted into poor infrastructure within the public primary school, hence hinder provision of quality education (Machumu & Agaptus, 2012).
Hence, ethical leadership behaviour cannot be underestimated as it presupposes teachers’ success; outcomes like perceived leaders` effectiveness, employees` job satisfaction as well as their willingness to give information on the setbacks hinder the management system. Motivational factors have a significant effect to both teachers` job performance and organization outcomes in educational institutions (Mkumbo, 2012). According Pitsoe (2013), a big number of teachers leave the teaching field every year. 
Leaders-SQAOs have to become a role model to followers by giving equal rights to workers-teachers as they fulfill their duties. In relation to this case, quality education cannot be attained in a situation where schools lack enough, competent, efficient and motivated teachers who should be retrained and retained in schools. Due to turning over of competent teachers and incoming of ineffective ones, students are unnecessarily disturbed so much. Basically, it is well known that the main purpose of every school is to provide quality education to every student and this purpose cannot be fulfilled in the absence of active school quality assurance officers. Such leaders should have good codes of conduct, qualified, competent and motivated teachers.

In Tanzania it had been observed that less attention is paid by SQAOs in fulfilling teachers` obligations, incentives and other rights (Laddunuri, 2012) despite the fact that there is high mobility of teachers teaching to other fields. Resultantly, such case has led retardation to the organizational development. The reintroduction of fee free education policy and other contributions on November 27, 2015 in Tanzania had also deteriorated the ability of public primary schools’ leaders to motivate teachers. 
This led to motivational crisis among teachers and heads of schools. Consequently, that resulted into difficulty in running of public primary schools immediately after introduction of fee free education and stoppage of other contributions as there is no other room of accumulating income (Eutimi, 2017). This study therefore investigated the effect of ethical leadership behaviour on teachers` motivation in public primary schools in Karagwe District Council.
1.4 
Objectives of the Study

1.4.1 
General Objective

The overall objective of the study is to investigate the effect of ethical leadership behaviours on teachers` motivation in public primary schools.

1.4.2 
Specific Objectives

The study was guided by the following specific objectives:
(i) To examine leaders` ethical behaviours in performing their managerial roles in public primary schools in public primary schools in Karagwe District Council.

(ii) To assess the extent to which leaders heighten the levels of motivation among teachers in public primary schools in Karagwe District Council.
(iii) To determine the relationship between ethical leadership behaviours and teachers` motivation in public primary schools in Karagwe District Council.
1.5 
Research Questions

(i) What are the leaders` ethical behaviours in performing their managerial roles in public primary schools in Karagwe District Council?

(ii) To what extent leaders heighten the levels of motivations among teachers in public primary schools in Karagwe District Council?

(iii) What is the relationship between ethical leadership behaviours and teachers` motivation in public primary school in Karagwe District Council?

1.6 
Scope of the Study

This study focused on investigating the effect of ethical leadership behaviours in performing their managerial roles on teaching motivation in primary schools. Ethical behaviours that this study basically addressed were based on leaders’ fairness, care, value, honor and consider in managerial endeavours. Leaders who were of interest in this study were School Quality Assurance Officers (SQAOs). It also focused on the level of motivation among teachers as well as the relationship between ethical leadership behaviours and teachers` motivation in public primary schools. The study was grounded on social exchange theory. Geographically, the study was conducted in one district out of 184 districts found in Tanzania mainland; with sample size of 95 respondents comprised primary school teachers and school quality assurance officers.

1.7 
Significance of the Study

Ethical leadership behaviour is highly needed for employees and organization`s sustainable development. This study aimed at getting information on ethical leadership behaviours on teachers` motivation which seemed to be used by public school’s leaders, policy makers and other development stakeholders to make effective decisions in planning for leadership, training and motivational strategies. 
The study also gave information for educational managers for example school quality assurance officers (SQAOs) on the significance of ethical leadership in enhancing levels of motivation to teachers. The findings of this study added values to the theory of social exchange theory which explains that if the costs of relationship are higher than rewards in such a way that efforts or money were put into relationship and not reciprocated, then the relationship may either be terminated or abandoned (Homans, 1959). With such theory the emphasis is put on mutual relationship between leaders (SQAOs) and teachers.
1.8 
Limitation of the Study

This study was limited by several social, economic and physical factors. It was carried out in Karagwe district, which is enriched with geographical hills, plains and basins. This could hinder a researcher to run smoothly the intended research work especially during rainy season where, most of the roads were impassable. In attempt to get the required data, the researcher collected the data in the study area during dry season. Another limitation was that the respondents who were not familiar with research matters since, most of them were primary school teachers. They didn’t conduct research in their course of study. This took more time for researcher to educate and encourage them to participate in the study. 
Moreover, teachers were so busy with the teaching extra time due to big enrollment of pupils as a result of fee free education policy that was reintroduced in Tanzania on 27th, November 2015. Some schools had double sessions. Thus, it seemed to be difficult to get them in an appropriate time. This limitation was combated by scheduling extra time to educate/convince informants on the importance of conducting this research and based on their convenient time. The study was also limited to inadequate resources for preparation of research tools due to the scarcity of money to invest in the research activities. However, the stated limitation was combated by looking for sponsors to finance the whole process of research work.

1.9 
Operational Definition of Key Terms

1.9.1 
Ethical Leadership

It is referred to as the demonstration of normatively appropriate conduct through person actions and interpersonal relationship and the promotions of such conduct of followers through two-way communications (Brown et al., 2005). It is explained as the behaviour consistent with prevailing codes of conduct through personal and interpersonal relationship between leaders. Ethical leadership implements ethical behaviour incentives to anyone performing duties ethically and imposes sanctions. 
Ethical leadership is the relational concept in the sense that it is constructed in and through social interactions with followers. Moreover, being an ethical leader is about being both moral person as well as moral manager (Trevino, Harman, & Brown, 2000). As the matter of the fact, ethical leaders should be honest, caring and trustworthy, make fair decisions and believe morally in personal life and at work place (Brown & Trevino, 2006).  In working environment, leaders (SQAOs) are expected to communicate ethical standards, become role model and ensuring that teachers are reinforced.

1.9.2 
Ethical Leadership Behaviours
These refer to the individuals behaving due to a set of principles and values that are recognized by the majority as a sound basis for the common good. Such behaviours include; fairness, trust, care, respect, considered, honesty and others alike. Ethical leadership behaviour is significantly and strongly related to idealized influence as well as affective trust and consideration (Brown et al., 2005). In working environment, leaders who have formed strong relational attachments by means of their ethical behaviours also wield personal power to influence employees’ engagement in organizational activities (Ngirwa, 2013). Leaders particularly SQAOs should behave ethically to influence teachers’ positive feelings and engagement in academic activities.

1.9.3 
Teachers` Motivation

It refers to as the attitude teachers have towards their work. It is the energy and desire that makes teachers continually interested and committed to a given work. Normally teachers draw their motivation from unfulfilled wants that they need to satisfy (Latham, 2011). It is said that the spirit of teachers` performance relies on rate of motivation provided, the level of enthusiasm and creativity that a teacher brings to his/her role daily. Hence, teachers as any other human being take motivation as part of their basic needs; have to be motivated to build them a sense of continually working (Maslow, 1943).

1.10 
Organization of the Study

This dissertation document comprises of six chapters. Chapter one involves and background of the study, statement of the problem and objectives of the study. In the first chapter also, there is a scope of the study, significance and limitation of the study. The chapter ends with the definition of key terms of the study. Chapter two presents the theoretical and empirical literature review. The chapter also comprises the research gap and conceptual framework. Chapter three is about the methodology of the study whereby, research paradigm, approach and design; area of the study, sample, methods of data collection and research ethics are presented. Chapter four of this dissertation document involves the presentation and analyses of the findings. The findings are organized into research objectives and hypotheses of the study. Chapter five presents the discussion of the findings while; chapter six involves summary of the study and findings, general conclusions and recommendations of the study.
CHAPTER TWO

LITERATURE REVIEW

2.1 
Introduction

This chapter presents the review of the related literature on the effect of ethical leadership behaviours on teachers` motivation in public primary schools. This section typically comprises conceptual definitions, theoretical literature, empirical literature review, research gap as well as conceptual framework.

2.2 
Theoretical Literature

2.2.1 
The Concept of Leadership

Leadership is the kind of process that influences people to understand and agree with what they need to do (Mullins, 2013). Leadership influences and supports others to work enthusiastically towards achieving particular set goals (Bernard, Keys & Thomas, 1989). Leaders (SQAOs) inspire and motivate others to achieve something new and of a better quality. Leadership has two key responsibilities, one being to ensure ethical decision is made and the second to develop an organizational climate in which ethical follower conduct is fostered (Hitt, 1990). Leadership influences people to meet group objectives willingly. Leadership signifies a relation between a leader and his/her followers within a situational and organizational context (Rost, 1993). 
Generally, with good leadership, one has to become role model, delegate power, direct, supports and showing others how to proceed and coaching them (Bandura, 1977).

2.2.2 
Ethical Leadership

Ethical leadership is well defined as the behaviour consistent with prevailing codes of conduct through personal and interpersonal relationship between leaders and followers (Brown et al., 2005). Ethical leadership implements ethical behaviour incentives to anyone performing duties ethically and impose sanctions. In ethical leadership people behave due to a set of principles and values that are realized by the majority as a strong foundation for the common good. 
As the matter of the fact, ethical leaders should be honest, caring and trustworthy, make fair decisions and believe morally in personal life and at work place (Brown & Trevino, 2006). Ethical leaders are expected to communicate ethical standards, become role model and ensuring that subordinates are reinforced either by rewards or punishment. With ethical leadership individuals behave due to a set of principles and values that are recognized by the majority as a sound basis for the common goal (Brown et al., 2005).

2.2.3 
The Concept Ethical Leadership Behaviours

The behaviours refer to the individuals behaving due to a set of principles and values that are recognized by the majority as a sound basis for the common good. It has been posited that ethical leaders should be honest, caring, respecting, consideration and trustworthy, make fair decisions and believe morally in personal life and at work place (Brown & Trevino, 2006, Ngirwa, 2013). Ethical leadership behaviour is significantly and strongly related to idealized influence as well as affective trust and consideration (Brown et al., 2005). It has been contended that in working environment where leaders develop strong relational attachments by means of their ethical behaviours tend to demonstrate personal powers that engender influence to employees’ engagement to organizational tasks (Ngirwa, 2013). Leaders particularly School Quality Assurance Officers should behave ethically so as to influence teachers’ positive feelings and acceptance of their SQA reports and job-advise.

2.2.4 
The Concept of Teachers` Motivation

According to Prasad, motivation is the complex forces starting and keeping a person at work in an organization (Prasad, 2005). Hence, teachers` motivation refers to as the attitude teachers have towards their work. In other way round, motivation is described as invisible forces that push workers to behave in a particular way (Pinder, 2008). It is the energy and desire that makes teacher continually interested and committed to a given work. Motivation is the forces that energizes, direct and sustain behaviour. It can be either intrinsic where behaviour is affected by factors that may arise from work itself and are self-generated or extrinsic, which occurs when things are done by teachers to motivate themselves (Armstrong, 2012). 
Normally, teachers draw their motivation from unfulfilled wants that they need to satisfy (Latham, 2011). It is said that the spirit of teachers’ performance relies on rate of motivation provided, the level of enthusiasm and creativity that a teacher brings to his/her role daily. Hence, teachers like any other human being take motivation as part of their basic needs, have to be motivated to build them a sense of encouragement, sincerity, willingness to work, support and help one another, hence continually working for personal and organizational achievement (Maslow, 1943). Teachers` perception of being valued and cared about by their leaders enhances their trust that the organization recognizes or reward desired subordinates ` attitudes and behaviour as the exchange obligations.

2.2.5 
Social Exchange Theory (SET)

The theory states that if the cost of the relationship is higher than rewards in such a way that efforts or money were put into relationship and not reciprocated, then the relationship may either be terminated or abandoned (Homans, 1959). According to Social Exchange Theory (SET), a person will weigh the cost of social interaction against the reward of that social interaction. Ethical leaders shape the behaviour of their teachers through social exchange processes. When teachers experience ethical behaviour from their supervisors, there is an increased inclination to reciprocate such treatment of fairness, justice, being cared and valued to other colleagues, clients and managers. Hence, ethical behaviour exhibited by the teachers translates as a reward for the ethical leader in the form of positive organizational behaviour (Benevene et al., 2018). 

SET was relevant to the study being carried out as it explored whether and how teachers were motivated to engage in taking responsibilities under the influence of ethical leadership. In this study, such key theoretical process was critical antecedents for behavioural outcomes obtained through interpersonal relationship. SET posits that parties with the expectation of some future return would be involved in and sustain the exchange relationship with others (Blau, 1964). Blau`s theory contributed to the idea of distinguishing between social and economic exchanges, and exchange and power. The central focus of his idea was to identify complex and simple process without ignoring emergent properties. Thus there should be mutual relationship between leaders and subordinates. The theory assumed that self-interested parties with exchange with other parties so as to achieve some outcomes that could not be achieved by themselves once the two parties find the exchange was not reciprocal; the exchange relationship would be terminated (Emerson, 1976). He focused on the interaction and relationship between leaders and followers. His idea on SET emphasizes the resources availability, power and dependence as basic changes. He thought that relationships were organized in different manners, and they could differ relying on the type and amount of the resources exchanged. He poses the idea that power and dependence are the main aspects that defined relationship.
This theory is also helpful to this study since it was used to explain the development and management of interpersonal relationship, social interactions involved two parties each exchanging reward needed by another person and teachers seek to maximize rewards and minimize cost in pursuit of the greatest profit. This study utilized SET, which had been validated in many contexts as also the theoretical foundation to understand the mechanism of effect of ethical leadership behaviours on teachers` motivation through mediating role of positive reciprocity. Teachers should form relationship that satisfy their expectations and abandon that fail to fulfill their wants; hence the theory encouraged teachers to end relationship that had no benefit.
However, SET had some weaknesses one of them being neglecting cultural context and variations in culture. The theory is based on a reward concept, but all over the world culture is not the same, some societies/culture may not seek a reward for a social interaction. Another limitation pointed out, SET made people seemed individualistic and a reward seeking people. SET also tended to oversimplify human behaviour by assuming that individuals always act in a calculated manner. Additionally, SET failed to explain unselfishness and human actions. It assumed hierarchical development of social interactions and ignoring the fact that sometimes relationship development and retreat skipping or repeating stages.
2.3 
Empirical Literature Review

2.3.1 
The Leaders` (SQAOs) Ethical Behaviours in performing their Managerial Roles

Guo, Xue, He and Yasmin (2023) conducted a study in China to examine the effect of ethical leadership on employees’ ethical work behaviour, with the mediating role of organizational commitment. The study employed social learning theory and cross-section design. It used 400 questionnaires to collect data from employees working in public educational organizations. The findings indicated a significant impact of ethical leadership on employees’ ethical work behaviour. It was also learned that organizational commitment significantly mediates the relationship between ethical leadership and employees’ ethical work behaviour. This study is relevant to the current study in Tanzania as it gives the bases of analyses of the desired effect of ethical leaders on the behaviours of important workforce in education sector-teachers. 
The study (in China) used questionnaire as a major means of data collection that resembles the current study (in Tanzania). However, Guo et al.’s study differs from the current study in the theory used (i.e. social exchange theory) and research design (i.e. descriptive research design). Nevertheless, the current study used hypotheses to test the association between ethical leadership behaviours and teachers’ positive feelings and motivation in Public Primary Schools in Karagwe District Council, Tanzania.

John (2017) conducted a study on the efficiency of school inspectors in ensuring the caliber of primary education in Tanzania. The research used a case study methodology, which enabled a study to concentrate on a single unit. To fill a gap, the study used a convergent parallel research design. According to him research, school inspectors play an important role in ensuring the improvement of the teaching and learning process, which finally ensured the provision of quality education in schools. In the study, the findings showed that the feedback provided by the school inspectors causes teachers to improve their teaching and learning process. As a result, school inspectors also known as SQAOs influence the provision of quality education in schools through various strategies like providing constructivism feedback to teachers in an appropriate time.

Phillymon (2020) investigated the impact of quality assurance and control on students` academic performance in public secondary schools. In order to collect and analyze data for the study, mixed research approach was used. The study`s findings revealed that quality assurance had a positive impact on teaching and learning process as a result of better performance. This is due to the fact that SQAOs visit regularly a term. Also the authors states that SQAOs face challenges such as insufficient fund, poor transport and communication, insufficient human resources and limited school inspection. As a result, ineffectiveness of quality assurance in the provision of quality education in schools.

Okendo (2018) carried out the study investigating the effect of SQAOs` feedback on improving teaching and learning in Arusha City public secondary schools. The study was guided by the Utilization Focused Evaluation theory, which assumed that regardless how the evaluation process and findings are, unless they are implemented to bring improvement, the evaluation is wastage of resources. The convergent parallel mixed method using concurrent approach with Ex-post Facto design case study was employed in the study. 
Data were collected from SQAOs, city academic officer, ward education officer, heads of schools and teachers. Participants were selected using both probability sampling procedures where data were collected using questionnaires, interview, guides, and focus group discussion. The findings of the study show that the overall quality of SQAOs is good in terms of quality; methods used together feedback and extent of acceptability of feedback. 
These related literatures correlate directly with the 1st research objective that deals with leaders` ethical behaviours in performing their managerial roles. Also, there is positive relationship between SQAO feedback and improvement in teaching and learning in overall and all school categories. However, feedback methods and feedback acceptability were the only factors with significant contribution on teaching and learning process in all schools whereas, the SQAOs` models fit in all categories.

2.3.2 
Heightening the Levels of Teachers` Motivation

Hashim (2002) investigated the role of financial motivations in relation to teachers` working performance in Kenya secondary schools. The study based on Herzberg`s two factor theory of motivation as it was deemed fit for the study. The study used descriptive survey design to establish the influence of motivation on job performance among secondary school teachers. 
The data was collected through closed ended questionnaire where simple random sampling method was employed to get the required informants from both public and private schools. The collected data were analyzed using qualitative and quantitative techniques where chart and graphs were used to present information. The findings had shown that teachers were supposed to be rewarded and their efforts appreciated. 
Motivation emerged a key as far as teacher`s job performance in concerned. Some of the motivation factors suggested included rewards after examination results, recognition, promotion, reasonable class size as well as provision of teaching and learning resources. The findings also showed that teachers can only be motivated by provision their basic needs in terms of incentives. This also concurs with the second research objective, which aims at determining the levels motivations among employees. The study recommended that strategic measures have to be taken to enhance motivation and job performance, a researcher call for improvement of working condition, promotion for higher position, salary increment and provision of various allowances.

Muruma (2013) conducted a study on the effect of motivation factors on teachers` performance in Nyamagana district, Tanzania using both quantitative and qualitative research approach. The data was collected through open ended questionnaire where simple random sampling method and purposive method were employed to get the required informants from both public and private schools. The collected data were analyzed using qualitative and quantitative techniques where chart and graphs were used to present information. 
The study findings showed that teachers are mostly motivated by intrinsic factors.      Eutimi (2018) also investigated the influence of financial motivation to teachers` job satisfaction in secondary schools in Kigoma district council whereby mixed approaches using cross-sectional descriptive study was employed. Quantitative approach was used where questionnaires were used to collect data by using T-test at 0.5 levels of significance. The findings of the study indicated that there was a significant difference in financial motivation between public and private secondary schools in Kigoma district. Moreover, there was a positive relationship between financial motivations and job satisfaction among teachers in public secondary schools. 
This relates directly with the 2nd research objective that search for level of motivations among employees. For the case of private schools, the findings had shown that there was a direct relationship between financial motivation and job satisfaction among teachers, such relationship was moderate. The researcher recommended that policy makers in secondary education sub-sector should enforce school managers and directors to provide compensation rewards to teachers, thus promoting teachers job satisfaction in secondary schools.

2.3.3 
The Relationship between Ethical Leadership Behaviour on Teachers` Motivation

Kumar (2014) investigated the relationship between some characteristics of organization and employee satisfaction and performance in Bharti Airtel Indian Ltd at Shimla head office. He included questionnaires that contain the major factors influencing both main parameters, which are organization, climate and employee satisfaction. Kumar found that there was a positive relationship between organizational climate and employee satisfaction. Hypothetically, this concurs with the 3rd research objective in the study.

Thomas (2017) conducted the study on relationship among principal leadership behaviours, teachers` motivation and job satisfaction. The study used mixed approaches using cross-sectional descriptive study was employed. Quantitative approach was used where questionnaires were used to collect data by using T-test at 0.5 levels of significance. The findings of the study indicated that there was a significant relationship between principal leadership behaviour and teachers` motivation and job satisfaction. Moreover, there was a positive relationship between principal leadership behaviour and teachers` motivation and job satisfaction. This correlates directly with the 3rd research objective. For the case of principals, the findings had shown that there was a direct relationship between leaders and teachers`, such relationship was moderate.

Bishay (1996) determined the feeling of teachers while doing different activities every day and how those activities related to their work that increase their level of motivation. Further, Bishay found that most teachers experienced that they were paid less salary according to their knowledge, skills and capabilities of doing job. Thus, special attention should be paid to teachers, provide them training to improve their working performance level and salaries should be designed according to their capabilities, experience and skills regarding job.
Adeyemi and Adeyemi (2020) did a study on the teachers` perception of SQAOs on implementation of Quality Assurance on senior school students` academic performance in Ilesa West Local Government Area, Osun State Nigeria. The study employed descriptive survey design 250 teachers who were randomly selected from the study area. Self-designed and validated questionnaires were used to collect data. 
The data analysis was done through SPSS with the use of descriptive statistics. The findings of the study revealed that although quality assurance by SQAOs as ethical leaders had the capacity to provide positive impact on students` academic performance. This also concurs with the 3rd research objective of the study that ethical leadership behaviours relate with teachers` motivation.

Masao (2017) did a research on the assessment of secondary school`s head teachers` effective supervision in teaching and learning process in Kinondoni Municipality, Tanzania. The study employed both qualitative and quantitative research approaches in which descriptive research was used. Four schools, 2 high and 2 low performing schools from Kinondoni district in Dar es Salaam region were purposely selected to form sample schools. 
The study found out that the low performing schools used ineffective strategies to supervise academic activities which resulted into low performance to students when compared to higher performing schools. This also concurs with the 3rd research objective of this study that there is a relationship between ethical leadership behaviours and teachers` motivation. This implies that effective strategies laid down by ethical leader results into good academic performance, and the inverse is true. Therefore, the study recommended that the Government in collaboration with department of secondary schools’ education at Ministry of Education Science and Technology (MEST) should provide guidelines for heads of schools’ effectiveness.
Table 2.1: Summary of Empirical Literature Review

	Authors
	Title
	Findings
	Gaps

	1.Okendo (2018)
	The Effect of SQAOs` feedback on improving teaching and learning in Arusha City public secondary schools.
	The overall quality of SQAOs is good in terms of quality; methods used together feedback and the extent of acceptability of feedback.
	Literatures reviewed portray the relevancy on school quality assurance practices, roles, effects in public secondary schools. It is increasingly becoming apparent that no studies conducted to investigate the effect of SQAOs` feedback on improving teaching and learning. 

	2.Phillymon (2020)
	The impact of quality assurance and control on students` academic performance in public secondary schools.


	The study findings revealed that quality assurance has positive impact on teaching and learning process.


	From the literature reviewed, there was no clear evidence and information, little is known and no enough literatures wrote on the quality assurance and control towards students` academic performance. This study therefore, conducted as an attempt to fill up some of those knowledge gaps.

	3. John (2017)
	The efficiency of school inspectors in ensuring the caliber of primary school in Tanzania.
	The findings showed that the feedback provided by the school inspectors make teachers to improve their teaching and learning process.
	Different empirical studies have been done Bishay, (1969), Okendo, (2018) mainly portray the relevancy on SQAOs behaviours on teachers` motivation. However, none of these studies have provided a clear picture on the efficiency of school inspectors in ensuring the caliber of primary schools in Tanzania. The study therefore, attempted to bridge this knowledge gap.

	4. Muruma (2013)
	Effect of motivational factors on teachers` performance in Tanzania education institutions, Nyamagana district.
	Teachers are mostly motivated by intrinsic factors.
	Literatures had shown that no study related to the effect of motivational factors on teachers` performance in educational institutions.

	5. Eutimi (2018)
	The influence of financial motivation to teachers` job satisfaction in secondary school in Kigoma district, Tanzania
	There was a positive relationship between financial motivation and job satisfaction among teachers.
	According to literature reviewed showed that no study related to influence of financial motivation to teachers` job satisfaction. Therefore a research gap was evident in investigating the relationship between motivation and teachers` job satisfaction in public secondary schools.

	6. Hashim (2002)
	The role of financial motivations in relations in relation to teachers` working performance in Kenya public secondary schools.
	The findings had shown that teachers are supposed to be rewarded and their efforts appreciated.
	Due to literature reviewed showed no study carried out related to the role of financial motivation in relation to teachers` working performance. Therefore, the study speculated the information related to research gap.

	7. Kumar (2014)
	The relationship some characteristics of organization and employee satisfaction and performance in Bhart Airtel India Ltd at Shimla head office.
	There were positive relationship between organizational climate and employee satisfaction.
	The study adopted cross- section design showing a methodological current study adopted descriptive research design.

	8. Thomas (2017)
	The relationship between principal leadership behaviours, teachers` motivation and job satisfaction.
	There was a significant relationship between principal leadership behaviours and teachers` motivation and job satisfaction.
	Several studies have been done concerning with leadership behaviours on teachers` motivation, but no study has specifically dealt with the relationship between principal leadership, teachers` motivation and job satisfaction. The current study was conducted as an attempt to fill the knowledge gap.

	9. Adeyemi & Adeyemi (2020)
	Teachers` perception of SQAOs on implementation of Quality Assurance on senior school students` academic performance in Ilesa West Government Area, Osun State Nigeria.
	The quality assurance by SQAOs by ethical leaders had the capacity to provide positive impact on students` academic performance.
	With regard to literatures reviewed, most of studies based much on roles, impacts and strategies for successful SQAOs` functions. This study therefore intended to fill the gap by investigating the teachers` perception on SQAOs when performing their duties.

	10. Masao (2017)
	An assessment of secondary school`s head teachers` effective supervision in teaching and learning process in Kinondoni municipality, Tanzania.
	Effective strategies laid down by ethical leaders results into good academic performance, and the inverse is true.
	Based on the reviewed literatures, there was no vivid evidence on effectiveness of heads of schools towards improvement of teaching and learning process. Hence, the study was conducted to bridge the gap.


Source: Field Data, 2024)
2.4 
Research Gap

Various theoretical and empirical studies have been done in and outside Tanzania mainly portray the relevancy on SQAOs behaviours on teachers` motivation. It is increasingly becoming apparent that no studies carried out to investigate the effect of ethical leadership behaviours on teachers` motivation in public primary schools in KDC. This study therefore, attempted to bridge this knowledge gap by identifying the leaders` ethical behaviours in performing their managerial roles, levels of motivation and relationship between ethical leadership behaviours and teachers` motivation in public primary schools.
2.5 
Conceptual Framework

The figure below shows the relationship between independent and dependent variables as well as intervening variables of the research problem. The independent variable is ethical leadership behaviours. The dependent variable is teachers` motivation. The intervening variable shows how teachers feel when they are motivated. 
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Figure 2.1: The Conceptual Framework
Source: Adapted from (Brown et al., 2005)
Generally speaking, ethical leaders reveal honesty, justice, integrity, transparency and others alike. These attributes escalate feelings of being cared, excited, honored, relaxed, considered and fairness in management. Teachers holding this feeling would be encouraged and revealed willingness in performing their duties, sincerity, support and help each other in teaching endeavors.
2.6 
Hypotheses of the Study
This study was also guided by three hypotheses.
H1: Ethical leadership has a significance association with teachers` feeling (valued, cared, honored, respected and considered).
H2: Teachers’` feeling has a significance association with motivation (sincerity, encouragement, willingness, support and help each other in teaching endeavors).
H3: Ethical leadership behaviour has a significance association with teachers` motivation (honesty, justice, integrity, fairness and transparency).
CHAPTER THREE

 RESEARCH METHODOLOGY

3.1 
Introduction

This chapter presents the research paradigm, research approach, research design, area of the study, targeted population, sample size, sampling techniques, sources of data, methods of data collection, data analysis plan, validity and reliability of the research instrument as well as ethical consideration.

3.2 
Research Paradigm

This represents asset of philosophical assumptions and principles that guide research design. It is the foundation and framework into which the theories and practices of the study fitted to form research plan (Saunders, 2016). In this study, a researcher adopted positivism as a research paradigm. In positivism, a researcher work with observable reality and make generalizations from these observations using structured quantitative methodology. In the adoption of positivism paradigm, the conclusion made from the findings of the study on the subject matter is in addition to the body of knowledge. Another rationale for adoption of positivism is that, in quantitative it emphasizes objective measurements through numbers and numerical analysis.
3.3 
Research Approach

The researcher employed quantitative research approach to obtain different measurement of data to investigate the effect of ethical leadership on teachers` motivation in public primary schools. Quantitative approach referred to the whole process of collecting and analyzing numerical data. It is used to find the average, test causal relationship as well as generalize the results to wider population (Kothari, 2007).
3.4 
Research Design

Research design is used to structure the research. It is used as a framework to show how the entire major parts of the research work, the sample, work together in addressing research questions (Kothari, 2004). The researcher adopted a descriptive research design with the aim of making a thorough investigation on the effect of ethical leadership behaviours on teachers` motivation in public primary schools. This type of research design was undertaken with the intention of arriving at a conclusion about observed phenomena.

3.5 
Area of the Study

The study was conducted in selected primary schools in five divisions of Karagwe district, which were Kituntu, Bugene, Nyaishozi, Nyabiyonza and Nyakakaika. The area was purposely selected due to the fact that the study had been conducted before by previous researchers and the researcher in this study needed to extend the exploration of knowledge for more benefits to other coming academicians. 
Additionally, the selected area was very useful for the researcher to conduct the best research due to the scarcity of fund and time. Moreover, researcher`s familiarity to these schools influenced the selection the area of the study; this led to ease accessibility to researcher to collect data. Hence, these were few factors among many for selection of this area of the study as seen with red color in the map hereunder.

Figure 3.1: A Map of Karagwe District Council with Seven Bordered Districts
3.6 
Population of the Study

This is well defined as the entire group of individuals, events or objects with common observable characteristics Mugenda and Mugenda (2003). The targeted population of the study comprised teachers (n=1772), head teachers (n=115) and SQAOs (n=08) that make total of 1895 respondents (District Education Officer, 2023). The respondents that were considered were degree holders, diploma in education, and certificates in education since they were considered to be qualified. 
Thus, they were able to provide relevant information. It is from this population that sample of the study was drawn, and from which a deep investigation on the effect of ethical leadership behaviours on teachers’ motivation in public primary school was done. In this study, teachers were preferred due to their important role in teaching and learning process. They seemed to be so important inputs in the process of education (Mensah, 2011). 
3.7 
Sample Size and Sampling Procedures

3.7.1 
Sample Size

Sample is referred to as the collection of some parts of the population to be true representative of the whole population (Kothari, 2007). Thus, sample size is well defined as a number of items to be selected from the population. Kothari (2004) once argued that the sample size should neither be too small nor too large. It should be optimum in size and fulfill the required criteria. Hence, the sample size involved a reasonable number of respondents instead of having either many respondents, which would lead difficult to administer or few respondents, which could lead into biasness (Rwegoshora, 2006). The following formula as discovered by (Yamane, 1967) was used to determine the sample size, n=[image: image2.emf] Where n=Sample size, N=Population, e=Level of Precisions (Level of Tolerance 10%=0.1), 1=Constant:

n=[image: image4.emf]=[image: image6.emf]=[image: image8.emf]=[image: image10.emf]=94.987469[image: image12.emf]
Therefore, n=95.

Hence, the sample size of ninety-five respondents consisted of 78 ordinary teachers, 12 head teachers and 05 school quality assurance officers, was selected randomly. The schools which were sampled included; Kafunjo primary school (p/s), Ahakishaka p/s, Nyakahanga p/s, Kibondo p/s, Kagutu p/s, Igurwa p/s, Chabalisa p/s, Ihembe p/s, Nyakasimbi p/s, Kimiza p/s, Rwakiro p/s and Nyakahita p/s.
Table 3.1: Composition of the Sample

	S/N
	Population Category
	Male
	Female
	Total

	1.
	Teachers
	39
	39
	78

	2.
	Head Teachers
	06
	06
	12

	3.
	SQAOs
	03
	02
	05

	
	Total
	48
	47
	95


Source: Researcher Insight (2024)

3.7.2 Sampling Procedures

Sampling is a process involving the selection of a finite number of elements from a given population of interest for the purpose of the inquiry. The total number of elements is called sample OSSREA (2001). This study employed two sampling techniques; namely simple random and stratified sampling technique.
3.7.2.1 Simple Random Sampling

This sampling technique was used to collect data in which all variables especially respondents were assumed to have the same characteristics shared by population from which the sample was chosen (Kothari, 2004). Simple random technique as probability sampling was preferred since it provides equal chance for every member in the population has the chance to be involved in the study through rotary system. 
In sampling of public primary schools, the researcher used simple random sampling technique whereby list of public primary schools and the required number of teachers in the study area were written into pieces of papers, thereafter, picking was done randomly. Simple random sampling was considered to obtain78 primary school teachers.
3.7.2.2 Stratified Random Sampling

In this study, stratified random sampling as a probability sampling technique, led a researcher to divide the entire population into different subgroups, then randomly selecting the final subjects to be administered with some questionnaires proportionally from different strata (Kothari, 2008). In order to determine the required respondents by using stratified random sampling, stratification was based on the SQAOs and head teachers` education levels and due to the fact that they were few. Thus, stratified random sampling was used to obtain 5 SQAOs and 12 head teachers. The researcher got a grand total number of 95 respondents i.e. (48 male) and (47 female).
3.8 
Sources of Data

The data collected for the study comprised both primary and secondary data.

3.8.1 
Primary Data Source

This is well defined as the original/fresh data directly obtained and collected from the field under the control and serious supervision of a researcher (Kothari, 2004). A researcher preferred this primary source of data since it ensured attainability of originality and relevance of information related to the discipline of the study.

3.8.2 
Secondary Data Source

These are data obtained from literature sources. They are the data which had already collected by other people. They are second hand information including published ones (Kothari, 2004). In this report data were attained from published reports, articles and journals.

3.9 
Data Collection Method
 The data were collected with the use of questionnaires that consisted of closed-ended questions based on Likert-type scale in rating the responses from the informants in fulfilling the research objectives. The questionnaires were developed using reference to the theoretical and conceptual framework of the study, together with the items adapted from ethical leadership questionnaire (Yukl, 2013). The scale that measured both ethical leadership and teachers` motivation was adopted from (Brown et al., 2005). The ethical leadership scale as well as the revised motivation scale reliability comprised of a 5-item measure with a 5-point Likert Scale which ranged from 1 “strongly disagree’’ to 5 “strongly agree”. A Likert Scale was preferred because it enabled the researcher to convert responses into a quantitative format for ease of data analysis by using computer-based software (Derkx, 2004).

3.10 
Data Analysis Procedure
Data analysis is defined as the use of logic and reasoning upon data that has been gathered in order of understanding it so as to establish consistent outcomes and summarize the pertinent as discovered by the investigation (Zikmund et al., 2010). In this study, data were collected from the informants which led to reduction and editing in order to make them meaningful and manageable. At the end of data collection, the researcher scrutinized the raw data using interpretations and then presented a report of the findings as well as drawing conclusions that was supported by evidence.
The collected data from questionnaires were analyzed using descriptive statistics and inferential statistics. Descriptive statistics was used to summarize the demographic information and measurement scales of research constructs (Ethical Leadership, Feelings and Employee Motivation). This included mean, standard deviations (SD) and frequencies or percentages. Descriptive statistics was performed using SPSS (version 22). Moreover, inferential statistics was conducted to the research questions through hypotheses testing. 
Based on the conceptual frame works Structural Equation Modeling (SEM) was preferred instead of multiple linear regressions due the presence of a mediating variable (Feel). The free R package SEMinR was used in conducting SEM in this study. Commercial software such as SmartPLS could also be used. The qualitative interpretation of the construct composite scores is given in Table 3.2 (Abu-Baker, Abu-Baker, Abu-Zaid, Alsawalqah, Al-Shamayleh & Al-Shboul, 2019).

Table 3.2: Composite Score Rating Scale

	SN
	Weighted Mean
	Level of Agreement

	1
	1.00 - 1.80 
	Very Low

	2
	1.81 - 2.60 
	Low

	3
	2.61 - 3.40
	Average

	4
	3.41 - 4.20 
	High

	5
	4.21 - 5.00 
	Very High


Source:  Abu-Baker et al. (2019)
3.11 
Validity and Reliability of Research Instrument

3.11.1 
Validity of Research Instrument

It is referred to as the extent to which results obtained from the analysis of data actually represented accuracy of the phenomena under the study (Mugenda & Mugenda, 2003). A valid research instrument should accurately measure what it intends to measure. 
In order to ensure that the data to be collected was valid, validated research instruments were adopted (Brown et al., 2006) and the validity of these instruments in research was conducted by assessing convergent validity of each construct. This was conducted using Average Variance Extracted (AVE) or all indicators on each construct.  AVE is defined as the grand mean value of the squared loadings of the indicators associated with the construct (i.e., the sum of the squared loadings divided by the number of indicators). The minimum acceptable AVE is 0.50 (Hair Jr. et al., 2021).
3.11.2 Reliability of Research Instruments
Reliability addresses the consistency of achieving the same results when measurement is repeated under the same conditions (Ifeoma, 2015). In this study internal reliability of Likert scale was assessed. The Internal consistency reliability is the extent to which indicators measuring the same construct are associated with each other. It was measured by composite reliability (rhoC) and Cronbach’s alpha metrics. The minimum acceptable of these metrics is 0.7, however the reliability values between 0.60 and 0.70 are considered “acceptable in exploratory research,” whereas, values between 0.70 and 0.90 range from “satisfactory to good (Hair Jr. et al., 2021).
3.12 
Ethical Considerations

Ethical issues cover a number of concerns including ensuring the security welfare of participants involved in the study, maintaining integrity in carrying out the studies and considering information given by informants with the utmost secrecy and confidentiality (Field, 2004). In this study, the researcher considered all research directives, which included maintaining confidentiality, honesty, transparency, as well as seeking permission from the concern authorities. The researcher collected research clearance as introductory letter from the Open University of Tanzania as an identification of researcher under the study. Hopefully, such letter enabled a researcher to get official permission to collect the data from targeted respondents. 
On top of that, a researcher had a permission letter to be allowed to collect data within the area of study. Likewise, there was no any harm that was experienced all time of research work by informants either physically or mentally whatever the participant failed to provide expected information. It is clearly clarified that the given information either orally or in a written form was used for research purpose and not otherwise. Henceforth, the information taken during the study was used in this study only for academic matters. For the purpose of securing just and trust, the names of informants were not deemed important.
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION

4.1 
Introduction

This chapter presents and analyses the data collected and gathered from the suitable sources which have been listed in previous chapter with a view to lay down a basis for discussion based on information obtained from respondents. The analyses and presentation of the results were designed basing on research objectives and hypotheses. 
However, the backgrounds of respondents are presented first to provide a clear picture of the nature of respondents participated in the study. Thereafter, the discussion of the findings collected from the informants is presented. The analysis is concerned with the effect of ethical leadership behaviours on teachers` motivation in public primary schools in Karagwe District Council.
4.2 
Questionnaires Given to and Return Rate from Respondents

A sample size of 95 respondents was identified from the targeted population and was given questionnaires. The expected respondents were 05 SQAOs, 12 teachers and 78 teachers. From the Table 4.1 below it is observed that the response rate of the questionnaires was very good for 100%, since all given questionnaires were returned. 
Resultantly, the 100% for the response rate were considered significant enough to provide a basis of valid and reliable conclusion (Olembo, 1992).
Table 4.1: Questionnaires Given and Returned Rate

	S/N
	Respondents
	Given Questionnaires
	Returned Questionnaires
	Percent %

	1.

2.

3.
	SQAOs

Head Teachers

Teachers
	05

12

78
	05

12

78
	100

100

100

	
	Total
	95
	95
	100


Source: Researcher Findings (2024)

This table portrayed the strongest participation of respondents in the study on the best of their understanding towards the effect of ethical leadership behaviours on teachers` motivation in public primary schools. The highest return rate of the questionnaires vividly indicated that respondents had depth understanding on ethical leadership matters; thus, appreciated the involvement in the study.
4.3 
Demographic Information of Respondents

Hence, this sub section includes the background of respondents involved in the study by gender, age, marital status, education level and working experience. The respondents were 78 teachers, 12 head teachers from public primary schools and 05 SQAOs from the study area.
Table 4.2: Gender Respondents

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	67
	70.5
	70.5
	70.5

	
	Female
	28
	29.5
	29.5
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: Research Findings (2024)
From the table 4.2, the study found that 70.5% of respondents were males who participated fully in this study and 29.5% represented the female respondents. Therefore, from the above description the study had shown that both sexes were presented and provided the required information accordingly. Hence, such different in percent implied that at working stations, there still gender imbalance among the teachers despite the fact the number of female is big (31,687,990) when compared to male (30,053,130) due to 2022, census carried out in Tanzania. Therefore, deliberate efforts should be taken by the government to rescue the situation.
4.3.2 
Marital Status Respondents
Table 4.3: Marital Status Respondents
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Married
	40
	42.1
	42.1
	40.0

	
	Single
	38
	40.0
	40.0
	82.1

	
	Divorced
	8
	8.4
	8.4
	90.5

	
	Widow
	8
	8.4
	8.4
	98.9

	
	Widower
	1
	1.1
	1.1
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: Research Findings (2024)

From the Table 4.3 the study had shown that 42.1% of respondents were married, 40.0% of respondents were single and 8.4%, 8.4%, 1.1% for divorced, widow and widower respectively. This indicated that in working setting, large percent of employees are married ones, followed by single (those who not yet married). Thus, they have to be motivated so as to build them a sense of continually working. 
Likewise, special attention should be paid by ethical leaders to divorced 8.4% widow 8.4% and widower 1.1%% despite the fact that their percent in organization seemed to be small, still their contributions have to be recognized and appreciated. They should neither be demoralized nor denied due to their fewness; they need comfort from their leaders (SQAOs) and other development stakeholders. Because of their family responsibilities, it is therefore important to motivate them in order to inspire them for better teaching and learning process.
4.3.3 
Respondents` Age
The age category of respondents fell under the following groups; 21-30 years, 31-40 years, 41-50 years and 51-60 years. Table 4.4 shows age group categories for all respondents including SQAOs, head teachers and teachers.
Table 4.4: Respondents` Age Groups

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-30 Years
	22
	23.2
	23.2
	23.2

	
	31-40 Years
	47
	49.5
	49.5
	72.6

	
	41-50 Years
	21
	22.1
	22.1
	94.7

	
	51-60 Years
	5
	5.3
	5.3
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: Research Findings (2024)

Table 4.4 shows that most respondents’ age ranged from 31-40 years (49.5%). This indicates that majority of the respondents were energetic enough to fulfill their responsibilities since most of them are youths. Likewise, it implies that most of respondents were matured enough to the extent of providing relevant information on the effect of ethical leadership behaviours on teachers` motivation. Therefore, the study indicates that most teachers were youths and adults who have also family responsibilities; hence they need to be motivated so as to improve their working performance to provide quality education.
4.3.4 
Respondents` Education Level
The respondents` education level fell under the following categories; certificate, diploma, postgraduate, degree and master. The following table 4.5 shows the distribution of respondents` education level.
Table 4.5: Respondents` Educational Level

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Certificate
	40
	42.1
	42.1
	42.1

	
	Diploma
	33
	34.7
	34.7
	76.8

	
	Degree
	16
	16.8
	16.8
	93.7

	
	Postgraduate
	4
	4.2
	4.2
	97.9

	
	Masters
	2
	2.1
	2.1
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: Research Findings (2024)
Table 4.5 shows that majority of respondents (42.1%) were trained to the level of certificate, followed by 34.7% for diploma holders. This indicates that, such respondents are the ones who contribute much in teaching and learning process in public primary schools in Karagwe District Council. The minority of respondents were degree (16.8%), postgraduate 4.2%and master’s degree holder (2.1%). 
This implies that few respondents had wide knowledge on the effect of ethical leadership behaviour on teachers` motivation. A research calls upon the government through the ministry of education science and technology to facilitate in-service training to teachers with certificates and diploma level of education. Such training would develop not only teachers academically but also motivate them in teaching endeavors.
4.3.5 
Working Experience Respondents
The respondents working experience under this study fell under the following categories; Less than a year, 1-4 years, 5-8 years, 9-12 years and greater than 12 years. The following Table 4.6 shows the respondents` working experience.
Table 4.6: Respondents` Working Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	< 1 Year
	13
	13.7
	13.7
	13.7

	
	1-4 Years
	36
	37.9
	37.9
	51.6

	
	5-8 Years
	26
	27.4
	27.4
	78.9

	
	9-12 Years
	12
	12.6
	12.6
	91.6

	
	> 12 Year
	8
	8.4
	8.4
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: Research Findings (2024)
Table 4.6 shows that a reasonable number of respondents had suitable work experience ranging from 1-4 years (37.9%), 5-8years (27.4%), 9-12 years (12.6%)and above 12 years 8.4%). That is; the majority of respondents were able to provide the required information based on the effect of ethical leadership behaviours on teachers` motivation in public primary schools. Moreover, the study from Table 4.6 showed that there are respondents whose work experience is less than 1 year (13.7%). This indicated that some teachers in working stations had no enough experience in teaching and learning process, and thus had no enough experience on the issues related to the effect of ethical leadership behaviours on teachers` motivation. Such participants need to be mentored by ethical experienced teachers so as to be well knowledgeable and fit in the organization.
Descriptive Statistics

In this subsection, descriptive statistics of the three constructs of the study are presented. After reliability test, each construct remained with five (5) Likert scale items. Overall summary statistics of Likert scales of these constructs are depicted in Table 4.7 hereunder. As can be seen from this table the instruments have reasonable reliability composite reliability (standard threshold is 0.70). It has been contended that in social sciences studies for construct that assesses subjective experiences or multifaceted construct, may be rarely to gain high reliabilities due to variability in responses (Nunnally & Bernsteien, 1994).

Table 4.7: Scales` Descriptive Statistics

	Scale
	Number of items
	Mean
	Std. Deviation
	Composite

Reliability rhoc
	Average Variance Extracted (AVE)

	Ethical Leadership
	5
	4.590
	0.026
	0.55
	0.04

	Feeling (Behaviour)
	5
	4.660
	0.060
	0.69
	0.48

	Teachers` Motivation
	5
	4.589
	0.07
	0.62
	0.34


Source: Field Data (2024)
Overall, the means for most statements are moderately high (4.66, 4.589, 4.590; on a 5-point scale) for ethical leadership behavior, feeling and teachers’ motivation respectively. This implies respondent have high perception, on average, to the statements constituting these scales.

4.4 
Findings

4.4.1 
Ethical Leadership 

The first research objective was to determine the leaders` ethical behaviours in performing their managerial roles in public primary schools in Karagwe District Council. To address this objective, SQAOs (n=5), head teachers (n=12) and teachers (n=78) were provided with questionnaires to fill in. The questionnaire was in 5-point Likert scale ranging from 1-5 that is from strongly disagrees to strongly agree. Table 4.8 presents the results on leaders` ethical behaviours in performing their managerial roles in public primary schools in Karagwe District Council.
Table 4.8: Ethical Leadership: Scale`s Statistics

	S/N
	
	 SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	STD Deviation
	Remarks

	1.
	Leaders listen and care to what teachers have to say
	9(3.2)
	1(1.1)
	0(0)
	23(24.2)
	68(71.6)
	4.60
	.83
	High

Perception

	2.
	Leaders make sure that teachers are prompted in an organization because they show ethical behaviors
	1(1.1)
	2(2.1)
	2(2.1)
	28(29.5)
	62(65.3)
	4.56
	.74
	Low perception

	3.
	Leaders honestly conduct his/her personal life in an ethical manner
	0(0)
	2(2.1)
	4(4.2)
	27(28.4)
	62(65.3)
	4.57
	.68
	Low perception

	4.
	Leaders respect the best interest of teachers in mind
	1(1.1)
	1(1.1)
	2(2.1)
	26(27.4)
	65(68.4)
	4.61
	.69
	High perception

	5.
	Leaders act as role model on how to do things the right way in terms of ethics
	1(1.1)
	1(1.1)
	6(6.3)
	21(22.1)
	66(69.5)
	4.62
	.66
	High perception

	Scale grand mean = 4.590, STD Deviation =  .026


Source: Research Findings (2024)
Key: SD=Strongly Disagree, D= Disagree, N=Neutral, A= Agree and SA=Strongly Agree

The general findings on leaders` ethical behaviours when performing their managerial roles in school revealed a high mean (M= 4.590, SD= .026). This falls in a range agree interval, which implies that majority of respondents feel that leaders perform their managerial roles in good manner. Relative to this overall mean of the scale, majority of the responds, one hand, had high perception on three statements which are: “Leaders listen and care to what teachers have to say”, “Leaders respect the best interest of teachers in mind” and “Leaders act as role model on how to do things the right way in terms of ethics”. Its implication is that leaders take time to listen and value the ideas of teachers and show how to do things in a better way. 
On the other hand, majority of the respondents had low perception on two (2) statements, which are: “Leaders make sure that teachers are promoted in an organization because they show ethical behaviours” and “Leaders honestly conduct their personal life in an ethical manner”. Such two statements with low perception imply that leaders do not motivate teachers to the required extent when they show either ethical or unethical behaviours. Leaders seemed to be too personal in such a way that it becomes difficulty to realize whether leaders always conduct their life in ethical manner.
4.4.2 
Heightening Teachers` Motivation 
The second research objective was to assess to which leaders heighten the levels of motivation among teachers in public primary schools in Karagwe District Council. To address this objective, SQAOs, head teachers and teachers were provided with questionnaires to fill.
Table 4.9: Heightening Teachers` Motivation: Scale Statistics
	S/N
	ITEM
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Std Deviation
	Remarks

	1.
	Leaders facilitate access to loans.
	0(0)
	2(2.1)
	4(4.2)
	33(34.7)
	56(58.9)
	4.51
	.68
	Low perception

	2.
	Leaders provide fringe benefits to teachers.
	1(1.1)
	1(1.1)
	1(1.1)
	25(26.3)
	67(70.5)
	4.64
	.67
	High perception

	3.
	Leaders pay salary on time
	4(4.2)
	1(1.1)
	2(2.1)
	24(25.3)
	64(67.4)
	4.51
	.93
	Low perception

	4.
	Leaders prepare good working condition.
	2(2.1)
	1(1.1)
	0(0)
	24(25.3)
	68(71.6)
	4.63
	.74
	Low perception

	
	
	
	
	
	
	
	
	
	

	5.
	Leaders provide acting allowance.
	1(1.1)
	1(1.1)
	2(2.1)
	20(21.1)
	71(74.7)
	4.653
	.68
	High perception

	
	
	
	
	
	
	
	
	
	

	Scale grand mean = 4. 589, STD Deviation  = .007


Source: Field Data, (2024)

Key: SD=Strongly Disagree, D= Disagree, N=Neutral, A= Agree and SA=Strongly Agree
The general findings on the levels of motivation is taking place at a high mean (M=4.589, SD=.007) and this seemed from leaders’ managerial behaviours. This also falls in range agree interval which shows that the majority of informants perceive that leaders motivate teachers at the required levels. Relative to this overall mean of the scale, majority of informants, one hand had, had high perception on two (2) statements which are: “Leaders provide fringe benefits to teachers”, “Leaders provide acting allowance”. This indicates that teachers are motivated at a high mean by leaders (SQAOs). It could also be inferred that teachers believed that the levels of motivation given to them is positive. 
On the other side, majority of respondents had low perception on three (3) statements which are: “Leaders facilitate loans”, “Leaders pay salary on time” and “Leaders prepare good working conditions”. Such low perception from respondents signifies that the extent to which loans is facilitated, the time of paying salary and working conditions is not suitable, healthy and friendly to all teachers.
4.4.3 
Ethical Leadership Behaviours and Teachers` Motivation
The third specific research objective of this study aimed at determining the relationship between ethical leadership behaviours and teachers` motivation in public primary schools in Karagwe District Council. In order to determine the relationship between ethical leadership behaviours and teachers` motivation in public primary school, three hypotheses were tested using inferential statistics. Based on the conceptual frame works SEM is preferred instead of multiple regressions due to the presence of a mediating variable. The free R package SEMinR was used in conducting SEM in this study. Commercial software such as SmartPLS could also be used.
The general results of the data analysis based on the behaviours is taking place at high mean (M=4.660, SD=.60). Likewise, this falls in range agree interval, which implies that the majority of respondents responded that there is positive relationship between ethical leadership and teachers` motivation.

Table 4.10: Ethical Leadership Behaviors and Teachers` Motivation: Scale Statistics
	S/N
	ITEM
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	STD Deviation
	Remarks

	1.
	Leaders give teachers freedom to choose their own course of action in ethical terms
	1(1.1)
	0(0)
	0(0)
	25(26.3)
	69(72.6)
	4.69
	.58
	High perception

	2.
	Leaders provide rewards to teachers for ethically good behavior.
	3(3.2)
	0(0)
	0(0)
	24(25.3)
	65(68.4)
	4.57
	.82
	Low perception

	3.
	Leaders acknowledge ethically valued behavior of teachers.
	1(1.1)
	0(0)
	1(1.1)
	21(22.1)
	72(75.8)
	4.72
	.60
	High perception

	4.
	Leaders when making decision ask what is the right thing to do.
	2(2.1)
	1(1.1)
	0(0)
	25(26.3)
	67(70.5)
	4.62
	.75
	Low perception

	 5.
	Leaders lash out at teachers who show ethically flawed behavior immediately.
	0(0)
	0(0)
	2(2.1)
	26(27.4)
	67(70.5)
	4.68
	.51
	High perception

	Scale grand mean =4.660,     STD Deviation=.060


Source: Research Findings (2024)
Key: SD=Strongly Disagree, D= Disagree, N=Neutral, A= Agree and SA=Strongly Agree

Relative to this overall mean of the scale, majority of the respondents, one hand, had high perception on three (3) statements which are: “Leaders give teachers freedom to choose their own course of action in ethical terms”, “Leaders acknowledge ethically valued behaviour of teachers” and “Leaders lash out at teachers who show ethically flawed behaviour immediately”. This implies that both variables under analysis i.e. ethical leadership behaviours and teachers` motivation are positively related. 
On the other, majority of the respondents had low perception on two (2) statements, which are: “Leaders provide rewards to teachers for ethically good behaviour” and “Leaders when making decision ask the right thing to do”. Such low respondents’ low perception indicates that leaders do not reward every good behaviour shown by subordinates. Additionally, this can also be interpreted that sometimes leaders do not involve/ask subordinates when making some decisions.
4.5 
Research Inferential Statistics (Hypotheses)
This study had three research hypotheses, which were tested using structural equation modeling (SEM) techniques.  These hypotheses were:
H1: Ethical leadership has a significance association with teachers` feeling (valued, cared, honored, respected and considered).
Review of the leadership literature suggests that ethical leadership behaviours of SQAOs and teachers` motivation both are essential to increase students` achievement, school effectiveness and teachers` performance at large. A number of empirical studies (Adeyemi and Adeyemi, 2000; Kumar, 2014; Thomas, 2011; Bishay, 1996; Masao, 2017) found positive relationship ethical leadership and teachers` motivation. 
Alternatively, there are scholars (e.g. Eres, 2011; Gallmeier, 1992) who also found that ethical leadership behaviour positively affects teachers` motivation. Review of literature further suggests that studies on the association of ethical leadership behaviours and teachers` workplace motivation are still limited particularly in the context of Tanzania.

H2: Teachers’ feeling has a significance association with motivation (sincerity, encouragement, willingness, support and help each other in teaching endeavors).
In the United Stated of America, it has been found that, the factors motivating teachers can vary from classroom to classroom, school to school, or district to district. If teachers are not motivated to teach, then the search for educational excellence will be avail (Richardson, Short & Prickett, 2003). According to studies (Hafiza et al., 2011), indirectly teachers` ability to teach and students` learning depends on the type of motivation they are given. Teachers` motivation includes the expenditure of effort to achieve the goal (Martin, 2000). It is therefore, about creating forces that power and drive their respective behaviours. 
Highly motivated teachers can bring about substantial increase in performance (Ghillyer, 2009). Likewise, highly motivated teachers perform outstandingly to achieve the set targets (Ucar & Ipek, 2019) while less motivated one’s compromise on service quality. Teachers` motivation involves internal values related to teaching and preferences to continue teaching as well as teaching efforts that are influenced by diverse external factors (Han & Yin, 2016).

H3: Ethical leadership behaviour has a significance association with teachers` motivation (honesty, justice, integrity, fairness and transparency).
Based on the two components of ethical leadership i.e. moral person and moral manager. The component of moral person is built on fairness, honesty, care, trust and solid ethical principles (Brown & Trevino, 2006). These leaders (SQAOs) are within the reach of teachers, and they actively listen to raised concerns and identified problems in the organization (Brown & Mitchell, 2010).

Application of SEM involves assessment of the measurement and structural models. Measurement model models the construct and associated indicators while the structural model models the linkages among constructs. Therefore, the three hypotheses are tested in structural model part of SEM. The measurement models for all constructs (Ethical Leadership, Feel (Behaviour) and Employee Motivation) were assessed and part of the report is included in Table 4.7 i.e. reliability of the scales. In this section, the concentration is on the structural models hence on the hypothesis testing. The structural model analysis result is depicted in Table 4.11. We first examine the coefficient of determination (R-square) of the endogenous construct (Feel (behaviour) and Employee Motivation. 
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Figure 4.1: Fitted Structural Model using R Package SEMinR

The R-square represents the variance explain in each of the endogenous construct and is a measure of the model`s explanatory power. The R-squared of Employee Motivation construct is 0.721 implying that 72.2% of variation in this construct can be explained by Ethical Leadership directly or indirectly through Feel (Behaviour) construct. The direct effect of Ethical Leadership to Employee Motivation is qualified through the coefficient of the link between Ethical Leadership and Employee Motivation construct. As it is present in Table 4.11 the coefficient is 0.44 and significant at 5%. The indirect effect of ethical leadership to employee motivation is quantified through the product of coefficient of the link between Ethical Leadership and Feel (Behaviour) and the link between Feel (Behaviour) and Employee Motivation constructs. The indirect effect is presented in Table 4.12b, which is 0.150 and significant at 5%. 

Table 4.11: Assessment the Fitted Model

	
	Employee Motivation
	Feel

	R-square
	0.721
	0.057

	Adjusted R-square
	0.715
	0.047

	Ethical Leadership
	0.440
	0.239

	Feel
	0.629
	NA


Table 4.12(a): Assessment of Structural Loading (Links/Effects)

	Links
	Original Est.
	Bootstrap Mean
	Bootstrap SD
	T Stat.
	2.5% CI
	97.5% CI

	Ethical Leadership to Feel
	0.239
	0.350
	0.099
	2.410
	0.161
	0.551

	Ethical Leadership to Employee Motivation
	0.440
	0.415
	0.086
	5.106
	0.225
	0.574

	Feel to Employee Motivation
	0.629
	0.602
	0.085
	7.398
	0.385
	0.729


Table 4.12(b): Assessment of Indirect Effect

	Original Est.
	Bootstrap Mean
	Bootstrap SD
	T Stat
	2.5%CI
	97.5%CI

	0.150
	0.208
	0.057
	2.640
	0.097
	0.315


Table 4.13: Assessment of Total Effect
	Link
	Original Est.
	Bootstrap Mean
	Bootstrap SD
	T Stat.
	2.5%CI
	97.5%CI

	Ethical Leadership to Employee Motivation
	0.590
	0.623
	0.068
	8.691
	0.479
	0.742


Source: Field Data, (2024)
In evaluating three research hypotheses, it is noted that all links as depicted in Figure 4.1 are positive and significant as qualified in Table 4.13. These all three hypotheses are supported by the sample data from the study area. Generally speaking, based on the findings under this subsection; it real shows that ethical leadership has a significance association with teachers` feelings. Teachers` feeling has a significance association with motivation and ethical leadership has a significance association with teachers` motivation. Hence, ethical leadership behaviours relate with teachers’ motivation.

CHAPTER FIVE

DISCUSSION OF THE FINDINGS
5.1
Introduction

This chapter presents the discussion of the findings. The discussion is organized into three objectives stipulated in chapter one. The objectives are: To examine leaders` ethical behaviours in performing their managerial roles in public primary schools in public primary schools in Karagwe District Council. To assess the extent to which leaders heighten the levels of motivation among teachers in public primary schools in Karagwe District Council. And to determine the relationship between ethical leadership behaviours and teachers` motivation in public primary schools in Karagwe District Council.

5.2 
Discussion of the Findings

5.2.1 
The Leaders` Ethical Behaviours in performing their Managerial Roles in Schools
The first research objective examined the leaders` ethical behaviours in performing their managerial roles in public primary schools in Karagwe District Council. In this study, it is found that leaders (SQAOs) perform their managerial roles in public primary schools by observing the following indicators; leaders listen and care to what teachers have to say, honestly conducts their personal life in an ethical manner, leaders make sure that teachers are promoted in organisation because they show ethical behaviours, respect the best interest of teachers in mind and leaders act as role models on how to do things the right way in terms of ethics. The current results confirm the previous results by Guo et al. (2023) in China, which revealed the positive impact ethical leaders on employees working in educational institutions. The current results had shown that SQAOs perform their managerial roles towards teachers` motivation accordingly. The findings match with Okendo (2018) carried out the study investigating the effect of SQAOs` feedback on improving teaching and learning process. The findings of the study showed that the overall quality of SQAOs is good in terms of quality, methods used together with feedback and extent of acceptability of such feedback. Teachers need to get feedback based on what they do as a part of motivation. 
The current results from primary schools in Karagwe District also were similar to John (2007)’s study on the efficiency of school inspectors, recently SQAOs in ensuring the employees’ caliber of primary education in Tanzania. In the study, the results had shown that feedback provided by school inspectors enabled teachers to improve in their teaching endeavors. Thus, SQAOs influence the provision of quality education in primary schools through various strategies like providing constructivism feedback to teachers in an appropriate time.
5.2.2 
Heightening Levels of Motivation among Teachers in Schools

The second research objective was to assess the extent to which leaders heighten the levels of motivation among teachers in public primary schools. In this study, it is discovered that leaders (SQAOs) motivate teachers by observing the following levels; leaders facilitate access to loans, leaders provide fringe benefits to teachers, leaders pay salary on time, leaders prepare good working conditions, and leaders provides acting allowance. The results of the findings show that teachers are motivated by SQAOs. 
This agree with Manongi (2006) conducted a study on improving motivation among workers remarked that financial motivation has a great impact on increasing working morale and performance among workers. This is in line with Bennel (2000) who indicated that teachers often lack a strong long-term commitment to teaching and they are paid considerably less than the mainstream professions. Likewise, Andrew (2005) asserts that high degree of inequality in the incentives provide, create classes, unfairness and job dissatisfaction among teachers. Thus, SQAOs should treat and motivate teachers equally and fairly in such a way that no classes and dissatisfaction among teachers. 
Furthermore, Mkumbo (2012) in his study had shown that low teacher motivation is reflected by deteriorating standards of professional conduct including serious mis-behaviour in and outside school and poor professional performance. Highly motivated teachers perform their duties outstandingly to achieve the set targets (Ucar & Ipek, 2019) while low motivated ones` compromise on service quality. Hence, the SQAOs need to build in teachers a spirit of continually working by providing them with motivation.
5.2.3 
Ethical Leadership Behaviours and Teachers` Motivation
The third research objective was to determine the relationship between ethical leadership behaviours and teachers` motivation in public primary schools. The research findings have shown that there is a great relationship between ethical leadership behaviours and teachers` motivations. The relationship between ethical leadership behaviours and teachers` motivation was realized from the following areas; leaders give teachers freedom to choose their own course of action in ethical manner, leaders provides rewards to teachers for ethically good behaviour, leaders acknowledge ethically valued behaviour of teachers, leaders when making decisions ask what is the right thing to do and leaders lash out at teachers who show ethically flawed behaviour immediately. The research findings have shown that there is a great relationship between ethical leadership behaviours and teachers` motivations. 
The findings revealed that ethical leadership behaviours positively affect teachers` motivation. This concurs with Kelvin (2016) examined the relationship between motivation and teachers` job performance, factors that affect teachers` motivation and determine the motivational difference in public and private secondary schools in Tanzania. The findings of the study showed that to some extent teachers` performance depends on the rate of motivation they are given by leaders (SQAOs). Review of the leadership literature argues that ethical leadership behaviours and teachers` motivation is essential since they increase learners` achievement, school effectiveness and teachers` performance. A number of empirical studies (David & Wilson, 2000; Eyal & Roth, 2010; Park & Rainey, 2008; Wasserman et al., 2016) found positive relationship between ethical leadership behaviours and teachers` motivation.
CHAPTER SIX
SUMMARY, CONCLUSION AND RECOMMENDATIONS

6.1 
Introduction
This chapter entails a detailed summary of the whole study. In this chapter; the researcher makes recommendations for action and further study by highlighting the concerned areas. The central focus of the study was to investigate the effect of ethical leadership behaviours on teachers` motivation in public primary schools in Karagwe District Council. The study mainly focuses on; the leaders` ethical behaviours in performing their managerial roles in public primary schools, the levels of motivation among teachers in public primary schools and the relationship between ethical leadership behaviours and teachers` motivation.
6.2 
Summary of the Study

The main objective of the study was to investigate the effect of ethical leadership behaviours on teachers` motivation in public primary schools in Karagwe District Council. Specifically, the study was guided by three research objectives: to examine the leaders` ethical behaviours in performing their managerial roles, to assess the extent to which leaders heighten the levels of motivation among teachers in public primary school and to determine the relationship between ethical leadership behaviours and teachers` motivation. Ethical behaviours that this study basically addressed were fairness, cared, valued, honored and considered. Leaders who were of interest in this study were School Quality Assurance Officers (SQAOs). Geographically, the study was conducted in one district out of 184 districts found in Tanzania mainland. This study enabled to get information on ethical leadership behaviours on teachers` motivation which is useful to public schools` leaders, policy makers and other development stakeholders to make effective decisions in planning for leadership, training and motivational strategies. The study also gave information for educational managers for example school quality assurance officers (SQAOs) on the significance of ethical leadership in enhancing levels of motivation to teachers.
The study was limited by a number of social, economic and physical factors; teachers were so busy with teaching extra time due to big enrollment of pupils as a result of fee free education policy that was reintroduced in Tanzania on 27th November 2015, inadequate resources for preparation of research tools due to the scarcity of money to invest in. 
However, such limitations were combated by scheduling extra time to educate informants on importance of conducting research, specifically during data collection and look for sponsors to finance the whole process of research work. The study was grounded on social exchange theory, which is relevant today in working environment since positive/mutual relationship is still emphasized among teachers and leaders. The related literature was guided by conceptual framework. The framework included a number of unified features in trying to explain the given facts. 
The study employed constructivism as research paradigm; quantitative research approach and descriptive research design where simple random and stratified sampling used to get 95 respondents who participated fully in the study. The study sample size was 78 teachers, 12 head teachers and 5 SQAOs. Data were collected through closed ended questionnaires. After fieldwork, data were verified and analyzed using descriptive statistics. This includes mean, standard deviations (SD) and frequencies/or percentages. Descriptive statistics was performed using SPSS (version 22). Inferential statistics was conducted to the research questions through hypotheses testing. Based on the conceptual frame works Structural Equation Modeling (SEM). Analyzed data were presented in tabular form.
In this study, the researcher considered all research directives, which included maintaining confidentiality, honesty, transparency, as well as seeking permission from the concern authorities. The findings revealed that ethical leadership behaviours and teachers` motivation have positive relationship. Results call for managerial attention especially ensuring that teachers are well motivated through ethical leadership and human resource management practices. The study recommends further research to be conducted in this area or related areas to involve large sample sizes. This will justify the need for making generalization and drawing inferences of the population on the effect of ethical leadership behaviours on teachers’ motivation.

6.3 
Summary of the Research Findings
With Social Exchange Theory (SET), a person will weigh the cost of social interaction against the reward of that social interaction. Ethical leaders shape the behaviour of their teachers through social exchange processes. When teachers experience ethical behaviour from their supervisors, there is an increased inclination to reciprocate such treatment of fairness, justice, being cared and valued to other colleagues, clients and managers. Hence, ethical behaviour exhibited by the teachers translates as a reward for the ethical leader in the form of positive organisational behaviour (Benevene et al., 2018). Therefore, this study investigated the effect of ethical leadership behaviours on teachers` motivation in public primary schools in Karagwe District Council. The study included the following informants; 5 SQAOs, 12 head teachers and 78 teachers.
6.3.1 
The Leaders` Ethical Behaviours in Performing their Managerial Roles in Schools
Based on the leaders` ethical behaviours in performing their managerial roles, most of the informants responded that there is a great role played by SQAOs towards teachers` motivation through, leaders listen and care what teachers have to say, honestly conducting their personal life in an ethical manner, respecting the best interest of teachers in min and act as role model on how to do things the right way in terms of ethics. The presence of ethical SQAOs has enabled teachers to perform the teaching endeavors accordingly. In other words, teachers` motivation practices cannot be effective without ethical leadership.
6.3.2 
Heightening Levels of Motivation among Teachers in Public Primary Schools

Concerning the levels of motivation among teachers in public primary school, many respondents responded that, teachers were motivated through; facilitating access to loans; providing fringe benefits to teachers, paying salary on time; preparing good working conditions by ensuring job security to teachers and providing acting allowance. The results of the findings show that teachers are at high mean by ethical leaders. This enables teachers to increase their working morale and consequently better organisational performance.
6.3.3 
The Relationship between Ethical Leadership Behaviours and Teachers` Motivation

Regarding the relationship between ethical leadership behaviours and teachers` motivation, majority of the informants responded that ethical leadership has a significance association with teachers` motivation through; giving teachers to choose their own course of action in ethical terms, giving rewards to teachers for ethically good behaviour, acknowledging ethically valued behaviour of teachers. 
Furthermore, informants had shown that the two variable have positive relationship since leaders when making decision ask what is the right thing to do and lashing out teachers who show ethically flawed behaviour immediately. The findings had shown that ethical leaders are so important because they enable teachers` motivation, which results into good academic performance. Hence, ethical leadership relates with teachers` motivation.
6.4 
General Conclusions

Based on the research findings, it can be concluded that ethical leadership behaviours contribute much to teachers` motivation in public primary schools. In respect to the key research findings described in the preceding sections, the following conclusions were made: leaders listen and care what teachers have to say, leaders make sure that teachers are promoted in organisation because they show ethical behaviours, leaders honestly conducting their personal life in an ethical manner, leaders respecting the best interest of teachers in min and act as role model on how to do things the right way in terms of ethics. 
On top of that, leaders facilitate loan access, leaders provide fringe benefits, leaders pay salary on time, leaders provide acting allowance and leaders prepare good working environment. Additionally, ethical leaders (SQAOs), give teachers freedom to choose their own course of action in ethical terms, acknowledge ethically valued behaviours of teachers, provide rewards to teachers for ethically good behaviours. Leaders when making decision ask the right thing to do and leaders lash out at teachers who show ethically flawed behaviours immediately. The study determined that ethical leadership behaviour relates with teachers` motivation. Hence, when teachers experience ethical behaviour from their supervisors, there is an increased inclination to reciprocate such treatment of fairness, justice, being cared and valued to other colleagues, clients and managers.
6.5 
Recommendations of the Study
6.5.1 
Recommendations for Action

Based on the research findings and conclusions of the study, the following recommendations for action were made; Through the Ministry of Education Science and Technology (MOEST) deliberate efforts should be put into strengthening the SQA department in ensuring provision of quality education i.e. by providing incentives and other fringe benefits to increase teachers` motivation. Special care and attention should be paid at increasing teachers` salaries. The increase of teachers` salary will increase their working morale and consequently good organisational performance. 
On top of that, Regional Administration Local Government Authority should be strengthened to ensure that teachers receive their salary on time. Additionally, teachers who perform better their teaching and learning process should be paid extra payment so as to be motivated. Furthermore, the study has shown that SQAOs perform their duties under difficult conditions, i.e. the department for SQA faces the challenges like lack of fund, professionalism and poor transport and communication. Thus, there is high need for the government to set other alternative plans such as fund rising, hiring qualified and competent SQAOs, and providing them with transport facilities in order to motivate them and improve education quality in public primary schools.

6.5.2 
Recommendations for Further Study
Basically, the findings of this study did not explore all areas related to ethical leadership behaviours and motivation. The study explored only the effect of ethical leadership behaviours on teachers` motivation in twelve public primary schools. 
Therefore, the study suggests the following areas for further study:
(i) The study involved few primary school teachers and SQAOs. The study recommends further research to include many primary school teachers and other education stakeholders like students, parents and in line with MOEST in order to examine their views on the similar topic.

(ii) This study focused only KDC. The study recommends further research to base on a national study on the effect of ethical leadership behaviours on teachers` motivation in Tanzania and other developing countries with different ways of motivation teachers.

(iii) The study recommends further research to be conducted in this area or related areas to involve large sample sizes. This will justify the need for making generalization and drawing inferences of the population on the effect of ethical leadership behaviours on teachers’ motivation.
REFERENCES
Adeyemi, S., & Adeyemi, O. (2020). Teachers` perception on implementation of quality
assurance on senior secondary school students` academic performance in Ilesa, West 
Local Government Area, Osun State, Nigeria. KIU, Journal of Humanities.

Andrew, D., & Kent, R. (2007). The impact of perceived leadership behaviour on satisfaction, commitment and motivation: An expansion of the multidimensional modal of Leadership. International Journal Coaching Science, 1(1), p 35-56.

Armstrong, M. (2012). Armstrong`s handbook of human resource management practice. London Jellyfish.

Armstrong, M. (2003). A hand book of human resource management practice.9th Ed. 120, Bento a Ville London, UK Cambrian printers Ltd.

Benevene, P., Dal Corso, L., De Carlo, A., Falco, A., Carluccio, F. & Vecina, M. L. (2018). Ethical leadership as antecedent of job satisfaction, affective organisational commitment and intention to stay among volunteers of non-profit organisations. Frontiers Psychol. 9:2069.

doi: 10.3389/fpsyg.2018.02069

Bennel, P. (2004). Teacher motivation and incentives in Sub-Saharan Africa and Asia: 
Knowledge and skills for development. Report presented at Sussex University.

Bennell, P. & Mukyanuzi, F. (2005). Is there a teacher motivation crisis in Tanzania? Bringthon:

Bishay, A. (1996). Teacher motivation and job satisfaction: a study employing the experience sampling method. Journal of Undergraduate Sciences, 3(1), 147-154.

Blau, P. M. (1964). Justice in social exchange. Sociology Inquiry, 34(2), 193-206.

Brown, M. E., & Trevino, L. K. (2006). Ethical leadership: A review and future directions. The Leadership Quarterly, 17(6), 595-616.

Brown, M. E. & Mitchell, M. S. (2010). Ethical and unethical leadership: Exploring new avenues 
for future research. Business Ethics Quarterly, 20(4), 583-616. 


DOI: https://doi.org/10.5840/beq201020439
Brown, M. E., Trevino, K. & Harrison, D. A. (2005). Ethical leadership: A social learning perspective of construct development and testing. Organizational behavior and human 
decision processes. Oxford, UK: Oxford University Press.
Chan, T. (2022). Principals` perception of their roles as curriculum leaders: a comparison of 
high, middle and elementary schools; educational research and development Journal, 
summer, 25(1), pp. 82-98.

Davidovitz, R. D. (2007). Leaders as attachment figures: Leaders` attachment orientations predict leadership-related mental representations and followers’ performance and mental health. Journal Personality and Social Psychology, 93(3), 632-650.

Deci, E. L. (2000). Rewards compete with nature: the undermining of intrinsic motivation and
self-regulation. Sansone & Hrackiewicz, Oxford, UK: Oxford University Press.

Derkx, B. H. (2004). A comparison of Likert scale and visual analogue scale as response options in children. Acta Paediatria, 93(6), pp.830-835.

Dessler, G. (2003). Human resource management, (9thed.). Prentice Hall.


Emerson, R. M.  (1976). Social Exchange Theory. Annual Review of Sociology, 976, 335-362.

Eres, F. (2011). Relationship between teacher motivation and transformational characteristics of school principals. International Journal of Education, 3(2) 1-17.
Eutimi, S. B. (2017). Improving the quality of education in Nigeria through effective school 
management. Cogent Education, 5(1), 2-22.

Eyal, O. & Roth, G. (2011). Principals` leadership and teachers` motivation: Self-determination
theory analysis. Journal of Education Administration, 49(3) 256-275

Gallmeier, K. (1992). The effectiveness of principle leadership style on teachers` motivation. ERIC: Institute of Education Science.

Guo, F., Xue Z., He, J. & Yasmin, F. (2023). Ethical leadership and workplace behaviour in the education sector: The implications of employees’ ethical work behaviour. Frontiers 
Psychology,13:1040000. doi: 10.3389/fpsyg.2022.10400 00

Ghillyer, W. A. (2009). Management: A real world approach. New York: McGraw-Hill.

Hafiza, N. S., Shah, S. S., Jamsheed, H. & Zaman, K. (2011). Relationship between rewards and 
employees` motivation in the non-profit organisations of Pakistan, Abottabad: Comsats Institute of Information Technology.

Han, J. & Yin, H. (2016). Teacher motivation: Definition, research development and implication for teachers. Cogent Education, 3(1), 1-18.

Hashimu, R. A. (2002). Job motivation and performance of secondary school teachers. Unpublished Thesis: The Open University of Tanzania.

Helena, C. (2013). The roles of heads of schools in achieving students` academic performance in community secondary schools in Mbeya municipal. Unpublished Dissertation. The University of Dar- es- Salaam.

Hitt, W. D. (1990). Ethics and leadership: Putting theory into practices. Columbus: Battelle  Press.

Homans, L. (1959). What keeps good teachers in the classroom? Understanding and reducing teacher turnover. New Delhi: New Age International.

Ifeoma, G. L. (2015). Assessment of teacher motivation approaches in the less developed countries (Idcs). Journal of Education Prentice, pp 10-18. International publisher Ltd.
Issue, B. (2008). What keeps good teachers in the classroom? Understanding and reducing teacher turnover.

Issuea, B. (2008). The impact of leadership and management on academic performance in secondary schools. Unpublished Thesis: The Open University of Tanzania.

John, M. (2017). School administration and management: Quality Assurance and Standards in 
primary schools. Unpublished dissertation. Mzumbe University, Tanzania.

Jung, S. (2010). Performance based reward for teachers` perceptions of their motivation: journal
of research in higher education, Kampala.

Kamuzora, F. (2008). Research exploring four detailed case studies of rural livelihoods interventions operating in Tanzania. Mzumbe University-Morogoro.

Kelvin, L. (2016). Role of motivation in teacher`s job performance in public and private secondary schools in Tabora municipality. Unpublished for the degree master of education in administration, planning and policy studies of The Open University of Tanzania. Knowledge and skill development.

Kothari, C. R. (2007). Research methodology: methods and techniques. New Delhi: New Age International Publisher Ltd.

Kothari, R. C. (2004). Research methodology, methods and techniques. 2ndEdition. New Delhi: New Age International (p) Ltd.

Kotherja, O., & Rapt, E. (2015). The importance of motivation in employees` performance insecondary schools. Journal of Education and Social Research, 5(2),117-122.
Kumar, R. (2014). Impact of organizational climate on job satisfaction: A study of Bharti Airltel 
India Ltd in Shimla Zonal Office. International Journal of Engineering and Science (IJES), 2(7), 70-80.

Kwame, P. B. (2007). Teachers` motivation. Sub-Saharan Africa and South Asia.

Laddunuri, C. (2012). The relationship between school inspection, school characteristics and local government Area, Osun State, Nigeria. KIU, Journal of Humanities, 5(2), 21- 25.

Latham, S. F. (2011). Teachers` motivation. Sub-Saharan Africa and South Asia.

Likert, R. (1932). A technique for measurement of attitude. Arch Psychology, 1932, 22(140).55 limited.
Machumu H., & Agaptus A. (2024). Academic benchmarking and the provision of quality 
secondary education in Tanzania’, Journal on Efficiency and Responsibility in Education 
and Science, 17(2), 107-117. http://dx.doi.org/ 10.7160/eriesj.2024.170201
Martin, B. D. (2000). Effect of motivation on employee performance of commercial banks in Kenya commercial banks. Nairobi, Acts Press.
Masao, T. (2017). Assessment of secondary schools` head teachers` effective supervision in
teaching and learning process in Kinondoni Municipality, Tanzania. Published 
Dissertation at the Open University of Tanzania.

Maslow, A. (1943). A critical review of Maslow`s Hierarchy of Needs: Employee motivation. Master Dissertation. Mzumbe University.

Mensah, K. W. (2011). Motivation and job commitment among teachers in four selected senior high schools in the Ashanti region of Ghana. Institute of Distance Leaning, KNUST, 
Kwame Nkrumah University of Science and Technology. Accessed on  12.11.2024:21.43hrs, https://ir.knust.edu.gh/server/ api/core/bitstreams/f22fd720-8c6f-4e89-bbfc-9d862997ea9d/content
Mkumbo, K. A. K. (2012). Teachers’ commitment to, and experiences of, the teaching profession in Tanzania: Findings of focus group research. International Education Studies, 5(3), 222-
227. URL: http://dx.doi.org/10.5539/ies.v5n3p22 2 doi:10.5539/ies.v5n3p222

Mponezya, J. N. (2007). Employee motivation at work place: A comparison of incentives packages for public servants. Ministry of Finance and Agriculture, Food, Security and Corporate, Tanzania.

Mruma, J. M. (2013). Effect of motivation on job performance in Tanzania construction 
institutions: A case of public secondary schools in Nyamagana District Council. Unpublished MHRM dissertation, The Open University of Tanzania, Dar es Salaam, Tanzania.

Mugenda, M. (2003) Research methodology: methods and techniques. New Delhi: New Age

Mullins, L. J. (2020). Management and organisational  behaviour, 9th edition. London: FT Prentice Hall.8. 

Mustafa, M. & Othman, N. (2010). The effect of work motivation on teachers` work 
performance in Pekanbaru senior high schools. Riau province, Indonesia Sosiohumanika,3(2), 259-272.


Ngirwa, C. (2013). Leadership and organizational change: A study in Tanzanian universities. PhD Thesis, Katholieke Universiteit Leuven, Belgium. LIRIAS1963458

Okendo, E. O. (2018). The effect of school quality assurance communication officers`
feedback in improving teaching and learning process in Arusha city public secondary 
schools in Tanzania. Unpublished Dissertation, Mwenge Catholic University, Tanzania.

Ouma, C. N. (2017). The effect of ethical leadership on employee commitment among managersin the transport sector parastatals in Kenya. A Dissertation Report Submitted to the Chandaria School of Business in Partial Fulfilment of the Requirement for the Degree of 
Doctor of Business Administration (DBA).
Pallant, J., & Manual, S. S. (2010). A step by step guide to data analysis using SPSS. Berkshile UK: McGraw-Hill Education.
Park, S. M.  & Rainey, H. (2008). Leadership and public service motivation in US Federal Agencies. International Public Management Journal, 11(1), 109-142.

Phillymon, D. (2020). The contribution of quality assurance and control on students’ academic performance in public secondary schools in Missenyi district, Kagera region, Tanzania. Published Master Dissertation, The Open University of Tanzania. http://repository.out.ac.tz/2886/1/DISSERTATION %20-%20DIOCLES%20PHILLYMON%20-%20FINAL.pdf
Pinder, C. (2008). Work motivation in organisational behaviour. New Jersey: Prentice Hall
International.

Pitsoe, V. J. (2013). Teacher attrition in south Africa: Trends, challenges and prospects. Journal 
of Social Science, 36(3): 309-318 (2013). DOI: 10.31901/24566756.2013/36.03.08

Prasad, L. M. (2005). Organisational Behaviour, 3rd Edition. New Delhi: Sultan Chand & Sons.

Robbins, S. P. (2001). Organisational behaviour. 9th edition. New York: Prentice-hall, Inc.

Robbins, S. P. (2003). Organisation  behaviour, 10thed. New York: Prentice- Hall. Inc.

Rost, J. C. (1993). Leadership for the twenty-first century. Praeger Publishers.

Rwegoshora, H. M. M. (2006). Social science research. Mkukuki na Nyota, Dar es salaam,
Tanzania.

Saunders, M. N. K. (1999). Research methods for business students, 2ndedition. London: Prentice.

Saunders, M. (2016). Research methods for business students. Edinburg, UK: Pearson education Limited.

Shahzad, S. (2007). A study to investigate the quality of education at intermediate level in
Punjab. Doctoral Thesis, University of Arid, Agriculture Rwalpindi, Pakistan.

Thomas, N. (2017). Practical primary school administration for students’ teachers and 
training: specific to education sector of Pakistan. University of Karachi.

Uçar, R., & Ipek, C. (2019). The relationship between high school teachers` perceptions of
organisational culture and motivation. Journal of Education and Training Studies, 7(7), 
102-116.

Uddin, M. N. (2012). Factors affecting teacher motivation at secondary school level in Kohat 
City, International Journal of Contemporary Research in Business, 3(10), 442-450.

Warr, P. (1990). The measurement of wellbeing and other aspects of mental health. Journal of Educational Psychology, 63(3), 193-210.

Wiersman, W. & Jurs, S. G. (2005). Research methods in education: An introduction, Boston: Person.
Yamane, T. (1967). Statistics: An introductory analysis, 2nd Ed. New York: Harper and Row.

Yukl, G. A. (2002). Leadership in organisations (5thed). Englewood CliVs, NJ: Prentice Hall.

Yukl, G. A. (1989). Managerial leadership: A review of theory and research. Journal of 
Management,15(2), 251-289.
Yukl, G. A. (2013). An improved measure of ethical leadership. Journal of Leadership &
Organisational Studies, 20(1), pp38-48.

Zheng, D. M. (2015). Ethical and unethical leadership exploring new avenue for future research. 

Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2010). Business research methods (8th ed). Canada: South Western Cengage Learning.
APPENDICES

Appendix 1: Questionnaire
Dear respondent, 
I am Gaudin Bamugimba a student at the Open University of Tanzania pursuing the Masters of Education in Quality Management (MEDQM). I conduct a research titled as “The Effect of Ethical Leadership Behaviours on Teachers` Motivation in Public Primary Schools in Karagwe District, Tanzania”. The responses provided will be confidential and strictly used for academic purpose and not otherwise. Kindly tick[image: image15.emf] appropriate choices.
1. What is your gender?
	Male
	

	Female
	


2. How old are you? (Age)
	21-30
	31-40
	41-50
	51-60

	
	
	
	


3. What is your marital status?
	Married
	Single
	Divorced
	Widow
	Widower

	
	
	
	
	


4. What is your Educational Level?

	Certificate
	Diploma
	Degree
	Postgraduate
	Masters

	
	
	
	
	


5. For how long have you been working?
	[image: image17.emf]year
	1-4 years
	5-8 years
	9-12 years
	[image: image19.emf]12 years

	
	
	
	
	


6. What are the leaders` ethical behaviours in performing their managerial roles? (Ethical Leadership Scale by Brown et al. (2005). Kindly circle (O) appropriate choice.

Key: 1=Strongly Disagree (SD), 2=Disagree (D), 3=Neutral (N), 4=Agree (A), 5=Strongly Agree (SA

	S/N
	ITEM
	SD
	D
	N
	A
	SA

	1.
	Leaders listen and care to what teachers have to say.
	1
	2
	3
	4
	5

	2.
	Leaders make sure that teachers are promoted in organisation because they show ethical behaviours.
	1
	2
	3
	4
	5

	3.
	Leaders honestly conduct their personal life in ethical manner.
	1
	2
	3
	4
	5

	4.
	Leaders respect the best interest of teachers in mind.
	1
	2
	3
	4
	5

	5.
	Leaders act as role model on how to do things the right way in terms of ethics.
	1
	2
	3
	4
	5


7. To assess the extent to which leaders heighten the levels of motivation among teachers in primary schools? (Revised motivation scale by Brown et al. (2005). Kindly circle (O) appropriate choice. Key: 1=Strongly Disagree (SD), 2=Disagree (D), 3=Neutral (N), 4=Agree (A), 5=Strongly Agree (SA).
	S/N
	ITEM
	SD
	D
	N
	A
	SA

	1.
	Leaders facilitate access to loans.
	1
	2
	3
	4
	5

	2.
	Leaders provide fringe benefits to teachers.
	1
	2
	3
	4
	5

	3.
	Leaders pay salary on time.
	1
	2
	3
	4
	5

	4.
	Leaders prepare good working conditions.
	1
	2
	3
	4
	5

	5.
	Leaders provide acting allowance.
	1
	2
	3
	4
	5


8. How do you rate the relationship between ethical leadership behaviour and teachers` motivation? (Ethical leadership scale (Brown et al., 2005). Kindly circle (O) appropriate choice.

Key: 1=Strongly Disagree (SD), 2=Disagree (D), 3=Neutral (N), 4=Agree (A), 5=Strongly Agree (SA).

	S/N
	ITEM
	SD
	D
	N
	A
	SA

	1.
	Leaders give teachers freedom to choose their own course of action in ethical terms.
	1
	2
	3
	4
	5

	2.
	Leaders provide rewards to teachers for ethically good behaviours.
	1
	2
	3
	4
	5

	3.
	Leaders acknowledge ethically valued behaviour of teachers.
	1
	2
	3
	4
	5

	4.
	Leaders when making decision ask the right thing to do.
	1
	2
	3
	4
	5

	5.
	Leaders lash out at teachers who show ethically flawed behaviour immediately.
	1
	2
	3
	4
	5


Thank you so much for your cooperation
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ABSTRACT

This study was grounded on social exchange theory to determine the effect of ethical leadership behaviors on teachers` motivation in primary schools in Karagwe District Council. It was also guided by three research hypotheses which were tested using structural equation modeling (SEM) techniques. It employed constructivism as research paradigm; quantitative research approach and descriptive research design with 95 respondents. Data were collected through questionnaires. The results revealed that ethical leadership behaviors positively affect teachers` motivation. It was also learned that leaders exhibited ethical behaviors based on honesty, justice, integrity and transparency in performing their managerial roles. Leaders’ practices (e.g. care, value and fairness) indicated the degree to which teachers are motivated. The results call for managerial attention especially ensuring that teachers are well motivated through ethical leadership and human resource management practices. 

Keywords: Ethical Leadership, Ethical Leadership Behaviors, Teachers` Motivation

INTRODUCTION

The main objective of establishing the School Quality Assurance Department under the Ministry of Education, Science and Technology (MoEST) by the Tanzania government, was to render effective provision of quality education. This has to be conducted under School Quality Assurance Officers (SQAOs) and through involving the community members within the given society. Despite the power that was given to school quality assurance department under the Ministry of Education, still the department has not fulfilled its duties successfully.  

For instance, one of the roles of SQAOs is to supervise and control school budget and other activities related to fund such as supervision of school projects including building classes, library, dormitories and laboratories. However, the fund, which had been allocated by the government and other education stakeholders had been misused by the unethical school administrators and sometimes directed by the members of school committee. This had resulted into poor infrastructure within the public primary school; hence hinder provision of quality education (Machumu & Agaptus, 2012). Moreover, there have been teachers` malpractices in academic endeavours and in handling students in schools (Kiluvia & Ngirwa, 2017).

Hence, ethical leadership behavior cannot be underestimated as it presupposes teachers’ success; outcomes like perceived leaders` effectiveness, employees` job satisfaction as well as their willingness to give information on the setbacks hinder the management system. Motivational factors have a significant effect to both teachers` job performance and organization outcomes in educational institutions (Mkumbo, 2012). According to a survey 157000 men and women are leaving the teaching field every year looking for other green pastures in sub-Saharan African countries of which Tanzania is included (Issue, 2008). 

Leaders-School Quality Assurance Officers have to become a role model to followers by giving equal rights to workers-teachers as they fulfill their duties (Okendo, 2018). In relation to this case, quality education cannot be attained in a situation where schools lack enough, competent, efficient and motivated teachers who should be retrained and retained in schools. Due to turning over of competent teachers and incoming of ineffective ones, students are unnecessarily disturbed so much. Basically, it is well known that the main purpose of every school is to provide quality education to every student and this purpose cannot be fulfilled in the absence of active school quality assurance officers. Such leaders should have good codes of conduct, qualified, competent and motivated teachers.

In Tanzania it had been observed that less attention is paid by School Quality Assurance Officers in fulfilling teachers` obligations, incentives and other rights (Laddunuri, 2012) despite the fact that there is high mobility of teachers teaching to other fields. Resultantly, such case has led retardation to the organizational development. The reintroduction of fee free education policy and other contributions on November 27, 2015 in Tanzania had also deteriorated the ability of public primary school leaders to motivate teachers. This led to motivational crisis among teachers and heads of schools. Consequently, that resulted into difficulty in running of public primary schools immediately after introduction of fee free education and stoppage of other contributions as there is no other room of accumulating income (Eutimi, 2017). This study therefore, investigated the effect of ethical leadership behavior on teachers` motivation in public primary schools in Karagwe District Council.

This study aimed at getting information on ethical leadership behaviors on teachers` motivation which seemed to be used by public school’s leaders, policy makers and other educational stakeholders to make effective decisions in planning for leadership, training and motivational strategies. The study also gave information for educational managers for example school quality assurance officers on the significance of ethical leadership in enhancing levels of motivation to teachers. The findings of this study added values to the theory of social exchange theory which explains that if the costs of relationship are higher than rewards in such a way that efforts or money were put into relationship and not reciprocated, then the relationship may either be terminated or abandoned (Homans, 1959). With such theory the emphasis is put on mutual relationship between leaders and teachers.

LITERATURE REVIEW

Ethical Leadership

Ethical leadership is defined as the behavior consistent with prevailing codes of conduct through personal and interpersonal relationship between leaders and followers (Brown, Trevino & Harrison, 2005). Ethical leadership implements ethical behavior incentives to anyone performing duties ethically and imposes sanctions (Rost, 1993). In ethical leadership, people behave due to a set of principles and values that are realized by the majority as a strong foundation for the common good (Hitt, 1990). As the matter of the fact, ethical leaders should be honest, caring and trustworthy, make fair decisions and believe morally in personal life and at work place (Brown & Trevino, 2006). Ethical leaders are expected to communicate ethical standards, become role model and ensuring that subordinates are reinforced either by rewards or punishment. With ethical leadership individuals behave due to a set of principles and values that are recognized by the majority as a sound basis for the common goal (Ouma, 2017).

Ethical Leadership Behaviors

Ethical leadership behaviours refer to the individuals acting based on a set of principles and values that are recognized by the majority as a sound basis for the common good. Ethical leaders should be honest, caring, respecting, consideration and trustworthy, make fair decisions and believe morally in personal life and at work place (Brown & Trevino, 2006; Ngirwa, 2013). Ethical leadership behavior is significantly and strongly related to idealized influence as well as affective trust and consideration (Brown, et al., 2005). It has been contended that in working environment where leaders develop strong relational attachments by means of their ethical behaviours tend to demonstrate personal powers that engender influence to employees’ engagement to organizational tasks (Ngirwa, 2013). Leaders particularly School Quality Assurance Officers should behave ethically so as to influence teachers’ positive feelings and acceptance of their SQA reports and job-advise.

Teachers` Motivation

According to Prasad, motivation is the complex forces starting and keeping a person at work in an organization (Prasad, 2005). Hence, teachers` motivation refers to as the attitude teachers have towards their work. In other way round, motivation is described as invisible forces that push workers to behave in a particular way (Pinder, 2008). It is the energy and desire that makes teacher continually interested and committed to a given work. Motivation is the forces that energizes, direct and sustain behavior (Uddin, 2012). It can be either intrinsic where behavior is affected by factors that may arise from work itself and are self-generated or extrinsic, which occurs when things are done by teachers to motivate themselves (Armstrong, 2012). 

Normally, teachers draw their motivation from unfulfilled wants that they need to satisfy (Latham, 2011). It is said that the spirit of teachers` performance relies on rate of motivation provided, the level of enthusiasm and creativity that a teacher brings to his/her role daily. Hence, teachers like any other human being take motivation as part of their basic needs, have to be motivated to build them a sense of encouragement, sincerity, willingness to work, support and help one another, hence continually working for personal and organizational achievement (Maslow, 1943). Teachers` perception of being valued and cared about by their leaders enhances their trust that the organization recognizes or reward desired subordinates ` attitudes and behavior as the exchange obligations.

Social Exchange Theory (SET)

The theory states that if the cost of the relationship is higher than rewards in such a way that efforts or money were put into relationship and not reciprocated, then the relationship may either be terminated or abandoned (Homans, 1959). According to Social Exchange Theory (SET), a person will weigh the cost of social interaction against the reward of that social interaction. Ethical leaders shape the behavior of their teachers through social exchange processes. When teachers experience ethical behavior from their supervisors, there is an increased inclination to reciprocate such treatment of fairness, justice, being cared and valued to other colleagues, clients and managers. Hence, ethical behavior exhibited by the teachers translates as a reward for the ethical leader in the form of positive organizational behavior (Benevene, Dal Corso, De Carlo, Falco, Carluccio & Vecina, 2018). 

SET was relevant to the study being carried out as it explored whether and how teachers were motivated to engage in taking responsibilities under the influence of ethical leadership. In this study, such key theoretical process was critical antecedents for behavioral outcomes obtained through interpersonal relationship. SET posits that parties with the expectation of some future return would be involved in and sustain the exchange relationship with others (Blau, 1964). Thus there should be mutual relationship between leaders and subordinates. The theory assumed that self-interested parties with exchange with other parties so as to achieve some outcomes that could not be achieved by themselves once the two parties find the exchange was not reciprocal; the exchange relationship would be terminated (Emerson, 1976). 

This theory is also helpful to this study since it was used to explain the development and management of interpersonal relationship, social interactions involved two parties each exchanging reward needed by another person and teachers seek to maximize rewards and minimize cost in pursuit of the greatest profit. This study utilized SET, which had been validated in many contexts as also the theoretical foundation to understand the mechanism of effect of ethical leadership behaviors on teachers` motivation through mediating role of positive reciprocity. Teachers should form relationship that satisfy their expectations and abandon that fail to fulfill their wants; hence the theory encouraged teachers to end relationship that had no benefit.

Conceptual Framework

The figure below shows the relationship between independent and dependent variables as well as intervening variables of the research problem. The independent variable is ethical leadership behaviors. The dependent variable is teachers` motivation. The intervening variable shows how teachers feel when they are motivated. Generally speaking, ethical leaders reveal honesty, justice, integrity, transparency and others alike. These attributes escalate feelings of being cared, excited, honored, relaxed, and fairness in management. Teachers holding this feeling would be encouraged and revealed willingness in performing their duties, sincerity, support and help each other in teaching endeavors.



Figure 1 The Conceptual Framework Adapted from (Brown et al., 2005).

Hypothesis of the Study

This study was also guided by one hypothesis. The one relevant to this paper generated from empirical literature review was: 

Ha: Ethical leadership behavior has a significance association with teachers` motivation (honesty, justice, integrity, fairness and transparency).

Based on the two components of ethical leadership i.e. moral person and moral manager. The component of moral person is built on fairness, honesty, care, trust and solid ethical principles (Brown & Trevino, 2006). These leaders (SQAOs) are within the reach of teachers, and they actively listen to raised concerns and identified problems in the organization (Brown & Mitchell, 2010).

METHODOLOGY

It was a quantitative study of descriptive research designed to examine the effect of' ethical leadership on teacher motivation in elementary schools in Karagwe district, Tanzania. A survey method, using questionnaires, was employed to collect numerical data for statistical analysis. The target population was   teachers in primary schools in Karagwe District Council. 
A simple random technique was used to obtain78 primary school teachers, while stratified random sampling was used to obtain 5 school quality assurance officers (SQAOs) and 12 head teachers. Hence the study had 95 respondents. An adopted (Brown et al., 2005; Yukl, 2013) questionnaire comprising 5 items on a Likert scale from strongly disagree to strongly agree was used for the data collection. Surveys were distributed to respondents after a written permission from District Executive Director (DED). 

The structural equation modeling (SEM) was to study the relationship between constructs (ethical leader behavior and teachers’ motivation). SPSS software version 22 was used to conduct descriptive analysis while the free R package SEMinR version 2.3.2 was used to conduct reliability/validity and to fit the SEM.

The qualitative interpretation of the construct composite scores is given in Table 3 (Abu-Baker, Abu-Baker, Abu-Zaid, Alsawalqah, Al-Shamayleh & Al-Shboul, 2019).

Table 1: Composite Score Rating Scale
	SN
	Weighted Mean
	Level of Agreement

	1
	1.00 - 1.80 
	Very Low

	2
	1.81 - 2.60 
	Low

	3
	2.61 - 3.40
	Average

	4
	3.41 - 4.20 
	High

	5
	4.21 - 5.00 
	Very High


Source:  Abu-Baker et al. (2019)

RESULTS

The aim of study was to determine the effect of ethical leadership behaviors on teachers` motivation in primary schools. In this section we present the both descriptive and inferential statistics of this study.

Descriptive Statistics

Here, we provide descriptive statistics of the two constructs of the study. After reliability test, each construct remained with five (5) Likert scale items. Overall summary statistics of Likert scales of these constructs are depicted in Table 2. As can be seen from this table the instruments have reasonable reliability composite reliability (standard threshold is 0.70). It has been contended that in social sciences studies for construct that assesses subjective experiences or multifaceted construct like may be rarely to gain high reliabilities due to variability in responses (Nunnally & Bernsteien, 1994).

Overall, the means for most statements are moderately high (4.66, 4.589; on a 5-point scale) for ethical leadership behavior and teachers’ motivation respectively. This implies respondent have high perception, on average, to the statements constituting these scales.

Table 2 Showing Scales` Descriptive Statistics

	Scale
	Number of items
	Mean
	Std. Deviation
	Composite

Reliability rhoc
	Average Variance Extracted (AVE)

	Ethical Leadership
	5
	4.660
	0.060
	0.55
	0.04

	Teachers` Motivation
	5
	4.589
	0.07
	0.62
	0.34


Source: Field Data (2024)

Table 3 and Table 4 present descriptive statistics (mean and standard deviation) of items for ethical leadership behaviour and teachers' motivation respectively. As can be seen from Table 3, relative to the overall mean of the scale, majority of the respondents, on one hand, had high perception above the mean on three (3) statements which are: “Leaders give teachers freedom to choose their own course of action in ethical terms”, “Leaders acknowledge ethically valued behavior of teachers” and “Leaders lash out at teachers who show ethically flawed behavior immediately”. This implies leaders are performing very well in these perspectives. 
On the other, majority of the respondents had perception below the mean on two (2) statements which are: “Leaders provide rewards to teachers for ethically good behavior” and “Leaders when making decision ask the right thing to do”. Such findings indicate that leaders do not, relatively, perform very well on these areas. Additionally, this can also be interpreted that sometimes leaders do not involve/ask subordinates when making some decisions.

Table 3 Ethical Leadership Behaviours Scale Statistics

	S/N
	ITEM
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	STD Deviation
	Remarks

	1.
	Leaders give teachers freedom to choose their own course of action in ethical terms.
	1(1.1)
	0(0)
	0(0)
	25(26.3)
	69(72.6)
	4.69
	.58
	Very High perception

	2.
	Leaders provide rewards to teachers for ethically good behavior.
	3(3.2)
	0(0)
	0(0)
	24(25.3)
	65(68.4)
	4.57
	.82
	Low perception

	3.
	Leaders acknowledge ethically valued behavior of teachers.
	1(1.1)
	0(0)
	1(1.1)
	21(22.1)
	72(75.8)
	4.72
	.60
	Very High perception

	4.
	Leaders when making decision ask the right thing to do.
	2(2.1)
	1(1.1)
	0(0)
	25(26.3)
	67(70.5)
	4.62
	.75
	Low  perception

	5.
	Leaders lash out at teachers who show ethically flawed behavior immediately.
	0(0)
	0(0)
	2(2.1)
	26(27.4)
	67(70.5)
	4.68
	.51
	Very High perception

	Scale grand mean =4.660, STD Deviation=.060


Source: Field Data, (2024).

Table 4: Teachers` Motivation, Scale Statistics

	S/N
	ITEM
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	SD
	Remarks

	1.
	Leaders facilitate access to loans.
	0(0)
	2(2.1)
	4(4.2)
	33(34.7)
	56(58.9)
	4.51
	.68
	Low perception

	2.
	Leaders provide fringe benefits to teachers.
	1(1.1)
	1(1.1)
	1(1.1)
	25(26.3)
	67(70.5)
	4.64
	.67
	Very High perception

	3.
	Leaders pay salary on time.
	4(4.2)
	1(1.1)
	2(2.1)
	24(25.3)
	64(67.4)
	4.51
	.93
	Very High perception

	4.
	Leaders prepare good working condition.
	2(2.1)
	1(1.1)
	0(0)
	24(25.3)
	68(71.6)
	4.63
	.74
	Low perception

	5.
	Leaders provide acting allowance.
	1(1.1)
	1(1.1)
	2(2.1)
	20(21.1)
	71(74.7)
	4.653
	.68
	Very High perception

	Scale grand mean=4. 589, SD= .007


Source: Field Data, (2024)
The general results of the data analysis based on the behaviors is taking place at a very high mean (M=4.660, SD=.60). Likewise, this falls in range agree interval which implies that the majority of respondents responded that there was positive relationship between ethical leadership and teachers` motivation. Relative to this overall mean of the scale, majority of the respondents, on one hand, had very high perception on three (3) statements which are: “Leaders give teachers freedom to choose their own course of action in ethical terms”, “Leaders acknowledge ethically valued behavior of teachers” and “Leaders lash out at teachers who show ethically flawed behavior”. This implies that both variables under analysis i.e. ethical leadership behaviors and teachers` motivation were positively related. On the other, majority of the respondents had relatively high but not very high perception on two (2) statements which are: “Leaders provide rewards to teachers for ethically good behavior” and “Leaders when making decision ask the right thing to do”. Such findings indicate that leaders do not reward every good behavior shown by subordinates. Additionally, this can also be interpreted that sometimes leaders do not involve/ask subordinates when making some decisions.

Research Inferential Statistics (Hypotheses)

The following was one of the hypothesis of study:

Ha: Ethical leadership behavior has a significance association with teachers` motivation (honesty, justice, integrity, fairness and transparency).

This hypothesis was tested using SEM technique. Application of SEM involves assessment of the measurement and structural models. Measurement model models the construct and associated indicators while the structural model models the linkages among constructs. Therefore, the hypotheses were tested in structural model part of SEM. The measurement models for all constructs (Ethical Leadership, Feel (Behavior) and Employee Motivation) were assessed and part of the report is included in Table 5a. The coefficient of determination (R-square) of the endogenous constructs is shown in Table 5. The R-squared of Employee Motivation construct is 0.721 implying that 72.2% of variation in this construct can be explained by Ethical Leadership directly and indirectly.

Table 5 Assessment the Fitted Model
	
	Employee Motivation
	Feel

	R-square
	0.721
	0.057

	Adjusted R-square
	0.715
	0.047

	Ethical Leadership
	0.440
	0.239

	Feel
	0.629
	NA


Source: Field Data (2024).
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Figure 1: Fitted Structural Model using R Package SEMinR.

The total effect of ethical leadership behavior to teachers’ motivation is positive and significant (0.590, [0479, 0.742]) as depicted in Table 5b or calculated (0.239x0.629+0.44=0.590) from Figure 1. This implies the ethical leadership has positive influence on the teachers’ motivation. Hence hypothesis Ha is supported. 

Table 5a Assessment of Structural Loading (Links/Effects)
	Links
	Original Est.
	Bootstrap Mean
	Bootstrap SD
	T Stat.
	2.5% CI
	97.5% CI

	Ethical Leadership  to  Feel
	0.239
	0.350
	0.099
	2.410
	0.161
	0.551

	Ethical Leadership  to  Employee Motivation
	0.440
	0.415
	0.086
	5.106
	0.225
	0.574

	Feel  to  Employee Motivation
	0.629
	0.602
	0.085
	7.398
	0.385
	0.729


Source: Field Data (2024).

Table 5b Assessment of Total Effect
	Link
	Original Est.
	Bootstrap Mean
	Bootstrap SD
	T Stat.
	2.5%CI
	97.5%CI

	Ethical Leadership to Employee Motivation
	0.590
	0.623
	0.068
	8.691
	0.479
	0.742


Source: Field Data (2024).

In evaluating the research hypothesis, it is noted that all links as depicted in Table 5a are positive and significant as qualified in Table 5b. Generally speaking, based on the findings under this subsection; ethical leadership has a significance association with teachers` motivation. Hence, ethical leadership behaviors relate with teachers’ motivation.

Discussion

This study examined the effect of ethical leadership behaviors on the teachers’ motivation in public primary schools. Results from descriptive analysis revealed that the overall score on the ethical leadership behaviors is high (M= 4.660, SD= .60) implying that majority of respondents feel that leaders perform their managerial roles in good manner. Similarly, the overall score on the teachers’ motivation is also high (M= 4.589, SD= 0.07) implying that majority of respondents feel that the good leaders’ ethical leadership behaviors motivate them. 
This is also conformed through hypothesis testing (Ha) through structural model path (Ethical Leadership to Employee Motivation) with a significant positive (0.590, [0.479, 0.742] 95% CI) coefficient (total effect). This was realized in school leaders who give teachers freedom to choose their own course of action in ethical manner; Leaders provide rewards to teachers for ethically good behaviour (e.g. facilitate access to loans, provide acting allowance); Leaders acknowledge ethically behaviour of teachers; Leaders when making decision ask the right thing to do and, Leaders deal with teachers who show ethically flawed behaviours. This matches with other studies carried out in Bharti Airtel India Ltd Shimla head office and Arusha city public secondary school by (Kumar, 2014; Okendo, 2018) respectively. Both studies found that there was a positive relationship between organizational climate and employee satisfaction. 

Theoretical and Practical Implications

Based on the research findings and conclusions of the study, the following recommendations for action were made. First, through the Ministry of Education Science and Technology (MOEST) deliberate efforts should be put into strengthening the school quality assurance department in ensuring provision of quality education. This is done through by providing leadership training programs to teachers and providing incentives and other fringe benefits to them. Special care and attention of teachers’ rights and needs should also be paid attention e.g. increasing teachers` salaries. The increase of teachers` salary may elevate their working morale. On top of that, Regional Administration Local Government Authority should be strengthened to ensure that teachers receive their salaries on time. Additionally, teachers who perform well their teaching and learning process should be provided with incentives that would motivate them as well as increase their working morale.

Basically, the findings of this study did not explore all areas related to ethical leadership behaviors and motivation. The study explored only effect of ethical leadership behaviors on teachers` motivation in twelve public primary schools. Therefore, the study suggests the following areas for further study.

(i) The study involved few primary school teachers and school quality assurance officers. The study recommends further research to include many primary school teachers and other educational stakeholders like students, parents and in line with MOEST in order to examine their views on the similar topic.

(ii) The study focused only Karagwe District Council. The study recommends further research based on a national study on the effect of ethical leadership behaviours on teachers` motivation in Tanzania and other developing countries with different human resource policies of motivating teachers.

(iii) The study recommends further research to be conducted in this area or related areas to involve large sample sizes. This would justify the need for making generalisation and drawing inferences of population on the effect of ethical leadership behaviours on teachers` motivation.

Conclusions

Based on the research findings, it can be concluded that ethical leadership behaviours contribute significantly to teachers` motivation in public primary schools. Hence, when teachers experience ethical behaviour (e.g. fairness, honesty, justice, transparency) from their supervisors (e.g. SQAOs), there is an increased inclination to reciprocate treatment to other colleagues, clients and managers. These attributes escalate feelings of being cared, honored, relaxed and valued. Teachers holding this feeling would be encouraged and reveal willingness in performing their duties, sincerity, and help each other in teaching endeavours. Therefore, our findings suggest ethical leadership behaviours and teachers` motivation are important factors that would strengthen academic endeavours of public primary schools as educational institutions.
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