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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study explores the impact of school leadership transitions on teachers' morale in government secondary schools in Ruangwa District Council, Tanzania. The research was guided by three specific objectives that were to assess the level of teachers’ morale during leadership transitions, to examine teachers’ perceptions of administrative support during these transitions, and to investigate the immediate effects of leadership changes on teacher morale. A convergent parallel design was employed. Data were collected through questionnaires and interviews. The sample included 76 teachers and 10 heads of schools, selected purposively to ensure diverse perspectives on leadership transitions. Quantitative data were analysed using SPSS software and Microsoft Excel, while qualitative data were analysed through thematic content analysis. The findings revealed that teachers’ morale during leadership transitions was mixed, with both positive and negative experiences reported. On the positive side, effective communication and administrative support from outgoing and incoming leaders helped ease the transition and sustain teacher motivation. Conversely, the absence of clear guidance and inconsistent administrative support led to stress, uncertainty, and reduced morale among teachers. The study further established that leadership transitions had immediate negative effects on teacher morale, particularly in situations of poor communication or lack of teacher involvement. The study concludes that strong administrative support, clear communication, and active teacher involvement in decision-making are essential for minimising the negative effects of leadership transitions and sustaining teacher morale. It recommends the adoption of effective communication strategies, the development of clear handover procedures, and the provision of both professional and emotional support to teachers during periods of leadership change.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1"  
1.0 Introduction TC "1.0 Introduction" \f C \l "1" 
This study investigates the impact of school leadership transitions on teachers’ morale in government secondary schools in Tanzania, with a specific focus on Ruangwa District Council. The research explores three key aspects: the level of teachers’ morale in government secondary schools, teachers’ perceptions of administrative support during school leadership transitions, and the perceived immediate impacts of leadership changes on teachers’ morale in Ruangwa District. Therefore, this study aims to explore these impacts by collecting both qualitative and quantitative data from government secondary schools across different regions in Tanzania.
1.1 Background to the Problem TC "1.1 Background to the Problem" \f C \l "1" 
Leadership is the act of directing and inspiring others to reach a common goal. It requires the leader to be actively engaged, with a clear vision and purpose, while motivating followers to work together toward shared objectives. Effective leadership is crucial in fostering a positive and productive environment, particularly during transitions, as it significantly impacts morale and overall performance (Kuluchumila, 2022). School leadership transitions play a crucial role in shaping educational quality and fostering a supportive environment for teachers and students to help them achieve academic success and personal development (Culduz, 2023). The replacement of school leaders, such as the appointment of new heads of schools and principals, has the power to significantly influence a school’s culture, goals, and daily operations (Ali & Tahir, 2021). Through their leadership, new heads of schools, define clear expectations, implement effective policies, and offer guidance to teachers and staff. The effective management of these transitions is crucial for sustaining teacher morale, improving job satisfaction, and enhancing overall school effectiveness (Smith & Williams, 2020). The way school leadership transitions are handled can either uplift or lower teacher morale, depending on the approach taken (Moreno, 2024). Teacher morale, which involves the overall job satisfaction, motivation, and well-being of educators, is directly linked to the quality of teaching and student performance (Lüleci & Çoruk, 2018; Alzahrani, 2023).
Effectively managing school leadership transition requires clear communication, continuous support, and the involvement of teachers in decision-making. When transitions are well-handled, with open dialogue and adequate resources, they can lead to a positive work environment that enhances teacher morale (Kareem et al., 2023; Randolph, 2017). Conversely, poorly managed transitions, characterized by a lack of communication or support, often cause confusion and demotivation, resulting in decreased job satisfaction (Meyer et al., 2020). Research suggests that well-managed transitions not only maintain but can even improve teacher morale, creating a resilient and committed teaching workforce (Ali & Tahir, 2021).
School leadership transitions, including new appointments, transfers, retirements or other administrative decisions of heads of schools and principals, introduce uncertainty and challenges that can impact teacher morale (Meyer et al., 2020). In the U.S., Grissom and Loeb (2011) found that ineffective transitions disrupted established routines and decreased teachers’ job satisfaction. In the UK, Day et al. (2016) observed that such transitions could destabilise the school environment, reducing access to support and undermining teacher motivation. In contrast, a study from India by Venkataram and Manivannan (2021) showed that a transparent and supportive school leadership transition could boost teacher morale and productivity.

Studies in Spain and Brazil have also highlighted the importance of clear communication and teacher involvement during leadership transitions. In Spain, Pons and Iacovo (2016) found that a lack of clarity in school leadership transition led to alienation among teachers, while in Brazil, Barbosa and Silva (2020) noted that poorly managed leadership transitions in under-resourced schools negatively affected teacher morale, reducing performance and job satisfaction. In Germany, Kunter et al. (2013) found that inconsistent leadership transitions increased teacher stress, leading to lower morale.
In Sub-Saharan Africa, school leadership transitions play a crucial role, as they can significantly impact teachers’ morale.  In Nigeria, for example, Okeke and Ibrahim (2019) found that poorly managed transitions often lead to teacher alienation and a decline in education quality. Conversely, schools with consistent leadership typically see higher teacher retention and better student performance. Similarly, Moyo (2020) observed in South Africa that a mishandled school leadership transition caused a gap between teachers and new leadership, while a more collaborative approach improved teacher morale and enhanced student outcomes. Likewise, in Zimbabwe, Chikoko and Ganga (2015) noted that school leadership transitions could demotivate teachers, particularly when new leaders struggle to connect with staff. However, when transitions involved teachers and communication was clear, morale improved. In Kenya, Mugisha and Barasa (2021) found that unplanned leadership transitions led to school instability, affecting teacher morale. Nsubuga (2018) in Uganda emphasised that failing to involve teachers in the transition process led to decreased motivation.
In Tanzania, as in many other countries, ongoing educational reforms have led to frequent leadership transitions in government secondary schools. While these transitions are designed to improve school management and performance, they often bring challenges, especially when incoming leaders are inadequately trained or when the transition process is unclear and lacks transparency (Mtega et al., 2022). Studies show that poorly managed leadership transitions can significantly lower teacher morale, primarily due to ineffective communication and insufficient administrative support (Mtega et al., 2022). These issues can leave teachers feeling disconnected, uncertain about their responsibilities, and demotivated, which negatively affects their job satisfaction and overall performance (Besigomwe et al., 2024). In contrast, schools with stable and consistent leadership are more likely to have motivated teachers and achieve better academic outcomes (Mashaqbah, 2018).
Despite the introduction of policies like the Teacher Service Guidelines (2018) and the Education and Training Policy (2014), which aim to enhance teacher morale, the problem persists, particularly in schools facing frequent leadership transitions. Observations in Ruangwa District suggest that school leadership transitions contribute to low teacher morale, although this relationship has not been thoroughly investigated. When transitions are managed effectively, through clear communication and adequate support for teachers, they can maintain or even boost morale (Ali & Tahir, 2021). Although previous studies, such as those by Macasinag (2023), Lee and Kim (2021), and Mosha (2018), have examined school leadership transitions and their impact on teachers’ morale, significant gaps remain. Macasinag (2023) primarily focused on urban schools, overlooking the unique challenges faced by rural schools like those in Ruangwa District. Lee and Kim (2021) provided valuable insights from Asian contexts but failed to account for Tanzania’s specific socio-cultural and educational environment. 
Meanwhile, Mosha (2018), though based in Tanzania, centred on school performance rather than directly addressing how school leadership transitions affect teachers’ morale. Therefore, this study aims to bridge these gaps by examining the impact of school leadership transitions on teachers’ morale in government secondary schools within Ruangwa District. It specifically examines the experiences of secondary school teachers, their perceptions of the administrative support provided during the leadership transition, and the immediate effects of these transitions on their morale. By doing so, the study offers localised findings that can help improve leadership practices in Tanzania’s education system.
1.2 Statement of the Problem TC "1.2 Statement of the Problem" \f C \l "1" 
Teacher morale in government secondary schools in Tanzania has become a pressing concern. Frequent leadership transitions, often resulting from new appointments, transfers, retirements, or other administrative decisions, create uncertainty and disrupt the stability of schools. While leadership transitions are generally seen as a way to enhance school management, their actual effect on teachers’ job satisfaction, motivation, and morale remains inadequately explored. In response to the challenges posed by school leadership transitions and their potential impact on teachers’ morale, the Tanzanian government and educational stakeholders have introduced initiatives such as leadership training and capacity-building programs to ease these transitions and improve school leadership management (Cilliers & Evance, 2024; MoEST, 2023). 
However, the effectiveness of these efforts in addressing the negative impact of school leadership transition on teacher morale remains unclear. Existing research emphasises the importance of clear communication, teacher involvement, and ongoing support during school leadership transitions. Despite these strategies, schools continue to face challenges in consistently applying them. Thus, this study is centred on teacher morale, specifically examining whether school leadership transitions significantly influence it. While previous studies have addressed leadership transitions, there is a lack of focus on their impact on teacher morale, especially in rural areas like Ruangwa District. Through this study, the aim is to examine how school leadership transitions are perceived to impact teachers’ morale in government secondary schools in Ruangwa District.
1.3 Objectives of the Study TC "1.3 Objectives of the Study" \f C \l "1" 
1.3.1 General Objective TC "1.3.1 General Objective" \f C \l "1" 
The main objective of this study was to find out the impact of school leadership transitions on teachers’ morale in government secondary schools in Tanzania: A Case of Ruangwa District Council.

1.3.2 Specific Objectives TC "1.3.2 Specific Objectives" \f C \l "1"  

The following specific objectives were addressed in this study:

i. To assess the level of teachers’ morale in government secondary schools in Ruangwa District;

ii. To examine teachers’ perceptions of administrative support during the school leadership transition in Ruangwa District, and

iii. To examine the perceived immediate impacts of school leadership transitions on teachers’ morale in Ruangwa District.

1.4 Research Questions TC "1.4 Research Questions" \f C \l "1"  

Based on the specific objectives, the study formulates the following research questions.

i. What is the level of teachers’ morale in government secondary schools in Ruangwa District?

ii. How do teachers perceive administrative support during the school leadership transitions in Ruangwa District?

iii. What are the perceived immediate impacts of school leadership transitions on teachers’ morale in Ruangwa District?

1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1"  

This study was important for several reasons. This study carries significance for various stakeholders in the education sector:
To the Researcher

The study enriches the researcher’s academic and professional knowledge by deepening the understanding of the relationship between leadership transitions and teacher morale. It also contributes to the researcher’s expertise in educational management and policy, providing a foundation for future studies in the field of school leadership and teacher motivation.
To Education Policy Makers

The findings provide valuable evidence to inform the formulation and revision of education policies. Policymakers can design strategies that ensure leadership transitions in schools are conducted smoothly and with minimal disruption to teacher morale. This can further influence policies on leadership succession planning, training, and support systems that promote teacher retention and performance.

To Teachers

Teachers benefit directly as the study highlights the challenges they face during leadership transitions and proposes strategies for sustaining motivation and job satisfaction. The results may encourage schools and education authorities to create supportive mechanisms that protect teachers’ professional dignity, reduce stress, and enhance morale during times of change.

To Heads of Schools

School leaders can draw lessons from this study on how to manage transitions in ways that maintain harmony, morale, and collaboration among teachers. The findings can serve as a guide for effective leadership practices that build trust, enhance teacher commitment, and foster a positive school culture.

To Students

Students indirectly benefit because when teachers are motivated and satisfied, they deliver quality teaching. The study contributes to creating a stable learning environment that supports improved academic performance, emotional well-being, and holistic development of learners.

To the Community at Large

The community benefits because effective leadership and motivated teachers ultimately contribute to producing competent, disciplined, and skilled graduates who can participate productively in national development. Moreover, the findings may guide community stakeholders to support schools during leadership changes, strengthening the link between schools and society.

To Future Researchers

The study fills a knowledge gap by providing empirical evidence on how leadership transitions affect teacher morale in Luangwa District. Future researchers can build on these findings to conduct comparative studies in other districts, regions, or countries, or explore related issues such as the impact on student outcomes or long-term teacher retention.
1.6 Scope and Limitation of the Study TC "1.6 Scope and Limitation of the Study" \f C \l "1" 
Scope of the Study

This study was confined to examining the impact of school leadership transitions on teachers’ morale in government secondary schools within Ruangwa District Council, Tanzania. The focus was on understanding how leadership changes, particularly in the position of school heads, influence teachers’ motivation, job satisfaction, and attitudes towards their work. The study population comprised secondary school teachers, heads of schools, and selected education officials who are directly involved in, or affected by, leadership transitions. Geographically, the study was limited to Ruangwa District Council, thereby narrowing the context to one administrative area for in-depth analysis. The temporal scope of the study covered leadership transitions that occurred within the past five years, ensuring that the findings reflect contemporary leadership practices and their effects. The scope deliberately excluded private secondary schools and other education levels, since their governance structures, leadership appointment procedures, and operational environments differ significantly from those of government secondary schools.
Limitations of the Study

Despite its contributions, the study faced several limitations. Firstly, the findings are context-specific as the research was conducted only in government secondary schools within Ruangwa District Council. This limits the extent to which the results can be generalised to other districts or to private schools that may operate under different leadership and resource conditions. Secondly, the study relied primarily on self-reported data collected through interviews and questionnaires, which are prone to subjectivity, social desirability bias, or fear of victimisation among respondents. Thirdly, financial and time constraints restricted the sample size and the breadth of data collection, thereby limiting the possibility of capturing a wider range of perspectives. Furthermore, leadership transition is a multifaceted process shaped not only by individual leadership styles but also by external factors such as national education reforms, community engagement, and socio-economic conditions, which were beyond the scope of this study. These limitations are acknowledged as they may influence the interpretation and application of the study’s findings.
1.7 Operational Definition of Key Terms TC "1.7 Operational Definition of Key Terms" \f C \l "1" 
1.7.1 School Leadership Transitions TC "1.7.1 School Leadership Transitions" \f C \l "1"  

In this study, “School leadership transitions” refer to shifts or modifications in the administrative roles within government secondary schools in Ruangwa District. This includes changes in positions such as head of schools or principals resulting from new appointments, transfers, retirements, or other administrative decisions. The study aims to explore how these changes affect various aspects of the school environment, with a particular focus on their impact on teachers’ morale.
1.7.2 Teachers’ Morale TC "1.7.2 Teachers’ Morale" \f C \l "1"  

In this study, “teachers’ morale” is defined as the overall emotional and psychological state, job satisfaction, and motivation of teachers employed in government secondary schools in Ruangwa District. It reflects teachers’ perspectives towards their work, their sense of job satisfaction, and their motivation level, all of which are influenced by leadership transition in their specified location. 

1.7.3 Government Secondary School TC "1.7.3 Government Secondary School" \f C \l "1" 
In this study, “government secondary school” refers to government-funded educational institutions in Ruangwa District that offer secondary education. These schools are governed by government sector regulations and policies and provide education free of charge to students.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1" 
This chapter provides conceptual definitions, a theoretical review, an analysis of empirical literature, a conceptual framework, and an identification of the research gap.
2.2 Theoretical Literature Review TC "2.2 Theoretical Literature Review" \f C \l "1"  

This section presents the Conceptual Definitions, theoretical framework for the study, highlighting Transformational Leadership Theory (TLT) and Organisational Change Theory. Theories are used to explore the impact of school leadership transitions on teachers’ morale.
2.2.1 Conceptual Definitions TC "2.2.1 Conceptual Definitions" \f C \l "1" 
2.2.1.1 School Leadership Transition TC "2.2.1.1 School Leadership Transition" \f C \l "1" 
School leadership transition refers to the process of shifting leadership roles within a school, such as appointing new headteachers or other administrative leaders. Bush (2016) explains that leadership transition involves more than just replacing personnel; it includes the transfer of authority, responsibilities, and vision to maintain continuity in school management. Armstrong (2018) highlights the importance of careful planning and capacity building during transitions to prevent disruptions in the school’s operations. In this study, school leadership transition focuses on the changes in leadership and their impact on the school environment, particularly on teachers’ morale.

2.2.1.2 Teachers’ Morale TC "2.2.1.2 Teachers’ Morale" \f C \l "1" 
Teachers’ morale is the level of satisfaction, motivation, and enthusiasm teachers feel in their work environment. Hoy and Miskel (2013) describe it as the extent to which teachers feel confident, valued, and supported in their professional roles. High morale often leads to better teacher performance and improved student outcomes, while low morale can result in disengagement, absenteeism, and higher turnover rates (Collie et al., 2015). The current study examines teachers’ morale in terms of their motivation and job satisfaction during and after leadership transitions in government secondary schools.
2.2.2 Theories relate to the study TC "2.2.2 Theories relate to the study" \f C \l "1" 
This section presents the theories used to explore the impact of school leadership transitions on teachers’ morale. The theories used were Transformational Leadership Theory (TLT) and Organisational Change Theory. 
2.2.2.1 Transformational Leadership Theory (TLT) TC "2.2.2.1 Transformational Leadership Theory (TLT)" \f C \l "1" 
This study is based on Transformational Leadership Theory (TLT), initially introduced by James Burns (1978) and further developed by Bernard Bass (1985). The theory emphasises how leaders can drive significant organisational change by motivating followers to exceed their usual performance (Northouse, 2018). Transformational leaders inspire their teams with a clear, motivating vision, encouraging them to work toward common goals. In the context of this study, the organisation will include government secondary schools, leaders will comprise heads of schools and other educational authorities, and followers will encompass secondary school teachers. Therefore, transformational leadership will help to understand how new leaders can either enhance or diminish teachers’ morale, depending on their ability to inspire, motivate, and provide necessary support during changes.
Assumptions of the Transformational Leadership Theory
The proposed theory is based on four key assumptions:

First, it suggests that transformational leaders inspire their followers by presenting a vision that aligns with their values, which fosters unity and motivates them towards shared goals. Second, the theory emphasises that leadership should focus on driving change and encouraging innovation rather than simply preserving existing practices. Third, it believes that followers can surpass expectations when they are intellectually stimulated and encouraged to think creatively. Fourth, it asserts that leadership is personalised, with leaders offering tailored support and growth opportunities. Lastly, ethical leadership is essential in building respect and trust, which in turn strengthens loyalty through fairness and integrity.
The Implications of the Theory for the Proposed Study
The theory offers a framework for understanding how leadership transitions influence teachers’ morale. It highlights the role of leaders in motivating their teams, which is central to examining how new leadership affects teachers’ job satisfaction, motivation, and overall morale. The theory’s focus on leaders’ ability to articulate a compelling vision and drive change provides valuable insights into the impact of new leadership in Ruangwa District on the school environment. The emphasis on individualised support in the theory helps explore how new leaders provide personalised development opportunities and how this affects teachers’ sense of fulfilment. Additionally, the theory’s focus on intellectual stimulation allows for examining how leadership changes influence teachers’ adaptability and motivation, especially regarding innovation and professional growth. The theory also underscores the importance of ethical behaviour and trustworthiness, which are crucial for understanding how leadership changes impact teachers’ trust in their leaders. The study can assess how leaders’ ethical standards influence teachers’ job satisfaction and morale. By applying Transformational Leadership Theory, this study will offer valuable insights into how leadership changes in Ruangwa District shape teachers’ morale, job satisfaction, and trust in their leaders.
Limitations of the Theory 
Transformational Leadership Theory has some limitations. First, assessing leadership effectiveness can be subjective, potentially leading to biased judgments of how well leaders inspire others. To mitigate this, researchers used multiple data collection methods, including questionnaires, interviews, and focus groups, to ensure diverse perspectives. Second, the theory’s emphasis on ideal leadership qualities might miss the practical challenges leaders face in everyday situations. Researchers explored these real-world challenges to gain a fuller understanding of leadership transitions. Third, the theory may not fully consider cultural and contextual factors that shape how leadership behaviours are perceived and applied. Researchers will take into account the unique cultural and contextual aspects of Ruangwa District to ensure the theory’s applicability. Finally, while the theory focuses on individual outcomes like teachers' morale, it may overlook wider organisational concerns. Therefore, this study applied Transformational Leadership Theory to explore the impact of leadership transitions on teachers’ morale in government secondary schools in Ruangwa District.
2.2.2.2 Organisational Change Theory TC "2.2.2.2 Organisational Change Theory" \f C \l "1"  
This study will be further based on Organisational Change Theory (OCT), developed by Kurt Lewin in the 1940s. The theory focuses on how organisations adjust to internal and external changes, making it relevant for understanding leadership transitions in schools. Changes such as new leadership appointments, retirements, or transfers can disrupt established systems and affect teachers’ morale. This theory helped investigate how teachers respond to leadership changes, adapt to new leadership approaches, and how these shifts influence their job satisfaction and morale. The study will emphasise how well-managed transitions can create a positive, supportive environment that boosts teachers' morale.
Assumption of the Organisational Change Theory 

Organisational Change Theory is based on several key assumptions, with three being particularly notable. It suggests that change is a constant and necessary part of organisational life, requiring adaptation to both internal and external factors. The theory also stresses that organisations are interconnected systems, where changes in one area, like leadership, can impact other aspects, including employee morale and performance. Finally, it recognises that resistance to change is natural and calls for effective leadership and strategic planning to manage transitions smoothly.
The Implications of the Theory for the Proposed Study

Organisational Change Theory offers a helpful framework for examining how leadership transitions affect teachers' morale in government secondary schools. It views change as a natural and essential part of organisational life, with schools needing to adjust to leadership changes to stay effective. This idea aligns with the study's focus on how leadership shifts in Ruangwa District impact teachers’ morale.
The theory also emphasises that organisations are interconnected, meaning that leadership transitions can influence teachers’ morale, job satisfaction, and performance. By exploring these connections, the study aims to better understand how leadership transitions affect the dynamics within schools. Furthermore, the theory recognises that resistance to change is common in organisations. Teachers may resist leadership transitions due to uncertainty or fear, and the study will investigate how school leaders can address this resistance, creating a supportive environment that helps teachers adjust and maintain their morale.
2.3 Empirical Literature Review TC "2.3 Empirical Literature Review" \f C \l "1" 
2.3.1 Levels of Teachers’ Morale TC "2.3.1 Levels of Teachers’ Morale" \f C \l "1"  

Keller (2018) investigated how leadership transitions influenced teacher morale in Texas elementary schools, utilising a mixed-methods approach with 150 participants. The study identified three levels of morale decline: severe when communication was absent, moderate with partial communication, and minimal when effective communication strategies were implemented. Keller highlighted the critical role of consistent communication in minimising negative impacts on teacher morale. However, the study did not examine the immediate effects of leadership transitions or focus on secondary schools. This research addresses these gaps by exploring the immediate impacts of leadership transitions on teacher morale in secondary schools in Ruangwa District, Tanzania. 
Similarly, Hall (2017) examined how leadership styles affected teacher morale during transitions in secondary schools across the UK, based on a survey of 185 teachers. The findings revealed that transformational leadership had a positive impact on morale, particularly when leaders communicated effectively and provided support. Hall emphasised the importance of training school leaders in transformational leadership to foster a supportive environment. While Hall’s study relied solely on quantitative methods, this research adopts a mixed-method approach, incorporating questionnaires, focus group discussions, and interviews for a more comprehensive analysis.
Arusei (2021) explored the influence of headteachers’ management practices on job satisfaction among primary school teachers in Kenya, using surveys and interviews with 200 participants. The study revealed that effective communication, supportive leadership, and recognition significantly enhanced teacher morale and satisfaction. However, it did not specifically focus on teachers in rural settings. This study addresses that limitation by examining how leadership transitions affect teacher morale in government secondary schools in Ruangwa District, Tanzania, with particular attention to morale in a rural context.
Chikoyo (2020) investigated the influence of school heads’ leadership styles on teacher attrition in public secondary schools within Kilimanjaro and Manyara regions, using data from 140 respondents. The study revealed that transformational and supportive leadership styles promote teacher retention by fostering a positive work environment, while authoritarian leadership increases attrition rates. Although the study provides valuable insights into the relationship between leadership styles and teacher retention, it does not explore how leadership transitions impact teacher morale. This research addresses that gap by examining the effects of leadership transitions on teacher morale in secondary schools in Ruangwa District.
2.3.2 Teachers’ Perceptions of Administrative Support TC "2.3.2 Teachers’ Perceptions of Administrative Support" \f C \l "1" 
Mendez and Garcia (2018) examined how administrative support influences teacher morale during leadership transitions in secondary schools in Madrid, Spain. Through surveys and interviews, they discovered that clear communication and well-defined expectations from incoming leaders were vital in preserving morale. However, their study concentrated on the long-term effects of leadership transitions, leaving the immediate impact unexplored. This research seeks to address that gap.
Ng and Chan (2020) investigated how school leadership impacts teacher well-being during transitions between primary and secondary schools in Singapore. Using a survey of 200 teachers, the study found that teachers who felt supported by leadership reported higher job satisfaction and morale, while those lacking support experienced increased stress. The authors recommended structured support systems for teachers during transitions. However, their study focused on long-term perceptions of support, while this research addresses the immediate impact, filling a gap regarding how these perceptions change over time.

Mugizi et al. (2021) explored how perceived support affects teacher engagement in secondary schools in a rural district of South-Western Uganda. The study, which surveyed 220 teachers, found that support related to pay and professional development boosted teacher engagement, while promotion support had no significant impact. It also highlighted that inconsistent support, especially during leadership transitions, could harm teacher morale and engagement. While the study provided valuable quantitative insights, it did not address the qualitative aspects of teachers' experiences. The current research aims to fill this gap by using a mixed-methods approach to better understand how administrative support influences teacher morale during leadership transitions. 
Mukandara and Dominic (2021) explored the effect of perceived organisational support on teachers’ job satisfaction in public secondary schools in Tanzania, surveying 399 teachers. Their findings revealed that recognition, professional development, and workplace amenities positively influenced job satisfaction. However, they identified ongoing challenges in maintaining consistent support, particularly during leadership transitions. While the study provided valuable quantitative data, it lacked an exploration of the deeper, qualitative aspects of teachers' experiences. The current study addresses this gap by using a mixed-methods approach to better understand teachers’ experiences during leadership transitions in Ruangwa District.
2.3.3 The impact of Leadership Transitions on Teachers’ Morale TC "2.3.3 The impact of Leadership Transitions on Teachers’ Morale" \f C \l "1" 
Johnson (2020) studied the immediate impact of leadership transitions on teacher morale in high schools by surveying 120 teachers in California. The findings showed that sudden leadership changes caused a noticeable drop in morale, with teachers experiencing uncertainty and anxiety. However, the study did not examine how various communication strategies during transitions could help alleviate these negative impacts, which the current study seeks to explore. 
Smith and Lee (2021) examined the immediate effects of principal turnover on teacher morale in urban middle schools by surveying 180 teachers and interviewing 30 participants in England. The study found that leadership changes negatively affected teacher morale, especially when the departing principal had close ties with the staff. Teachers expressed concerns about the new principal’s approach, leading to feelings of instability. However, the study did not look into how teacher participation in the transition process influences morale, a gap the current research seeks to address.
Mboweni and Taole (2022) examined how leadership transitions impact teacher morale in South African primary schools. Through focus group interviews with 36 teachers in Mpumalanga, the study found that leadership changes caused instability, which negatively affected teacher morale. Teachers highlighted a lack of support from new leaders, leading to lower engagement and job satisfaction. Other factors, like limited professional development and minimal parental involvement, also contributed to morale decline. Although the study provided valuable insights into leadership transitions in South Africa, the context in Ruangwa District, Tanzania, may present unique challenges and responses. 

Kashagate (2013) examined how leadership styles affect teachers' job satisfaction in public secondary schools in Musoma Municipal Council, Tanzania. The study, based on surveys of 54 teachers, found that transformational leadership had a strong positive effect on job satisfaction, particularly when leaders provided mentoring and support. In contrast, transactional leadership had a lesser impact. The study highlighted the importance of transformational leadership in boosting job satisfaction. However, while it focused on leadership styles, the current study shifts to examining the immediate effects of leadership transitions on teachers’ morale, addressing a gap in the existing research.
2.4 Conceptual Framework TC "2.4 Conceptual Framework" \f C \l "1" 
A conceptual framework depicts the relationships between study variables using both narrative and diagrammatic forms (Ravitch & Riggan, 2016). Cresswell and Plano (2018) explain that it outlines the connections between key concepts. For this study, a modified version of Yukl’s (2010) conceptual framework will be used, tailored to the research context. The framework addresses different aspects of school leadership transitions within an organisation, as shown in Figure 2.1. below.
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Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Modified from Yukl (2010).
As depicted in Figure 2.1, school leadership transition acts as an independent variable, encompassing various transitions like new appointments, retirements, transfers, and other administrative decisions. These transitions directly influence teachers’ morale and their views on administrative support, leading to either positive or negative reactions based on how well the transition is handled. These factors ultimately affect overall morale, which is closely tied to job satisfaction and motivation, contributing to a healthier school environment. The framework emphasises the need for careful management of leadership transitions and strong administrative support to maintain or enhance teachers’ morale, thereby improving the school atmosphere.
2.5 Synthesis of Literature and Knowledge Gap TC "2.5 Synthesis of Literature and Knowledge Gap" \f C \l "1" 
2.5.1 Synthesis of Literature TC "2.5.1 Synthesis of Literature" \f C \l "1" 
The reviewed literature demonstrates that school leadership transitions have a significant influence on teachers’ morale, with scholars such as Keller (2018), Hall (2017), and Arusei (2021) emphasising the central role of leadership styles and communication strategies. These studies collectively suggest that leadership approaches shape how teachers perceive their work environment and respond to organisational change. A key point of agreement across the literature is that supportive, transparent, and consistent leadership tends to foster higher levels of morale, while inconsistent communication and authoritarian styles contribute to uncertainty and demotivation.
Additionally, Mendez and Garcia (2018) and Ng and Chan (2020) highlight the importance of administrative support in sustaining teacher commitment during leadership transitions. These works converge on the idea that teachers’ morale is strongly tied to whether they feel valued, supported, and engaged in decision-making processes. However, the literature also reveals divergence in focus: while some studies emphasise communication, others prioritise administrative or emotional support, indicating that the phenomenon of morale is multifaceted and influenced by a combination of factors.
Furthermore, Johnson (2020), Smith and Lee (2021), and Mboweni and Taole (2022) broaden the discussion by examining teachers’ emotional responses to leadership changes. Their findings show that leadership transitions often generate anxiety, uncertainty, and even resistance among teachers, particularly in urban school settings. Taken together, these studies establish that teacher morale is a dynamic construct shaped by leadership practices, institutional support, and contextual factors.

2.5.2 Knowledge Gap TC "2.5.2 Knowledge Gap" \f C \l "1" 
Despite the growing body of literature, several gaps remain unaddressed. First, much of the existing scholarship (e.g., Keller, 2018; Johnson, 2020; Smith & Lee, 2021) focuses on urban or developed contexts, offering limited insight into rural and semi-rural environments such as Ruangwa District in Tanzania. The cultural and organisational dynamics in Tanzanian government secondary schools may differ significantly from those reported in Western or urban African settings, making localised investigation necessary.
Second, while studies highlight the role of communication and administrative support, they often overlook how teachers’ perceptions of these factors evolve immediately after leadership transitions. This temporal dimension is critical in understanding how morale fluctuates in the short term, especially in schools that experience frequent leadership changes.
Third, existing research tends to generalise morale without fully considering the interplay between cultural norms, local administrative practices, and teachers' lived experiences in government schools. The neglect of these contextual influences creates a knowledge gap that limits the applicability of findings to the Tanzanian setting.

Therefore, this study seeks to fill these gaps by examining the immediate impact of school leadership transitions on teachers’ morale in government secondary schools in Ruangwa District Council. By focusing on rural Tanzania and integrating cultural, administrative, and contextual dimensions, the study aims to contribute to a more comprehensive and contextually relevant understanding of teacher morale during leadership transitions.
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1" 
This chapter presents the research methodology, detailing the research paradigm, approach, and design. It also discusses the study area, population, sample size, and sampling techniques, along with the data collection instruments and their validity, reliability, and trustworthiness. Finally, it covers the data analysis methods and ethical considerations.
3.2 The Research Paradigm TC "3.2 The Research Paradigm" \f C \l "1"  
This study used the pragmatism research paradigm, which focuses on addressing real-world issues with practical, evidence-driven solutions (Maarouf, 2019). It integrates both qualitative (interpretivist) and quantitative (positivist) methods to offer a well-rounded understanding (Andriukaitiene et al., 2013; Creswell, 2018). This paradigm is particularly suited for examining teachers’ morale, their perceptions of administrative support, and the effects of leadership transitions in Ruangwa District’s government secondary schools. The study combined qualitative insights with quantitative data to measure teachers’ morale.
3.3 Research Approaches TC "3.3 Research Approaches" \f C \l "1" 
The study adopted a mixed-methods approach, integrating both qualitative and quantitative methods to gain a thorough understanding of the issue (Creswell & Plano Clark, 2018). The qualitative approach focused on teachers’ perceptions regarding administrative support and how leadership transitions affect their morale, while the quantitative method collected data on morale levels. This combined approach enables a more detailed examination of teachers’ experiences and the measurable impact of school leadership transitions on morale in government secondary schools in Ruangwa District.
3.4 Research Design TC "3.4 Research Design" \f C \l "1"  
A research design is a structured plan that guides the processes of collecting, analysing, and interpreting data to address research objectives effectively (Creswell, 2018). The study used a descriptive mixed-methods research design. This design is appropriate because the study seeks to systematically describe and analyse the effects of leadership transitions on teacher morale by combining both quantitative and qualitative approaches. The quantitative component, using surveys or questionnaires, allows the researcher to measure the extent to which leadership transitions influence teachers’ motivation, job satisfaction, and morale, providing data that can be statistically analysed and generalised within the district. 
On the other hand, the qualitative component, through interviews or focus group discussions, captures teachers lived experiences, perceptions, and feelings, offering deeper insights into the challenges and coping strategies during leadership changes (Creswell & Plano Clark, 2018). By integrating both approaches, the mixed-methods design ensures a comprehensive understanding of the phenomenon, with quantitative data showing the “what” and “how much,” while qualitative data explains the “why” and “how,” thereby enhancing the validity, reliability, and practical relevance of the study’s findings.
3.5 Study Area TC "3.5 Study Area" \f C \l "1"  

This study was conducted in Luangwa District, located in the Lindi Region, which has experienced frequent leadership transitions in its government secondary schools. These transitions are driven by national educational reforms, including the decentralisation of school management by the Tanzanian government (Ministry of Education and Vocational Training [MoEVT], 2020), aimed at improving school performance and accountability. However, the ongoing transitions of school leaders have had a notable impact on teacher morale. Each new leader brings different management approaches, priorities, and expectations, often resulting in shifts in school culture and creating challenges for teachers.
Ruangwa is primarily a rural district and faces unique challenges such as limited resources, insufficient professional development opportunities, and a strong dependence on community involvement in education. These factors, combined with the district’s history of fluctuating educational performance, make it complex to understand the impact of leadership transitions on teacher morale. 
The district’s experiences with such transitions provide valuable insights into how they affect teachers’ job satisfaction, motivation, and overall morale. While the study focuses primarily on Ruangwa District, its findings may have broader implications across Tanzania. By selecting Ruangwa as a representative case, the study highlights its similarities with other regions in the country, thus enhancing the relevance and applicability of the findings.

3.6 The Study Population TC "3.6 The Study Population" \f C \l "1"  

In this study, the target population consisted of school heads and government secondary school teachers from the study area. The inclusion criteria focused on relevant characteristics, while the exclusion criteria helped identify those who were not eligible to participate (Hennink & Kaiser, 2022). Heads of schools are included because they influence the school environment through leadership and decision-making, which affects teachers' morale. Teachers are included as key informants who are directly impacted by leadership transitions, and their insights provide valuable information on how these changes influence their morale and job performance.
3.7 Sample Size and Sampling Techniques TC "3.7 Sample Size and Sampling Techniques" \f C \l "1"  

This section presents the sample size and sampling techniques that were used for both the qualitative and quantitative phases of the study.

3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
The study employed a sample size of 100 participants, out of which 10 were heads of schools, and 90 were teachers selected from 10 government secondary schools in the Ruangwa district. Given that the required number of teachers is 90 and there are 10 selected schools, then each secondary school contributed 9 teachers to the sample. This distribution ensured a balanced representation of each school while meeting the overall sample size requirement. Hence, Table 3.1 presents the composition of a study sample size in percentage. 
Table 3.1: Composition of Study Sample Size in Percentage TC "Table 3.1: Composition of Study Sample Size in Percentage" \f T \l "1" 
	S/N
	Sample Categories
	Number of Participants
	Percentage (%)

	1
	Teachers
	90
	89.1

	2
	Heads of Schools
	10
	9.9

	Total
	100
	100


Source: Field Data, 2025

Then, to determine the appropriate sample size, Krejcie and Morgan’s (1970) formula will be used that is given by:

n =   N/(1+N(e)2.

Where: n = the required sample size

N = the population of the study (200)

e = the margin error in the calculation (0.071)

           Therefore. 

n =   N/(1+N(e)2.

e2= (0.071)2=0.005041
n= 200/ (1+ 200 (0.005041)

n= 200/2.0082= 99.6
n= 100
Therefore, using Krejcie and Morgan’s (1970) formula, the study population of 200 teachers required a sample size of approximately 100 respondents. This was achieved by adjusting the margin of error to 0.071 (7.1%), which yielded a final sample size of 100.
3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1"  

This research employed both probability and non-probability sampling. In probability sampling, simple random sampling was used to select 90 teachers, ensuring each had an equal chance of being chosen. For non-probability sampling, purposive sampling was applied to select 10 school heads and 10 secondary schools. The selected schools have undergone leadership transitions in the past two years, as these transitions are more likely to influence teacher morale and the school's environment. Teachers were selected through a random process. Each teacher was given a piece of paper marked either "PT" (Participating Teacher) or "NPT" (Non-Participating Teacher). Those who drew "PT" were included in the study, while those with "NPT" were excluded. This method ensures every teacher has an equal chance of selection.
3.8 Data Collection Methods and Instruments TC "3.8 Data Collection Methods and Instruments" \f C \l "1" 
In this study, data were collected using two primary methods: questionnaires and interviews. These methods were chosen because they complement each other and allow for both quantitative and qualitative data to be obtained. Questionnaires enabled the researcher to reach a large number of respondents, mainly teachers, within a relatively short period, thereby generating standardised data on their experiences and perceptions regarding leadership transitions and their effect on morale. On the other hand, interviews provided in-depth insights by allowing respondents to express their feelings, attitudes, and experiences more freely. This method was particularly useful in capturing the perspectives of school heads and education officers who have rich experiences in handling leadership transitions and managing teacher morale. Together, these two methods ensured triangulation of data, enhancing the validity and reliability of the study findings.
3.9 Data Collection Instruments TC "3.9 Data Collection Instruments" \f C \l "1" 
3.9.1 Questionnaires TC "3.9.1 Questionnaires" \f C \l "1" 
A questionnaire is a structured research instrument consisting of a series of written questions designed to gather information from respondents systematically. In this study, questionnaires were administered primarily to teachers in government secondary schools in Ruangwa District Council. The instrument included both closed-ended questions (multiple-choice and Likert-scale items) and open-ended questions. Closed-ended questions helped in collecting quantifiable data on areas such as levels of motivation, job satisfaction, and perceived effects of leadership changes, while open-ended questions allowed teachers to express personal views and suggestions in their own words. The questionnaire was suitable for teachers because it was less time-consuming, ensured anonymity, and reduced bias by allowing them to respond honestly without direct influence from the researcher. Through questionnaires, the researcher collected quantitative data related to teachers’ morale indicators such as job satisfaction, motivation levels, attitudes toward leadership transitions, and the perceived support they received during such changes. Together, these instruments ensured a comprehensive understanding of the research problem by integrating statistical evidence with lived experiences and expert perspectives.
3.9.2 Interviews TC "3.9.2 Interviews" \f C \l "1" 
An interview is a method of data collection that involves direct interaction between the researcher and the respondent, aimed at obtaining detailed information through verbal communication. For this study, semi-structured interviews were conducted with school heads, selected senior teachers, and education officers in Ruangwa District. The semi-structured format allowed the researcher to use a set of guiding questions while still providing flexibility for probing and follow-up questions depending on the responses given. This approach made it possible to explore deeper issues such as the challenges faced during leadership transitions, the strategies used to maintain teacher morale, and the perceptions of education administrators regarding leadership succession in schools. Interviews were particularly valuable because they provided nuanced and context-specific information that could not be easily captured through questionnaires. Via interviews yielded qualitative data, including detailed accounts of how leadership transitions were managed, challenges encountered by teachers and heads of schools, coping mechanisms, and the broader implications of leadership changes on school performance and stability.
3.10 Data Analysis Procedure TC "3.10 Data Analysis Procedure" \f C \l "1" 
3.10.1 Qualitative Data Analysis Procedures TC "3.10.1 Qualitative Data Analysis Procedures" \f C \l "1" 
This study employed thematic analysis to process qualitative data, following the six-step approach outlined by Braun and Clarke (2019). The steps include becoming familiar with the data, coding to identify key content and frequency, generating themes, ensuring theme coherence, operationalising themes, and reporting findings. Then, Quantitative data collected from questionnaires was analysed using statistical software such as SPSS as well as Microsoft Excel to perform descriptive statistics. The quantitative data collected from the surveys were analysed using descriptive statistics (such as frequencies, means, and percentages). For the qualitative data collected through interviews, thematic analysis was used to identify key patterns and themes related to the study objectives  
3.11 Reliability and Validity of the Study TC "3.11 Reliability and Validity of the Study" \f C \l "1"  

This study guaranteed the reliability and validity of the questionnaire as described below.
3.11.1 Reliability TC "3.11.1 Reliability" \f C \l "1"  

To ensure the questionnaire’s reliability, Cronbach’s alpha was applied, with a value over 0.7 considered acceptable (Tavakol & Dennick, 2011).  Reliability was ensured by piloting the questionnaire and interview guide. The instruments were tested for consistency, and the internal consistency was measured using Cronbach's alpha. A reliability coefficient of 0.7 or higher was considered acceptable. Additionally, the research maintained clear and consistent data collection procedures throughout the study.
3.11.2 Validity TC "3.11.2 Validity" \f C \l "1"  

To guarantee the content validity of the questionnaire, the researcher carefully designed and included a sufficient number of items that accurately gauge the impact of leadership transition on teachers' morale in government secondary schools. Furthermore, three experienced reviewers thoroughly evaluated each item in the questionnaire to ensure that it provides a comprehensive understanding of this impact. The face validity of the questionnaire was upheld through the expert review process, during which the items were assessed for their meaningfulness, ensuring that they expressed ideas using simple language relevant to the main topic.
3.12 Trustworthiness of the Study TC "3.12 Trustworthiness of the Study" \f C \l "1" 
The trustworthiness was guaranteed through the following strategies; credibility, transferability, dependability, and conformability.
3.12.1 Credibility TC "3.12.1 Credibility" \f C \l "1" 
Credibility refers to the accuracy and believability of the findings. In this study, the researchers employed the following strategies to ensure credibility:
Member Checking: The researchers engaged with teachers, school administrators, and district education officers to verify the accuracy of the interpretations made from the data. By returning to participants and sharing the findings, the researchers ensured that their insights were true reflections of the teachers’ experiences and perspectives on leadership transitions.
Triangulation: To strengthen the credibility of the findings, data were gathered from multiple sources, including interviews with teachers, school leaders, and education officers, as well as document reviews of school records. This helped cross-check and validate the data, ensuring the findings were not based on a single viewpoint but were comprehensive and multi-faceted. These strategies helped establish that the conclusions drawn from the study were accurate and representative of the participants' true views on leadership transitions.
3.12.2 Transferability TC "3.12.2 Transferability" \f C \l "1" 
Transferability ensures that the findings of a study is applied to other contexts. In the context of this research, the researchers focused on providing detailed, contextual descriptions to help other researchers and practitioners determine if the findings could be relevant in other districts or educational settings.
Thick Description: The researchers provided in-depth descriptions of the educational setting in Luangwa District, including the demographic context of the schools, the specific leadership challenges faced, and the characteristics of the participants. This rich context allows others to assess the potential for transferability to other Tanzanian districts or even similar educational systems in different countries.
3.12.3 Dependability TC "3.12.3 Dependability" \f C \l "1" 
Dependability refers to the consistency and stability of the research process. To ensure that the study could be replicated with similar results, the researchers used the following methods:
Audit Trail: The study provided a clear and detailed record of the research process. This included documentation of the study’s design, data collection methods, decisions made during the research process, and changes in the study as it progressed. The audit trail allowed external reviewers to follow the researchers' decision-making process and assess the soundness of the study’s approach.
Code-Recode Strategy: The data analysis process was conducted in two phases. Initially, the data were coded and analysed, then the researchers revisited the codes after some time to ensure consistency and reliability in the interpretation of the data. This helped to avoid bias and ensured that the themes identified were not dependent on one specific point in time or a single analysis session. These strategies ensured that the research process was consistent, transparent, and capable of being replicated by others in future studies.
3.12.4 Confirmability TC "3.12.4 Confirmability" \f C \l "1" 
Confirmability addresses the extent to which the findings are shaped by the participants and not by researcher's bias. To ensure confirmability, the researchers employed the following strategies:
Reflexivity: The researchers reflected on their own potential biases and the role they played in the research process. By acknowledging their perspectives and how these might influence data collection and analysis, the researchers provided transparency about their position within the study. This helped minimise the impact of personal bias on the research findings.
Audit Trail: As mentioned under dependability, the audit trail also contributed to confirmability. It provided documentation of the entire research process, including decisions, methods, and data handling. This transparency enabled others to verify that the conclusions drawn were based on the data, rather than the researchers' pre-existing assumptions or biases. Through reflexivity and an audit trail, the researchers ensured that their findings were directly tied to the data collected and the participants' responses, rather than to any external influences or biases.

3.13 Ethical Considerations TC "3.13 Ethical Considerations" \f C \l "1"  

3.13.1 Seeking Research Permit TC "3.13.1 Seeking Research Permit" \f C \l "1"  
The researcher first secured a clearance letter from the Vice-Chancellor of the Open University of Tanzania and requested approval from the Regional Administrative Secretary of Lindi (RAS-Lindi). The request was then sent to the appropriate officials within the Ruangwa District Council and the heads of the chosen secondary schools.
3.13.2 Informed Consent TC "3.13.2 Informed Consent" \f C \l "1"  
The researcher provided the teachers and heads of schools who gave verbal consent with clear information about the study. Specifically, teachers were informed that their participation is entirely voluntary, and they had the option to continue or withdraw from the study at any time, without facing any consequences or penalties.
3.13.3 Confidentiality and Anonymity TC "3.13.3 Confidentiality and Anonymity" \f C \l "1"  
The researcher protected the confidentiality and security of the data shared by teachers and schools. Personal identifiers were excluded from the questionnaires, and each of the 10 participating schools received a unique code (A1 to A10) to ensure anonymity. Measures were taken to avoid any actions that could potentially harm participants.
3.13.4 Ethics toward Report Writing TC "3.13.4 Ethics toward Report Writing" \f C \l "1"  
The researchers properly acknowledged all sources referenced in this study by including accurate in-text citations and a comprehensive reference list. This covered materials such as articles, books, dissertations, and theses, ensuring that academic integrity and scholarly rights are respected.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DATA PRESENTATION, ANALYSIS AND DISCUSSION TC "DATA PRESENTATION, ANALYSIS AND DISCUSSION" \f C \l "1" 
4.0 Introduction TC "4.0 Introduction" \f C \l "1" 
This chapter presents, discusses, and analyses the research findings and study objectives. The study aimed to assess the Impact of School Leadership Transitions on Teachers’ Morale in Government Secondary Schools in Tanzania: A Case of Ruangwa District Council. Specifically, it assessed the level of teachers’ morale in government secondary schools in Ruangwa District, it examined teachers’ perceptions of administrative support during the school leadership transition in Ruangwa District, District. 
Lastly, the study examined the perceived immediate effects of school leadership transitions on teachers’ morale in Ruangwa District. The chapter is structured to include the response rate, demographic information, and subsections relating to the research objectives. Data were presented and analysed both descriptively and quantitatively, consistent with the mixed-methods approach adopted for the study. Figures, tables, and graphs were used to present the data.
4.1 Respondents' Demographic Information TC "4.1 Respondents' Demographic Information" \f C \l "1" 
The demographic information of the respondents is crucial for understanding the quality and relevance of the data gathered. This section provides insights into key characteristics such as gender, age, education level, work experience, and the duration of stay under the current leadership, which were used to contextualise the findings.
4.1.1 Distribution of Respondents by Gender TC "4.1.1 Distribution of Respondents by Gender" \f C \l "1" 
Gender plays a significant role in shaping perspectives, influenced by social and economic factors. In this study, 56.6% of the respondents were female, while 43.3% were male, as shown in Table 2. This gender distribution reflects a higher participation of female respondents. 
Table 4.1: Distribution of Respondents by Gender TC "Table 4.1: Distribution of Respondents by Gender" \f T \l "1" 
	Gender
	Frequency
	Percent

	Male
	33
	43.4

	Female
	43
	56.6

	Total
	76
	100.0


Source: Field Data, 2025
Although there was a higher proportion of female respondents, both genders contributed to the study, ensuring that a balanced perspective was captured. The inclusion of both male and female participants helped mitigate potential biases, with adequate representation from each gender group to meet the study's objectives. These finding highlight significant variations in perspectives shaped by social and economic factors. Women in educational settings may experience different levels of support from leadership compared to their male counterparts, impacting their engagement and motivation. The higher participation of female respondents suggests that their experiences and perceptions are crucial for understanding the overall morale within schools during leadership changes. This gendered lens is essential for addressing the specific needs and concerns of female educators, ensuring that policies and practices foster an inclusive environment that enhances morale across all genders.
4.1.2 Distribution of Respondents by Age TC "4.1.2 Distribution of Respondents by Age" \f C \l "1" 
Age is another important factor, as it often influences an individual's views and responses to various issues. In this study, the majority of respondents (34.2%) were in the age range of 26-31, followed by (32.9%) who were above 37 years of age group, also, (31.6%) were in the range of 32-36 years, and a small proportion (1.3%) were over 50 years old. See the summary of the findings in Table 3 below.
Table 4.2: Distribution of Respondents by Age TC "Table 4.2: Distribution of Respondents by Age" \f T \l "1" 
	Age range
	Frequency
	Percent

	Below 25
	1
	1.3

	26-31
	26
	34.2

	32-36
	24
	31.6

	Above 37
	25
	32.9

	Total
	76
	100.0


Source: Field Data, 2025
Given that the majority of respondents were between 26-31 years old, their responses were shaped by experiences and concerns typical of individuals in this stage of life. The largest group of respondents, comprising 34.2% of participants, falls within the age range of 26-31 years, indicating a significant presence of relatively young educators who may be more adaptable to changes and innovations in school leadership. Following this, 32.9% of respondents are aged over 37 years, suggesting that there is also a substantial representation of more experienced teachers who likely bring valuable insights and stability to the teaching environment.
Additionally, 31.6% belong to the age group of 32-36 years, further emphasising a workforce that is predominantly composed of individuals in their prime working years. The small proportion of respondents below 25 years old (only 1.3%) indicates that older educators are less represented in this sample, which could reflect broader trends in retirement or career transitions within the education sector in Tanzania. This demographic distribution highlights the potential for varying perspectives on leadership transitions based on age and experience, which may influence teachers' morale and their responses to changes in school administration.
4.1.3 Distribution of Respondents by Education Level TC "4.1.3 Distribution of Respondents by Education Level" \f C \l "1" 
Respondents were asked to indicate their level of education. The findings showed that 31.6% of respondents had a diploma, 63.2% had a bachelor's degree, and 5.3% held a master's degree, as shown in Table 4. 
Table 2.3: Distribution of Respondents by Level of Education TC "Table 4.3: Distribution of Respondents by Level of Education" \f T \l "1" 
	Education level
	Frequency
	Percent

	Diploma
	24
	31.6

	Degree
	48
	63.2

	Masters
	4
	5.3

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 4 on the demographic data reveal that a significant majority of the respondents are well-educated, with 63.2% holding a bachelor's degree and an additional 31.6% possessing a diploma. This indicates that over 94% of the teachers surveyed have at least post-secondary education, which is crucial for understanding their perspectives on leadership transitions and morale. The small percentage of respondents (5.3%) with a master's degree suggests that while advanced education is present, it is not as common among this group. This educational background may influence how teachers perceive leadership changes, as those with higher qualifications might have different expectations and experiences compared to their less-educated counterparts. Overall, the findings highlight a workforce that is predominantly educated at the undergraduate level, which could impact their professional attitudes and responses to leadership dynamics within government secondary schools in Tanzania.
4.1.4 Respondents' Years of Work Experience TC "4.1.4 Respondents' Years of Work Experience" \f C \l "1" 
Experience is a key factor in determining the depth of understanding and insight a respondent can provide. The study showed that the largest group of respondents (36.8%) had 0-10 years of work experience. Other experience categories included 27.6% with 22-32 years, 15.8% with over 33 months of experience, and 19.7% with more than 11-21 years of experience, as illustrated in Table 5.
Table 4.4: Respondents Years of Experience TC "Table 4.4: Respondents Years of Experience" \f T \l "1" 
	Years of Experience
	Frequency
	Percent

	0-10 years
	28
	36.8

	11-21years
	15
	19.7

	22-32years
	21
	27.6

	Above 33
	12
	15.8

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 5, reveal a diverse range of work experiences among the respondents, which is crucial for understanding the context of their perceptions regarding leadership transitions. The largest group, comprising 36.8% of respondents, has between 0-10 years of work experience, indicating that a significant portion of teachers may still be in the early stages of their careers. This relatively young demographic could suggest a greater susceptibility to changes in school leadership, as they may lack the resilience or established coping mechanisms that more experienced teachers possess. Conversely, 27.6% of respondents have 22-32 years of experience, and 15.8% have over 33 months, while 19.7% fall into the 11-21 years category. 
This distribution indicates that there is also a substantial number of seasoned educators who can provide stability and mentorship within the school environment. The presence of both teachers highlights the potential for varied responses to leadership changes; younger teachers might seek guidance from their more experienced colleagues during transitions, while experienced teachers may feel a sense of responsibility to support their less experienced peers through these changes.  
4.1.5 The duration stayed under the Current Leadership TC "4.1.5 The duration stayed under the Current Leadership" \f C \l "1" 
Respondents were asked to indicate the duration in stayed under the current leadership. The findings showed that 13.4% of the respondents were under less than 6 months under the current leadership, 34.2% of the respondents were under 6 months -1 year under the current leadership, 39.0% of the respondents were under 1 to 2 years under the current leadership, 13.4% of the respondents were above   3 years under the current leadership and 13.4% of the respondents were 6 months to 1 year under the current leadership. As shown in Table 6 below.
Table 4.5: The duration stayed under the Current Leadership TC "Table 4.5: The duration stayed under the Current Leadership" \f T \l "1" 
	Time under the current leadership
	Frequency
	Percent

	Less than 6 Months   
	10
	13.4

	6 Months to 1 year   
	23
	34.2

	1 to 2 years   
	33
	39.0

	Above   3 years
	10
	13.4

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 6 indicated a diverse range of experiences among respondents. Specifically, 13.4% of teachers reported being under the current leadership for less than six months, indicating a significant portion of staff may still be adjusting to new leadership styles and policies. A larger segment, 34.2%, has been under the same leadership for six months to one year, suggesting that many teachers are relatively new to their current administrative environment but have had enough time to form initial impressions about its impact on morale. 
The majority, at 39.0%, have experienced one to two years under the current leadership, which may provide them with a more stable perspective on how leadership transitions affect their work environment and morale over time. Interestingly, another 13.4% have been under the same leadership for over three years, indicating a small but notable group that has likely witnessed significant changes or continuity in school policies and culture during their tenure. This distribution highlights varying levels of stability and change within the schools, which significantly influence teacher morale and perceptions of leadership effectiveness.
4.2 The level of Teachers’ morale in Government Secondary Schools TC "4.2 The level of Teachers’ morale in Government Secondary Schools" \f C \l "1"   
This study's objectives looked at the impact of leadership changes on instructional practice, the influence of leadership transitions on school morale, support mechanisms for maintaining teacher morale during leadership changes as well as perceived morale levels in response to leadership transitions.
4.2.1 Impact of Leadership Changes on Instructional Practice TC "4.2.1 Impact of Leadership Changes on Instructional Practice" \f C \l "1" 
Respondents were asked how they perceive the changes in leadership within their respective schools affect their day-to-day teaching experience. The findings showed that 61.8% of respondents indicated that the changes in leadership within their respective schools affected their day-to-day teaching experience in a very positive way followed by 25.0% of respondents who indicated that the changes in leadership within their respective schools affected their day-to-day teaching experience in a positively way while 13.2% respondents indicated Neutral on the statement that the changes in leadership within their respective school affects their day-to-day teaching experience. Figure 2 shows the summary of the findings.
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Figure 4.1: Impact of Leadership Changes on Instructional Practice TC "Figure 4.1: Impact of Leadership Changes on Instructional Practice" \f F \l "1" 
Source: Field Data, 2025
The findings of the study from Figure 2 revealed that a significant majority of respondents 61.8% perceived leadership changes within their respective schools as having a very positive impact on their day-to-day teaching experience, with an additional 25.0% indicating a positive impact, and only 13.2% remaining neutral. These findings align closely with previous research that emphasises the critical role of leadership transitions in influencing teachers’ morale and daily experiences within schools. Leadership transitions, when handled effectively, foster a renewed sense of purpose and enthusiasm among teachers (Mwanjala, 2023). 
A positive leadership change often introduces new visions, better communication channels, and improved support systems, all of which contribute to enhancing teachers' professional satisfaction and motivation (Bush & Glover, 2014). Moreover, effective leadership transitions typically promote a participatory management style, encouraging teachers to feel more valued and involved in decision-making processes (Nguni, Sleegers, & Denessen, 2016). This participatory environment directly enhances their day-to-day experience, allowing them to work in a more supportive and empowering atmosphere. The finding that only 13.2% of teachers responded neutrally may reflect that, while most leadership transitions are beneficial, a small proportion of changes either fail to fully meet teachers’ expectations or require longer adjustment periods (Mwanjala, 2023). As Fullan (2011) notes, the impact of leadership transitions on school culture can vary depending on the leadership style adopted, the communication effectiveness, and the transitional planning involved.
Additionally, consistent with the transformational leadership theory, school leaders who focus on inspiring and motivating their staff can lead to significant improvements in teachers' morale and overall school effectiveness (Leithwood & Jantzi, 2015). Hence, the positive perceptions reported by the majority of teachers may suggest that recent leadership transitions in Tanzanian government secondary schools have embraced transformational approaches that prioritise teacher support, collaboration, and continuous professional growth. Therefore, the findings highlight the critical need for systematic planning of leadership transitions. As Bush (2018) suggests, succession planning, leadership preparation programs, and clear communication strategies are essential to maximising the positive effects observed. Leaders must be prepared not only to manage administrative functions but also to inspire and emotionally support teachers through periods of change. 
On the other hand, the heads of schools were interviewed and asked to describe the general morale of teachers in their respective schools over the past academic year. The findings from the interview with the head of the school were as follows. Response from Head of School A said that:
“The general morale of teachers in my school over the past academic year has been quite positive. We have implemented several initiatives aimed at enhancing teacher well-being, including professional development workshops and team-building activities. Teachers have expressed satisfaction with their working conditions and the support they receive from administration. He added that overall, the morale of teachers has been moderately high. Despite some initial challenges with the leadership transition, most teachers have remained positive and committed to their work.” (Interview with Head of School A)
However, another head of school from school B further said that: 
“The general morale of teachers in my school has fluctuated throughout the past academic year, but overall, it remains stable. Some challenges related to workload and administrative changes have impacted morale negatively at times; however, we are actively addressing these issues through regular feedback sessions.” (Interview with Head of School B)
Furthermore, another head of school from school C stated that;
“In my school, the general morale of teachers has been very high over the past academic year. We have focused on creating a positive school culture that emphasizes respect and recognition for our educators' hard work. He added that the morale of teachers has been generally good. Teachers have shown resilience and adaptability even during the leadership transition.” (Interview with Head of School C)
Moreover, the head of school from school D stated that:
“The general morale of teachers at my school has seen some ups and downs this past academic year but is currently trending upwards due to recent initiatives aimed at improving workplace conditions. Teachers are beginning to feel more optimistic about their roles following some structural adjustments within our administration. Generally, the morale has been mixed as some teachers adjusted quickly, while others struggled with the changes in leadership style and expectations.” (Interview with Head of School D)
The interview findings reveal a spectrum of teacher morale experiences across the four schools, largely influenced by administrative changes, leadership transitions, and efforts to support staff well-being. Head of School A reported a generally positive atmosphere among teachers, crediting professional development and supportive leadership for moderately high morale, despite some initial difficulties during a leadership transition. Similarly, Head of School C highlighted a very high morale among teachers, attributing it to a strong school culture that values respect and recognition. In both cases, proactive measures such as team-building activities and an emphasis on a positive working environment appear to have played a critical role in fostering teacher satisfaction and resilience.
In contrast, the accounts from Heads of Schools B and D paint a more complex picture, with morale fluctuating throughout the year. School B experienced periods of low morale due to workload and administrative changes, but took steps to address these through feedback mechanisms. Meanwhile, School D reported mixed morale, influenced by structural and leadership shifts, though recent improvements in workplace conditions have led to a more optimistic outlook among teachers. These findings suggest that while some schools successfully navigated challenges by investing in staff support, others struggled with the impact of rapid transitions and inconsistent communication, highlighting the importance of responsive leadership in maintaining teacher morale. Therefore, these responses from the interviewed respondents reveal varying experiences as while some schools maintained or even improved morale through resilience and good management, others faced difficulties, especially where transitions were sudden and communication was poor.
4.2.2 Influence of Leadership Transitions on School Morale TC "4.2.2 Influence of Leadership Transitions on School Morale" \f C \l "1" 
Respondents were asked in what ways they think leadership transitions impact the overall morale of their respective schools. The findings from the interviewed respondents showed that the majority, 60.5% of the respondents, indicated that leadership transitions significantly improved their morale, followed by 25.0% of respondents who showed that leadership transitions somewhat improved morale, and only 14.5% of respondents agreed that leadership transitions somewhat decreased their morale. See Table 7 below
Table 4.6: Influence of Leadership Transitions on School Morale TC "Table 4.6: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Frequency
	Percent

	Significantly improve morale
	46
	60.5

	Somewhat improve morale
	19
	25.0

	Somewhat decrease morale
	11
	14.5

	Total
	76
	100.0


Source: Field Data, 2025
The findings from the study in Table 7 revealed that leadership transitions generally have a positive effect on teacher morale. Specifically, 60.5% of respondents indicated that leadership transitions significantly improved their morale, while 25.0% reported that transitions somewhat improved their morale. Only 14.5% noted that transitions somewhat decreased their morale. This trend strongly supports the argument that effective leadership changes can foster positive emotional and professional climates within schools.
According to Mwanjala (2023), leadership transitions, when managed effectively, introduce new energy, visions, and strategies that reinvigorate teachers’ commitment to their work. Improved communication, increased teacher involvement in decision-making, and a renewed sense of collective purpose are common outcomes that uplift morale following leadership changes (Bush & Glover, 2014). In the Tanzanian context, where leadership practices have historically been top-down, transitions that move towards more inclusive and transformational styles would naturally result in heightened teacher morale.
Transformational leadership theory provides further support for these findings. Leaders who act as role models, provide intellectual stimulation and show individualised consideration for staff are more likely to enhance morale significantly (Leithwood & Jantzi, 2015). Thus, the large proportion of teachers experiencing improved morale suggests that many leadership transitions in Tanzanian government secondary schools introduced transformational leadership qualities.
The 25.0% of respondents indicated that leadership transitions somewhat improved morale may reflect transitional challenges such as adapting to new management styles or initial uncertainties before teachers fully benefit from new leadership approaches. As Fullan (2011) emphasizes, leadership change often involves a period of adjustment where staff assess new leadership directions before fully committing to them. Meanwhile, the 14.5% of respondents who reported that leadership transitions somewhat decreased morale highlight that not all leadership changes are universally beneficial. Negative effects may occur if transitions are poorly managed, if new leaders fail to align with teachers' needs, or if there is a loss of established relational trust (Bridges, 2019). Such outcomes underscore the importance of succession planning and leader preparation to minimise disruption and sustain morale during transitions.
Therefore, these findings emphasise that while leadership transitions are generally perceived positively, attention must be given to the manner in which transitions are planned and executed. Effective communication, staff involvement, and the embodiment of transformational leadership practices are crucial factors that determine whether a leadership change will uplift or diminish morale.
4.2.3 Support Mechanisms for Maintaining Teacher Morale during Leadership Changes TC "4.2.3 Support Mechanisms for Maintaining Teacher Morale during Leadership Changes" \f C \l "1" 
Respondents were asked what specific support they believed would help to mitigate the negative effects of leadership transitions on teacher morale. The findings showed that 17.1% of the respondents indicated that increased professional development opportunities would help to mitigate the negative effects of leadership transitions on teacher morale, and 23.7% of the respondents indicated that better communication from the administration would help to mitigate the negative effects of leadership transitions on teacher morale. Moreover, 30.3% of the respondents indicated that more collaborative decision-making processes would help to mitigate the negative effects of leadership transitions on teacher morale. Lastly, 28.9% of the respondents indicated that enhanced emotional support systems for teachers would help mitigate the negative effects of leadership transitions on teacher morale. See Figure 3 below.
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Figure 4.2: Support Mechanisms for Maintaining Teacher Morale during Leadership Changes TC "Figure 4.2: Support Mechanisms for Maintaining Teacher Morale during Leadership Changes" \f F \l "1" 
Source: Field Data, 2025
This finding from Figure 3 highlights several critical areas that teachers believe would mitigate the negative effects of leadership transitions. Specifically, 30.3% of respondents emphasised the importance of more collaborative decision-making processes, suggesting that teacher involvement in school governance fosters a sense of ownership and reduces anxiety during leadership changes. This aligns with Bush and Glover's (2014) assertion that participatory leadership enhances teachers' trust and commitment, making transitions smoother. Additionally, 28.9% of respondents identified the need for enhanced emotional support systems, reflecting the reality that leadership changes often bring emotional stress that must be proactively managed. As Fullan (2011) notes, leadership transitions are not merely organisational events but emotional experiences, and thus providing emotional support is key to sustaining teacher morale during such periods.
Moreover, 23.7% of the respondents suggested that better communication from the administration would help mitigate negative impacts, emphasising the role of clear, transparent, and consistent communication during transitions. Effective communication reduces uncertainty and builds confidence among staff (Bridges, 2019). Additionally, 17.1% of teachers advocated for increased professional development opportunities, indicating a desire for continuous capacity building to better adapt to new leadership expectations. 
According to Mwanjala (2023), providing teachers with professional growth avenues during leadership transitions strengthens their resilience and ensures that morale remains high even amidst changes. Altogether, these findings reinforce the idea that leadership transitions must be accompanied by strategies that promote collaboration, emotional well-being, open communication, and professional development to maintain a positive school climate. Leadership transitions have the potential to significantly uplift teacher morale if managed thoughtfully. Prioritising collaboration, emotional support, communication, professional growth, transformational leadership, and careful transition planning can ensure that leadership changes strengthen rather than destabilise the school community. On the other hand, the Head of Schools were interviewed and asked what indicators they use to gauge teachers’ morale in their respective schools. The responses were as follows. Response from Head of School A said that:

“To gauge teachers’ morale, I primarily look at indicators such as punctuality, engagement during meetings and willingness to engage in extracurricular activities. When teachers volunteer for additional responsibilities, it’s usually a good sign of high morale. High attendance rates at staff meetings and active involvement in school events are clear signs that teachers feel valued and motivated.” (Interview with Head of School A)
The response from the Head of School B said that:
“Indicators I use to gauge morale include teacher retention rates, classroom observations, and informal check-ins with staff members. When teachers feel comfortable sharing their experiences and challenges, it often reflects their overall satisfaction with the work environment. she added that, I focus on the level of engagement during lessons, the tone of interactions among teachers, absenteeism rates, and the frequency of staff grievances or complaints.” (Interview with Head of School B)
Response from the Head of School C said that:
“To assess teacher morale, I monitor several indicators such as student performance metrics linked to teacher effectiveness, attendance records for both students and staff, and feedback collected through anonymous surveys. These tools provide insight into how supported our teachers feel.” (Interview with Head of School C)
Lastly, Head of School D responded as:

“I gauge teacher morale using various indicators such as levels of participation in professional development opportunities, feedback from exit interviews when teachers leave the school, and overall job satisfaction surveys conducted annually. These metrics help me understand how engaged our educators are feeling. Also, monitor how often teachers initiate discussions about improving the school, their presence during school functions, and their overall enthusiasm during lesson delivery.” (Interview with Head of School D)
These interview findings highlight a diverse yet insightful range of indicators used by school leaders to gauge teacher morale, emphasising both behavioural and feedback-based measures. Head of School A relies on observable behaviours such as punctuality, active participation in meetings, and voluntary involvement in extracurricular activities as indicators of positive morale. These tangible signs suggest that motivated teachers are more likely to engage in tasks beyond their basic responsibilities. Similarly, Head of School B emphasises a blend of retention data, classroom engagement, and informal staff interactions, noting that when teachers openly communicate their experiences and challenges, it reflects a supportive and trusting work environment. This underscores the importance of relational indicators and day-to-day staff behaviour in assessing morale.
Moreover, the findings from Schools C and D point to a more structured and data-informed approach to evaluating morale. The Head of School C utilises performance-related metrics, attendance records, and anonymous survey feedback to assess how supported teachers feel in their roles. This suggests that morale can also be indirectly assessed through academic outcomes and staff well-being surveys. Head of School D combines both qualitative and quantitative measures, including job satisfaction surveys, professional development participation, and observations of teacher initiative and enthusiasm. This finding shows that different heads of schools focused on both formal and informal indicators to assess morale, showing a mix of observing structured activities (like meetings) and more subtle signs (like casual conversations and enthusiasm). Then, these findings collectively illustrate that effective morale assessment involves a multidimensional strategy, blending observational data, formal feedback, and engagement metrics to capture a comprehensive picture of teacher well-being and motivation across schools.
4.2.4 Perceived Morale Levels in Response to Leadership Transitions TC "4.2.4 Perceived Morale Levels in Response to Leadership Transitions" \f C \l "1" 
Respondents were asked to indicate their level of agreement with each statement related to their level of morale in the context of leadership changes. Table 8 shows the summary of the findings.
Table 4.7: Influence of Leadership Transitions on School Morale TC "Table 4.7: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	Frequency/Percentage 
	F
	P
	F
	P
	F
	P
	F
	P
	F
	P

	I feel that leadership transitions have a direct effect on my job satisfaction.
	-
	-
	17
	22.4
	11
	14.5
	20
	26.3
	28
	36.8

	The new leadership style has improved the working environment in my school.
	-
	-
	6
	7.9
	5
	6.6
	7
	9.2
	58
	76.3

	I receive adequate recognition for my efforts from the current leadership
	-
	-
	6
	7.9
	5
	6.6
	7
	9.2
	58
	76.3

	I feel supported during periods of leadership change.
	-
	-
	7
	9.2
	9
	11.8
	10
	13.2
	50
	65.8

	I am satisfied with the professional development opportunities provided by the current leadership.
	-
	-
	16
	21.1
	9
	11.8
	26
	34.2
	25
	32.9

	The current leadership promotes teamwork and collaboration among staff.
	-
	-
	16
	21.1
	9
	11.8
	17
	22.4
	34
	44.7

	 I feel motivated by the recognition I receive from the current leadership.
	-
	-
	7
	9.2
	3
	3.9
	7
	9.2
	59
	77.6

	The support I receive from school leaders during challenging times contributes positively to my job satisfaction.
	-
	-
	8
	10.5
	9
	11.8
	10
	13.2
	49
	64.5


Source: Field Data, 2025
The findings from Table 8 highlighted a predominantly positive perception of new leadership among teachers. A significant portion of respondents agreed or strongly agreed that leadership transitions directly affected their job satisfaction, with 63.1% combining "Agree" (26.3%) and "Strongly Agree" (36.8%). This aligns with Mwanjala (2023), who argued that leadership style and practices during transitions have a tangible effect on teachers’ work motivation and emotional well-being. Previous research by Leithwood and Jantzi (2015) also supports this view, emphasising that transformational leadership practices such as recognising teacher contributions and fostering a positive working environment are vital in improving job satisfaction during times of change.
The data also revealed that 76.3% of respondents strongly agreed that the new leadership style had improved the working environment, and the same percentage strongly agreed that they received adequate recognition for their efforts from the current leadership. This finding supports Fullan's (2011) assertion that positive leadership behaviours, such as providing recognition and creating conducive work environments, foster morale and reduce the anxiety associated with leadership transitions. Furthermore, 65.8% of respondents strongly agreed that they felt supported during leadership changes, underlining the importance of emotional and professional support during periods of uncertainty (Bridges, 2019).
Professional development also emerged as a significant factor. 67.1% of respondents (combining "Agree" and "Strongly Agree") were satisfied with the professional development opportunities provided by the current leadership. This finding is consistent with Bush and Glover (2014), who argue that offering growth opportunities not only enhances teacher competence but also sustains morale during organizational changes. Similarly, the promotion of teamwork and collaboration was positively rated, with 67.1% of respondents agreeing or strongly agreeing that current leadership fosters collaboration among staff. According to Day and Sammons (2016), collaborative cultures built by leaders during transitions help maintain a sense of stability and community within schools.
Moreover, an overwhelming 77.6% strongly agreed that they felt motivated by the recognition received from the current leadership, and 64.5% strongly agreed that support from school leaders during challenging times positively contributed to their job satisfaction. These findings reinforce the transformational leadership model’s emphasis on emotional support and individualised consideration as essential for maintaining teacher morale (Leithwood & Jantzi, 2015). Therefore, it can be concluded that leadership transitions, when handled with clear communication, recognition, support, and opportunities for professional growth, significantly uplift teacher morale and job satisfaction in government secondary schools in Tanzania.
This finding clearly demonstrates that leadership transitions, when accompanied by supportive practices such as recognition, professional development, collaborative decision-making, and emotional support, significantly enhance teachers' morale and job satisfaction. The overwhelmingly positive perceptions among teachers highlight the crucial role of transformational leadership approaches during periods of change. As emphasised by scholars such as Leithwood and Jantzi (2015) and Fullan (2011), school leaders who prioritise communication, support, and shared leadership practices are more likely to foster resilient and motivated teaching staff. Therefore, careful planning and the adoption of inclusive leadership strategies are essential for sustaining a positive working environment during leadership transitions.
Finally, based on the findings obtained, school leaders should prioritise clear and consistent communication during periods of change to minimise uncertainty among teachers. Furthermore, leadership development programs should emphasise the importance of transformational leadership practices, including providing emotional support, recognising teachers’ contributions, and fostering collaborative decision-making environments. Schools should also invest in ongoing professional development opportunities to equip teachers with the skills and resilience needed to adapt to new leadership styles. Finally, the establishment of formal emotional support systems within schools, such as mentorship programs and peer support networks, would further safeguard teacher morale during leadership transitions. These measures will ensure that leadership changes are viewed not as disruptions but as opportunities for school growth and professional empowerment. 
On the other hand, the Head of the School were interviewed and asked how they communicated the transition to staff, and what impact did the communication have on their morale. The responses were as follows. Response from Head of School A said:
“I communicated the transition to my staff through a series of meetings and newsletters. This open line of communication allowed teachers to voice their concerns and ask questions, which ultimately boosted their confidence in the leadership transition. The positive feedback we received indicated that this approach significantly improved morale during a potentially uncertain time.” (Interview with Head of School D)
The response from the Head of School B was as follows:
“I communicated the transition by holding an all-staff meeting where I outlined our vision moving forward.  He explained that this transparency helped alleviate fears about leadership changes and reinforced trust among staff members. As a result, many teachers reported feeling more secure about their roles within the school.” (Interview with Head of School D)
Moreover, the Head of School from school C responded that:
“Initially, communication was not well-handled because of the quick appointment process. Later, I held one-on-one meetings with teachers to listen to their concerns, which helped rebuild some trust, but full recovery is still ongoing. This method not only made them feel heard but also encouraged collective problem-solving regarding any concerns they had about leadership changes. The outcome was an uplifted spirit among faculty members as they felt included in the process.” (Interview with Head of School D)
Response from Head of School D was:
“I used multiple channels: official letters, a general assembly, and departmental briefings. Being open and inviting questions created a sense of ownership among the staff, which enhanced their morale. This proactive communication strategy helped maintain trust among faculty members during transitions, leading to improved overall morale as they felt informed every step of the way.” (Interview with Head of School D)
The interview responses from the Heads of School highlight the central role of effective communication in supporting teacher morale during a leadership transition. Head of School A reported using a combination of meetings and newsletters to maintain transparency, which allowed staff to express their concerns and ask questions, ultimately boosting their confidence in the new leadership and improving morale. Similarly, Head of School B emphasised the importance of an all-staff meeting to outline the school’s vision post-transition, noting that this level of transparency reassured teachers about their roles and reinforced trust within the school community. These approaches demonstrate that when leadership proactively shares information and fosters open dialogue, staff are more likely to feel secure, respected, and motivated.
However, the process was not without challenges. The findings showed that the Head of School C admitted that initial communication was poorly managed due to the speed of the leadership change, which led to some initial breakdown in trust. To address this, one-on-one meetings were later introduced, helping teachers feel heard and fostering a sense of collaborative problem-solving, an approach that gradually began to uplift morale despite the rocky start. The Head of School D utilised a comprehensive communication strategy, incorporating letters, assemblies, and departmental briefings. This multi-channel approach, combined with openness to staff inquiries, fostered a sense of ownership and involvement, which proved effective in maintaining morale during the transition. These findings collectively underscore that inclusive, transparent, and multifaceted communication strategies are vital in sustaining trust and morale throughout periods of organisational change. 
From these interview findings, it was summarised that effective communication, whether through formal announcements, open discussions, or symbolic ceremonies, was critical in maintaining or rebuilding teacher morale. In contrast, poor communication at the start of transitions caused prolonged uncertainty. Therefore, the study findings from the four heads of schools highlight that leadership transitions have a significant impact on teachers’ morale. Where transitions were well-communicated, transparent, and emotionally sensitive, morale remained stable or improved. However, in cases of abrupt transitions without proper communication and emotional support, teacher morale suffered noticeably. Indicators like punctuality, participation, enthusiasm, and informal interactions served as effective gauges of teachers' morale across all schools.
4.3 Teachers’ Perceptions of Administrative Support during the School Leadership Transition TC "4.3 Teachers’ Perceptions of Administrative Support during the School Leadership Transition" \f C \l "1"  
This study's objectives looked at the perceived adequacy of administrative support during leadership transitions, adjustment support strategies provided by the school administration, the impact of administrative support on teaching effectiveness and job satisfaction as well as perceptions of administrative effectiveness in managing leadership transitions.
4.3.1 Perceived Adequacy of Administrative Support during Leadership Transitions TC "4.3.1 Perceived Adequacy of Administrative Support during Leadership Transitions" \f C \l "1" 
Respondents were asked how they would describe the level of administrative support they received during the recent school leadership transition. The findings showed that 80.0% of respondents agreed that they received strong support, with clear communication and resources provided during the recent school leadership transition followed by 13.0% of respondents who agreed that they received moderate support, but lacking in some areas during the recent school leadership transition and only 7.0% respondents agreed that they received minimal support, with little to no communication or resources during the recent school leadership transition. See the summary of the findings in Figure 4 below.
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Source: Field data 2025
The findings from Figure 4 above show that a significant majority (80.0%) of respondents received strong administrative support during the recent school leadership transition. This result aligns with previous research emphasising that strong leadership support, characterised by clear communication and the provision of adequate resources, is essential for maintaining staff morale during times of change (Leithwood, Louis, Anderson, & Wahlstrom, 2010). This finding confirms that when leadership transitions are well-managed, teachers feel reassured and are more likely to stay committed to their work despite organisational changes. Effective communication from new leadership teams fosters trust and mitigates uncertainty, which is crucial during transitions (Bush, 2018).
Meanwhile, 13.0% of respondents reported receiving moderate support, suggesting that although communication and resources were provided, there were gaps that may have hindered a completely smooth transition. This is consistent with findings by Fullan (2011), who argued that inconsistencies or lapses in leadership support during periods of change can cause confusion and stress among teachers, ultimately affecting their morale and job satisfaction. In Tanzanian schools, partial support may arise from logistical challenges, a lack of training for new leaders, or systemic resource limitations, which the study on leadership transitions highlights as recurring issues. It indicates that while some efforts were made, a fully coherent support structure was not consistently implemented across all schools.
Finally, the 7.0% of respondents who reported receiving minimal support underscore the risks when leadership transitions are poorly managed. Minimal communication and resource allocation can leave teachers feeling isolated and undervalued, a concern echoed by Ingersoll (2011), who emphasised that leadership instability often leads to higher rates of teacher dissatisfaction and turnover. Therefore, where support structures were weak or absent, teachers exhibited lower morale and higher intentions to leave their schools. These findings reinforce the critical importance of strategic planning and sustained support during leadership transitions to maintain teacher morale and, by extension, school stability. On the other hand, Head of the School was interviewed and asked during the most recent leadership transition in this school, what specific support mechanisms were put in place for teachers. The responses were as follows. Response from Head of School A reported that:
“During the most recent leadership transition in your school, what specific support mechanisms were put in place for teachers? In our recent transition, we implemented a mentorship program where experienced teachers paired with newer staff to provide guidance and support. Additionally, we organised workshops focused on change management and stress relief techniques to help teachers adapt to the new leadership style.” (Interview with Head of School A)
Another Response from the Head of School B said that:
“During the most recent leadership transition in your school, what specific support mechanisms were put in place for teachers? We introduced an open-door policy where teachers could meet with the new head directly to discuss their concerns or suggestions. Additionally, we provided access to professional development resources tailored to help them navigate changes effectively.” (Interview with Head of School B)
Response from Head of School C said:
“During the most recent leadership transition in your school, what specific support mechanisms were put in place for teachers? We established peer support groups where teachers could share experiences and strategies for coping with change. Furthermore, we arranged regular feedback sessions with the administration to ensure everyone’s voice was heard throughout the process.” (Interview with Head of School C)
The head of School D said:
“During the most recent leadership transition in your school, what specific support mechanisms were put in place for teachers? Our approach included creating an online platform where resources related to change management could be accessed easily by all staff members at any time along with scheduled Q&A sessions with administrators.” (Interview with Head of School D)
The interview findings reveal that school leaders adopted a range of supportive mechanisms to ease the impact of leadership transitions on teachers, focusing on communication, professional development, and peer support. For instance, Head of School A implemented a mentorship program pairing experienced teachers with newer staff, alongside workshops on change management and stress relief strategies aimed at fostering a smooth adaptation to the new leadership style and maintaining teacher well-being. Similarly, Head of School B emphasised direct communication through an open-door policy, allowing teachers to voice concerns or suggestions to the new leadership, coupled with access to targeted professional development resources. These approaches reflect a recognition of the emotional and professional challenges transitions can present and the need for responsive leadership practices.
Other schools also prioritised collaborative and accessible support structures. Moreover, Head of School C introduced peer support groups to promote shared experiences and coping strategies, along with regular feedback sessions between teachers and administrators to encourage inclusivity and transparency in decision-making. Meanwhile, the Head of School D took a more digital approach, providing an online platform for accessing change management resources, in addition to organising scheduled Q&A sessions with administrators to address teacher concerns directly. These varied but complementary strategies underline the importance of both formal and informal support during leadership transitions. Collectively, the findings suggest that teacher morale and adaptability during such periods can be strengthened through open communication, accessible resources, and structured peer engagement.
4.3.2 Adjustment Support Strategies Provided by School Administration TC "4.3.2 Adjustment Support Strategies Provided by School Administration" \f C \l "1" 
Respondents were asked in what ways the administrative leadership helped them to adjust during the transition period. The findings showed that 14.5% of respondents agreed that administrative leadership offered professional development and training sessions, followed by 17.1% respondents who agreed that administrative leadership provided emotional or morale-boosting support. Furthermore, 53.9% of respondents agreed that administrative leadership ensured continuous communication and updates. Lastly, 14.5% of respondents agreed that administrative leadership ensured stability in teaching roles and responsibilities. See the summary of the findings in Table 9 below. 
Table 4.8: Influence of Leadership Transitions on School Morale TC "Table 4.8: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Frequency
	Percent

	Offered professional development and training sessions
	11
	14.5

	Provided emotional/morale-boosting support
	13
	17.1

	Ensured continuous communication and updates
	41
	53.9

	Ensured stability in teaching roles and responsibilities
	11
	14.5

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 9 above, indicated that only 14.5% of respondents acknowledged that administrative leadership supported their adjustment through professional development and training sessions during the transition period. This aligns with previous research that highlighted the importance of targeted professional development during leadership changes to equip teachers with the skills and confidence needed to adapt (Fullan, 2011). It was similarly noted that opportunities for training play a crucial role in maintaining teacher morale and minimising the disruption caused by leadership changes. Professional development activities help sustain instructional quality and provide teachers with a clear vision during uncertain times (Bush & Glover, 2014).
Meanwhile, 17.1% of respondents reported that administrative leadership provided emotional or morale-boosting support. Emotional support is crucial during leadership transitions because it addresses the psychological and relational aspects of change, which can otherwise be neglected. According to Leithwood et al. (2018), emotional support from school leaders fosters resilience and a sense of belonging among teachers. The Tanzanian study emphasises that teachers who felt personally supported by their administrators during transitions were more likely to report high morale and positive engagement with the new leadership. Leaders who acknowledge the emotional dimensions of transition help create a stable and trusting school environment (Day & Sammons, 2016).
The largest proportion, 53.9%, agreed that continuous communication and updates were provided, highlighting communication as the most critical factor during leadership transitions. This finding is consistent with the views of Bridges (2019), who asserts that transparent, ongoing communication reduces uncertainty and helps staff navigate changes more confidently. The Tanzanian research also noted that schools that prioritised open communication during leadership transitions experienced smoother adjustments among teachers. Additionally, 14.5% of respondents appreciated that leadership ensured stability in teaching roles and responsibilities, supporting the argument that minimising operational disruptions helps maintain teacher morale (Pont, Nusche, & Moorman, 2018). Stability reassures teachers of their professional standing and expectations, allowing them to focus on teaching rather than coping with administrative uncertainty.
Therefore, this finding clearly demonstrates that effective administrative support, particularly through continuous communication, emotional encouragement, professional development, and stability in teaching roles, is crucial for helping teachers adjust during leadership transitions. Strong leadership practices not only sustain teacher morale but also ensure the continuity of educational quality during periods of change. These results reaffirm the need for school leaders to adopt proactive, supportive, and transparent strategies to manage transitions effectively and to safeguard the professional well-being and performance of their teaching staff.
4.3.3 Impact of Administrative Support on Teaching Effectiveness and Job Satisfaction TC "4.3.3 Impact of Administrative Support on Teaching Effectiveness and Job Satisfaction" \f C \l "1" 
The researcher wanted to know from the respondents to what extent they feel that the leadership transition was handled effectively by the school administration. The findings showed that 65.8% of respondents showed that leadership transition was handled very effectively, with clear plans and execution, followed by 27.6% of respondents who indicated that leadership transition was somewhat effectively handled, but there were some challenges. Also, 5.3% of respondents argued that leadership transition was not effectively handled, with unclear direction and poor planning and only 1.3% of respondents showed that they were unsure about how leadership transition was handled by the school administration. See Figure 5 below.
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Source: Field Data, 2025
The findings from Figure 5 revealed that 65.8% of respondents believed the leadership transition was handled very effectively, with clear plans and execution. This outcome is consistent with literature emphasising that well-organised leadership transitions, with structured plans and transparent communication, contribute to maintaining staff morale and institutional stability (Pont, Nusche, & Moorman, 2018). It was noted that schools that employed strategic planning and clear communication during transitions were able to maintain teacher engagement and minimise disruptions. 
Effective transitions involve not just appointing a new leader, but preparing staff for the change, providing necessary resources, and ensuring continuity of school vision and operations (Bush, 2018). Meanwhile, 27.6% of respondents indicated that the leadership transition was only somewhat effectively handled, suggesting that although basic structures were in place, certain challenges persisted. These findings resonate with Fullan's (2011) argument that even with a transition plan, gaps in communication, resistance to change, or insufficient training can hinder a smooth leadership change. The Tanzanian research similarly highlighted that when school administrations failed to address all aspects of the transition, such as addressing teacher concerns or providing adequate support, some levels of dissatisfaction and uncertainty emerged. Thus, partial effectiveness often results from inconsistencies between planning and actual implementation (Leithwood, Louis, Anderson, & Wahlstrom, 2014).
Only 5.3% of respondents reported that the leadership transition was not handled effectively, characterised by unclear direction and poor planning, and 1.3% were unsure about the process. This small but significant minority illustrates the risks of leadership transitions without deliberate, inclusive, and transparent strategies. According to Bridges (2019), poorly managed transitions can erode trust among staff, lower morale, and lead to organisational instability. The Tanzanian study underscores that a lack of clarity and preparation during leadership transitions can leave teachers feeling unsupported and uncertain about their roles, negatively impacting their motivation and performance.
Therefore, effective leadership transitions are essential in educational settings, as they can directly impact teacher morale and, consequently, student outcomes. According to research by Leithwood et al. (2014), effective leadership is characterised by clear communication, vision, and support for staff, all of which contribute to a positive organisational climate. The high percentage of respondents who viewed the transition positively aligns with these principles, suggesting that the administration may have successfully communicated its vision and provided the necessary resources to facilitate this change. While a significant majority perceived the leadership transition positively due to effective planning and execution by the school administration, there remains a notable portion expressing concerns over clarity and execution challenges. These insights highlight both strengths and areas for growth in managing future transitions.
4.3.4 Perceptions of Administrative Effectiveness in Managing Leadership Transitions TC "4.3.4 Perceptions of Administrative Effectiveness in Managing Leadership Transitions" \f C \l "1" 
Respondents were asked how the administrative support during the leadership transition affected their teaching performance and job satisfaction. The findings showed that 63.2% of respondents agreed that it positively influenced both their teaching performance and job satisfaction, followed by 17.1% of respondents who argued that it had a slight positive influence on their teaching performance but little effect on my job satisfaction. Furthermore, 18.4% of respondents showed that administrative support during the leadership transition had a neutral or no significant impact on their performance or job satisfaction and only 1.3% of respondents agreed that administrative support during the leadership transition negatively impacted their performance and job satisfaction. See Table 10 below.
Table 4.9: Influence of Leadership Transitions on School Morale TC "Table 4.9: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement 
	Frequency
	Percent

	It positively influenced both my teaching performance and job satisfaction
	48
	63.2

	It had a slight positive influence on my teaching performance but little effect on my job satisfaction
	13
	17.1

	It had a neutral or no significant impact on my performance or job satisfaction
	14
	18.4

	It negatively impacted my performance and job satisfaction
	1
	1.3

	Total
	76
	100.0


Source: Field Data, 2025
The findings of the study from Table 10 indicate that administrative support during leadership transitions played a critical role in maintaining and enhancing teachers' teaching performance and job satisfaction. A significant majority (63.2%) of respondents agreed that such support positively influenced both aspects. This aligns with findings from previous studies, which suggest that effective administrative support fosters a sense of stability and continuity, crucial factors for maintaining teacher morale during periods of change (Price, 2012). Furthermore, supportive leadership practices during transitions can strengthen teachers' trust in school management, which is essential for sustaining high levels of professional commitment and instructional quality (Tschannen-Moran & Gareis, 2015).
Interestingly, 17.1% of respondents reported only a slight positive influence on teaching performance but minimal effect on job satisfaction, while 18.4% indicated a neutral or no significant impact. This variation may be attributed to the complex nature of job satisfaction, which depends on a broader range of factors beyond leadership support, including workload, peer relationships, and personal resilience (Ingersoll, 2011). Although administrative support provides a necessary framework, it might not address all personal and professional challenges teachers face during leadership changes. Hence, while administrative support is pivotal, it must be complemented with broader organisational strategies that holistically address teacher well-being.
Furthermore, only 1.3% of respondents experienced a negative impact, suggesting that in rare cases, leadership transitions, even with administrative support, might lead to uncertainty or dissatisfaction, especially if the support is perceived as insincere or inconsistent. This is consistent with research by Hargreaves and Fink (2016), who noted that poorly managed leadership transitions could erode trust and morale, leading to decreased teacher performance and satisfaction. Therefore, the study highlights the importance of not only offering administrative support but also ensuring that it is genuinely responsive to teachers' needs during critical transition periods to prevent adverse outcomes.  Then, these findings underscore the critical role that administrative support plays during leadership transitions in shaping teachers' performance and job satisfaction. The overwhelming majority indicating a positive influence reflects a broader trend recognised in educational literature regarding the importance of supportive leadership practices.
On the other hand, the Head of the School were interviewed and asked how teachers responded to the administrative changes during the leadership transition. Were there any concerns or expectations voiced? The responses were as follows. Response from Head of School A were:
“Teachers expressed mixed feelings; while some were optimistic about new ideas and approaches, others were concerned about potential disruptions to established routines. Many voiced expectations for clearer communication from the new administration regarding changes in policies and practices.” (Interview with Head of School A)
Response from the Head of School B were:
“The response was largely positive; however, some teachers raised concerns about job security and how their roles might change under new leadership. They expected transparency regarding any potential restructuring within departments.” (Interview with Head of School B)
The response from the Head of School C was:
“Many teachers were apprehensive at first but gradually became more accepting as they saw positive initiatives being rolled out by the new administration. Concerns primarily revolved around curriculum changes and how these would affect their teaching methods.” (Interview with Head of School C)
Response from Head of School D were:
“Teachers showed resilience but had initial reservations about adapting to new policies quickly enough without adequate training or resources available immediately after the changeover.” (Interview with Head of School D)
The findings from the interviews with the Heads of School reveal a range of teacher responses to administrative changes during the leadership transition, reflecting both cautious optimism and underlying concerns. Head of School A noted that while some teachers welcomed new ideas, others feared disruptions to established routines, highlighting a demand for improved communication about policy changes. Similarly, Head of School B reported that, although the overall response was positive, apprehensions about job security and changes in roles were evident, with teachers expecting transparency regarding any departmental restructuring. These responses suggest that clarity and openness from the new leadership were central to fostering trust and easing uncertainties during the transition.
Moreover, the findings point to a gradual adaptation process among teachers. The Head of School C observed that initial apprehension gave way to acceptance as the benefits of new initiatives became apparent, though concerns about curriculum modifications and their impact on teaching persisted. Head of School D emphasized that while teachers displayed resilience, they were wary of adapting to rapid policy shifts without sufficient training or resources. Collectively, these interviews underscore the importance of strategic support mechanisms such as transparent communication, professional development, and adequate resources in navigating leadership transitions smoothly within educational institutions.
4.4 The perceived Immediate Impacts of School Leadership Transitions on Teachers’ Morale TC "4.4 The perceived Immediate Impacts of School Leadership Transitions on Teachers’ Morale" \f C \l "1"  
This study's objectives looked at the immediate impact of leadership transition on teacher motivation, perceived changes in the work environment following leadership transitions, short-term effects of leadership transitions on job satisfaction, trust and confidence in school leadership during transitional periods, as well as recommendations for enhancing administrative support in future leadership changes
4.4.1 Immediate Impact of Leadership Transition on Teacher Motivation TC "4.4.1 Immediate Impact of Leadership Transition on Teacher Motivation" \f C \l "1" 
Respondents were asked how they would describe their level of motivation immediately after the most recent school leadership transition. The findings showed that 64.5% of respondents argued their motivation significantly increased, followed by 30.2% of respondents who argued their motivation slightly increased, and only 5.3% of respondents showed that there was no noticeable change in their motivation. See Table 11 below.
Table 4.10: Influence of Leadership Transitions on School Morale TC "Table 4.10: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Frequency
	Percent

	My motivation significantly increased
	49
	64.5

	My motivation slightly increased
	23
	30.2

	There was no noticeable change in my motivation
	4
	5.3

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 11 above reveal that a large majority of teachers (64.5%) reported a significant increase in their motivation following the most recent school leadership transition. This suggests that effective leadership changes can re-energise teachers, offering new visions, goals, and opportunities for professional growth. According to Leithwood and Sun (2012), well-managed leadership transitions tend to rejuvenate teachers’ sense of purpose and belonging, thereby fostering greater motivation. Furthermore, transformational leadership practices often introduced with new leadership have been associated with inspiring teachers to commit more deeply to their work and the school community (Bass & Riggio, 2016). Additionally, 30.2% of respondents indicated a slight increase in motivation, highlighting that even moderate improvements in leadership styles and communication can positively affect teachers' enthusiasm. This finding aligns with earlier research suggesting that small but meaningful changes in leadership behaviour, such as improved support and recognition, can gradually build up teachers' intrinsic motivation (Day & Sammons, 2016). Even when the changes introduced by new leaders are subtle, the mere perception of a positive shift in the work environment can uplift morale and professional engagement.
Only a small proportion, 5.3%, reported no noticeable change in their motivation, indicating that for a minority, leadership transition may not have had a personal or professional impact. This may be explained by the complexity of teacher motivation, which is influenced by both external factors like leadership and internal factors such as personal goals and experiences (Deci & Ryan, 2010). Some teachers may be less responsive to leadership changes due to long-standing beliefs or satisfaction with previous leadership styles. Effective leadership transitions often lead to renewed enthusiasm among educators, as they may perceive new leaders as bringing fresh ideas and perspectives that align with their professional aspirations. The positive shift in motivation can be attributed to the hope for improved school culture and better support systems under new management. The overall findings strongly suggest that school leadership transitions, when handled effectively, play a pivotal role in boosting teacher motivation. On the other hand, the Head of the School was interviewed and asked what specific changes in teacher morale have been observed immediately after a leadership transition in this school. The responses were as follows. Response from Head of School A was:
“After the recent leadership transition, I noticed a significant dip in teacher morale. Many teachers expressed uncertainty about their roles and responsibilities under the new administration. This was particularly evident in their willingness to participate in collaborative planning sessions, which decreased noticeably” (Interview with Head of School A)
Response from Head of School B was:
“Following our recent leadership change, I observed an initial spike in enthusiasm as many teachers were eager for fresh perspectives. However, this quickly turned into scepticism as some felt disconnected from the new leader's vision.” (Interview with Head of School B)
Response from Head of School C was:
“In my experience, there was an immediate increase in teacher collaboration as they sought to understand each other's perspectives on how best to adapt to new leadership styles.” (Interview with Head of School C)
Response from Head of School D was:
“I have seen an overall decline initially; many educators felt insecure about their positions within a changing hierarchy, which led them to withdraw somewhat from collaborative efforts.” (Interview with Head of School D)
The interviews with Heads of Schools reveal that teacher morale experienced notable fluctuations immediately following a leadership transition, with most reports indicating initial challenges. Head of School A observed a clear dip in morale, with teachers expressing uncertainty about their roles, which manifested in reduced participation in collaborative planning sessions. Similarly, Head of School D reported an overall decline in morale, where insecurity about their place in the new administrative structure led teachers to disengage from collaborative efforts. These findings suggest that ambiguity and perceived instability during transitions can significantly impact teachers' motivation and willingness to engage in school initiatives.
Contrastingly, some accounts highlight a more nuanced picture of morale changes. The Head of School B described an initial surge of enthusiasm driven by optimism for new leadership, though this was short-lived and eventually gave way teachers struggled to align with the new vision. In contrast, the Head of School C noted a positive shift, where morale improved through increased collaboration, as teachers collectively navigated the changes brought on by the new leadership. These varied responses indicate that while uncertainty and insecurity commonly accompany leadership transitions, outcomes can differ depending on how change is communicated and managed, and whether collaborative support structures are in place.
4.4.2 Perceived Changes in the Work Environment Following Leadership Transitions TC "4.4.2 Perceived Changes in the Work Environment Following Leadership Transitions" \f C \l "1" 
Respondents were asked what changes, if any, they observed in their work environment immediately following the leadership transition. The findings showed that 67.1% of the respondents showed that their work environment became more positive and supportive immediately following the leadership transition, 23.7% of respondents showed that the work environment became more structured but strict immediately following the leadership transition, 7.9% of respondents showed that there were no major changes immediately following the leadership transition and only 1.3% respondents showed that the environment became more tense or uncertain immediately following the leadership transition. See Figure 6 below.
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Figure 4.5: Impact of Leadership Changes on Instructional Practice TC "Figure 4.5: Impact of Leadership Changes on Instructional Practice" \f F \l "1" 
Source: Field Data, 2025
The study findings from Figure 6 found that a significant portion of respondents (67.1%) experienced an improvement in the work environment immediately following a leadership transition, noting a more positive and supportive atmosphere. This finding aligns with existing literature that suggests leadership transitions can lead to positive shifts in the work culture, particularly when new leaders adopt an approach that promotes collaboration, open communication, and trust among staff (Leithwood & Jantzi, 2010; Fullan, 2011). For instance, when leadership is perceived as supportive and empowering, teachers tend to feel more motivated, which can positively influence their morale and overall work environment (Harris & Chapman, 2014). Another group of respondents (23.7%) indicated that the work environment became more structured and stricter, which suggests that while leadership transitions can lead to positive changes, they may also result in a shift towards increased expectations and discipline. This finding is consistent with research that highlights the role of leadership in setting clear expectations and establishing new rules or guidelines. A structured environment, especially in educational settings, can help enhance clarity and efficiency, though it can also create a more rigid atmosphere if not managed carefully (Day et al., 2019). However, this strictness could also be interpreted as a temporary phase as new leaders establish their leadership style and goals (Smith & Piele, 2016).
The smaller percentage of respondents (7.9%) who reported no significant changes immediately after the leadership transition reflects a stable environment in which the transition did not drastically affect the day-to-day operations or dynamics. This scenario might suggest that the school had a strong existing leadership culture, which allowed for continuity and minimal disruption during the change. According to Marks & Printy (2013), the continuity of vision and leadership style can buffer the impact of leadership transitions on the work environment.
Finally, a very small percentage (1.3%) of respondents reported that the work environment became more tense or uncertain following the leadership transition. This finding reflects the reality that leadership changes can introduce a sense of instability or unease, particularly if there is a lack of clarity in communication, unaddressed staff concerns, or a mismatch between the new leader’s approach and the pre-existing culture (Fink & Brayman, 2016). Such negative outcomes can occur if the transition is poorly managed, leading to confusion or dissatisfaction among staff (Stewart & Thomas, 2013). 
Therefore, positive changes in the work environment can be attributed to several factors associated with effective leadership transitions. For instance, new leaders may implement strategies that foster open communication, encourage professional development, and recognize staff contributions, all of which are crucial for enhancing morale among teachers. The finding has shown that supportive leadership is linked to increased job satisfaction and commitment among educators, which aligns with the findings of this study. Overall, the findings of the study suggest that leadership transitions can have varied impacts on the work environment. The majority of respondents experienced positive changes, but the research also highlights that leadership changes must be managed carefully to avoid negative consequences like increased rigidity or uncertainty. On the other hand, Head of the School were interviewed and asked if they observed any noticeable changes in teachers' performance, attitude, or engagement immediately after the transition. The responses were as follows Response from Head of School A were:
“Yes, there was a decline in engagement levels. Teachers seemed less motivated to implement innovative teaching strategies and more focused on maintaining the status quo until they felt more secure with the new leadership.” (Interview with Head of School A)
Response from the Head of School B were:
“Initially, there was increased participation in meetings; however, this waned as confusion set in regarding new policies and procedures introduced by the new leader.” (Interview with Head of School B)
The response from the Head of School C was:
“Yes; there was an uptick in creative lesson planning as some educators felt inspired by new ideas presented by our incoming leader but also hesitance among others who preferred traditional methods.” (Interview with Head of School C)
Response from Head of School D were:
“There was definitely a drop-off in proactive engagement; several educators became hesitant about trying out innovative teaching methods due to fear of criticism under scrutiny from new administration policies.” Interview with Head of School D)
The interviews with the Heads of School suggest that the leadership transition brought about mixed changes in teachers' performance, attitude, and engagement, with a common theme of initial uncertainty affecting professional behaviour. Head of School A observed a clear decline in teacher engagement, where educators appeared more cautious and less inclined to adopt innovative practices, opting instead to maintain the status quo until they felt more secure under the new leadership. A similar sentiment was echoed by the Head of School D, who noted a reduction in proactive engagement, with teachers hesitant to explore new teaching methods due to fear of criticism amid unfamiliar administrative expectations. These insights highlight that perceived instability and fear of evaluation under new leadership can stifle creativity and reduce instructional dynamism.
On the other hand, some Heads of School observed a more nuanced shift. Head of School B reported an initial surge in participation, particularly in meetings, which later declined as policy ambiguity led to confusion and disengagement. Meanwhile, Head of School C offered a more balanced perspective, noting a split in responses some teachers were energized by new leadership and demonstrated enhanced creativity in lesson planning, while others remained cautious and adhered to traditional methods. Collectively, these findings suggest that teacher response to leadership transition is highly variable, influenced by factors such as clarity of new policies, perceived support, and individual adaptability, with implications for how school leaders manage communication and build trust during transitional periods.
4.4.3 Short-Term Effects of Leadership Transitions on Job Satisfaction TC "4.4.3 Short-Term Effects of Leadership Transitions on Job Satisfaction" \f C \l "1" 
Respondents were asked how did the leadership transition affected their job satisfaction in the short term. The findings showed that 65.8% of respondents showed that they felt more appreciated and satisfied with their job, also 31.5% respondents showed that they felt hopeful but uncertain about the changes and only 2.6% of respondents showed that their job satisfaction remained unchanged. See Table 12 below.
Table 4.11: Influence of Leadership Transitions on School Morale TC "Table 4.11: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Frequency
	Percent

	I felt more appreciated and satisfied with my job
	50
	65.8

	I felt hopeful but uncertain about the changes
	24
	31.5

	I felt less appreciated and more frustrated
	2
	2.6

	Total
	76
	100.0


Source: Field Data, 2025
The findings from Table 12 above revealed significant insights into how leadership changes can affect job satisfaction among teachers. Specifically, 65.8% of respondents reported feeling more appreciated and satisfied with their jobs following the leadership transition, while 31.5% expressed feelings of hope mixed with uncertainty about the changes, and only 2.6% indicated that their job satisfaction remained unchanged. The substantial percentage of respondents (65.8%) who felt more appreciated suggests that effective leadership transitions can foster a positive work environment. This aligns with existing literature which indicates that supportive leadership is crucial for enhancing employee morale and job satisfaction. According to Leithwood and Jantzi (2010), transformational leadership styles, which often characterize successful transitions, are associated with increased teacher commitment and satisfaction. When new leaders implement practices that recognize and value teachers' contributions, it can lead to a heightened sense of appreciation among staff.
Moreover, the emotional climate created by new leadership can significantly influence teachers' perceptions of their roles within the school. Research by Day et al. (2016) emphasizes that when leaders communicate effectively and engage with staff during transitions, it fosters trust and collaboration, further enhancing job satisfaction. The positive response from a majority of respondents in this study reflects these dynamics, suggesting that the new leadership likely employed strategies that resonated well with teachers. On the other hand, the 31.5% of respondents who felt hopeful yet uncertain about the changes indicate a common psychological response to transitions in leadership. This phenomenon is supported by research indicating that while change can bring opportunities for improvement, it also generates anxiety due to uncertainty about future expectations and stability (Kotter, 2016). Teachers may feel optimistic about potential improvements under new leadership but simultaneously apprehensive about how these changes will affect their daily responsibilities or professional relationships.
Finally, the small percentage (2.6%) of respondents whose job satisfaction remained unchanged highlights an important aspect of organizational change: not all individuals respond uniformly to transitions. Some educators may have already been content with their previous circumstances or may resist change due to personal preferences or past experiences with leadership transitions (Hargreaves & Fullan, 2012). Understanding this variance is crucial for leaders aiming to create a cohesive team dynamic post-transition. The findings from this study underscore the complex interplay between leadership transitions and teacher morale. While a significant majority experienced increased job satisfaction due to enhanced appreciation from new leaders, there remains a notable portion who feel uncertain about future changes. Addressing these sentiments through proactive engagement strategies will be essential for sustaining morale as schools navigate ongoing transformations.
On the other hand, the Head of the School was interviewed and asked What do you think are the main challenges teachers face during a school leadership transition, and how do these challenges affect their morale? The responses were as follows. Response from Head of School A said that:
“The primary challenges include uncertainty regarding expectations and fear of change. These factors can lead to anxiety among staff, which negatively impacts morale as they may feel unsupported during this transitional phase.” (Interview with Head of School A)
Response from Head of School B said that:
“Key challenges include adapting to different management styles and aligning with new educational goals set by incoming leaders. This often leads to feelings of disillusionment if not managed properly.”  (Interview with Head of School B)
Response from Head of School C said that:
“The main challenge is reconciling personal teaching philosophies with those promoted by new leaders; this internal conflict can lead to stress and reduced job satisfaction if not addressed effectively.”  (Interview with Head of School C)
Response from Head of School D said that:
“Major challenges include adapting to different communication styles from leaders which can create misunderstandings this often results in lowered confidence levels among staff members affecting overall team dynamics negatively.” (Interview with Head of School D)
The interview findings reveal that one of the most significant challenges teachers face during a school leadership transition is the uncertainty surrounding new expectations and the fear of change. Head of School A highlighted that this uncertainty can generate anxiety, leaving teachers feeling unsupported and consequently lowering their morale during the transition period. Similarly, Head of School B identified difficulties in adjusting to differing management styles and aligning with the educational goals introduced by new leaders, noting that these misalignments can lead to disillusionment if not adequately addressed. These challenges emphasize the psychological toll leadership changes can have on teachers, especially when the transition lacks clear communication and structured support.
In addition, the responses pointed to deeper, more personal challenges related to professional identity and interpersonal communication. Head of School C emphasized the tension teachers may experience when their established teaching philosophies conflict with those promoted by the new administration, a disconnect that can result in stress and diminished job satisfaction. Meanwhile, the Head of School D observed that difficulties in adapting to different communication styles introduced by new leaders often lead to misunderstandings, which in turn erode teachers' confidence and disrupt team cohesion. Together, these insights underscore the importance of empathetic, consistent leadership during transitions where open dialogue, philosophical alignment, and mutual respect are crucial to maintaining teacher morale and a stable school culture.
4.4.4 Trust and Confidence in School Leadership during Transitional Periods TC "4.4.4 Trust and Confidence in School Leadership during Transitional Periods" \f C \l "1" 
Respondents were asked how new leadership affected their level of trust and confidence in school management during the transition period. The findings showed that 64.5% of respondents agreed that they gained more trust and confidence in school management during the transition period followed by 11.8% of respondents who agreed that they were cautiously optimistic but unsure during the transition period. Also, 11.8% of respondents agreed that their level of trust and confidence remained the same in school management during the transition period and only 11.8% of the respondents agreed that they became sceptical of the new leadership's capabilities in school management during the transition period. See Figure 7 below.
[image: image7.png]I became skeptical of the new leadership’s 11.8
capabilities
My level of trust and confidence remained the 11.8
same
) A 11.8
| was cautiously optimistic but unsure

1 gained more trust and confidence in school 645
management 49

0 10 20 30 40 50 60 70

W Percent M Frequency




Figure 4.6: Impact of Leadership Changes on Instructional Practice TC "Figure 4.6: Impact of Leadership Changes on Instructional Practice" \f F \l "1" 
Source: Field Data, 2025
The findings of the study from Figure 7 reveal that leadership changes significantly influence teachers' trust and confidence in school management. A majority (64.5%) of respondents reported gaining more trust and confidence in the new leadership during the transition period. This finding is supported by Leithwood et al. (2014), who argue that transformational leadership practices during leadership transitions such as effective communication, involvement of staff in decision-making, and demonstrating commitment to school improvement can rebuild or even strengthen teachers’ trust. In contexts where previous leadership may have been less effective, the arrival of a new leader often brings renewed hope and motivation, enhancing teachers’ morale and organizational commitment (Bush, 2018).
Conversely, 11.8% of respondents who indicated cautious optimism and 11.8% who reported no change in their trust levels suggest that while leadership transitions have the potential to positively influence morale, the impact is not uniform across all individuals. This variability aligns with Fullan (2011), who emphasizes that during periods of change, stakeholders' reactions depend heavily on the new leader's initial actions and how clearly the transition process is managed. Teachers often adopt a "wait-and-see" attitude, reserving full trust until they observe tangible improvements or consistency in leadership behaviour. Thus, cautious optimism is a natural psychological response to organizational change, especially in educational settings where teachers have experienced previous instability or unmet promises.
Moreover, the 11.8% who became sceptical about the new leadership's capabilities highlight the reality that leadership transitions can also generate doubt and fear. According to Hargreaves and Fink (2016), poorly managed leadership transitions can erode trust, especially if new leaders fail to understand existing school culture or ignore the needs and contributions of long-standing staff members. Skepticism may also arise if teachers perceive the new leadership style as inconsistent, authoritarian, or detached from classroom realities. Therefore, for leadership transitions to be successful and for morale to improve widely, new leaders must prioritize building relationships, demonstrating competence, and involving teachers in meaningful ways early in the transition period.
4.4.5 Recommendations for Enhancing Administrative Support in Future Leadership Changes TC "4.4.5 Recommendations for Enhancing Administrative Support in Future Leadership Changes" \f C \l "1" 
Respondents were asked what recommendations would they suggest to improve administrative support during future leadership transitions in schools. The findings showed that 17.1% of the respondents recommended more regular communication from the administration, also 43.4% of the respondents recommended that there should be clearer guidance on roles and responsibilities during transitions. Moreover, 18.4% of the respondents recommended that the provision of professional development programs to cope with transitions would improve administrative support during future leadership transitions in schools and only 21.1% of the respondents recommended that ensuring emotional and moral support for teachers would improve the administrative support during future leadership transitions in schools. See Table 13 below.
Table 4.3: Influence of Leadership Transitions on School Morale TC "Table 4.12: Influence of Leadership Transitions on School Morale" \f T \l "1" 
	Statement
	Frequency
	Percent

	More regular communication from the administration
	13
	17.1

	Clearer guidance on roles and responsibilities during transitions
	33
	43.4

	Provision of professional development programs to cope with transitions
	14
	18.4

	Ensuring emotional and morale support for teachers
	16
	21.1

	Total
	76
	100.0


Source: Field Data, 2025
The findings from the research study in Table 13 reveal significant insights into how administrative support is improved during leadership transitions in schools. The findings indicate that various aspects of communication, guidance, professional development, and emotional support are critical to enhancing the transition experience for teachers. A notable 17.1% of respondents emphasized the need for more regular communication from the administration. Effective communication is essential during leadership transitions as it helps to alleviate uncertainty among staff members. According to a study by McKinsey & Company, clear and consistent communication can significantly enhance organizational trust and morale during periods of change. When teachers are kept informed about changes, expectations, and processes, they are more likely to feel secure and supported in their roles.
The most substantial recommendation came from 43.4% of respondents who suggested that clearer guidance on roles and responsibilities during transitions is necessary. This finding aligns with research conducted by Leithwood et al., which highlights that clarity in roles can reduce confusion and enhance collaboration among staff members. During transitions, when leadership structures may shift or change entirely, having well-defined roles ensures that all team members understand their contributions to the school's mission. This clarity not only supports operational efficiency but also fosters a sense of ownership among teachers. Additionally, 18.4% of respondents recommended providing professional development programs tailored to help staff cope with transitions. Professional development is crucial as it equips educators with the skills needed to adapt to new leadership styles and expectations. Research by Darling-Hammond et al. emphasizes that ongoing professional development leads to improved teaching practices and better student outcomes. By investing in training focused on transition management, schools can empower teachers to navigate changes more effectively.
Finally, 21.1% of respondents highlighted the importance of ensuring emotional and moral support for teachers during these transitions. Emotional support plays a vital role in maintaining teacher morale, particularly during times of uncertainty or change. A study by Skaalvik & Skaalvik found that supportive school environments positively influence teacher job satisfaction and commitment. Providing resources such as counselling services or peer support groups can help mitigate the stress associated with leadership changes. 
Therefore, these findings underscore a multifaceted approach to improving administrative support during leadership transitions in schools. Emphasizing regular communication, clear guidance on roles, targeted professional development programs, and emotional support mechanisms can collectively enhance the transition experience for educators. On the other hand, Head of Schools were interviewed and asked what strategies they employed to address concerns or fears teachers had during the transition. The responses were as follows. Response from Head of School A said that:
“To alleviate concerns, I organized open forums where teachers could voice their worries directly to me and share their thoughts on how we could move forward together. Additionally, I implemented regular check-ins to ensure that everyone felt heard and supported.” (Interview with Head of School A)
Response from Head of School B said that:
“I initiated mentorship programs pairing experienced staff with newer members to foster collaboration and understanding of our evolving goals while providing reassurance through structured support systems.” (Interview with Head of School B)
Response from Head of School C said that:
“I facilitated workshops focusing on professional development aligned with both old practices and new initiatives so that all voices could be integrated into our evolving educational framework.” (Interview with Head of School C)
Response from Head of School D said that:
“I prioritized transparency by sharing decision-making processes openly with staff members through regular updates via newsletters and meetings aimed at fostering trust between faculty and administration during this period of adjustment.” (Interview with Head of School D)
The interview findings reveal a thoughtful range of strategies employed to address teachers' concerns and ease their fears during leadership transitions. Head of School A emphasized the importance of communication and emotional support by organizing open forums and conducting regular check-ins, providing teachers with a platform to express concerns and feel acknowledged throughout the process. Similarly, the Head of School D focused on transparency by openly sharing decision-making processes through newsletters and meetings, a practice aimed at fostering trust and minimizing uncertainty during the transition. These approaches highlight how direct communication and visible leadership can help build trust and alleviate anxiety among staff.
In addition to communication strategies, efforts to provide practical and collaborative support were also evident. The Head of School B implemented mentorship programs that paired experienced teachers with newer staff, creating a structured support system that encouraged collaboration and built confidence in navigating new expectations. Meanwhile, Head of School C took a professional development approach, organizing workshops that bridged established practices with new initiatives, ensuring teachers felt their voices were part of the evolving framework. These strategies underscore the importance of inclusive and supportive practices that not only address immediate concerns but also promote long-term professional engagement and adaptation during times of leadership change.
Collectively, these strategies show that successful leadership transitions depend significantly on how well new leaders engage with staff, maintain continuity, and create inclusive and transparent environments. The approaches varied in execution from emotional support to structural mentorship, professional development, and open communication but they shared a common goal: to reduce fear and build trust. Importantly, these strategies represent both preventative and responsive measures, addressing morale challenges before they escalate and creating long-term systems to support a positive school climate. These findings suggest that when Heads of Schools adopt multi-dimensional, participatory, and transparent leadership styles during transitions, they are more likely to maintain teacher morale and promote a smooth adjustment process. It also highlights that morale is not merely a passive response to leadership change it can be actively managed through thoughtful and inclusive leadership practices.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS TC "SUMMARY, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1"  

The chapter presents a summary of the findings of the study that sought to assess the influence of school leadership transition on teachers' morale in government secondary schools in Ruangwa District, Tanzania. The study focused on the following: the level of teachers' morale in public secondary schools; teachers' perceptions of administrative support during transitions of school leadership; and perceived immediate effects of leadership change on teachers' morale in Ruangwa District.
5.2 Summary of the Findings TC "5.2 Summary of the Findings" \f C \l "1"  

The research was guided by three main objectives: to assess the level of teachers’ morale during leadership transitions, to examine teachers’ perceptions of administrative support during these transitions, and to investigate the immediate effects of leadership changes on teacher morale. A convergent parallel design was employed. Data were collected through questionnaires and interviews. The sample included 76 teachers and 10 heads of schools, selected purposively to ensure diverse perspectives on leadership transitions. Quantitative data were analyzed using SPSS software and Microsoft Excel, while qualitative data were analyzed through thematic content analysis.
5.2.1 The Level of Teachers' Morale in Government Secondary Schools TC "5.2.1 The Level of Teachers' Morale in Government Secondary Schools" \f C \l "1" 
First, the level of teachers' morale in government secondary schools, study observed that teachers' morale in government secondary schools in Ruangwa district was of a moderate level. Teachers reported that they were dedicated to their profession but discouraged by issues surrounding administrative chaos amid a change of leadership. The results revealed that there was a significant decline in motivation and job satisfaction after a leadership transition had taken place, especially where transitions were not officially communicated and planned for. 
The study also noted that teachers' morale differed greatly by school, largely based on how well leadership changes were executed. The disparity was frequently attributable to the existence of leadership styles that were supportive and created a good working environment. In workplaces where leaders responded to employees and encouraged collaboration Practices of clarity, cooperation, and continuity were more likely to continue or recover morale rapidly in schools where leaders responded to employees and promoted collaboration. 
In such schools, teachers said they were more motivated and connected to their work. Schools that suffered sudden incidents with no clear handover had worse staff relations and worse work performance. On the other hand, schools that experienced paths of clear, cooperative and continuous transition of leadership were able to maintain or rebound their morale at a faster pace. The study also found that morale was affected by school interpersonal relations. In cases where outgoing and incoming leaders worked together and involved staff in positive ways, teachers felt more welcome and hopeful. But when the teacher wasn't invited to the table for new leadership and new change, there was a drop in morale. 
The morale of a school was contingent on how the transition did or didn't respect teachers as professionals' nuances of roles mattered. In summary, the results emphasized the key role of stability in leadership in sustaining high levels of morale amongst teachers. The findings suggest: however, that when school leaders make the well-being of teachers a priority and go the extra mile to demonstrate an inclusive environment, a mutually supportive work climate emerges that at least mediates increased morale and potentially increases student performance.

5.2.2 Teachers' Perceptions of Administration Support during School Leadership Transitions TC "5.2.2 Teachers' Perceptions of Administration Support during School Leadership Transitions" \f C \l "1" 
On the second research question, that is, the teachers' perceptions of administrative support during school leadership transitions, our results showed that teachers perceived administrative support during leadership transitions as: overall, the result showed that overall, teachers perceived administrative support during leadership transition as lack of support. The study also identified that when one group of teachers was not informed about the comprehensive change of leadership, educators came to experience a greater sense of being excluded and uninformed. The majority of informants suggested that there had been little opportunity for teachers to be actively involved in transition planning or to voice their expectations and concerns. 
As a result, many educators said they felt set adrift when changes were in the offing new leaders typically took time to set an agenda and win followers to their vision. This interim period bred confusion about expectations, the pecking order, and in effect or compliance with the protocol, security in fact/school was undermined. Teachers said they wished incoming leaders would communicate more clearly about their plans and how they would work to support faculty. On the other hand, some teachers described positive experiences in which new administrators involved the staff during the transitions. 
These were marked by open communication where teachers felt listened to and valued. Such participatory methods helped to address concerns over anxiety and raised a sense of ownership in relation to the school's initiatives. The Spanning study found that adequate administrative support during transitions is key to keeping teacher spirit high. Strong relationships with staff and clear guidance given to teachers can help new leaders achieve a higher level of satisfaction among teachers during the process of change.

5.2.3 The Perceived Immediate Impact of Leadership Changes on Teachers' Morale TC "5.2.3 The Perceived Immediate Impact of Leadership Changes on Teachers' Morale" \f C \l "1"  
Finally on the perceived immediate impacts of leadership changes on teachers' morale it was established that the transition in school leadership had an immediate psychological and professional impact on teachers. One early impact was widespread anxiety among employees on contracts over job security, potential policy changes and performance appraisals. Educators explained that changes in leadership interfered with a sense of school symmetry and that retrospection prevailed temporarily. Additionally, the study pointed to new leadership adding new expectations, priorities and communication styles vector when we develop a new leadership. It was a struggle for teachers to deal with new work relationships, but more so when the new head of school was inexperienced and non-inclusive when deciding on policies. Teachers were given new tasks to manage, were involved in some conflicts, or goals that were already set were ignored and the morale had fallen significantly. 
On the other hand, school-based transitions where the new leaders were open with staff, set clear expectations early and were respectful of the school's ethos led to a smoother transition and less negative impacts on staff morale. The teachers in these schools also responded well with flexibility and even a revival of enthusiasm to work. That underscored the interpersonal qualities of leadership and communication during transitions."
5.3 Conclusions of the Study TC "5.3 Conclusions of the Study" \f C \l "1"  

The study found that teacher morale during leadership transitions is strongly influenced by the way such changes are managed. Stable, transparent, and supportive leadership reduces anxiety and fosters trust, while poorly planned or poorly communicated transitions leave teachers feeling uncertain, excluded, and demotivated. Inclusive practices and clear communication were shown to create a more positive and stable working environment, helping to maintain teacher engagement and job satisfaction. In addition, the findings highlighted the importance of professional development and structured support mechanisms during transitions. Providing teachers with opportunities for growth and clear channels for involvement not only empowers them but also strengthens school performance. Leadership transitions are therefore not solely an administrative concern they directly shape the organizational climate and the morale of teachers. Schools that promote collaboration, institutional memory, and staff involvement experience fewer disruptions and maintain higher levels of teacher motivation. 
Overall, the study concluded that well-managed leadership transitions have the potential to protect and even enhance teacher morale, while poorly executed changes can erode confidence and disrupt school operations. It is recommended that educational administrators develop clear transition procedures, actively involve teachers in the process, and provide continuous support to incoming leaders. Such strategies are essential to sustaining teacher morale, ensuring a positive school culture, and achieving educational excellence.
5.4 Recommendations  TC "5.4 Recommendations " \f C \l "1" 
Based on the results of this study, these were recommended to be done to improve the handling of leadership transitions and boost the morale of teachers: The Recommendations were given in terms of action, policy, and the areas for further studies.

5.4.1 Recommendations for immediately Actions TC "5.4.1 Recommendations for immediately Actions" \f C \l "1" 
Schools could provide new leaders with structured onboarding processes, such as mentors who are experienced administrators, to assist them in navigating the cultural particularities of the school. School leaders need to make sure leadership transitions include formal handovers and staff 'meet and greet' sessions to help alleviate anxiety and ambiguity. As new school leaders, they should be provided with change management skills to facilitate initial relationships with staff. Deciding when a new principal is needed and who to appoint. District education officers should monitor the transition and mentor and support new leaders on site.
5.4.2 Recommendations for Policy Development TC "5.4.2 Recommendations for Policy Development" \f C \l "1"  
The Ministry of Education should have laid down clear and uniform procedures for schools to follow when implementing leadership succession plans in public schools. The policy shall make it mandatory for the induction and orientation of new school heads which provide feedback to teachers. District-level, leadership transition task force should be established on the basis of which consistency, transparency, and accountability at school-level transition could be ascertained. Policymakers should put new training programs in place which require leaders, past and future, to attend sustained learning research and professional development sessions focused on leadership and change management.
5.4.3 Recommendations for Further Studies TC "5.4.3 Recommendations for Further Studies" \f C \l "1" 
Although this study has a valuable contribution to the impact of leadership transitions on teachers' morale, further research in the following areas can be considered: Future inquiries can explore the long-term implications of leadership transitions on teacher morale and school performance over a longer period of time to understand the more long-term effects. Furthermore, a comparison between schools of congruent and stable leadership transition arrangements could elucidate which are most likely to select effective team and morale-sustaining practices. Future research could expand to the wider teacher well-being components, such as stress, mental health, and job satisfaction and their interaction with leadership change. Finally, the influence of leadership turnover change on teacher dropout as well as student dropout might be a topic for future investigations.
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Appendix i:  Questionnaire for Teachers

Dear Teachers,

I am Venant Andrea, a student at the Open University of Tanzania, Faculty of Education, Department of Educational Policy, Planning, and Administration. I am currently conducting research for my Master’s degree in Education Administration, Planning, and Policy Studies, focusing on “the impact of school leadership transitions on teachers’ morale in government secondary schools in Tanzania: A Case of Ruangwa district council.” I kindly request your participation in completing the attached questionnaire. Please answer all questions honestly. Your responses will remain confidential and be used solely for educational purposes. There are no right or wrong answers, so I encourage you to provide your honest feedback. Thank you for your time and cooperation.

SECTION A: BACKGROUND INFORMATION 
Please tick (√) the correct responses in the box or space provided.

1. Age

a) Below 25 [     ],  

b) 26-31 [      ], 

c) 32-36 [     ], 

d) Above 37 [      ]

2. Gender 

a) Male [        ]     

b) Female [         ]

 

3. Education Level

a) Certificate [      ]

b) Diploma [       ]

c) Degree [    ]

d) Masters’ [    ]

e) PhD [    ]

4. How many years have you worked in the education sector?

a) 0-10 years [      ],

b) 11-21years [        ], 

c) 22-32years [      ], 

d) 33 years and above [       ]

5. How long have you been under the current leadership?

a) Less than 6 Months [        ], 

b) 6 Months to 1 year [       ], 

c) 1 to 2 years [      ], 

d) 3 years and above [       ] 

SECTION B: The level of teachers’ morale in government secondary schools  

6. How do you perceive the changes in leadership within your school affecting your day-to-day teaching experience?

a) Very positively

b) Positively

c) Neutral

d) Negatively

e) Very negatively

7. In what ways do you think leadership transitions impact the overall morale of in your school?

a) Significantly improve morale

b) Somewhat improve morale

c) No impact on morale

d) Somewhat decrease morale

e) Significantly decrease morale

8. What specific support or resources do you believe would help mitigate any negative effects of leadership transitions on teacher morale?

a) Increased professional development opportunities

b) Better communication from administration

c) More collaborative decision-making processes

d) Enhanced emotional support systems for teachers

e) Other (please specify) …………………...

9. Please indicate your level of agreement with each statement related to your level of morale in the context of leadership changes in public secondary schools. Instructions: For each statement, place a tick (√) in the option that best represents your opinion. Where: Strongly Disagree (1), Disagree (2), Undecided (3), Agree (4), and Strongly Agree (5)

	Statement
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	
	
	
	
	
	
	
	
	
	
	

	I feel that leadership transitions have a direct effect on my job satisfaction.
	
	
	
	
	
	
	
	
	
	

	The new leadership style has improved the working environment in my school.
	
	
	
	
	
	
	
	
	
	

	I receive adequate recognition for my efforts from the current leadership
	
	
	
	
	
	
	
	
	
	

	I feel supported during periods of leadership change.
	
	
	
	
	
	
	
	
	
	

	I am satisfied with the professional development opportunities provided by the current leadership.
	
	
	
	
	
	
	
	
	
	

	The current leadership promotes teamwork and collaboration among staff.
	
	
	
	
	
	
	
	
	
	

	 I feel motivated by the recognition I receive from the current leadership.
	
	
	
	
	
	
	
	
	
	

	The support I receive from school leaders during challenging times contributes positively to my job satisfaction.
	
	
	
	
	
	
	
	
	
	


Section C: Teachers’ perceptions of administrative support during the school leadership transition 

10. How would you describe the level of administrative support you received during the recent school leadership transition?

a) Strong support, with clear communication and resources provided

b) Moderate support, but lacking in some areas

c) Minimal support, with little to no communication or resources

d) No support at all

e) I was not aware of any transition

11. In what ways did the administrative leadership help you adjust during the transition period?

a) Offered professional development and training sessions

b) Provided emotional or morale-boosting support

c) Ensured continuous communication and updates

d) Ensured stability in teaching roles and responsibilities

e) No significant help or assistance was provided

12. How did the administrative support during the leadership transition affect your teaching performance and job satisfaction?

a) It positively influenced both my teaching performance and job satisfaction

b) It had a slight positive influence on my teaching performance but little effect on my job satisfaction

c) It had a neutral or no significant impact on my performance or job satisfaction

d) It negatively impacted my performance and job satisfaction

e) I didn’t notice any changes in my performance or satisfaction

13. To what extent did you feel that the leadership transition was handled effectively by the school administration?

a) Very effectively, with clear plans and execution

b) Somewhat effectively, but there were some challenges

c) Not effectively, with unclear direction and poor planning

d) I am unsure about how the transition was handled

Section D: The perceived immediate impacts of school leadership transitions on teachers’ morale 
14. How would you describe your level of motivation immediately after the most recent school leadership transition?

a) My motivation significantly increased

b) My motivation slightly increased

c) There was no noticeable change in my motivation

d) My motivation significantly decreased

15. What changes, if any, did you observe in your work environment immediately following the leadership transition?

a) The work environment became more positive and supportive

b) The work environment became more structured but strict

c) There were no major changes

d) The environment became more tense or uncertain

e) Communication and collaboration among staff decreased

16. How did the leadership transition affect your job satisfaction in the short term?

a) I felt more appreciated and satisfied with my job

b) I felt hopeful but uncertain about the changes

c) My job satisfaction remained unchanged

d) I felt less appreciated and more frustrated

17. How did the new leadership affect your level of trust and confidence in school management during the transition period?

a) I gained more trust and confidence in school management

b) I was cautiously optimistic but unsure

c) My level of trust and confidence remained the same

d) I became skeptical of the new leadership’s capabilities

18. What recommendations would you suggest to improve the administrative support during future leadership transitions in schools?

a) More regular communication from the administration

b) Clearer guidance on roles and responsibilities during transitions

c) Provision of professional development programs to cope with transitions

d) Ensuring emotional and morale support for teachers

Appendix ii: An Interview Guide for Heads of Schools

Dear Sir/Madam

I am Venant Andrea, a student at the Open University of Tanzania, Faculty of Education, Department of Educational Policy, Planning, and Administration. I am currently conducting research for my Master’s degree in Education Administration, Planning, and Policy Studies, focusing on “The impact of school leadership transitions on teachers’ morale in government secondary schools in Tanzania: A Case of Ruangwa district council”. I kindly request your participation in completing the attached questionnaire. Please answer all questions honestly. Your responses will remain confidential and be used solely for educational purposes. There are no right or wrong answers, so I encourage you to provide your honest feedback. Thank you for your time and cooperation.

 Interview guide questions

1. How would they describe the general morale of teachers in your school over the past academic year.  

2. What indicators do you use to gauge teachers’ morale in your school (e.g., punctuality, engagement, participation)?

3. How did you communicate the transition to your staff, and what impact did this communication have on their morale?

4. During the most recent leadership transition in your school, what specific support mechanisms were put in place for teachers?

5. How did teachers respond to the administrative changes during the leadership transition? Were there any concerns or expectations voiced?

6. What specific changes in teacher morale have you observed immediately after a leadership transition in your school?

7. Did you observe any noticeable changes in teachers’ performance, attitude, or engagement immediately after the transition?

8. What do you think are the main challenges teachers face during a school leadership transition, and how do these challenges affect their morale?

9. What strategies did you employ to address any concerns or fears teachers had during the transition?

THANK YOU FOR YOUR TIME AND PARTICIPATION
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