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ABSTRACT

This study investigated the influence of school heads on teachers’ motivation in public primary schools in Geita Town Council. Specifically, the study: evaluated the administrative roles of school heads in public primary schools, examined the status of teachers’ motivation in public primary schools and assessed the relationship between school heads’ leadership roles and teachers’ motivation in public primary schools. A total of 120 respondents provided information for the study through questionnaires and interviews. The study found that school heads are the school engine through their important roles to meet the school goals and objectives. Such roles ensure care, consideration, peace and security, teamwork, professional development support and resource management. However, these school heads have a moderate motivation in the teaching career due to unsatisfied remuneration and awards available for teachers. Similarly, the influence of leadership roles on teachers’ motivation is also moderate as it does not touch their lives directly. The study recommends for intervention strategies to improve teachers’ motivation through fee free education policy review to strengthen local community engagement in education through local authorities, establishment of teachers’ motivation schemes.  Further study may evaluate the impact of community engagement in improving teachers’ motivation. Another study may develop a measuring scale for teachers’ motivation in public primary schools. 
Keywords: School Leadership, Teachers’ Motivation and Primary School.
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INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1 
Introduction

Every institution has an institutional leader who is expected to bring positive results. School heads at school level are influential figures who should actively stand on the teachers they supervise so that those fellow teachers have positive attitudes, behavior, and determination for effective school performance. Therefore, the study intended to investigate, the influence of head teachers’ practices on teachers’ motivation in public primary schools in Geita Town Council. This chapter presents an overview of the study. It discusses issues related to the background of the study, statement of the problem, purpose of the study, objectives of the study, study questions, significance of the study, scope of the study as well as operational meaning of terms.
1.2 
Background of the Problem
 School heads are the chief motivators in schools to ensure that the available teachers are motivated to promote and uphold education goals and objectives (Tahira, Yusuf & Saboor, 2021). Education is the most important item in the life of a human being (Berhanu & Sabanci, 2019).  To live a prosperous life, a person should educate himself or herself. Education imparts knowledge and skills that enable the individual to avoid challenges in life; head teachers, as school leaders, must exercise and adopt different motivational techniques to get the best from teachers (Mei, 2017). 

Motivation is a process in which a person tries to affect the performance of their subordinates in a positive way (Latham, Ganegoda & Locke, 2011).  In the school setting, head teachers’ leadership is important to get desired results from teachers and students (Lumsden, 1994). No doubt that the education level of the teachers is essential to getting good results from the students in the school, but there is more importance. Apart from educational level, head teachers’ personality traits and professionalism commitment, such as ethics and education integrity, are also crucial in enhancing job and institutional efficiency (Han & Yin, 2016). 
The head teachers are the vital input in the educational realm. Moreover, (MoEC, 1997) points out that the major responsibility of head teachers in schools is to provide professional leadership that would lead to the achievement of educational objectives which is revealed in terms of students’ outcomes (output). These are the personnel given the authority to oversee that the school activities as well as educational goals are met as planned. Therefore, they are supposed to have a life-long learning, for the best ways of leading their schools.
Teacher motivation therefore refers to those variables, such as promotions, good salary, professional training, welfare, and allowances that influence teachers to do things better. Double Gist (2013) pointed out that motivated teachers always look for better ways to do their teaching job; they are more excellent, oriented, and are more creative. Therefore, motivated teachers are determined to give their best to their tasks and jobs. Motivation can be in the form of regular payments of salary, fringe benefits such as allowances, houses, job training, encouragements, good working conditions, and good relations at the workplace. Hence any teacher who enjoys the mentioned items ought to be motivated.
In addition to that teacher motivation is seen as a more psychological concept, which is regarded as a process of organizing behaviour and changing behaviours into specific courses. It is a process of stimulating and sustaining behaviour. According to Asemah (2012), teacher motivation is a general term applying to the entire class of drives, desires, needs, and wishes for teachers to induce them to act in a desirable academically productive manner. A motivated teacher is always expected to highly love the job and deliver the expected educational outputs.
Many studies have examined the influence of head teachers on motivating teachers both in secondary and primary schools respectively. For example, Arsaythamby, Kamuji, and Khalid (2013), in a study in Malaysia, revealed that teachers can improve their teaching performance within and outside the classroom through effective and clinical supervision. This shows that head teachers' supervision contributes to teacher motivation. Studies done by Zeb and Jamal (2015), in Pakistan concluded those teachers prefer employees’ recognition and promotions for their motivation and job satisfaction. This situation is translated into putting more effort into their work and realizing improved performance.
Moreover, a study conducted in Nigeria recommended that school management organize periodic discussions with teachers on the process of clinical supervision (Okorji & Ogbo, 2013). A similar conclusion was revealed in Uganda by Nzobanimpa (2016), indicating that effective supervision of teachers has a positive impact on their performance, as it motivates them. Therefore, both institutional and instructional supervision should be effectively handled by head teachers to ensure teachers’ motivation and job performance. 
In Tanzania, Mosha (2015) found out that shortage of teaching facilities, poor classrooms and school environment affected efficiency of teachers. This might result into teacher demotivation hence poor performance. The government and the education system need to figure out what it will take to make sure those teachers at school are coming to their sense and feel welcomed to work in such environment. This call for a need to revise the way head teachers are appointed basing on interpersonal skills and knowledge as they are the one working in everyday with those teachers who are demotivated.
A study conducted by the Tanzania Teachers Union (TTU) in 2006 recommended three main issues that were and are not addressed by the government yet. These were improved teachers and support, enforcement of standards and ethics, as well as the basic guarantees regarding teachers’ pay and welfare. The report concluded that ῝without motivated and competent teachers who are focused on their jobs and pupils learning all reforms will come to naught῝ (Sumra & Rajan, 2006 p. 288).  Armstrong (2006), postulates that the head teacher as an executive officer needs to appreciate and recognize that good results are obtained through people. It is based on the aforementioned, this study sets out to investigate the influence of head teachers on teachers ‘motivation in primary schools in Geita Town Council.
1.3 
Statement of the Problem

Effective teaching is important for any educational system. It enables effective learning and the school’s academic performance. Thus, every nation would wish to have teachers’ dedication to teaching endeavors in schools. However, the condition of teaching in Tanzania as a profession has been accorded with little motivational remunerations like salary and allowances, as observed by Kihara (2018). This has been one of the greatest causative factors for the falling standard of Education and teaching loss of status and social recognition, that is lack of teacher’s motivation (Ngirwa, 2016). Consequently, the government of the United Republic of Tanzania has been committed to the provision of quality Education. It has continued to make efforts to create conducive teaching and learning environment, motivate teachers by offering salary increments, in-service training, promotions, paying teachers debts and demands among others. 
However, in the process head teachers would also contribute on motivating teachers in schools. This should not be oversighted. It had rarely empirically been established in the context of primary schools. For example, Education and Training Policy (URT 1995; 2014, 2023), Circular for Civil Servants No.3 of 2014, Education Circular No 5 of 2015 as well as Tanzania Development Vision 2025 targets, establishment of Teachers service commission (TSC) and the ongoing debates on teachers’ professional board. All these efforts emphasize on improving quality education and rarely addressed the school management. 
However, in spite of these government efforts to motivate teachers, there are some complains from teachers on poor working climate, which resulting into job dissatisfaction and most teachers disserting teaching profession to seek for green pasture. This is why the present study seeks to investigate the influence of head teachers on teachers’ motivation in primary school, in Geita town.
1.4 
Objectives of the Study

The objectives of this study are categorized as general and specific objectives. 
1.4.1 
General Objective of the Study

The purpose of this study was to investigate the influence of school heads on teachers’ motivation in public primary schools in the Geita Town Council.
1.4.2 
Specific Objectives

(i)   To evaluate the administrative roles of school heads in public primary schools.
(ii)   To examine the status of teachers’ motivation in public primary schools.
(iii)   To assess the relationship between school heads’ leadership roles and teachers’ motivation in public primary schools.
1.5 
Research Questions 

(i)     What are the administrative roles of head teachers in Public Primary Schools?
(ii)    What is the status of teachers’ motivation in public primary schools?

(iii)    What is the relationship between school heads’ leadership practices and teachers’ motivation?
1.6 
Scope and Delimitation of the Study

This study was conducted in 10 public primary schools, in which teachers, school heads, and ward education officers were involved to supply information on the influence of school heads on teachers' motivation. 
1.7 
Significance of the Study

The study investigated the influence of head teachers on teachers’ motivation, which in turn leads to the achievement of educational objectives in their respective schools. This study's findings may help inform policymakers, administrators, head teachers, and teachers about the need for head teachers to motivate teachers beyond what the government does. 
The findings may further provide insights into what must be done to improve teacher enthusiasm and classroom performance.  The results of this study are specific to Geita town. However, they can be generalized or used for stakeholders interested in the educational field and organizational performance. 
The results of this study promote the theory’s assumptions that, when school leaders demonstrate ethical behaviour in their daily operations, teachers become more committed to their work. The results presented by this study are important to policymakers to formulate and implement effective ethical leadership policies to achieve teachers’ job commitment and motivation. 
1.8 
Limitations of the Study

The researcher faced a long distance from one sampled school to another, hence had to hire a transport means to curb the limitation. During rainfall, I had to hire a tricycle and in dry weather a motorcycle. The financial constraints compelled me to take advance loan from NMB to meet the financial needs of my study for fee clearance, travel, typing and photocopying, analysis software, and meals. Some of the respondents were reluctant to provide valuable data for the study.  I had to educate them on the purpose and significance of the study to influence teachers’ motivation through policy review and community engagement. 
1.9 
Definition of the Key Terms

Head Teacher’s Leadership

It is a set of roles bundled with the motivation to inspire educational change and move beyond the status quo in collaborative ways. In the context of this study, head teachers went beyond by looking at the various leadership roles that motivate teachers to do better.
Teachers’ Motivation

Motivation refers to the feeling of happiness or contentment that takes place in people depending on the circumstances of their job. The desire is to be appreciated, accepted, rewarded, involved, promoted, and carefully treated. In connection with that, motivational practices are all actions and efforts done by supervisors, managers, or head teachers to deliberately make sure that all teachers and other subordinates feel accepted, welcomed, appreciated, and loved. Therefore, a teacher’s motivation refers to reasons that emanate from individuals’ intrinsic values to choose to teach and sustain teaching. It is therefore linked to how teachers feel they are being treated and to the way they perceive their own working and living conditions.
1.10 
Organization of the Study

This study is organized into five chapters. Chapter one covers the introduction and background of the study. The chapter also states the purpose of the study and study objectives, then the research questions and significance of the study, the Scope of the study, and the definition of key terms.  
Chapter two reviews the literature, starting with a theoretical literature review and then an empirical literature review based on the specific objectives of the study to identify the knowledge gap.  The chapter ends with a synthesis of the chapter. Chapter three deals with research methodologies, which describe the study area, research design, research approach, target population, study sample, and sampling procedures. The chapter also describes data collection methods, analysis plan, and presentation, validity, and reliability. Chapter four analyzed, presented data, and discussed the findings. The thesis ends in chapter five which presents the summary, conclusion and recommendations of the study.  
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LITERATURE REVIEW

2.1 
Introduction

This chapter comprises a theoretical and empirical literature review that relates to the objective of the study. The chapter begins with theories underpinning the study and thereafter presents a critical analysis of various empirical literature from various scholars who have conceptualized issues related to school leadership and motivation. The chapter presents related literature on the concept of leadership, school leadership, and ethical leadership theory. It further reviews studies on the administrative roles of heads of schools, the status of teachers’ motivation, and the relationship between school leadership and teachers’ motivation. Lastly, it addresses the research gaps and conceptual framework that guide the study.
2.2 
Theoretical Literature Review

2.2.1 
Ethical Leadership Theory
The study reviewed the ethical leadership theory as the guiding principle for the study. The Ethical leadership theory, was found by Bill Grace in 1990, in the same year he founded the Center for Ethical Leadership aiming to create an unbiased society. Bill’ history on social justice issues backs to his age of eight after when he started charity services to the poor. Later, after joining higher education studies, he opted to know how people study and act on social justice and ethical leadership exploring how men and women are identified as ethical leaders and what makes them to be so. Using a life stories and experience, Bill created the 4-V model for ethical leadership entailing: values, vision, voice and virtue, which are to train and nurture critical leaders who are sensitive to harmony and societal values (Bedi, Alpaslan & Green, 2016). Ethical leadership targets on life-long passion to serve the community fairly.
Ethical leadership can be defined as the “demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making” (Brown, Treviño & Harrison, 2005). The theory advocates and stresses on ethical leadership as a relational concept and role, which is constructed, re-constructed and transformed though social agreements and interactions between leaders and subordinates. 
Ethical leadership theory provides a base of consideration of social values and fairness in school management and teachers’ motivation. It is through the propositions of this theory that school head teachers will be in a position to safeguard teachers’ professional values, well-being, and motivate them accordingly for positive performance, which in turn will promote schools’ and students’ achievement and outcomes. The theory lays the grounds for the preparation and development of ethical head teachers who consider all teachers as equal and treat them fairly, hence motivating them to work and developing a sense of ownership of the school.  
The strength of the ethical leadership theory is based on the foundation of respecting human beliefs, values, rights, and dignity. Leaders who follow this paradigm are referred to as ethical leaders, and their base is ensuring ethics and morals are observed in the groups or organizations they are leading. Ethical leaders are sensitive other peoples including employees’ traits, characteristics, morals and well-being (van den Akker, 2009). Ethical leadership theory takes great care of followers’ emotions, demands and total body and moral well-being. By so doing it promotes conducive and motivating work conditions and environment, hence develop a sense of commitment to work and institutional feeling of belonging to workers. 

Darcy (2010) argues that, ethical leadership theory promotes social innovations and basis for role modeling and enhanced confidence of employees. In this study, the theory provides a basis for collaborative values and decision-making to be followed and practiced in school management and routines. Ethical head teachers act as role models for teachers to learn and adapt the professional ethics. Teachers learn from ethical head teachers who work as training intercessions of future school leaders.
Successful ethical head teachers guide positive teachers’ behaviours because they are attractive, credible and considerate to their subordinates’ well-being. Such head teachers communicate ethical standards for all to follow, perform and being responsible for their conducts and ethics. In practice, ethical leaders influence ethical conducts like collective behaviour in decision-making as a social exchange that base on honesty, integrity, and fairness, following rules and laws, and being true to your values.
However, if ethical leadership theory will not be properly captured and used in an institution, it may destroy people’s minds as it has charismatic tendencies, whereby individuals might start following their leaders without being critical. Thus, a leader may misuse that opportunity of over trust and start to abuse his/her followers, under such circumstances, the theory turns to a demotivating agency among subordinates, as they love hope, love, and legitimacy in what they are doing. In cases where employees trust much their leaders, they become blinded and forget the fact that leaders have natural human traits and might misuse these traits and make harmful mistakes which will in turn affect their well-being (Bedi et al., 2016). 
In this study’s context and school setting, ethical leadership requires team spirit, in case one leader in the leadership team acts unethical may influence others to side with him or her fueling conflicts within the school, and undermining its efficiency. Also, the theory is too costly to adapt because it requires compliance of time and financial resources in developing, implementing, and maintaining agreed policies and missions. Moreover, it implies multiple definitions and understanding of what ethics mean, each school community member may have their own set of what is believed to be ethical based on the background. Thus, sometimes it causes friction in creating a common understanding of what ethics entail in the school setting.  Furthermore, ethical leadership is dependent on the head teacher’s ability to influence and inspire teachers. Thus, some head teachers tend to put much effort into creating teachers’ trust in them which may blind their followers even to some common mistakes committed by their head teacher. 
Based on the theory propositions, ethics are primary in any institution including schools and primary schools in particular. The theory determines what is right and what is wrong to be done, in practice it governs why and how to do something correctly and suit the individual, community, or social and institutional demands. Leadership that lacks ethics and honesty can be destructive to the organizational shareholders and society community at large (Hartog, 2015). Regardless of the above-named weaknesses, the theory is valid to this study as it sets the parameters and lines of reference for heads of teachers to consider positive motives such as improving working conditions, valuing and appreciating teachers’ efforts, trusting them and treating them fairly with honest which in turn will serve as motivating agents for teachers to perform at their best and achieve high. 
The theory is relevant to the study because it proposes and considers the employees’ well-being by safeguarding their happiness, values, and motivation which leads to job satisfaction. Based on this theory assumptions, head teachers are to be ethical and therefore expected to be humble, and fair, respect every teacher, and encourage teachers to develop professionalism, honesty, and responsible (Mihelič, Lipičnik & Tekavčič, 2010). Ethical leadership creates a healthier and motivating workplace culture leading to job satisfaction and increased job retention (Brown et al., 2005).
2.2.2
The Concept of Leadership

Traditionally, the idea of leadership has been studied in a positivist paradigm, which conceptualizes it as an objective and measurable phenomenon with multiple meanings (Klenke 2008). For instance, leadership has been associated with traits, behaviours, power, authority, influence, and contingency on shared norms, knowing, and reality. However, in contrast, leadership is a subjective phenomenon situated in social, political, and cultural foundations that determine solutions to existing or underlying problems. Any group of people, community or society, business firm, political unit, religion, or social organization requires a person or persons to guide their daily practices that is leadership. 
The concept of leadership embodies varied factors and criteria that a leader considers when guiding fellows and overseeing how individuals act and react toward the goal. The factors include perceptions and personal traits that guide the relationships between the superordinate and subordinates in dealing with complex and dynamic issues in an organization.  Thus, leadership is seen as a problem-solving endeavor that varies according to the context of practices, the nature of existing life, and relational challenges (Sheikh et al., 2011).
Razik and Swanson (2010) define leadership as the process of working with and influencing others to accomplish a given task and achieve the planned goals in a group, organization, or institution. Leadership provides a means to deal with assigned duties by the agreed set of standards. Leadership is a diversified idea dependent on an inter-relationship between the characteristics, morals, values, ethics, and behaviour of a leader and those who are under his or her influence (Burns, 1978). It is also referred to as an act or process of working with, organizing and influencing one or more individuals towards achieving the set goals. 
Leadership skills help leaders to understand the roles and kind, traits and characters of individuals they are working with. Leadership entails the ability of the individual to guide and influence others within the society or an institution. It is attached to titles, ranking, and positions in decision-making and offering directives (Vagu & Stegaroiu, 2006). Successive leaders are expected to plan and establish goals, then determine ways and provide necessary tools and means through which the followers should go through in achieving the set goals. Such leaders are confident, creative, innovative, and flexible to change depending on the contextual and time demands. 
The base of leadership is the team spirit and collective responsibility between the leader and his or her followers in: Creating trust; stablishing a clear mission and common goals; developing collaborative decision-making and motivation to members’ involvement in meeting the shared goals (Siddiqi, Chick & Dibben, 2017). 
Leaders are therefore charged with responsibilities of assembling and guiding others to take correct actions as planned to achieve a common expected goal. Those under a certain leadership join hands and efforts in ensuring that they solve problems and challenges encountered and develop permanent solutions (Goodwin, 2000). This implies that, leadership is complex and dynamic process reliant on organizational, social and external environmental factors. 
This study considers leadership as an individual or group ability to influence, mentor and guide members of an institution, organization, society or team. It is further referred to an art of motivating a group of teachers or school staff towards achieving the set goals. Therefore, it is the ability and efficiency of the school management team under the guidance of the head teacher to mobilize human, physical and financial resources to accomplish the planned targets.  
2.2.3 
School Leadership

School as a social institution plays an important role in individual, community, and national success. It is the place where citizenship, national economy, and prosperity are enhanced through achieving educational goals. For all the above to be effectively achieved, there is a need for good leadership to guide the school's running and managerial practices. Thus, school leadership plays an important part in ensuring schools’ efficiency. It promotes effective teaching and learning and facilitates quality education services and improved outcomes. The concept of school leadership is multifaceted, complex-dynamic, and complicated ideal based on the context of a school (Bush, 2008). 
The term school leadership has received varied meanings depending on the nature and focus of the services offered. Hellinger (2010) defines school leadership as the indirect or mediated individual and team positive effects that leaders offer for students’ achievement. Such efforts include building collaborative institutional learning, structures, and cultures and the continuous development of staff professional capacities to promote effective teaching and learning. School leaders are responsible for creating an attractive school climate that enhances students’ motivation, and engagement daily and promotes their academic achievement.
School leadership is the process of soliciting and controlling the capacities and drives of teachers, pupils, and parents to attain mutual educational goals (Fullan, 1998). It is the term that is frequently used synonymously to refer to educational leadership in the USA and some cases, it has replaced the term educational management in the United Kingdom (Razik & Swanson, 2010). With regard to this study, school leadership is the potential ability of heads of schools to provide headship support to teachers, pupils, and parents towards attaining common useful objectives.
The Education Development Trust (2014), stipulates that effective school leadership stresses on realizing and fulfilling the policy directive, mission statements, and principles. Well-addressed school leadership is expected to improve teaching and learning, enhance the school environment, and attract job retention. Effective school leadership mobilizes resources and ensures or builds strong relationships among school employees and with the surrounding community. This will fulfill cooperation among education stakeholders and meet the potential demands (Pont et al., 2008).
In a school setting effective leadership considers teachers, students, and school management as interdependent aspects that work together to reach the common goal. To achieve successful school leadership, institutional leaders need to be well equipped with basic and in-service training on principles and diverse styles of leadership (Bush, 2008). This will add creativity and flexibility among school leaders and boost the trust of students, teachers, and members of the community to their schools’ leaders, hence enhancing school efficiency (AI. Oraifan, 2021; Hao & Yazdanifard, 2015).  
The above quotation proves that there is a high demand for enhanced leadership skills to be well informed to school leaders. This is based on the fact that the global policy agenda has adopted school leadership as among the priorities that play a central role in promoting school outcomes, teachers’ motivation, retention to work, and a productive school environment (Pont et al, 2008). Effectiveness in school leadership also determines students’ focus on learning, hence promoting the quality of educational services.
The concept of school leadership in this study is considered to be a collection of administrative and management responsibilities concentrating on students’ achievement. It entails empowering, inspiring and supporting members of the school community in fulfilling their duties for effective running of the school. School leadership focuses on implementing the educational and school policies to run the day-to-day school routines. Schools are managed by school leadership teams which meet and plan for short activities and plans for schools’ efficiency.
2.3 
Empirical Literature Review

2.3.1 
Administrative Roles of School Heads

Lunenburg (2010) conducted a study on the Principal and the School: What Do Principals Do?’ in the USA. The researcher used a survey method to collect data from principals’ work experiences The study found, the administrative roles of school principals to be the four basic functions which are; planning, organizing, leading, and monitoring daily school activities. As heads of institutions, they operate all financial, physical, and human resources for the sake of attaining the set goals. 
Equitable resource allocation and supply provide room for comfort in teaching and learning avenues. He suggested that, for effective school leadership all school principals require conceptual, human, and technical skills to deal with diverse people within and out of school. Lunenburg’s study is important in my study since it used a questionnaire to collect data from school principals the same as this study will administer a questionnaire to school teachers. However, this study will go beyond the previous study by also using interviews with teachers, school heads, Ward education officers, and District Education Officers and relate head teachers’ administrative roles and teachers’ motivation. 
Cerna (2014) did a study on what is trust and why it matters for governance and education in the Philippines and developed a working paper. The paper used a documentary review of collected statistical data used for the Organisation for Economic Co-operation and Development (OECD). Cerna found that school heads are considered as pillars of schools who guide the operations of school programmes and projects. The paper adds that school heads’ roles are attached to their authorities and powers’ accountability. In the teaching and learning context, head teachers or school principals guarantee that students and teachers are empowered with skills and knowledge to perform to their best levels of achievement. The study suggests that school authorities ensure an enhanced classroom setting that students and teachers feel secure and ready to learn effectively. Cerna’s study is beneficial to this study in a methodology as it lays the ground on official documentary statistics and initiatives to promote better working conditions. However, this study will go further in examining how head teachers influence teachers’ motivation.  
Akbaba-Altun and Bulut (2021) did a study in Turkey on ‘roles and responsibilities of school administrators during the COVID-19 pandemic and beyond’. The study used a qualitative case study design to collect data through Google Drive with open-ended questions from school administrators. The study found that heads of schools are responsible for solving problems encountered by students and teachers. It further found that; head teachers are supposed to be creative enough to transform their roles in accordance to contextual demands. For example, amid Covid 19 epidemic, school administrators were responsible for planning and creating smooth online learning and communicative styles that accommodate each individual in the school and community. Some common roles include; motivating students, teachers, and parents as well as establishing and ensuring smooth communication within the school community (Döş & Savaş, 2015). 
The researchers suggested that school heads should make sure that schools run in a smooth and motivating way. They have to manage school budgets, monitor school logistics, and keep and report varied school records to responsible organs. The study is helpful to the current study as it used qualitative open-ended questions to school administrators, which will also be used in this study to teachers. However, the current study will expand its methodology to employ a mixed research approach and practically observe how teachers are or not motivated and their impact.
Nwakpa (2015) conducted a study on ‘Student personnel management: a panacea for effective secondary school administration’ in Nigeria. The study reviewed qualitative papers on secondary school personal management issues. The study stipulates that school principals or heads of schools in Nigeria are obliged to provide supervisory roles such as providing guidance and counseling services to both novice and in-service teachers. Their supervision provides control measures to create a conducive environment for both teachers and students. School principals are also responsible for handling students’ disciplines and ensuring that they produce ethical citizens. 
Apart from being instructional supervisors, they are also coordinators of extracurricular activities that link the school and community. The study urges school principals to ensure that the school complies with the educational and country's laws and regulations to improve communication and collaboration for enhanced whole-school achievement. To fulfill it, they are responsible for planning, monitoring, and running educational programmes. The study is beneficial to this study, although it is a review study it lays the basics of school heads' administrative roles. However, the current study goes beyond by using a mixed research approach to find how head teachers’ administrative roles influence teachers’ motivation to impact their job performance.
Ng’walabu (2017) conducted a study on the influence of school administration on teachers’ morale. The researcher used Adam's Equity Theory and Herzberg's two Factors Theory of Motivation. The study used a descriptive research design through interviews with school administrators and questionnaires for teachers as data collection methods. The study found that school heads are the cornerstones of schools accountable for ensuring teachers have reasonable morale to handle education programs and meet students’ needs. Heads of schools as administrators are to possess knowledge and skills that enable them to interact flexibly and manage, mobilize, and motivate human resources. 
The roles of heads of schools among many include organizing, directing, and evaluating daily activities. They are supposed to establish effective communication networks, providing a conducive environment for teachers' and students’ achievement. The study suggests that heads of schools take a mentoring role in ensuring teachers’ and students’ morale is enhanced. School heads as mentors, their roles include resolving emerging conflicts among students and teachers. Ng’walabu’s study is important to this study because it provides grounds for teachers’ motivation. However, this study adopted an ethical leadership theory contrary to Adam's Equity Theory and Herzberg's Factors Theory of Motivation. Moreover, the current study was conducted in Geita Town Council, different from the Geita District Council.
2.3.2 
The Status of Teachers’ Motivation

Whereas the International Labour Organization (ILO), emphasizes intervention strategies for improving the declining workers’ motivation, the The United Nations Educational, Scientific and Cultural Organization (UNESCO) raises an alarm about the need for teachers’ motivation as a global agenda. The two organizations stress that motivation like adequate salaries, conducive classrooms, adequate instructional resources, and work and living environments enhancing job performance (UNESCO & ILO, 2012). Teachers are central actors towards the 2030 Sustainable Development Goals (SDGs), especially, SDG 4, which ensure inclusive and quality education for all and by promoting lifelong learning (UNESCO-IICBA, 2017). 
Yarim et al. (2022) conducted a study on factors that motivate candidate teachers for their professions in Turkey. The study used Herzberg’s two-factor theory, a qualitative approach, with phenomenology and cross-sectional design. It collected data through interviews with student teachers. The researchers found that teachers are said to be positively motivated by internal factors that add value to their profession. Motivated teachers are competent enough and ready for life-long learning, innovations, and creativity to enhance their professional knowledge and skills. Novice teachers, prefer to be placed in attractive working environments to meet their demands and retain-remain in their teaching profession. The environment affects their attitudes, experiences, and perceptions of work and reduces their attrition as also advanced by Gultekin and Acar (2014). Yarim’s study is influential to the current study because it used Herzberg’s two-factor theory and interviews as tools for data collection. Nevertheless, the current study used ethical leadership theory and added questionnaire and observation methods to examine teachers’ motivation status.
Su and Wang (2023) conducted a survey study on the situation of teachers’ motivation in Public Junior Middle Schools in Western China. The study found that the overall teachers’ motivation status in Western China is good, however, there are challenges and problems like; the difference between school administrators and teachers and their understanding of teachers’ incentives, low salaries, and welfare. 
Those challenges lead to poor motivation affecting teachers’ professional evaluation and promotion systems. The country (China) is highly committed to ensuring that, the school working environment, remunerations, and other incentives are well and timely offered to teachers are comfortable in the workplace. Su and Wang suggest that the government should optimize salary growth, improve appraisal systems and promote in-service professional development. The study is very essential to the current study by adapting the questionnaire as a data collection tool. However, this study triangulated the data collection instruments to widen the sources of data and understanding of teachers’ motivation. 
Another study from Nigeria was done by Alhassan (2020) based on using teachers’ motivation as a catalyst to promote quality education in Nigeria. The study used a descriptive survey design, motivation, and ethical theory, and a questionnaire administered to teachers and school principals. The study found that, teachers face a lot of work and living difficulties, which affect their motivation to work and deliver their potential as expected. 
However, motivation for teachers and students has been evidenced to lead to improved interaction patterns, teaching and learning processes, and academic achievements, just the same as argued by Bennell and Akyeampong (2007). Motivated teachers are ethically and professionally productive with maximum output of quality education as they always use the best ways of solving challenges arising in classrooms and schools, this has also been raised by Muvunyi (2016). The study suggests that government organs are to ensure better salaries, remunerations, in-service seminars, and workshops to update ethical and professional skills.  Alhassan’s study has a connection to the current study by incorporating motivational theories and questionnaires as data collection tools. Still, this study will triangulate data collection instruments and ethical leadership theory to expand the scope of sources of data. 
Mola and Dagnew (2020) conducted a study on the status of teachers’ motivation and quality education in Ethiopia using questionnaires, interviews, and documentary analysis to collect data from school teachers and principals. The findings indicate that Ethiopian teachers had a minimal level of motivation highly affected with limited external motivators. 
On the other hand, the same teachers were said to have strong intrinsic motivation, which at least added personal initiatives to enhance the quality of education. The study recommends that, increased teachers’ motivation have direct positive effects on quality education. It also suggests to motivate teachers with attractive salaries and pensionable jobs to increase teachers’ security and commitment to work. Mola and Dagnew’s study provides a ladder for descriptive design as adapted by my study. Yet, this study interviewed ward education officers for further information on the status of teachers’ motivation.
Ngare et al. (2021) conducted a study to assess the motivation of teachers in primary schools in Kenya using Herzberg’s motivation-hygiene theory, a correlational research design, interview, and questionnaire data collection instruments from public primary school teachers. The researchers found that teachers’ motivation in Kenya is essential in promoting productive quality education. However, it was added that teachers’ and students’ performance in Kenyan public primary schools is unsatisfactory due to decreased job satisfaction caused by stress and low efficacy levels. Globally; teachers’ motivation varies according to the country’s contexts, economic status, and policy priorities. 
The study suggests that Kenyan teachers, like many African and low-income countries, require adequate resources, remunerations, and job security to safeguard their comfort, emotions, self-esteem, joy, love, and performance. Apart from what is learned in Ngare and fellows’ study, the current study goes beyond applying a descriptive research design and observation to explore teachers’ performance.
Mkumbo (2018) conducted a study on the motivation and job satisfaction of teachers in primary schools. The study used mobile panel surveys from adult citizens. He found that teachers are overworked, with large classes, inadequacy of teaching facilities, and a huge load of extracellular activities, which demotivate them and lead to dissatisfaction with their curiosity needs. Such challenges contribute to teachers’ minimal motivation, the author positions that, and effective motivation could rectify the situation and promote teachers’ effectiveness. 
This study suggests that teachers’ needs are to be considered by education authorities to ensure that they are satisfied with the work environment so that they invest well for effective teaching and learning in schools. Mkumbo’s study used a survey of citizens, yet it is vital for the current work, which stretches interviews, questionnaires, and observation in collecting its data.  
Moreover, the study by Mark (2015) concerning factors influencing teachers’ motivation to enhance their job performance in Kibaha, Tanzania. Her study used Maslow's Hierarchy of Needs Theory, Motivation Hygiene Theory, and Expectancy theory to guide the study. The study also used questionnaires, interviews, and documentary review to collect data from teachers, head teachers, Teacher services Department Officers, Tanzanian Teachers Union officers, and District Education Officers to collect data Mark reveals that teachers face poor work and working conditions, low salaries or pay, unconducive policies on education, promotions delays and community’s poor support and negative attitudes. 
Mark further calls for the government to improve teachers’ pay, on-time promotion, and improve working conditions. Moreover, the study advised the government to review the education policies into participatory by involving teachers in managerial issues and assurance of their continuing professional development to enhance their job satisfaction and performance. Regardless of inputs from Mark’s study, the current study is going to adopt a descriptive design and observation method of data collection to practically observe what is going on in schools regarding teacher’s motivation. 
2.3.3 
School Leadership and Teachers’ Motivation

Htut and Khin (2018) from Myanmar conducted a study on the relationship between the leadership of principals and the motivation of teachers. The study employed a quantitative approach and collected data through a questionnaire directed to teachers. The study found that leadership and motivation are attached entities, which impact institutional initiatives. They added that school leadership plays a crucial role in influencing teachers’ and students’ performance and activities (Latham et al., 2011) restructuring the system and redefining of mission, vision, and responsibilities. The study recommends heads of schools to be open-minded leaders with passion for their teachers’ motives, to increase a sense of belonging among the teachers they are leading and mentoring. The study adds quantitative and questionnaire skills to the current study. Moreover, my study will use a mixed research approach to explore how teachers’ motivation is reliant on the nature and type of leadership used in leading the school.
Sudarjat et al. (2015) using an Indonesian experience did a study on the effects of supervision and leadership on teachers’ job performance. The study employed a mixed research approach by collecting data through questionnaires administered to school teachers. The study revealed that school leadership influences the behaviour of teachers by encouraging them to initiate positive changes. It also maintains positive recognition of individual and group efforts. It also concentrates on workers' welfare which improves the work atmosphere, and job satisfaction hence increasing job retention. It was suggested that authorities train and develop teachers who value a sense of responsibility with improved life, social, and work skills. Learning from this study’s mixed approach and questionnaires, my study will go further to examine how teachers who are motivated intrinsically (within) or extrinsically (from outside) remain positive in their jobs and institutions.
Lee and Kuo (2019) from Taiwan did a study on the relationship between transformational leadership and the motivation of teachers on the job. They used a purely quantitative study by collecting data through questionnaires from 500 teachers. Their study found that teachers and education qualities in Taiwan elementary schools are the results of the motivation they receive from their school leaders. School supervisors’ leadership styles influence the teachers’ emotional states and traits to enrich the teaching and learning practices as well as policy realizations. they added that community-school partnerships are among the motivating factors for teachers. 
The study suggests stressed teachers’ collaboration which shapes their professionalism and stimulates the attachment to work and schools.  The study has positively contributed to the current research because it used questionnaire methods of data collection similar to my study. However, my study will add interviews and observations of real school practice to determine how school leadership influences the motivation and job performance of ordinary teachers.

Experience from Ghana as raised by a study done by Bugyei and Aidoo (2022) on the effects of styles used in leadership on teachers’ motivation, using a quantitative research approach and cross-sectional survey design by collecting data through questionnaires administered to teachers and head teachers. The study found that public primary school teachers are motivated by transformational leaders to perform better their responsibilities and performance capabilities. Remuneration and conducive conditions in a workplace were added to be among the key factors for enhanced teachers’ motivation. 
The above study, urges for schools to have heads of schools who would mentor and lead teachers to be satisfied and motivated enough to operation the resources to reach the main goal of the school. Training of effective leaders must be a long-lasting goal of both pre-service and in-service teachers’ training. Banking on the quantitative nature of Bugyei and Adoo’s study, the current study will use a mixed research approach, which is expected to dig deep into the relationship between leadership and motivation among teachers. 
Chan et al. (2014) did a study in Burundi on teachers’ motivation and job performance using a documentary and policy analysis. The study found that the central government of Burundi through educational authorities was urged to provide incentives for teachers to work well. The study found that head teachers who are considerate in involving teachers to take part in decision-making, give them opportunities for professional development and enhance their love for the work. The study calls for effective communication from school heads to teachers and students to impact students’ learning outcomes and general school success. Enhanced motivation leads to job satisfaction and long-term efficiency in the education system. Documentary and policy analysis in Chan et al’s study provides a starting point for my study to re-examine policy issues about the contribution of teachers’ leadership in teachers’ motivation and job performance. 
Nyamubi (2021) conducted a study on the influence of heads of schools’ inspirations and motivation in promoting teachers’ job performance. The study used a descriptive cross-sectional design to collect data from public secondary school teachers through questionnaires. From the study findings, it was revealed that head teachers’ inspirations had a more positive impact on teachers’ work performance than financial rewards. It was added that teachers performed better when they sensed appreciation and encouragement from heads of schools. 
The study recommended that collective efforts are required to promote teachers’ job performance. More specific heads of schools as immediate bosses are much more responsible for making sure teachers feel comfortable working. Nyamubi’s study is potential in my study because the cross-sectional design used by him resembles my design. However, apart from his questionnaire data collection instrument, my study will add interviews and observations hoping that the added tools will enrich my exploration of the relationship between school leadership and teachers’ motivation.
2.4 
Research Gap

From the reviewed studies, the researcher identified gaps related to knowledge, context, and time, which are to be filled in the current study. As far as the knowledge gap is concerned, reviewed literature indicates that few studies have been conducted to examine the influence of head teachers’ leadership on teachers’ motivation in Tanzania. In the contextual gap, majority of available literature on teachers’ motivation have been widely documented in developed countries unlike in developing countries, including Tanzania and Geita in particular. As such, there is a need to develop literature in similar areas of study in developing countries as proposed by Garrett (1999). Many reviewed studies were done between the years of 1999 to 2018. Therefore, the current study will fill the time gap by conducting a study in the year 2023/2024 to obtain more current data. 
In addition to that, some available studies from Tanzania have continued reporting less motivation and job dissatisfaction for teachers caused by poor classrooms, living and working conditions, limited instructional resources and books, low salaries, and delayed promotions (Mark, 2017; Mkumbo, 2018). Still, few researchers have studied the relationship between heads of schools’ leadership and teachers’ motivation. Thus, the rationale for choosing Geita in this study lies in the above gaps to increase the body of knowledge and bridge the gaps that exist. 
2.5 
Conceptual Framework

The conceptual framework is the relationship among key factors or variables of the study (who, what, and how will be studied). It is a written and diagrammatical demonstration of the relationship between variables; the independent, intervening, and dependent variables (Miles et al., 2014). It guides the operation of variables toward reaching the expected study findings. The following figure shows the relationship between school heads’ leadership and teachers’ motivation.
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Figure 2.1:  The Influence of Head Teachers on Teachers’ Motivation in Primary Schools
Source: Researcher, (2023)
Figure 2.1 above illustrates the conceptual framework of the influence of head teacher’s leadership on teachers’ motivation in public secondary schools in Geita town.  Under the independent variable, variables pertaining to indicators of qualities of ethical leaders/heads of schools take place. They include; head teachers’ respect, trust, fairness, transparency, honesty and integrity. Such indicators govern head teachers’ leadership style, administrative roles, personal traits, professional skills, experience and practices. 
On the other side, the dependent variables include the behaviours of motivated teachers. They are such as, teachers’ commitment, increased creativity, caring of school/organization, cooperation, being fair and satisfied with the job. This provides an assumption that, if the head teacher is fair/considerate to his/her subordinates (teachers) when executing his leadership and administrative roles, the results on the dependent variables are likely to be positive. 
However, the conceptual framework provides the grounds that, in order for the dependent variables to improve, the intervening variables display necessary inputs that are needed to properly be handle such as; fair distribution and allocation of resources, improved working conditions and incentives like salaries and on job professional training. Thus, intervening variables play a vital role in manipulating and interplaying both dependent and independent variables. 
The above conceptual framework proposes that positive teachers’ motivation creates room for job satisfaction, increased retention rate and efficiency in teaching and learning, hence improved teaching and learning which directs the education system to meeting the 2025 developmental goals 2025. On the contrary, negative poor application of head teachers’ personal and professional traits, characteristics and skills, plus limited resources allocation, poor working environment and incentives are the warning signs to teachers’ job dissatisfaction, attrition and inefficiency in teaching and learning.
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RESEARCH METHODOLOGY
3.1 
Introduction

This chapter presents the way the researcher conducted her research and analyze the collected data. It describes the research methodology used, research design, area of the study, population size, sampling techniques, sources of required data or information, data collection techniques or methods, validity and reliability, and the research ethical considerations.
3.2 
Research Paradigm 

The research paradigm is the philosophical view guiding the study (Creswell, 2014). The common research paradigms are: positivism, constructivism, and pragmatism (Creswell, 2009). This study adopted a pragmatic paradigm that holds that belief in subjectivity and objectivity characteristics of the truth hence a need for mixed approaches (Creswell, 2014). This study entails teachers’ perceptions of motivation and the actual motivation practices exhibited by school heads through their leadership practices. This situation compelled the use of the pragmatism paradigm compared to the rest of interpretivism and positivism. 
3.3 
Research Approach

Creswell (2014) defines the research approach as the strategies and methods that extend the decisions from general assumptions to methods of data gathering and reasoning. According to Creswell there are three research approaches namely: qualitative, quantitative and mixed research approach. This study adopted a mixed research approach where both qualitative and quantitative methods were employed, with the qualitative approach being dominant. It involved concepts such as theoretical models, phases, and quantitative or qualitative techniques (Creswell, 2018). The mixed approach enabled the researcher to provide stronger confirmation for the conclusion.
3.4 
Research Design

Research designs are the procedures involved in data collection, analysis and report wiring (Creswell, 2014). Kombo and Tromp (2006), add that a research design combines the elements used to structure the research. This study used correlational research design, which is suggested by Cohen and Manion (2010) to establish the relationship between two or more variables. Correlational design shows the direction and strength interdependence between variables (Creswell, 2012). Through this design, it was possible to establish the relationship between school heads’ practices and teachers’ motivation in Geita town council. 
3.5 
Area of the Study

Selecting of a research site is essential as it influences the utility of information to be obtained (Kombo & Tromp, 2006). This study was conducted in Geita town focusing on 10 Public Primary schools. The area is selected due to continued job performance challenges encountered by teachers, which might be associated with their motivation. School heads’ contribution on teachers’ motivation is vital as they are key players and responsible individuals. 

3.5 
Population of the Study

Sa’id and Madugu (2015) defines population as a group of individuals made up likely elements and characteristics for observations of a certain phenomenon of the researcher’s interest from which samples are taken for analysis. It is from such common characteristics a researcher plans to generalize the results (Asiamah, Mensah & Abayie, 2017; Kombo & Tromp, 2006). 
The targeted populations of this study were 1038 classroom teachers, 68 school heads from public primary schools, and 13 ward education officers (WEO). Classroom teachers were included in the population because they are the ones targeted to be motivated as they deal with day-to-day school routines and enhance their performance. Head-teachers were involved in the study because they are the immediate leaders of schools. Lastly, WEO selection is due to their part in school leadership and management at ward level.
3.6 
Sample Size and Sampling Procedures

3.6.1 
Sample Size

From the target population (1120), a sample of 120 respondents was selected. This is line with what Mugenda and Mugenda (2003) formulae suggests and allows a sample size to comprise of ten (10%) of the target population. Also, from a total of 68 schools and 13 wards, ten (10) public primary schools and ten (10) wards were selected to represent the general population of Geita town council. Table 3.1 presents the distribution of respondents for each sampled category.
Table 3.1: Composition of the Sample
	S/N
	Respondents 
	Population
	Sample 
	Percentage (%)

	1.
	WEO
	13
	10
	80

	2.
	Head Teachers
	68
	10
	15

	3.
	Teachers
	1038
	100
	10

	
	Total
	1120
	120
	10.7


Source: Researcher’s Insight (2024)
Table 3.1 shows the target population and sample size employed in the study, which included: 10 WEOs, 10 head teachers and 100 teachers. The respondents have been selected based on their professional competence, role and experiences that seem valuable in contributing to the expected inputs on the relationship between head teachers’ leadership and teachers’ motivation.
3.6.2 
Sampling Procedures

The study used simple random and purposive sampling procedures to select its respondents. Simple random sampling is “the method involves selecting at random from a list of the population (a sampling frame) the required number of subjects for the sample” (Cohen et al; 2007:111). Simple random sampling (SRS), was used to select 10 public primary schools, whereby the researcher wrote the names of 68 schools and asked 10 representatives to pick one paper to represent each school. The method was used to select 100 teachers, ten (10) from each selected school. The researcher prepared the pieces of papers according to the number of teachers in the school. Then she wrote numbers 1 to 10 and ask teachers to pick the papers, those who picked number one to ten to be included in the study. The method was convenient because it prevented bias and gives equal opportunity for all members of the population to be included in the study. 

Purposive sampling was used to access knowledgeable people and those with required authority, position and understanding about the study. Participants selected through this technique are regarded according to their knowledge, expertise, experience, role, status or power on the researched theme (Ball, 1990). Purposive sampling was used to select ten (10) head teachers and ten (10) WEO based on their selected schools and wards. Purposive sampling was suitable because the selected respondents were vital whose ideas cannot be overlooked. 
3.7 
Data Collection Methods and Instruments
Data collection methods are the means used to collect data, while the instruments are the tools, which enhanced the collection of data (Enon, 1998). The researcher employed two (2) types of tools for data collection, namely questionnaire and interview guide. 
3.7.1 
Questionnaire

Questionnaire is a written list of open or close-ended questions, which are supposed to be answered by the study respondents (Kumar, 2011). Questionnaires were used in this study because they are economical in terms of time, easy to administer, fair, and are expected to help the research reach a large number of respondents within a short period. The study used closed and open-ended questionnaires to collect data from teachers (n=100). Kothari (2004) defines open-ended questionnaires as those that provide room for long answers and allow the respondents to give their views with some freedom, while close-ended questionnaires are strictly for short answers and do not allow offering their views apart from the directed responses. Therefore, in this study, teachers were given questionnaires that required both their restricted and unrestricted responses. 
3.7.2 
Interview

Interviews are referred to as the exchange of ideas or views between two or more people on a given topic of interest or research (Kvale, 1996). They involved questions prepared in advance moderated during questioning and recorded for future use (George, 2008). The interview method was used in this study because they were expected to deliver rich information and allowed the researcher to clarify some questions that were not well addressed by the respondents to get rich information (Mcmillan & Schumacher, 2006). This study employed structured interviews administered to head teachers and WEO. The researcher made arrangements with respondents (i.e. School Heads and WEO) on a convenient time and place for the interview to take place before conducting the interviews. Each interview session took between 30 to 40 minutes. The researcher used notebooks and a voice recorder to take the answers from interviewees.  
3.8 
Data Analysis Procedures

Data analysis refers to the organization, interpretation, and presentation of the collected data (Creswell, 2012). This study used both quantitative and qualitative techniques of data analysis. The quantitative data were analyzed with the help of the SPSS program Version 25 and presented through a descriptive method through frequency, percentages, mean, standard deviation, and coefficient correlations (Kumar, 2011). On the other hand, qualitative data collected from interviews were analyzed thematically according to their themes. Thematic analysis, which involved sorting, identifying, analyzing or searching for related patterns and themes from interviews. The qualitative results were presented through thematic paraphrases and verbatim quotes for triangulation and validation of the quantitative results. 
3.9 
Validity and Reliability of Research Instruments

3.9.1 
Validity of the Instruments

Validity is referred to as the degree to which the results obtained from the analysis of the data represent the observable fact under study (Mugenda & Mugenda, 2003). In the current study, to ensure content and face validity, a researcher gave the instruments to supervisors to check topographic errors, arrangement, grammar, and the language used. Also, the researcher gave the instruments to other research experts to assess the accuracy of the instruments. Then the researcher incorporated the suggestions given by the supervisor and other experts. Also, for the interview, the validity was ensured through respondents’ checking whereby the information obtained was shared with the respondents to see if they were valid.
3.9.2 
Reliability of the Instruments

Kombo and Tromp (2006) define reliability as the extent to which the results remain consistent over time and accurate when tested in different time representations of the total population under the study and if the results of the study are done with the same methodology. To ensure validity the instruments were piloted in one school, which was not part of the study. Also, the study used triangulation of research instruments; questionnaires, interviews, and observation, whereby the information from WEO and head teachers was used to ensure the trustworthiness of data obtained from teachers. 
According to Creswell (2014), triangulation is a conformational of the evidence from contrasting views of individuals, types of data, or methods used for data collection to ensure accuracy and credibility. 
3.10 
Ethical Consideration

Akanga and Makau (2016) argue that ethics is the branch of philosophy that looks at the conduct of people and the guiding behaviour of people. The researcher sought a permission letter for data collection from the Vice Chancellor of the Open University of Tanzania, which was submitted to Geita Regional Administrative Secretary (RAS). The researcher also asked for an introduction letter from RAS Geita region to be submitted to the Geita Town Council Director (TD) as a researcher's permission to collect data from Geita Town public primary schools. 
During the process of doing research, collecting data, and writing a report, the research ensured confidentiality to all respondents. Respondents’ names remained anonymous and where necessary were covered by synonyms. Participants were informed about the purpose of the study to be for academic purposes only and were assured privacy and honesty so that they became cooperative. Respondents were also free to withdraw from the study at any point they felt uncomfortable. Furthermore, the researcher ensured all the sources used in the study were precisely acknowledged according to the APA 7th edition.
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DATA PRESENTATION, ANALYSIS AND DISCUSSIONS

4.1
Introduction
This chapter presents the study findings, based on the study's specific objectives.  The objectives were to: examine the administrative roles of head teachers in public primary schools, examine the status of teachers’ motivation in public primary schools, and assess the relationship between head teachers’ leadership roles and teachers’ motivation in public primary schools. The chapter starts with the demographic information of the respondents. The information captured for this study includes the gender, age, education level, and experience of the respondents. Such demographic information was not part of the study objectives although had a positive contribution to addressing the specific study objectives. 

4.2
Demographic Characteristics of the Respondents

4.2.1
Gender of the Respondents 

The study sought the gender of the respondents. The results about the gender of the respondents are presented in Table 4.1. 
Table 4.1: Gender of the Respondents
	Gender
	Frequency
	Percent

	
	Male
	40
	41.2

	
	Female
	57
	58.8

	

	
	Total
	97
	100.0



Source: Field Data (2024)
The respondents’ sex comprised of 40 (41.2%) males and 57 (58.8%) females. That means the study involved teachers of both sexes, males and females. However, the number of females surpassed their male counterparts by 17 (16.6%). Even though the number of females was higher than that of males, the study managed to adhere to gender inclusion by considering their views and opinions about teachers’ motivation.  Studies on leadership have posited the effect of gender in school leadership practices. 
For instance, the study by Coleman (2003), established that, although the number of males in school leadership surpasses their female counterparts, female school heads exhibit more effective school leadership toward teachers’ motivation than males. Therefore, the inclusion of both gender in this study was necessary because their views concerning leadership practices of their school heads and the type of motivation they require were necessary. 

4.2.2
Age of the Respondents

The study collected information about the age of the respondents. The results about the age of the respondents are presented in table 4.2. 
Table 4.2: Age of the Respondents
	Age group
	Frequency
	Percent

	
	25-30
	7
	7.2

	
	31-35
	27
	27.8

	
	36-40
	33
	34.0

	
	41-45
	21
	21.7

	
	46-50
	9
	9.3

	
	Above 50
	0
	0

	
	Total
	97
	100.0


Source: Field Data, (2024)

The age groups were as follows: Between 25 to 30 years were 7 (7.2%), 31 to 35 were 27 (27.8%), 36 to 40 were 33 (34.0%), 41 to 45 were 21 (21.7%), 46 to 50 were 9 (9.0%) and above 50 were 0 (0%).  The distribution of the respondents’ age was highly dispersed. This indicates that the study adequately considered all age groups possible, youth, adolescents, young adults, adults, and those aged near retirement. The different age groups of teachers were important in this study as would enhance the validity and reliability of data. 
The studies on school leadership indicate that teachers of different age groups require different types of motivation. For instance, Zacher, Rosing, and Frese (2011), reveal that youth entering the teaching profession have higher expectations to meet their career, social and economic goals compared to their adult counterparts, therefore if the school leadership does not motivate them, they are likely to quit the teaching professional or exhibit absenteeism.  The aging teachers require motivation from school leadership to prepare for retirement life. Therefore, different age groups among respondents of this study were vital to meet the study objectives. 

4.2.3
Education Level of the Respondents

The study solicited information about the education level of the respondents. The results about the education level of the respondents are presented in Table 4.3.
Table 4.3: Education Level of the Respondents
	Education level
	Frequency
	Percent

	
	Certificate
	54
	54.7

	
	Ordinary Diploma
	24
	24.7

	
	Bachelor Degree
	18
	18.6

	
	Master Degree
	1
	1.0

	
	Total
	97
	100.0


Source: Field Data, (2024)

The respondents’ level of education ranged from Certificate to Master degree as follows: Certificate level was 54 (54.7), Diploma level was 24 (24.7%), Bachelor Degree 18 (18.6%), and Master degree level was 1 (1.0%). The differences in level of education enabled the collection of data about teachers’ motivation in public primary schools. The different levels of education among teachers was crucial in this study because the level of education determines the type and level of teachers’ motivation from school leadership as established by Masci, De Witte, and Agasisti (2018). The higher the level of education, the less motivation packages are required from school leadership. 

4.2.4
Experience of the Respondents 

The working respondents of the study respondents were sought as well. Their responses are presented in Table 4.4.
Table 4.4: Experience of the Respondents

	Years of experience
	Frequency
	Percent

	
	1-5
	9
	9.3

	
	6-10
	17
	17.5

	
	11-15
	36
	37.1

	
	16-20
	20
	20.6

	
	Above 20
	15
	15.5

	
	Total
	97
	100.0


Source: Field Data (2024)
In terms of experiences, the respondents had different years of teaching experience. Between 1-5 years, were 9 (9.3%), from 6-10 were 17 (17.5%), 11-15 were 36 (37.1%), 16 to 20 were 20 (20.6%), and above 20 years of experience were 15 (15.5%).  These clusters of experiences; indicate that the study had a mixture of low, medium, and highly experienced teachers with different perspectives on teachers’ motivation in public primary schools.  Studies on school leadership established the influence of working experience on teachers’ motivation. The more the experience; the higher the intrinsic motivation developed by a teacher, and the more the experience of the school head, the diversity of motivation packages promoted through leadership practices (Kotur & Anbazhagan, 2014). In this case, it was vital to include respondents with different working experiences to effectively address the study objectives. 

4.2.5
The Administrative Roles of Head Teachers in Schools

The first objective sought to examine the administrative roles of head teachers in public primary schools in Geita town council. The assumption was that if head teachers performed their administrative roles effectively, they would positively impact their teachers’ motivation. In achieving this objective, 97 teachers from public primary schools were supplied with questionnaires to tick the administrative roles performed by their school heads. The questionnaires involved five-point Likert scales with options (1) Strongly disagree, (2) Disagree, (3) Agree and (4) Strongly agree. There were 7 items to measure the administrative roles of head teachers. The descriptive results are presented in mean and standard deviation in Table 4.5. 
Table 4.5: The Administrative Roles of Head Teachers in Schools
	Administrative roles of school heads
	N
	Min
	Max
	Mean
	Std. Deviation

	Manage school resources effectively
	97
	1
	5
	3.88
	.832

	Administer school rules and regulations fairly
	97
	1
	5
	4.01
	.848

	Supports professional development of teachers
	97
	1
	5
	4.01
	.872

	Provides coaching and mentorship for students and teachers
	97
	1
	5
	3.82
	.913

	Settle disputes in school smoothly
	97
	1
	5
	3.99
	.963

	Make rational decisions on school matters
	97
	1
	5
	3.88
	.916

	Rewards and remunerate teachers' achievements
	97
	1
	5
	2.98
	1.315


Source: Field Data (2024)
4.2.6
Managing School Resources to Meet School Goals and Objectives

The descriptive results presented in Table 4.5 indicate that managing school resources is among the administrative roles of school heads. With a mean of 3.88 out of 5.0 and a standard deviation of .832, it was observed that most of the teachers agreed that, their school heads manage school resources to meet school goals. Enough resources are required to promote the school's achievements. 
Therefore, it is obvious that proper management of such resources enables school heads to motivate their teachers. Further, the analysis of the results indicates that public schools should have resources that school heads should manage. The inadequacy of such resources may result in demotivation tendencies among teachers, condemning their school heads.         

The results agree with the study in Pakistan, which established that; school heads manage resources to ensure the effective provision of education (Tahira, Yusuf & Saboor, 2019). The new in this study is that school heads in public primary schools in Geita town council manage resources supplied by the government under fee free education while in Pakistan they manage resources from parents, government and other education stakeholders. School heads in Geita, have limited sources of resources for their schools, which affects even the motivation power of their teachers. 
Therefore, if school heads manage resources supplied by the government without an ability to solicit resources from other sources, it is likely that, they will be un able to motivate their teachers due to the limited resources available. Therefore, the management of resources is not enough; they have to mobilize resources supplementing the government provision to meet the school, students and teachers’ needs. 

4.2.7
Administer School Rules and Regulations for Compliance

The descriptive results presented in Table 4.5 indicate that the administration of school rules and regulations is among the administrative roles of school heads.  With a mean of 4.01 out of 5.0 and a standard deviation of .848, it was revealed that most of the teachers agreed that, their school heads administer school rules and regulations for compliance among students and teachers. 
The analysis indicates further that, if school heads administer school rules and regulations, schools’ rules and regulations should be in favour of teachers and students so that, their compliance motivates teachers to work hard and achieve their career and school goals and objectives. This is to say; there is a need for periodic reviews of such school rules and regulations to address the ever changing motivational needs of teachers and students.  
The finding concurs with a previous study in Malaysia; which reveals that teachers are the school heads responsible for managing the school by using approved laws and regulations (Mei, 2017). This means, without administration of rules and regulations, schools can hardly be managed. If school heads administer rules and regulations in their schools, such rules and regulations should motivate teachers to improve their performance instead being setbacks. 
4.2.8
Supports Professional Development of Teachers in their Career
The descriptive results presented in table 4.5 indicate that, supporting professional development to the teachers is among the administrative role of school heads. With a mean of 4.01 out of 5.0 and a standard deviation of .872, it was observed that, most of the teachers agreed that, their school heads support their professional development initiatives.  Teachers’ professional development in their career is very essential to improve their teaching processes. Therefore. If teachers are supported by school heads in professional development by being given permission and resources, they are likely to feel honoured and valued hence remain in the teaching professional and promote academic performance in their schools. 

The result concurs with a previous study in Malaysia, which established that the role of school heads is; to provide support for their subordinates' professional development (Mei, 2017). That means, school heads, by their position, are required to support their teachers, and if they support them, their teachers will support the school goals in return hence achieve their school goals and objectives. 
4.2.9
Provides Coaching and Mentorship for Students and Teachers

The descriptive results presented in Table 4.5 indicate the provision of coaching and mentoring services to students and teachers is the administrative role of school heads.  With a mean of 3.82 out of 5.0 and a standard deviation of .913, it was observed that most of the teachers agreed that, their school heads perform coaching and mentoring to students and teachers.  Junior teachers coaching and mentoring compared to their senior counterparts to cope with their teaching career needs. This means that, if school heads provide such coaching and mentoring services, they help their teachers to address different challenges they face.  
The study concurs with a previous study in Malaysia, which established that; school heads are coaches and mentors to their teachers to strengthen them in different aspects (Mei, 2017). That means, the appointment of school heads, should consider knowledge, skills, attitudes, and good character because school heads as coaches and mentors should serve as role models for the common teachers. If school heads are unable to coach and mentor their teachers effectively, such teachers may seek for bad coaches and bad mentors, which may affect the school operations. 
4.2.10
Settle Disputes in School to Ensure Peace and Harmony

The descriptive results presented in Table 4.5 indicate that; settling school disputes is the school heads’ administrative role. With a mean of 3.99 out of 5.0 and a standard deviation of .963, it was observed that most of the teachers agreed that, their school heads settle disputes to ensure peace and harmony in their school, in an administrative role. 
Further analysis indicates that disputes in schools affect teaching, learning, academic performance, and welfare services, therefore if school heads settle such disputes, it is likely to achieve academic, personal, and social goals in schools. The study concurs with a previous study conducted in Tanzania, which established that school leaders manage conflicts (Ngirwa, Euwema, Babyegeya & Stouten, 2013). 
The news in this study is that conflicts are part and parcel of school life and not necessarily conflict resulting from change initiatives, therefore, the appointments of school heads should consider the ability to settle disputes within and outside of the school context. If school heads can settle disputes, the school will be well-managed, therefore, the ability to resolve conflicts is the key trait of the school head to create peace, harmony, and tranquility in school towards high academic achievement. 
4.2.11
Make Rational Decisions on School Matters
The descriptive results presented in Table 4.5 indicate that decision-making on school matters is among the administrative roles of school heads. With a mean of 3.88 out of 5.0 and a standard deviation of .916, it was observed that most of the teachers agreed that their school heads are responsible for making rational decisions on different school matters. The analysis further indicates that, if school heads make decisions, such decisions should motivate teachers to perform their work diligently. 
The result concurs with a previous study in Malaysia; which established that the role of school heads is decision-making as a school-spoken person (Mei, 2017). This implies that school heads with the ability to make proper decisions may successfully motivate their teachers. Therefore, if school heads are decision-makers, the decisions should involve teachers to address their academic and social needs. 
4.2.12
Rewards and Remunerate Teachers' Achievements
The descriptive results presented in Table 4.5 indicate that rewarding and remunerating teachers’ achievement is an administrative role of school heads.  With a mean of 2.98 and a standard deviation of 1.315 in Table 4.5. It was observed that teachers disagree that, their school heads reward them for their achievements. The minimal mean of teachers’ ratings in this variable implies that school heads either do not reward their teachers’ achievement or reward them to a smaller extent than expected. The critical analysis in these variable calls for intervention to improve school heads’ ability to reward their teachers for good achievements. 
The results deviate from the previous study in Ethiopia where school heads influence salary increases for their teachers and provide them with cash rewards, which motivate them positively (Berhanu & Sabanci, 2019). If school heads can remunerate their teachers and award them in cash, such a situation deprives their respective power as school heads. This means school heads should be able to reward their teachers’ achievements.  
4.3
The Status of Teacher’s Motivation in Public Primary Schools in Geita Town Council

The second objective sought to examine the status of teachers’ motivation in public primary schools in Geita town council. To achieve this objective, interview sessions were conducted to 10 school heads and 10 ward education officers. The session duration ranged from 30 to 45 minutes. The interview started with a general question, ‘How do you consider the status of teachers’ motivation in your school (s)?’ 
Table 4.6: The Status of Teachers’ Motivation in Public Primary Schools

	Category
	         Themes
	   Themes Explanations

	Status of Teachers’ Motivation
	Self-commitment                                
	-Attending school daily

- Teaching in all periods

- Marking examinations timely

	
	Desire in Teaching Career 
	-Proud of being a teacher

-Plan for career development in teaching

-Directs others to the teaching career

	
	Working in Teams 

	-Creates teams and leads others

- Enjoy working with other teachers

-Support other teachers to achieve goals

	
	Innovating and Creativity


	-Improvise teaching resources

-Invent solutions to different challenges

-Promote learners’ talents

	
	Satisfied with Remuneration and Reward
	-Little complaints about salaries

-Can work without extra pay

-Living on personal income


Source: Field Data (2024)
The question demanded explanations from interviewees. The data were analyzed to enable the researcher to adjust questions for the next day's interviews. The data were analyzed through coding where eight (08) themes were established. The findings are presented in Table 4.6. 

4.3
Self-commitment of Teachers

Teachers’ self-commitment was pointed out by most of the respondents; as an indicator of their motivation status. It was said that some primary school teachers attend school daily, teaching in all periods and marking tests and examinations timely but others do not. Quoting their words, school heads and ward education officers had this to say: ‘Some teachers are very committed to their work; they enjoy being in my school because they devote their effort and time to school issues, but others, are not’ (School head from school A, February 2024). The Ward Education Officer added that ‘Self-commitment of teachers is affected by different factors, therefore, the level of self-commitment between one teacher and another is not homogenous’ (WEO, Ward 1, February 2024). The views of the school heads and WEO, suggest the differences in levels of teachers’ motivation to their work which affects their commitment as revealed by teachers themselves. 
The study suggests that some teachers are motivated by results concur with a previous study conducted in the Kagera region, where school heads were said to influence their teachers’ commitments (Kashamba, Ngirwa & Maulid, 2023). What is new in this study is that the influence of school heads on teachers’ commitment should not be empty-handed; it should be accompanied by motivation packages as proposed by Idd and Kihonde (2022). 

The result concurs with a previous study in Pakistan, which reveals that highly motivated teachers require little supervision, whereas unmotivated teachers can rarely fulfill their responsibilities without close oversight (Tahira, Yusuf & Saboor, 2021). If teachers need supervision to meet their obligations, it indicates a low level of intrinsic motivation that could impact the school's academic performance. Therefore, the study suggests improving motivation to enable teachers to fulfill their obligations with minimal or no supervision.
If teachers are self-committed while they lack basic things to support their lives, their commitment should not end in vain but intervention measures to improve their motivation to work. The study concurs with previous studies conducted in Malaysia, which established that; most of the teachers are not motivated due to the poor working conditions and poor remuneration, thus requiring a supervision mechanism to influence their attendance (Mei, 2017).  
The results suggest that teaching professionals require personal commitments because it entails teachers’ knowledge, skills, and methodology to enable learners to develop the intended competencies. The results indicate that, although teachers claimed to have an attendance willingness, such attendance could not be verified whether it was by free will or by obligation, due to the available mechanisms to monitor teachers’ attendance in public primary schools. 

4.3.1
Desire for Professional Development in a Teaching Career
Most respondents mentioned the desire to develop a career within the teaching profession as an indicator of teachers’ motivation. They said that most of the teachers who seek study leave continue with the teaching course, hence are proud of it and wish to direct others in the same career. The head from school F said, ‘Most teachers ask for study leave and opt to continue with teaching but once they are released, they change their careers most of them continue with teaching (School head from school F, February 2024). The WEO said ‘Although some teachers develop their careers in teaching, the main reasons are the uncertainty in another career due to the complicated re-categorization processes’ (WEO, Ward 7, February 2024). The view of the school head and those of the WEO align with the teachers’ views that some teachers quit from the teaching career when it comes to professional development due to poor motivation. 
The results indicate that there is higher desire among teachers to develop their careers within the teaching profession. That situation may be associated with job security among public primary school teachers. Most of the teachers, develop their professional career in the teaching cadre due to such security. The results deviate from a previous study conducted in United States of America, which established that, most of the teachers would like to remain being teachers and develop their professional in the same direction due to the fringe benefits like insurance and pension, and other opportunities associated with their career (Ni & Yin, 2016). 
The result suggests motivation packages to maintain teachers’ readiness to take extra responsibilities for school success. The results concur with previous studies in Ethiopia, which revealed that teachers take extra responsibilities beyond their teaching roles, indicating motivation (Berhanu & Sabanci, 2019). If teachers are ready to take extra responsibility without extra pay, that should not be taken for granted, an extra remuneration mechanism should be taken into consideration to avoid free extra responsibility without extra positive impact.
4.3.2
Innovation and Creativity Among Teachers

Most of the respondents mentioned innovation and creativity as an indicator of teachers’ motivation. They said teachers improvise teaching and learning resources to improve the teaching and learning processes. They invent solutions to different challenges facing their schools, and they nurture and develop students’ talents. Specifically, school head said ‘Teachers demonstrate innovation to improve the teaching and learning processes, school environment, and solutions to different challenges’ (School head from school F, February 2024). The WEO added ‘Teachers’ nurture and develop students’ talents, and invent solutions to different challenges, and they show their creativity in and out of the school in different aspects’ (WEO, Ward 2, February 2024). 
The results suggest that teachers’ innovativeness is the functional of school leadership and administration. Teachers cannot demonstrate their innovation if the school leadership and management are not supportive. The result concurs with the previous study in Pakistani, which establish that, innovation and creativity is the product of the highly motivated minds (Tahira, Yusuf & Saboor, 2021). If teachers are required to be innovative in promoting school goals and objectives, motivation is required to stimulate teachers’ innovativeness. 
4.3.3
Supports Team Works Spirit and Collaboration

The respondents identified team work and collaboration among teachers as indicator of their motivation status.  They said, when assigned a social or academic tasks, they formulate teams, plan and work together to achieve a common goal. Specifically, school head said: In my school, teachers work in teams and they do collaborate to accomplish their academic, social and economic goals (School head from school A, February, 2024). On the other hand, the WEO added that ‘Team work and collaboration are the major traits of successful and motivated teachers, but in schools they are two different team works, those who are hard workers and the lazy and truants both work in teams’ (WEO, Ward 1, February, 2024). The views of the school head and WEO, supports the teachers’ view that not all teachers demonstrate team work spirit and collaboration. 
The results suggest that team work and collaboration can be good or bad, it depends on the types of teachers who team up to collaborate. This means, that the motivated and the unmotivated they collaborate categorically to accomplish their missions. The results concur with previous study conducted in Pakistan, which insist of team building and collaboration among teachers (Tahira, Yusuf & Saboor, 2021). If teamwork in schools can results in positive or negative results, Therefore, school heads are encouraged to build positive team work and collaborative spirit among their teachers to achieve the school goals successful. If such are not built, bad teams will use the loop hole for deteriorating the school achievements.
4.3.4
Satisfied with Remuneration and Awards Available in their School

The respondents established that, being satisfied with remuneration rewards as an indicator of motivational status among public primary school teachers. They added that, the satisfied teachers with remuneration and rewards have little complaints about salaries and rewards, live on their income, and have little financial loans. School head said, ‘Teachers’ rewards and remuneration are centralized, therefore, as a school head, I have little to do with their remuneration. I have several letters of teachers’ complaints about their salaries (School head from school C, February 2024). The WEO added that, most of the teachers take loans from microcredit and microfinance institutions to meet their life expenses, in this way, they are in high need of good remuneration and rewarding system (WEO, Ward 10, February, 2024). The school head and WEO’s views indicate the dissatisfaction of most of the teachers due to the low remuneration and rewarding systems among them. 
The results suggest that, most of the teachers in public primary schools have little motivation due to poor remuneration and rewards. This situation makes teachers prey to the high-interest loans in microcredit institutions. The result concurs with a previous study conducted in Ilala Municipal Council, which revealed that teachers in public primary schools were not motivated due to low salaries and lack of monetary reward for their performance (Mbope, 2015). If teachers are less satisfied with the remuneration and rewards available for them, they may seek for alternative sources of income within the working hours hence affect teaching, learning and academic achievements altogether. Therefore, improving teachers’ remuneration and rewards in monetary terms should be of an urgency need. 
4.4
School Heads’ Leadership Roles and Teachers’ Motivation in Public Primary Schools
The third objective intended to establish the relationship between school heads’ leadership roles and teachers’ motivation in public primary schools in Geita town council. To achieve this objective, the study conducted a Pearson correlation test, to test the alternative hypothesis if, there was a strong and positive relationship between school heads’ leadership roles and teachers’ motivation in public primary schools.  The Pearson correlation results is presented in table 4.7.
Table 4.7: Pearson Correlation Results
	Correlations

	
	TM
	MSR
	ASR
	PDT
	CMT
	SDS
	MRD
	RRT

	1. Teachers Motivation
	Pearson Correlation
	1
	
	
	
	
	
	
	

	2. Management of school resources 
	Pearson Correlation
	.629
	1
	
	
	
	
	
	

	
	Sig. (2-tailed)
	.000
	
	
	
	
	
	
	

	3. Administration of school rules and regulations 
	Pearson Correlation
	.682
	.691
	1
	
	
	
	
	

	
	Sig. (2-tailed)
	.000
	.000
	
	
	
	
	
	

	4. Supporting the professional development of teachers
	Pearson Correlation
	.078
	.311
	.266
	1
	
	
	
	

	
	Sig. (2-tailed)
	.450
	.002
	.009
	
	
	
	
	

	5. Provision of coaching and mentorship for teachers
	Pearson Correlation
	.595
	.619
	.626
	.291
	1
	
	
	

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.004
	
	
	
	

	6. Settlement of disputes in school 
	Pearson Correlation
	.558
	.641
	.731
	.344
	  .712
	1
	
	

	
	Sig. (2-tailed)
	.000
	.000
	000
	.001
	.000
	
	
	

	7. Making rational decisions on school matters
	Pearson Correlation
	.489
	.385
	.553
	.083
	.557
	.600
	1
	

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.420
	.000
	.000
	
	

	8. Rewarding and remuneration of  teachers
	Pearson Correlation
	.259
	.404
	.579
	.337
	.578
	.673
	.657
	1

	
	Sig. (2-tailed)
	.010
	.000
	.000
	.001
	.000
	.000
	.000
	

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).


Key: The description of the variable abbreviation is:
 
TM=   Teachers’ Motivation 

            MSR= Manage school resources effectively 

            ASR= Administer school rules and regulations fairly
            PDT= Supports professional development of teachers

            CMT= Provides coaching and mentorship for teachers

             SDS= Settle disputes in school smoothly

             MRD= Make reasonable decisions on school matters

             RRT=Reward and remunerate teacher’s achievement. 

4.4.1
School Heads’ Management of School Resources and Teachers’ Motivation
The study hypothesized that school heads’ management of school resources is positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; the Pearson correlation coefficient was .629. This value is above 0.5, thus, indicating that the relationship is strong. In the same analysis, the two-tailed significance value (0.000) was found to be below 0.05; which connotes, a significant relationship between school heads’ management of school resources and teachers’ motivation.  The results suggest that, when school heads manage resources properly, teachers become motivated. 

The results agree with the study in Pakistan, which established that; school heads' management of resources ensures the effective provision of education hence motivating teachers (Tahira, Yusuf & Saboor, 2019). Therefore, this result implies that the appointment of school heads should consider the ability to manage school resources in order to motivate teachers towards the school goals and objectives. 

4.4.2
School Heads’ Administration of School Rules and Regulations and Teachers’ Motivation
The study hypothesized that school heads’ administration of school rules and regulations is positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; the Pearson correlation coefficient was .682. This value is above 0.5, thus indicating that the relationship is positive and strong. In the same analysis, the two-tailed significance value (0.000) was found to be below 0.05, which connotes a significant relationship between school heads’ administration of school rules and regulations and teachers’ motivation. 
The finding concurs with a previous study in Malaysia; which reveals that, school heads are responsible for managing the school by using approved laws and regulations, which motivate teachers (Mei, 2017). The results suggest that school heads’ administration of rules and regulations impact on teachers’ motivation, therefore, school rules and regulations should be revised to favour teachers.

4.4.3
School Heads’ Supporting Teachers’ Professional Development and Teachers’ Motivation
The study hypothesized that school heads’ supporting professional development is positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; Pearson correlation coefficient was .078. This value is below 0.5, thus, indicating that the relationship is positive but weak. In the same analysis, the two-tailed significance value (0.450) was found to be above 0.05; which connotates, an insignificant relationship between school heads’ supporting teachers’ professional development and teachers’ motivation.  The result means, teachers have career ambitions, and once their school heads promote them, teachers feel honoured and respected. 

The result concurs with a previous study in Malaysia, which established that the role of school heads is; to provide support for their subordinates' professional development (Mei, 2017). That means, school heads, should motivate their teachers through professional development programmes which in turn will improve their job performance and school performance altogether.

4.4.4
School Heads’ Coaching and Mentoring and Teachers’ Motivation
The study hypothesized that school heads’ coaching and mentoring are positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; Pearson correlation coefficient was .595. This value is above 0.5, thus, indicating that the relationship is strong. In the same analysis, the two-tailed significance value (0.000) was found to be below 0.05; which connotates, a significant relationship between school heads’ coaching and mentoring and teachers’ motivation. The result suggests for establishment of coaching and mentoring programmes in school to improve teachers’ competencies and academic performance as well. The result concurs with a previous study in Malaysia, which established a strong relationship between school heads coaching and mentoring on teachers’ motivation (Mei, 2017). That means, ability to coach and mentor should be among the appointment criteria for school headship. 

4.4.5
School Heads’ Settlement of Disputes in School and Teachers’ Motivation
The study hypothesized that school heads’ settlement of disputes in school is positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; Pearson correlation coefficient was .558. This value is above 0.5, thus, indicating that the relationship is strong. In the same analysis, the two-tailed significance value of (0.000) was found to be below 0.05; which connotates, a significant relationship between school heads’ settlement of disputes in school and teachers’ motivation.  
The results suggest for ability to settle disputes among school heads in order to promote teachers’ motivation in schools. The study concurs with a previous study conducted in Tanzania, which established that when school leaders manage conflicts, they motivate their subordinates to work (Ngirwa, Euwema, Babyegeya & Stouten, 2013 Therefore, conflict resolution among school heads should be promoted through capacity building programmes.  

4.4.6
School Heads’ Decisions on School Matters and Teachers’ Motivation
The study hypothesized that school heads’ decision-making on school matters is positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; Pearson correlation coefficient was .489. This value is above 0.5, thus, indicating that the relationship is positive and moderate. In the same analysis, the two-tailed significance value of (0.000) was found to be below 0.05; which connotates, a significant relationship between school heads’ decision-making on school matters and teachers’ motivation.  Since school heads’ decisions impact teachers’ motivation, the decision should be rational to motivate teachers. 

The result concurs with a previous study in Malaysia, which established a positive and strong association between school heads’ decisions and teachers’ motivation (Mei, 2017). This implies that school heads with the ability to make proper decisions may successfully motivate their teachers. Therefore, if school heads are decision-makers, the decisions should involve teachers to address their academic and social needs. 
4.4.7
School Heads’ Reward and Remuneration and Teachers' Motivation 
The study hypothesized that school heads’ rewards and remuneration are positively and strongly associated with teachers’ motivation in public primary schools. Therefore, a Pearson correlation test was conducted. The results indicate that; Pearson correlation coefficient was .259. This value is below 0.5, thus, indicating that the relationship is weak. In the same analysis, the two-tailed significance value of (0.010) was found to be below 0.05; which connotates, a significant relationship between school heads’ practices on rewarding and remuneration and their effect on teachers’ motivation.  
The positive and significant influence of leadership roles on teachers’ motivation has been supported by previous studies conducted in different countries. For example, Idd and Kihonde (2022) in Mbogwe district council in Kigoma, Tanzania, who see the role of leadership in influencing salary increase, timely promotion, housing, electrical supply, and annual increment for the teachers. However, the study did not task the school head with the follow-up to high authorities to ensure such supply to their teachers. 
Apart from monetary gains, other influential roles include: professional support, recognition, and involvement in decision making (Mei, 2017; Berhanu & Sabanci, 2019; Tahira, Yusuf & Saboor, 2021).  
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SUMMARY, CONCLUSION, AND RECOMMENDATION

5.1
Introduction
This chapter presents the summary of the study and draws conclusions based on each specific objective of the study. Besides, the chapter gives recommendations for action as well as recommendations for further study. 
5.2
Summary of the Study
The study investigated the influence of head teachers’ practices on teacher’s motivation in public primary schools in Geita town. It had three specific objectives, which were: evaluating the administrative roles of school heads in public primary schools, examining the status of teachers’ motivation in public primary schools, and assessing the relationship between school heads’ leadership roles and teachers’ motivation in public primary schools. The study held an assumption that there is a significant relationship between school heads’ leadership practices and teachers’ motivation. The study scope was the Geita Town Council, which is found in the Geita Region, Tanzania. 
This study was significant to inform policymakers, administrators, head teachers, and teachers about the need for head teachers to motivate teachers, provide insights into what must be done to improve teacher enthusiasm and classroom performance, and to contribute to knowledge regarding teaching motivation and school-education performance in general. The results of this study are specific to the Geita town council. However, they can be generalized or used for stakeholders interested in the educational field and organizational performance. The study was limited in a number of ways. One, a long distance from one sampled school to another, Two, financial constraints. Three, the reluctance of the respondents to provide valuable data for the study. To manage the limitations, the researcher.  had to hire a car, which enabled her to move around the sampled schools for the study.  Secure a salary advance loan for travel, typing, photocopying, and printing expenses.  And for the case of reluctant teachers, the researcher had to educate them on the importance of this study. The study main variables were grounded from ethical leadership theory. 
The study employed a pragmatic. research paradigm, qualitative and quantitative research approaches, and correlational research design. The data were gained through questionnaires and interview schedules from 120 sample size. The researcher-maintained research ethics by following all procedures of obtaining a permission letter for data collection and an introduction letter from all levels, ensured confidentiality, privacy and honesty to all respondents, and ensured all the sources used in the study were precisely acknowledged.
5.3 
Summary of Findings of the Study

The summary of the findings of this study is organized under specific objectives. These were: 
5.3.1
The Administrative Roles of School Heads in Public Primary Schools
The study evaluated the administrative roles of school heads in public primary schools. Through a Five-Likert scale, teachers supplied their responses from strongly agree, agree, moderately agree, disagree, and strongly disagree. The objective had seven variables. The summary of findings on each variable include:  School heads in public primary schools in Geita Town District Council performs different administrative roles which include: management of school resources, as their administrative role in order to meet their school goals and objectives. 
Besides, the school heads administer school rules and regulations to ensure fairness, compliance, peace and harmony. These school heads, supports professional development of their teachers and they ensure their teachers are coached and mentored properly. They settle disputes, and make rational decision in different school matters. However, the financial limitations in public primary schools, prevent school heads from awarding and remunerating their teachers’ achievement, thus ends up with verbal rewards and not monetary. 
5.3.2
The Status of Teacher’s Motivation in Public Primary Schools
This objective examined the status of teachers’ motivation in public primary schools. A total of five indicators were used in which 10 school heads and 10 ward education officers were interviewed. The summary of the findings in this objective indicates that, teachers in public primary schools were self-committed in their work and attend to school daily. 
They support team work and collaboration and are ready to take extra responsibilities. They innovate strategies to promote school goals. However, most of these teachers in public primary schools have little desire to develop their professional career in the teaching job, thus require supervision to fulfill their work obligations because they are not satisfied with the available rewards and remuneration.  
5.3.3
School Heads’ Leadership Roles and Teachers’ Motivation in Public Primary Schools
The study hypothesized that there is a strong and positive relationship between school heads’ leadership roles and teachers’ motivation in public primary schools.  To test the hypothesis, the study conducted a Pearson correlation in which seven constructs of school heads’ leadership roles were tested. 
The results indicate that, there is a positive and significant relationship between school heads: management of school resources and teachers’ motivation, administration of school rules and regulations and teachers’ motivation, coaching and mentoring and teachers’ motivation, settlement of disputes in school and teachers’ motivation as well as decision-making and teachers’ motivation. However, the results indicate a positive but weak relationship between school heads' rewards and remuneration and teachers’ motivation, as well as professional development support, and teachers’ motivation.  
5.4
Conclusions 

The study evaluated the administrative roles of school heads in public primary schools. The objective had seven variables, which included: Management of school resources, administering school rules and regulations, supporting professional development, settling disputes, and making rational decisions in various school matters. Basing on these results, the study concludes that school heads in public primary schools are the school engine, because they perform important roles to meet the school goals and objectives. Such roles ensure peace and security, team work, professional development support and resource management. However, these school heads face few challenges, which prevent them from remunerating their teachers and monetary awarding. 
This objective examined the status of teachers’ motivation in public primary schools. Results indicate that, teachers in public primary schools were self-committed in their work and attend to school daily. They support team work and collaboration and ready to take extra responsibilities. They innovate strategies to promote school goals. However, most of these teachers in public primary schools have little desire to develop their professional career in the teaching job, thus require supervision to fulfil their work obligations because they are not satisfied with the available rewards and remuneration. Basing on these results, the study concludes that, teachers in public primary schools have moderate motivation in their teaching career. The most factor affecting their motivation in the teaching career is monetary gains in which they consider to be lowly remunerated. 
The third objective of this study assessed the relationship between school heads’ leadership roles and teachers’ motivation in public primary school. The results found that, there is a positive and significant relationship between school heads:  management of school resources and teachers’ motivation, administration of school rules and regulations and teachers’ motivation, coaching and mentoring and teachers’ motivation, settlement of disputes in school and teachers’ motivation as well as decision-making and teachers’ motivation. 
However, the results indicate positive but weak relationship between school heads’ reward and remuneration and teachers’ motivation as well as professional development supports and teachers’ motivation. Basing on these results, the study concludes that, school heads’ leadership roles in public primary schools, have a moderate relationship with teachers’ motivation because they do not support teachers in critical areas like professional development, remuneration and awards. 
5.5
Recommendations 

In line with the results of this study, the following can be given as the study recommendation for action as well as for further studies as follows: 
5.5.1 
Recommendation for Action

The following are the recommendations for different actions to be taken by different stakeholders for improving teachers’ motivation in public primary schools. 

(i) The Ministry of Education, Science and Technology is advised to review the fee free education guidelines to enable school heads remunerate and award their teachers on their work achievements;  
(ii) The President’s office Regional Administration and Local Government is requested to strengthen local community engagement in education through local authorities. Currently, the local authorities are reluctant in mobilizing community support in education which can improve teachers’ motivation; 
(iii) School committees are advised to support school heads to prepare motivation schemes for teachers which would develop teachers’ desire to develop their career within the teaching cadre; and 

(iv) School heads should ensure that, their teachers are supported in career development and whenever little fund is available, they should remunerate teachers in public primary schools. 

5.4.2 
Recommendation for Further Studies

The study investigated the influence of head teachers’ practices on teacher’s motivation in public primary schools in Geita town. The study recommends further study to evaluate the impact of community engagement in improving teachers’ motivation. Another area of study can develop a measuring scale for teachers’ motivation in public primary schools. Lastly, a study may also compare the influence of school heads’ practices on teachers’ motivation between public and private primary schools in Tanzania. 
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Appendix I: Questionnaire for Teachers

PART I: Introduction


Dear respondent, 

I am Amina Sudi Nobeye, a student at the Open University of Tanzania. Currently, I am collecting data for my study on the Influence of School Heads’ Practices on Teachers’ Motivation in Primary Schools. I request that you participate in this study by responding to the questions related to my study. The information you provide will be used for academic purposes only, and your identity will not be included throughout this work. You are warmly welcome.

PART II: General Information

(Put a Tick (√) where Appropriate)
	A: Sex
	M
	F
	B: Age (Years)
	25-30
	31-35
	36-40
	41-45
	46-50
	Zaidi ya 50

	
	
	
	
	
	
	
	
	
	


	C: Education Level
	Certificate
	Diploma
	Degree
	Masters

	
	
	
	
	


	D: Teaching Experience
	0-5 Years
	6-10 Years
	11-15 Years
	16-20 Years
	Above 20

	
	
	
	
	
	


PART III Closed-ended questions for specific objectives

	Put a tick (√) in an appropriate box to indicate the extent of your agreement with the School heads’ practices in primary schools. KEY: 1=Strongly Disagree, 2=Disagree

3=Moderately Agree, 4=Agree, 5=Strongly Agree
	1
	2
	3
	4
	5

	E1
	Our school head recognizes and rewards teachers when they perform better
	
	
	
	
	

	E2
	Our school head encourages us teachers in professional development
	
	
	
	
	

	E3
	Our school head develops trust among teachers.
	
	
	
	
	

	E4
	Our school head delegates power to teachers to show our potential.
	
	
	
	
	

	E5
	Our school head shares responsibilities with transparency 
	
	
	
	
	

	E6
	Our school head listens to the teachers’ concerns and suggestions
	
	
	
	
	

	E7
	Our school head encourages communication and collaboration among us.
	
	
	
	
	

	E8
	Our school head builds strong relationships with teachers.
	
	
	
	
	

	E9
	Our school head is always available for teacher consultation.
	
	
	
	
	

	E10
	Our school head accommodates our innovations and creativity.
	
	
	
	
	

	Put a tick (√) in an appropriate box to indicate the extent of your agreement. The status of teachers’ motivation in primary schools KEY: 1=Strongly Disagree, 2=Disagree,3=Moderately Agree, 4=Agree, 5=Strongly Agree
	1
	2
	3
	4
	5

	F1
	I come to school early daily willingly.
	
	
	
	
	

	F2
	I like teaching at this school
	
	
	
	
	

	F3
	The school head supports me in my professional development
	
	
	
	
	

	F4
	I feel honored as a teacher at this school
	
	
	
	
	

	F5
	I am satisfied with the reward I get when I perform better
	
	
	
	
	

	F6
	I get assistance from my team members 
	
	
	
	
	

	F7
	I feel trusted in my teaching career 
	
	
	
	
	

	F8
	I get a reasonable remuneration and incentives from my teaching career
	
	
	
	
	

	G. The relationship between school heads’ practices and teachers’ motivation in primary schools

	Put a tick (√) in an appropriate box to indicate the extent of your agreement. KEY: 1=Strongly Disagree, 2=Disagree,3=Moderately Agree, 4=Agree, 5=Strongly Agree
	1
	2
	3
	4
	5

	G1
	School heads’ practices make me come to school early daily willingly
	
	
	
	
	

	G2
	School heads’ practices make me like teaching in this school
	
	
	
	
	

	G3
	School heads’ practices enable me to develop my professional career
	
	
	
	
	

	G4
	School heads’ practices make me feel honored as a teacher in this school
	
	
	
	
	

	G5
	School heads’ practices make me satisfied with the reward I get when I perform better
	
	
	
	
	

	G6
	School heads’ practices enable me to get assistance from my team members
	
	
	
	
	

	G7
	School heads’ practices make me feel trusted in my teaching career 
	
	
	
	
	

	G8
	School heads’ practices enable me to get a reasonable remuneration and incentives from my teaching career
	
	
	
	
	


Part IV: Open-Ended Questions

Are you motivated by your school head’s practice in primary school? YES [   ], NO [    ], NOT SURE [    ]. Give reasons for your chosen answer in Part IV above

a)……………………………………………………………………………………

b)…………………………………………………………………………………….

THANK YOU

Appendix II: Interview Guide for the Head Teachers of Public Primary Schools
The Influence of Head Teachers on Teachers’ Motivation in Primary Schools in Geita Town, Tanzania 
1. In your view, as a head teacher what influence do you have on teacher’s motivation?
2. In your experience, how do you motivate teachers in your school?

3. Which mechanisms do you initiate at the school level to ensure that teachers are highly motivated to work? 

4. How do different motivational practices that you apply affect teachers’ performance in primary schools?
5. Comment on the relationships that exist between your head teacher’ administrative roles and teachers’ motivation? 
6. As a head teacher, suggest the possible and best ways that can be used by head teachers to motivate teachers in primary schools?
Thank you for your Cooperation!

Appendix III: Interview Guide for the Ward Education Officer (WEO)
The Influence of Head Teachers on Teachers’ Motivation in Primary Schools in Geita town, Tanzania

1. In your views, as a WEO what influence do head teachers have on teacher’s motivation?
2. In your experience, how do head teachers motivate teachers in your ward?

3. Which mechanisms do you initiate at ward level to ensure that teachers are highly motivated to work? 

4. How do different motivational practices that head teachers apply affect teachers’ performance in primary schools?
5. Comment on the relationships that exist between head teachers’ administrative roles and teachers’ motivation? 
6. As a WEO, suggest the possible and best ways that can be used by head teachers to motivate teachers in primary schools?
Thank you for your Cooperation!
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Independent Variables





Heads of schools
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Trust


Fairness


Transparency


Honesty
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Teachers’ motivation


Commitment to work


Increased creativity


Caring the organization


Collaboration


Fairness 


Happy/satisfied with the job














Dependent Variables





Intervening Variables


Resources allocation


Working conditions


Incentives











