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[bookmark: _Toc227078542]ABSTRACT
This study aimed at assessing the influence of ethical leadership practices on employees’ satisfaction at Mpanda Municipal Council (MMC). Specifically, the study assessed the influence of fairness, transparency, integrity, on employees’ satisfaction. This study used a mixed research approach by using both quantitative and qualitative methods. Quantitative data was collected from 40 respondents through questionnaires and qualitative data was collected from 10 participants through in-depth interviews. Analysis was done. For quantitative data the researcher used Statistical Package for Social Sciences (SPSS) version 20 and under this tool descriptive statistics, correlation analysis, and multiple regression analysis were done, while qualitative data was analyzed by using thematic analysis. The findings revealed that fairness, transparency, and integrity influence on employees’ satisfaction. Correlation analysis findings showed a positive and statistically significant relationship of ethical leadership practices with employees’ satisfaction. Regression analysis findings further revealed that transparency had the strongest influence on employees’ satisfaction compared to other variables. The study concludes that ethical leadership practices are important in improving employees’ satisfaction. Organizations should strengthen fairness, transparency, and integrity in leadership practices in order to improve employees’ satisfaction.
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1.INTRODUCTION 
[bookmark: _Hlk220621989]Employees’ satisfaction means the extent to which workers feel positively about their jobs, roles, and organizational environment. It comprises employees’ positive emotional responses, cognitive evaluations, and positive behavioral intentions toward their work and relationships with supervisors and colleagues (Ruzungunde et al., 2024). Employees’ satisfaction tends to demonstrate higher commitment, lower turnover intentions, and enhanced work performance, hence making satisfaction a focal point of contemporary human resource practice (Ruzungunde et al., 2024). However, employees’ satisfaction is not occurring in isolation, rather it is shaped by various organizational factors including ethical leadership practices that guide the way things have to be done in an organization. Ethical leadership practices are among the most influential components to employees’ satisfaction in an organization (O’Keefe et al., 2024). Ethical leadership which is comprised with practices like fairness, integrity, transparency, and concern for employees’ rights and dignity, has been said to be a key leadership style that build up employees’ work experiences and job attitudes (O’Keefe et al., 2024; Northouse, 2016). These practices create positive workplace climates in which employees feel good and experience satisfaction with their roles and organizational affiliations (O’Keefe et al., 2024).
Globally, ethical leadership practices are increasingly recognized as an important driver of modern organizational success. Being important, developed countries have put in place various legal frameworks to cement it. For example, in the European Union, there is established Charter of Fundamental Rights (2000) which guarantees equality and fair working conditions, but also there is Whistleblower Protection Directive (2019) which promotes accountability by protecting employees who report misconduct (European Commission, 2019). Also, the United Kingdom (UK) enforces fairness and inclusivity through the Equality Act (2010) and it strengthens protections against unfair dismissal under the Employment Rights Act (2025). Again, in United Kingdom there is UK Corporate Governance Code (2024) which mandates transparency and integrity in leadership (Financial Reporting Council, 2024). Furthermore, United States of America have introduced various laws regarding ethical leadership and they include the Civil Rights Act (1964) and the Americans with Disabilities Act (1990) which safeguard employee rights, and the Sarbanes Oxley Act (2002) which is there to enforce ethical conduct in corporate governance (U.S. Congress, 2002). Despite the existence of these legal frameworks, the reality remains uneven. Research has shown that many organizations in developed countries face challenges in effectively implementing ethical leadership practices. The Global Leadership Forecast 2025 shows that while 79% of organizations identify ethical leadership as critical component to organizational success, only 41% believe their leaders consistently demonstrate fairness and transparency (DDI, 2025). Similar to that, the Moral Leadership Gap Report indicates that although 95% of employees agree ethical leadership is more critical than ever, its supply in organizations remains low due to entrenched hierarchical cultures and weak enforcement strategies (HOW Institute for Society, 2025). This inconsistency has resulted for employees to lose trust in their leaders, feeling undervalued, and ultimately disengaging from their work, something which has undermined the intended purpose of ethical leadership in promoting satisfaction and organizational sustainability (World Economic Forum, 2024).
In African countries, ethical leadership practices are increasingly recognized as an important factor for employees’ wellbeing. In response to this, government and regional institutions have been introducing various laws to influence ethical leadership in working environments. For example, Nigeria, has the Labour Act of 2004 which is emphasizing fair treatment of employees and it obligates employers to uphold minimum standards of dignity and respect in the workplace, something which is reinforcing ethical leadership ideals (Government of Nigeria, 2004). Similar to that, South Africa has introduced the Employment Equity Act of 1998 which is aiming to eliminate unfair discrimination and influence inclusivity so as to ensure that leadership practices foster trust and satisfaction among employees (Government of South Africa, 1998). Existence of these legal frameworks inform that employers or organizational leaders should hold ethical leadership so as to create a good climate for employees to feel valued and respected.
Despite the presence of these established legal frameworks, many organizations across Africa face challenges to effectively implement ethical leadership practices. A study by Muriithi (2022) highlights that while legal frameworks are established by many organizations, still enforcement of those legal frameworks is inadequate because of existence of an ethical practices like corruption, favoritism, and weak accountability mechanisms which are undermining employee satisfaction. Furthermore, a study Akanji et al., (2023) note that many employees feel their contributions are not adequately recognized because of poor hierarchical leadership cultures, something which has been resulting to employee’s disengagement and reduced organizational commitment. Commencement of these ineffective ethical leadership practices in organizations have been having some negative results. A study by Mabula (2024) shows that institutions with weak ethical leadership experience significant challenges like reduced morale and declining service delivery in. Moreover, Ruzungunde et al., (2024) found that high turnover rates in many organizations are linked to unethical practices because they create cycles of instability, something which is hindering the ability of organizations to thrive in competitive markets. Ultimately, the failure to uphold ethical leadership practices not only diminishes employee satisfaction but also undermines organizational sustainability and broader socio-economic development across the continent.
In Tanzania in which this study was undertaken, ethical leadership is increasingly being recognized as essential tool for enhancing employee satisfaction and organizational performance with specific (Mabula, 2024). Toward achieving this, laws and policies have been put in place to support this goal. For example, the Employment and Labour Relations Act (ELRA) of 2019 outlines clear standards for employment rights and they include fair wages, reasonable working conditions, and protection against unfair termination, all of which contribute to build trust and satisfaction among employees (United Republic of Tanzania (URT), 2004). In fact, these laws inform the government’s commitment to improve the working environment as a mechanism to strengthen ethical leadership and employee outcomes (Mwakasege, 2023).
Despite the existence of solid legal frameworks, the reality of achieving high level of ethical leadership in Tanzanian organizations presents certain drawbacks. For example, study by Kimaro (2023) shows that while policies exist, their implementation in organizations is often inconsistent, something which leads to a gap between policy expectations and employee experiences. Also, in many workplaces, employees are reporting feeling undervalued because of favoritism, weak communication, and lack of effective recognition programs, which are directly undermining employees’ satisfaction and engagement in the organization (Mwanyingili, 2022). Ignoring ethical leadership practices has been presenting various consequences in Tanzania. Studies show that, lack of ethical leadership practices leads to low employee morale, increased absenteeism, reduced productivity, and declined service delivery and employee disengagement in the organizations (Mwambene, 2022; Mabula, 2024). Again, empirical evidence by Mollel (2023) highlights that organizations with poor ethical leadership practices experienced up to a 15% drop in productivity annually. This informs that ethical leadership practices are essential for the destiny of an organization that wants to remain in competitive market. 
At Mantrac Tanzania Limited (MTL) where this study was undertaken, the Company has several departments and employees working collectively to accomplish the missions and visions of the Company. The attainment of missions and vision depends on employee performance, which is shaped by the quality of leadership practices. So, here is where ethical leadership should be highly practiced to enhance employees’ satisfaction so as to enable MTL to achieve its desired missions and vision and to contribute to the wellbeing of the Company. Therefore, this study explores the role that ethical leadership practices have on employee satisfaction using MTL as a case study.
Several studies (such as of., Magala and Mtunge, 2025; Shinde, 2025; and Mseti, Lameck, and Kinemo, 2023) that researched several issues on ethical leadership in Tanzania presented that ethical leadership practices improve employee satisfaction, trust, and organizational performance. However, the way ethical leadership directly influences employee satisfaction Tanzanian organizations has not been given enough attention. This being the case this study took a new attempt to investigate the way ethical leadership practices influence employee satisfaction, by specifically by examining the relationship between fairness and employee satisfaction, determining how transparency influences employee satisfaction, and finding out the impact of leaders’ integrity on employee satisfaction at MTL.
[bookmark: _Toc227078551]1.2 STATEMENT OF THE PROBLEM
Employee satisfaction is defined as the extent to which employees feel contented, motivated, and positive about their job roles, working conditions, leadership, and organizational environment (Michael, 2024; Kinemo, 2025). It is reflecting employees’ emotional and cognitive evaluation of their workplace experiences and sometimes it is influenced by various organizational factors including leadership practices. Employee satisfaction is important because it plays a critical role in enhancing organizational performance, employee motivation, commitment, and productivity. Organizations with highly satisfied employees tend to experience lower turnover rates, improved service delivery, and stronger employee engagement (Komba, 2024). In this regard, organizations are expected to implement various initiatives to ensure employees’ satisfaction.
In the Tanzanian context, legal frameworks such as the Employment and Labour Relations Act (2019) and the Occupational Health and Safety Act (2003) provide guidance for promoting fair and ethical workplace practices to ensure employees’ satisfaction (United Republic of Tanzania, 2004). Despite the presence of these regulatory frameworks, studies have shown that many employees still are not satisfied because of lack of fair recognition, favoritism, poor communication (Michael, 2024; Kinemo, 2025; Macha & Ngussa, 2023). This reality indicates that still there is a problem of employees’ satisfaction. Analysis indicates that these problems are associated with leadership behaviors. 
Furthermore, low employees’ satisfaction has resulted to various consequences including absenteeism, low employee morale, and reduced service delivery performance (Nakawunde, Chachage, & Isanzu, 2025; Kinemo, 2025). 
Empirical studies conducted in Tanzania indicate that employee dissatisfaction is associated with leadership-related issues such as unfair treatment, lack of transparency, poor communication, and weak leadership integrity (Michael, 2024; Kinemo, 2025; Macha & Ngussa, 2023). Therefore, these findings demonstrate that leadership behavior plays a significant role in shaping employee satisfaction outcomes, however it is little known on how specific leadership practices influence employees’ satisfaction in the organization. Therefore, this study made a new significant attempt to investigate the way ethical leadership practices influence employees’ satisfaction, specifically by examining the relationship between fairness and employee satisfaction, determining how transparency influences employee satisfaction, and finding out the impact of leaders’ integrity on employee satisfaction using MTL as a case study.
[bookmark: _Toc227078552]1.3 RESEARCH OBJECTIVES
[bookmark: _Toc227078553]1.4.1 General Objective
To examine the influence of ethical leadership on employee job satisfaction at MTL
[bookmark: _Toc227078554]1.4.2 Specific Objectives
i. To examine the relationship between fairness and employee satisfaction.
ii. To determine how transparency influences employee satisfaction at MTL.
iii. To find out the impact of leaders’ integrity on employee satisfaction at MTL.
[bookmark: _Toc227078560]
2. LITERATURE REVIEW
2.2.1 Ethical Leadership Theory
Ethical Leadership Theory was developed by Brown, Treviño, and Harrison in 2005. The theory was first introduced in their paper titled “Ethical Leadership: A Social Learning Perspective for Construct Development and Testing”. In their paper they defined ethical leadership as the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making. The theory was built on Bandura’s Social Learning Theory, which is suggesting that employees learn ethical behavior by observing and imitating leaders who act as role models (Brown et al., 2005).
The main aim of Ethical Leadership Theory is to explain how leaders influence employee behavior, satisfaction, and performance through practicing ethical conduct. The theory assumes that employees are more likely to trust and commit to their organization when they perceive their leaders as fair, transparent, and accountable (Brown et al., 2005). The theory also assumes that ethical leadership practices like recognition, respect, and ethical decision-making create a positive organizational climate that fosters employee engagement and morale.
One of the strengths of Ethical Leadership Theory is its practical relevance in organizational settings. The theory provides a clear framework for understanding how leadership behavior affects employee outcomes such as satisfaction, trust, and performance. The theory has been applied in various Tanzanian studies. For example, studies by Mseti, Lameck, and Kinemo (2023), used this theory and found that ethical leadership practices significantly improve employee performance in public institutions. Similarly, Magala and Mtunge (2025) reveal that ethical leadership enhances job satisfaction among teachers in Tanzania, something which is confirming its applicability.
Despite the strengths it has, the theory has faced several criticisms. One major critique is its measurement challenge, ethical leadership is difficult to quantify objectively because it relies on subjective perceptions of morality and fairness. Yukl et al., (2013) argue that existing instruments may not fully capture the multidimensional nature of ethical behavior. Another critique is cultural bias. Study by Resick et al., (2006) provides that perceptions of ethical leadership vary across cultures and the study is suggesting that the theory may reflect Western norms that are not universally applicable. Also, Kalshoven, Den Hartog, and De Hoogh (2011) criticize the theory for its behavior of oversimplifying the dynamics of ethical influence by noting that ethical leadership interacts with other organizational factors such as power relations, employee personality, and institutional culture. Additionally, Ciulla (2014) also provides that the theory focuses too narrowly on individual behavior, and neglecting broader systemic and structural issues that shape ethical outcomes in organizations.
Despite these limitations, Ethical Leadership Theory remains relevant as relevant lens to this study on ethical leadership practices and employee satisfaction at the Mantrac Tanzania Limited (MTL). The theory helps explain how leadership behaviors can influence employee satisfaction. For instance, providing recognition can enhance employees’ self-esteem and motivation, while transparent decision-making can build trust and reduce disengagement. These practices can enhance employee satisfaction. As such, Ethical Leadership Theory in this study provides a strong theoretical foundation for understanding how ethical leadership practices contribute to improve employee satisfaction and performance in organizations like Mantrac Tanzania Limited (MTL).
[bookmark: _Toc227078564]2.3 Empirical Literature Review
2.3.1 Fairness and Employee Satisfaction
The first study is by Jo and Shin (2025). Their study aimed to show how fairness, recognition, and leadership affect employee outcomes. The study employed a quantitative approach along with Partial Least Squares Structural Equation Modeling (PLS-SEM). The research was done in South Korea with more than 25,000 employees. The findings of the study showed that fairness in the workplace increases job satisfaction and reduced burnout. This means when employees feel treated fairly, they are likely to engaged and less tired. Researchers of this study concluded that fairness is a key driver for positive employee outcomes. Their study was conducted outside Tanzania leaving little on how fairness relates with employee satisfaction in Tanzania context.
The second study is by Mohrenweiser and Pfeifer (2023). Their study aimed to examine how wage structures and fairness perceptions affect job satisfaction. Their study employed a quantitative approach by linking worker surveys with employer data. The study was conducted in Germany. The findings of this study revealed that when employees believe wages are fair, they report higher satisfaction and well-being. This means fairness in pay is important for how employees feel about their jobs. Their study is concluding that fairness in wage systems is driving factor to employee happiness. Their study used a single approach which is quantitative, this left behind the in-depth elaborations of the results. Therefore, it differs from this study which aims to employ both quantitative and qualitative approaches so as to bring a comprehensive knowledge how fairness relate with employee satisfaction.
The third study is by Magala and Mtunge (2025). Their study aimed to find how managerial strategies and ethical leadership, including fairness, affect job satisfaction among teachers. The study employed the mixed-method approach combining surveys and interviews. The study was done in Tanzania. The findings revealed that fairness in leadership practices improved teacher satisfaction and commitment. This means fairness is important in enhancing employee satisfaction. The study concluded that fairness and recognition are vital for employee satisfaction. 
2.2.2 Transparency and Employee Satisfaction
The first study is by Kim and Park (2024). Their study aimed to examine how transparent communication from leaders affects employee satisfaction and trust. It used a quantitative approach with surveys of employees in South Korea. The findings the study showed that when leaders share information openly to them, employees feel respected and more satisfied. This means transparency reduces uncertainty and builds trust. The study concluded that transparent communication is a strong predictor of satisfaction to employees. This study used on one approach which is quantitative of which it could not provide detailed results, therefore it differs from this study which I intending to use mixed approaches so as to bring in world the comprehensive having quantified finding with support from individuals lived experiences regarding the way transparence influences employee satisfaction. Again, the study was conducted in Korea, living a contextual gap.
The second study is by Alonso and Moscoso (2023). Their study aimed to investigate how transparency in performance appraisal systems affects employee satisfaction. The study used a quantitative approach with data from organizations in Spain. The findings of the study revealed that transparent appraisal systems increased fairness perceptions and satisfaction. This means employees are happier when they understand how evaluations are done. Their study concluded that transparency in human resource processes improves employees’ morale. Their study focused in Spain living a little known in Tanzania context. Also, the study used a single approach which is quantitative approach, of which lived employees’ experiences where not shown something which left findings too generalized.
The third study is by Munyua (2024). This study aimed explore how transparency in decision-making affects employee satisfaction in county governments. The study used a qualitative approach with interviews in Kenya. The findings showed that when leaders involve their subordinates (employees) and explain decisions, it makes the employee satisfaction to rise. This means transparency makes employees feel valued and considered. The author concluded that transparent decision-making is key for employee morale in public service. This study was undertaken in public sector leaving little known in private organization on how transparence contributes to employee satisfaction. This study looks at the angle of private sector organization.
The fourth study is by Magala and Mtunge (2025). The study aimed to explore how managerial transparency and ethical leadership affect teacher satisfaction. It used a mixed-method approach in Tanzania. The findings showed that transparency in leadership improved satisfaction and commitment among teachers. The study concluded that transparency is vital for employee satisfaction in education. 
2.3.3 Leaders’ Integrity and Employee Satisfaction
The first study is by Walumbwa et al., (2023). Their study aimed to find out on how leaders’ integrity affects employee trust and satisfaction. The study used a quantitative approach with surveys. The study was conducted in United States. The findings of their study revealed that leaders with high integrity build stronger trust something which builds satisfaction among employees. This means integrity is an important factor that contributes positive employee attitudes in an organization. The study concluded that integrity is a foundation for satisfaction. Their study focused in United States firms, while my study looks at Tanzanian private institutions particularly at Mantrac Tanzania Limited. 
The second study is by Akanbi and Ofoegbu (2024). Their study aimed to explore how integrity in leadership affects employee satisfaction in public service. It used a qualitative approach with interviews. The study was conducted in Nigeria. The findings revealed that when leaders act with honesty and fairness, it makes employees feel more satisfied and committed. This means integrity enhances morale in public organizations. The study concluded that integrity is essential for satisfaction in African public service. Their focus was on Nigeria, while my looks at Tanzania context. 
The third study is by Shinde (2025). The author aimed to use Equity Theory to understand how integrity and fairness affect employee retention and satisfaction. It used a qualitative approach in India. The findings revealed that lack of integrity among leaders leads to dissatisfaction and turnover. This means integrity is not only about satisfaction but also about keeping employees. The study concluded that integrity is a strong influencer of retention and satisfaction. Their focus was in Indian organizations, while my looks at Tanzanian organization. Also, the study focused on retention and satisfaction while my study focuses on satisfaction as the main dependent variable of this study.
The fourth study is by Mseti, Lameck, and Kinemo (2023). Their study aimed to review how ethical leadership practices, including integrity, affects employee performance. It used a systematic review approach in Tanzania. The findings showed that integrity in leadership improves performance and satisfaction. The study concluded that integrity is an important driver for employee outcomes. Their study is based on already presented studies leaving an actual sound of individuals who experience the problem.
[bookmark: _Toc227078566]2.5 Conceptual Framework
Conceptual framework is a research tool that enables the researcher to understand and link between independent and dependent variables of the study. Particularly, in this study, the independent variables are fairness, transparency, and leaders’ integrity, while the dependent variable is employee satisfaction. Fairness means treating all employees of the organization equally, giving merit rewards, and making decisions among employees without bias. When employees feel that they are treated fairly, actually they become happy and more satisfied with their jobs and organization affiliations. On the other hand, transparency as independent variable of this study means leaders being able to share information openly, explain decisions clearly, and use appraisal systems that are easy to understand. In an organization, when leaders are transparent, employees feel respected and trusted, something which can increase their satisfaction. Leaders’ integrity means leaders being honesty, accountable, and consistent in words and actions. When leaders show integrity, employees build trust over them and feel more committed to their assigned jobs.
Employee satisfaction is the main outcome of these leadership practices. In this study employee satisfaction is the main dependent variable. It includes job satisfaction, morale, trust in leadership, organizational commitment, and engagement. In an organization, employees who are satisfied are more likely to stay in the organization, work harder, and show positive situations and moods. Therefore, this conceptual framework shows that fairness, transparency, and leaders’ integrity are significant factors for employee satisfaction. The relationship between independent variables and dependent variable is also presented diagrammatically to easy show how independent variables influence the dependent variable. This study also presents a figure showing diagrammatically presentation of conceptual framework as seen below on figure 2.1;
[bookmark: _Toc227078567]Figure 2.1: Conceptual Framework
Independent Variables                                                            Dependent VariableEmployee Satisfaction
· Job satisfaction
· Morale
· Trust in leadership
· Organizational commitment
· Engagement


	Fairness
· Equal treatment
· Equitable rewards
· Unbiased decisions

Transparency 
· Open communication
· Clear appraisal systems
· Involvement in decision making

Leaders’ Integrity
· Honesty
· Accountability
· Consistency between words and actions


Source: Researcher’s Own Construct, (2026)
[bookmark: _Toc227078569]3. METHODOLOGY
[bookmark: _Toc227078590]This study adopted a mixed-methods single-case study design (Yin, 2018) at Mantrac Tanzania Limited (MTL) to comprehensively examine the empirical relationship between ethical leadership practices and employee satisfaction (Shinwari et al., 2024). The targeted population was employees of Mantrac Tanzania Limited. The population was found to be (N=50) which was the total number of all employees at Mantrac Tanzania Limited (Headquarter). The drawn sample from the population for this study was 40 and was mathematically justified by using Yamane’s (1967) formula with a strict margin of error (e=0.01). This study was eager to finding more knowledge therefore it opted qualitative findings collected through in-depth interviews with leaders of Mantrac Tanzania Limited. Methodological triangulation was successfully achieved by capturing quantitative metrics through structured, closed-ended questionnaires administered to the operational cohort, alongside deep qualitative narratives elicited via purposive in-depth interviews with key management informants, which were further augmented by a systematic documentary review. Statistical analyses were executed through the Statistical Package for the Social Sciences (SPSS) version 20, wherein quantitative datasets were subjected to descriptive statistics, specifically frequencies, percentages, and means. This study was complemented by inferential analysis to model the statistical significance and predictive relationships between the study variables. In this study qualitative data underwent rigorous thematic analysis to isolate concurrent patterns (Denzin et al., 2011). To safeguard psychometric and methodological integrity, instrument validity and reliability were rigorously secured through data source triangulation, and standardized interview protocols. Again, all investigative procedures strictly conformed to institutional ethical guidelines, guaranteeing informed consent, absolute participant anonymity, and data confidentiality.















3. FINDINGS
[bookmark: _Toc227078592]4.2 Fairness on Employees’ Satisfaction
[bookmark: _Toc227078594][bookmark: _Hlk226847460]The first objective of this study evaluated the influence of fairness on employee satisfaction at Mantrac Tanzania Limited. Quantitative data derived from 40 operational employees across five Likert-scale items yielded an aggregate mean score of 3.62, indicating an overall high level of agreement that ethical fairness positively shapes job satisfaction (Table 4.2). Specifically, the first item assessed whether supervisors treat employees fairly without favoritism, generating a mean score of 3.60, with 77.5% (n=31) of the respondents either agreeing or strongly agreeing. This quantitative outcome was corroborated by qualitative key informant insights, where one manager affirmed: “when employees are treated equally, they feel respected and they are more willing to work hard” (Leader 1, March 3, 2026). Similarly, the second item examined fair and equal decision-making processes, returning a mean score of 3.60 (75% agreement); however, a neutral variance of 12.5% (n=5) was noted. This nuance was clarified through qualitative narratives, with an informant noting: “sometimes employees think decisions are not fair because they do not know how those decisions are made” (Leader 2, March 5, 2026).
Regarding performance evaluation (Item 3), the respondents demonstrated strong trust in the assessment protocols, yielding a mean score of 3.58, a baseline supported by qualitative data confirming the utilization of standardized metrics: “we use clear standards to evaluate employees so that everyone can feel treated equally” (Leader 3, March 9, 2026). Lastly, the direct causal link between supervisor justice and individual job satisfaction (Item 4) posted a mean score of 3.60, while the baseline assertion that fair treatment directly drives overall satisfaction (Item 5) scored the highest individual mean of 3.70, with 80% (n=32) cumulative agreement. This peak statistical finding was strongly reinforced by qualitative data, with a key informant concluding: “fairness is the base of employee happiness because when there is no fairness, employees lose morale and interest in their work” (Leader 4, March 11, 2026).
Table 4.2: Influence of Fairness on Employees’ Satisfaction
	No.
	Statement
	SD
	D
	N
	A
	SA
	Total
	Mean

	1
	My supervisor treats all employees fairly without favoritism
	3 (7.5%)
	2 
(5%)
	4 
(10%)
	16 (40%)
	15 (37.5%)
	40 (100%)
	3.60

	2
	Decisions made by my supervisor are based on fairness and equality
	2
 (5%)
	3 (7.5%)
	5 (12.5%)
	15 (37.5%)
	15 (37.5%)
	40 (100%)
	3.60

	3
	My supervisor evaluates employees’ performance in a fair manner
	4 (10%)
	2
 (5%)
	4 
(10%)
	15 (37.5%)
	15 (37.5%)
	40 (100%)
	3.58

	4
	I feel satisfied with my job because my supervisor treats employees justly
	3 (7.5%)
	2 (5%)
	5 (12.5%)
	15 (37.5%)
	15 (37.5%)
	40 (100%)
	3.60

	5
	Fair treatment increases my satisfaction
	2 
(5%)
	2
 (5%)
	4 
(10%)
	17 (42.5%)
	15 (37.5%)
	40 (100%)
	3.70

	Total Mean
	3.62


Source: Field Data (2026)
[bookmark: _Toc227078604]4.3 Transparency on Employees’ Satisfaction
[bookmark: _Toc227078606]The second objective of the study examined the influence of transparency on employee satisfaction at Mantrac Tanzania Limited (MTL). Quantitative metrics computed from 40 operational respondents across five Likert-scale indicators generated a cumulative mean score of 3.67 (Table 4.4), demonstrating a high level of institutional agreement regarding the positive role of transparent communication. For the first indicator, which assessed whether supervisors clearly communicate job responsibilities, the item scored a mean of 3.65, with 80% (n=32) cumulative agreement. This baseline corresponds with qualitative data from key informants, with one manager reporting: “we make sure that every employee knows their duties so that they can perform their duties without confusion” (Leader 5, March 12, 2026). The second item evaluated the open sharing of important work-related information, recording a mean score of 3.68 (80% agreement). Qualitative feedback supported this dynamic, with a key informant stating: “sharing information makes employees feel they are part of the organization and not left behind” (Leader 6, March 16, 2026). Conversely, the third statement, which tracked whether supervisors systematically explain the rationale behind decisions affecting employees, returned the lowest metric in the matrix with a mean score of 3.48, alongside a 15% (n=6) neutral response and 15% (n=6) cumulative disagreement. This quantitative variance was reflected in qualitative disclosures, where a manager admitted: “sometimes we make decisions quickly and we do not explain them in detail to employees” (Leader 7, March 18, 2026). Lastly, the assessment of whether transparency directly increases job satisfaction (Item 4) registered a mean score of 3.68, while the parameter regarding whether open information sharing by leadership yields institutional satisfaction (Item 5) achieved the highest individual mean score of 3.85, with 87.5% (n=35) of the cohort agreeing or strongly agreeing. This statistical peak was verified by qualitative interview narratives, where a key informant concluded: “when employees understand what is happening in the organization, they feel safe and more satisfied” (Leader 8, March 19, 2026)
Table 4.4: Transparency on Employees’ Satisfaction
	No.
	Statement
	SD
	D
	N
	A
	SA
	Total
	Mean

	1
	My supervisor clearly communicates expectations regarding my job responsibilities
	2
(5%)
	2
(5%)
	4 (10%)
	16 (40%)
	16 (40%)
	40 (100%)
	3.65

	2
	Important information related to work is openly shared by my supervisor
	2
(5%)
	2
(5%)
	4 (10%)
	14 (35%)
	18 (45%)
	40 (100%)
	3.68

	3
	My supervisor explains the reasons behind decisions that affect employees
	3 (7.5%)
	3 (7.5%)
	6 (15%)
	14 (35%)
	14 (35%)
	40 (100%)
	3.48

	4
	Transparency in communication from my supervisor increases my job satisfaction
	2 
(5%)
	2
 (5%)
	4 (10%)
	15 (37.5%)
	17 (42.5%)
	40 (100%)
	3.68

	5
	When information is openly shared by leadership, I feel more satisfied working at MMC
	1 (2.5%)
	1 (2.5%)
	3 (7.5%)
	15 (37.5%)
	20 (50%)
	40 (100%)
	3.85

	Total Mean
	3.67


Source: Field Data (2026)

[bookmark: _Toc227078617]4.4 Findings on Integrity and Employees’ Satisfaction
The third objective of this study investigated the impact of leadership integrity on employee satisfaction at Mantrac Tanzania Limited (MTL). Quantitative analysis derived from the 40 operational respondents across five Likert-scale parameters revealed a composite mean score of 3.63 (Table 4.6), pointing to a high level of cumulative agreement regarding the importance of ethical integrity. The first statement examined whether supervisors fulfill promises made to employees, returning a mean score of 3.55, with 75% (n=30) agreement, alongside a 12.5% (n=5) neutral variance. This finding was contextualized by qualitative insights from management, with a key informant noting: “sometimes we fail to fulfill promises because of limited resources or external challenges” (Leader 9, March 23, 2026). Similarly, the second item evaluated whether supervisors act consistently with communicated values, generating a mean score of 3.60, with 77.5% (n=31) cumulative agreement. Regarding behavioral consistency (Item 3), the assertion that employee trust stems from actions matching words registered a mean score of 3.55. This was verified by qualitative interviews, where a manager remarked: “we try to lead by example because employees believe more in actions than words” (Leader 10, March 25, 2026). Furthermore, the direct impact of supervisor integrity on individual job satisfaction (Item 4) posted a mean score of 3.68. Finally, the fifth indicator which posited that leaders who demonstrate honesty and integrity systematically improve employee satisfaction within the institution yielded the highest individual metric with a mean score of 3.78 and an 80% (n=32) cumulative agreement rate. This statistical maximum was reinforced by qualitative reporting from key informants, with a manager concluding: “honesty creates confidence among employees and makes them more committed to their work” (Leader 1, March 26, 2026)
[bookmark: _Toc227078619]Table 4.6: Impact of Leaders’ Integrity on Employees’ Satisfaction
	No.
	Statement
	SD
	D
	N
	A
	SA
	Total
	Mean

	1
	My supervisor keeps promises made to employees
	2
(5%)
	3 (7.5%)
	5 (12.5%)
	15 (37.5%)
	15 (37.5%)
	40 (100%)
	3.55

	2
	My supervisor acts consistently with the values he/she communicates
	2 (5%)
	2 (5%)
	5 (12.5%)
	16 (40%)
	15 (37.5%)
	40 (100%)
	3.60

	3
	I trust my supervisor because his/her actions match his/her words
	2 (5%)
	3 (7.5%)
	5 (12.5%)
	15 (37.5%)
	15 (37.5%)
	40 (100%)
	3.55

	4
	The integrity of my supervisor makes me feel more satisfied with my job
	2 (5%)
	2 (5%)
	4 (10%)
	15 (37.5%)
	17 (42.5%)
	40 (100%)
	3.68

	5
	Leaders who demonstrate honesty and integrity improve employees’ satisfaction at MMC
	2 (5%)
	2 (5%)
	4 (10%)
	13 (32.5%)
	19 (47.5%)
	40 (100%)
	3.78

	Total Mean
	3.63


Source: Field Data (2026)
4.5 Inferential Analysis Findings
Inferential analysis was conducted in order to determine the relationship and influence between ethical leadership practices and employees’ satisfaction at Mantrac Tanzania Limited. Specifically, the analysis examined the relationship and influence of fairness, transparency, and integrity on employees’ satisfaction. Pearson Correlation Analysis was used to examine the relationship between variables, while Multiple Regression Analysis was used to determine the influence of ethical leadership practices on employees’ satisfaction.
4.5.1 Relationship Between Ethical Leadership Practices and Employees’ Satisfaction
Before determining the influence of ethical leadership practices on employees’ satisfaction, Pearson correlation analysis was conducted in order to determine the strength and direction of the relationship between fairness, transparency, integrity, and employees’ satisfaction. Table 4.8 presents the correlation analysis findings.
Table 4.8: Relationship Between Ethical Leadership Practices and Employees’ Satisfaction
	Variables
	Fairness
	Transparency
	Integrity
	Employees’ Satisfaction

	Fairness
	1
	
	
	

	Transparency
	.641**
	1
	
	

	Integrity
	.618**
	.654**
	1
	

	Employees’ Satisfaction
	.703**
	.748**
	.691**
	1


Correlation is significant at the 0.01 level (2-tailed).
Source: Field Data (2026)
The findings in Table 4.8 indicate that all ethical leadership practices had positive and statistically significant relationships with employees’ satisfaction. The findings show that, transparency had the strongest relationship with employees’ satisfaction (r = .748, p < 0.01), followed by fairness (r = .703, p < 0.01), and integrity (r = .691, p < 0.01). This means that improvement in ethical leadership practices is associated with increased employees’ satisfaction at Mantrac Tanzania Limited. 
4.5.2 Influence of Ethical Leadership Practices on Employees’ Satisfaction
Multiple regression analysis was conducted in order to determine if fairness, transparency, and integrity have influence on employees’ satisfaction at Mantrac Tanzania Limited. The regression analysis conducted it involved model summary, ANOVA findings, and regression coefficient analysis. And before presenting regression coefficient findings, model summary analysis was conducted in order to determine the overall explanatory power of the independent variables on employees’ satisfaction. Table 4.9 presents the model summary findings.
Table 4.9: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of Estimate

	1
	.821a
	.674
	.646
	.418


a. Predictors: (Constant), Fairness, Transparency, Integrity
The findings in Table 4.9 above indicate that fairness, transparency, and integrity jointly explain 67.4% of the variation in employees’ satisfaction (R² = .674). This means that ethical leadership practices significantly contribute to employees’ satisfaction at Mantrac Tanzania Limited.
Before presenting regression coefficients, ANOVA analysis was conducted in order to determine whether the regression model was statistically significant. Table 4.10 presents the ANOVA findings.
Table 4.10: ANOVA Results
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	25.864
	3
	8.621
	49.337
	.000

	Residual
	12.576
	36
	.349
	
	

	Total
	38.440
	39
	
	
	


Source: Field Data (2026)
The findings in Table 4.10 indicate that the regression model was statistically significant (F = 49.337, p < 0.05). This means that ethical leadership practices significantly influence employees’ satisfaction at Mantrac Tanzania Limited. Again, to determine the individual contribution of each independent variable on employees’ satisfaction, regression coefficient analysis was conducted. Table 4.11 presents the regression coefficient findings.
Table 4.11: Influence of Ethical Leadership Practices on Employees’ Satisfaction
	Variables
	B
	Std. Error
	Beta
	t
	Sig.

	(Constant)
	.493
	.274
	
	1.799
	.080

	Fairness
	.284
	.086
	.312
	3.302
	.002

	Transparency
	.351
	.079
	.388
	4.443
	.000

	Integrity
	.267
	.082
	.296
	3.256
	.003


Dependent Variable: Employees’ Satisfaction
Source: Field Data (2026)
The findings in Table 4.11 above indicate that all ethical leadership practices had positive influence on employees’ satisfaction. And it was revealed that, transparency had the strongest influence on employees’ satisfaction (β = .388, p < 0.05), followed by fairness (β = .312, p < 0.05), and integrity (β = .296, p < 0.05). 
[bookmark: _Toc227078623]4. DISCUSSION 
5.2 Influence of Fairness on Employees’ Satisfaction
The findings of this study revealed that fairness has a big and positive influence on employees’ satisfaction at Mantrac Tanzania Limited, with a high mean score of 3.62. This means that workers feel happy, comfortable, and motivated when their supervisors treat them equally, make fair decisions, and use clean methods to evaluate their performance. To make this scientifically strong, the correlation analysis showed a powerful and positive relationship between fairness and satisfaction (r=0.703, p<0.01), while the regression analysis also proved that fairness has a direct positive impact on employee satisfaction (β=0.312, p<0.05). These statistics simply mean that when fairness goes up inside the company, employee satisfaction also automatically increases. Psychologically, fairness is a basic human need because workers always compare how they are treated with how their colleagues are treated. When they see equal treatment, they develop deep trust and love for the company, but when they suspect favoritism or discrimination, they quickly lose morale and feel disconnected. At Mantrac Tanzania Limited, employees watch very closely how supervisors divide daily duties, give out rewards, and grade their work. This is perfectly explained by the Ethical Leadership Theory by Michael E. Brown et al., (2005), which says that employees learn from their leaders, and when a leader shows justice, workers respond with a positive attitude. This is also exactly what Jo and Shin (2025) found out in their study, showing that fairness makes employees comfortable and protects them from burning out at work. In the same way, Mohrenweiser and Pfeifer (2023) discovered that fair rewards make workers feel respected and valued because their real energy and hard work are recognized. Looking at our local environment here in Tanzania, these results match with the findings of Magala and Mtunge (2025), who noted that leadership fairness brings high satisfaction and commitment in Tanzanian companies. This shows that no matter the country, all human beings value justice and respect from their bosses. However, there is a small challenge in the data; about 12.5% of the employees were neutral about fairness in decisions, and Leader 2 also said that employees sometimes think decisions are unfair simply because they do not know the reasons behind them. This is a very important point because it shows that doing fairness in secret is not enough. Leaders must not only be fair, but they must also communicate openly so that everyone can see and understand the “why” behind every decision. The practical lesson here is that management must create clear, open systems for promotions and performance tracking, and combine fairness with open communication so that trust and job satisfaction can grow naturally.
5.2 Influence of Transparency on Employees’ Satisfaction
The findings of this study revealed that transparency has an incredibly powerful and positive influence on employees’ satisfaction at Mantrac Tanzania Limited, with a high mean score of 3.67. This descriptive result clearly indicates that workers feel happy, valued, and safe when their supervisors communicate openly, share work-related information, and explain daily organizational updates. To ground these findings in rigorous science, the inferential analysis showed a powerful and positive relationship between transparency and satisfaction (r=0.748,p<0.01), while the regression analysis further proved that transparency exerts a direct positive predictive impact on employee satisfaction (β=0.388,p<0.05). Most notably, transparency emerged as the single strongest predictor of employee satisfaction among all the ethical leadership dimensions tested, proving that how a leader shares information is the most critical element for worker morale within the company. Psychologically, human beings naturally crave clarity and hate working in a vacuum; when information is hidden or poorly communicated, employees immediately experience high anxiety, confusion, and deep mistrust toward leadership. At Mantrac Tanzania Limited, operational staff depend heavily on their supervisors for daily targets and strategic directions, and when communication flows openly, it acts as a tool that reduces workplace conflicts because everyone understands exactly what is expected of them. This experiential reality matches perfectly with the Ethical Leadership Theory by Brown et al., (2005), which states that ethical leaders guide their teams through honest communication and open interactions, thereby transforming the workplace into a trusted environment. These results also show a strong global convergence with Kim and Park (2024), who discovered that clear communication from bosses makes workers feel psychologically secure and highly satisfied. In the same way, Alonso and Moscoso (2023) found out that corporate transparency improves employee confidence because workers can easily see the fairness in how decisions are made. Looking at our local African and regional environment, these results connect directly with Munyua (2024), who found that explaining decisions makes employees feel respected rather than ignored, and they fully support Magala and Mtunge (2025), who noted that transparency brings high satisfaction and long-term commitment inside Tanzanian organizations. However, the data highlights a major practical implication; transparency is not just about dumping raw data or sharing basic general info, but it is deeply about explaining the “why” behind tough managerial decisions. As noted in the field data, when leaders make quick adjustments or shift departmental responsibilities without explaining the background reasons, employees can easily misinterpret those actions and view them negatively, even if the leader had the best intentions. When leaders choose to communicate consistently and explain their choices, it removes organizational fear and makes workers feel stable and safe, which naturally increases their emotional commitment to corporate goals. The ultimate lesson for management is that transparency must be treated as a strategic asset; corporate leaders must institutionalize strong, timely communication systems, eliminate top-down information hoarding, and always take a moment to explain the logic behind major decisions to keep employee trust and satisfaction at an absolute maximum.

5.3 Impact of Leaders’ Integrity on Employees’ Satisfaction
[bookmark: _Toc227078632]The findings of this study revealed that leaders’ integrity has a deep and positive influence on employees’ satisfaction at Mantrac Tanzania Limited, with a high descriptive mean score of 3.63. This statistic shows that workers feel genuinely happy, respected, and stable when their supervisors practice honesty, stay consistent, and show behavioral trustworthiness. To back this up with solid science, the inferential analysis showed a strong and positive relationship between integrity and satisfaction (r=0.691, p<0.01), while the regression model also proved that integrity has a direct positive predictive impact on employee satisfaction (β=0.296, p<0.05), meaning that any intentional improvement in leadership honesty will automatically drive-up worker satisfaction by 29.6%. Psychologically, employees are not just looking at numbers; they are human beings who naturally observe whether their bosses keep promises, speak the truth, and walk the talk. At Mantrac Tanzania Limited, operational staff watch closely how leaders manage resources and commitments, and when actions match words, it builds emotional trust and psychological security, whereas breaking promises even due to external challenges like budget issues quickly breeds frustration, fear, and low morale. This real-world dynamic is fully supported by the Ethical Leadership Theory by Michael E. Brown et al., (2005), which explains that employees learn how to behave by looking at their leaders, meaning that an honest manager serves as a moral guide that makes workers respond with a positive attitude. Globally, these findings connect perfectly with Walumbwa et al., (2023), who discovered that leader integrity strengthens the bond of trust and makes employees feel emotionally secure, and Akanbi and Ofoegbu (2024), who found that honest conduct makes workers feel valued and proud of their workplace. Similarly, on an international level, Shinde (2025) proved that a lack of integrity leads to immediate disappointment and heavy drops in job satisfaction when promises are constantly broken. Regionally, these results strongly match with Mseti et al., (2023), who noted that leadership integrity improves employee commitment and overall organizational performance within African and Tanzanian business setups. The critical practical implication here is that human beings evaluate integrity through daily actions, not empty verbal statements, and even a small gap between a promise and reality can completely destroy employee trust. Therefore, the ultimate lesson for the management of Mantrac Tanzania Limited is that integrity is a powerful operational tool; corporate leaders must avoid making unrealistic promises, strengthen internal accountability systems, and maintain absolute honesty in their daily communication to build a highly motivated and committed workforce.

6.3 Conclusion
[bookmark: _Toc227078633]This study examined the influence of ethical leadership practices on employees’ satisfaction at Mantrac Tanzania Limited. Specifically, the study assessed the influence of fairness, transparency, and leaders’ integrity on employees’ satisfaction. The findings revealed that fairness, transparency, and integrity had positive influences on employees’ satisfaction both descriptively and inferentially. Statistically, all variables showed positive and significant relationships with employees’ satisfaction through correlation and regression analysis findings. Based on the findings and discussions of the study, it is concluded that ethical leadership practices play an important role in improving employees’ satisfaction within organizations. The analysis indicates that employees become more satisfied when leaders treat employees fairly, communicate openly, and demonstrate honesty and consistency in their leadership practices. Fairness was found to improve employees’ feelings of equal treatment and justice within the workplace. Transparency was found to strengthen employees’ trust, confidence, and understanding of organizational activities through open communication and information sharing. Integrity was also found to improve employees’ trust and emotional attachment toward leadership because employees value honesty and consistency from their supervisors. The inferential analysis findings further confirmed that fairness, transparency, and integrity had statistically significant positive relationships with employees’ satisfaction. Among the three variables, the findings showed that transparency showed the strongest influence on employees’ satisfaction, by suggesting that employees highly value open communication and proper explanation of organizational decisions. However, the analysis also indicated some weaknesses in ethical leadership practices, particularly in explaining decisions clearly and fulfilling promises consistently. These weaknesses may reduce employees’ trust and satisfaction when not properly addressed. Furthermore, the findings suggest that employees’ satisfaction is not only influenced by financial rewards and working conditions, but also by ethical treatment and leadership behavior within the organization. Employees tend to develop positive attitudes, commitment, and motivation when they perceive leaders as fair, transparent, and trustworthy. On the other hand, lack of fairness, poor communication, and inconsistency in leadership behavior may create dissatisfaction, mistrust, and reduced morale among employees. Therefore, the study concludes that ethical leadership practices are important foundations for improving employees’ satisfaction at Mantrac Tanzania Limited. The study further concludes that organizations should strengthen ethical leadership practices by promoting fairness in decision-making, transparency in communication, and integrity in leadership behavior in order to improve employees’ satisfaction.
6.4 Recommendations
Based on the findings of the study on ethical leadership practices and employees’ satisfaction at Mantrac Tanzania Limited, the following recommendations are made:
1. The management of Mantrac Tanzania Limited should strengthen ethical leadership practices across all departments by promoting fairness, transparency, and integrity in daily organizational operations. This will enhance employees’ satisfaction, motivation, and commitment.
2. Leaders should ensure equal and fair treatment of all employees in key organizational processes such as decision-making, allocation of responsibilities, performance evaluation, promotions, and reward systems. This will help to reduce favoritism, discrimination, and improve employees’ trust in leadership.
3. The organization should improve internal communication systems by ensuring that all important decisions, organizational changes, and policies are clearly communicated and explained to employees. Leaders should not only provide information but also explain the reasons behind decisions to enhance understanding and acceptance.
4. Leaders at Mantrac Tanzania Limited should uphold high levels of integrity by demonstrating honesty, accountability, and consistency in their actions. They should avoid making unrealistic promises and ensure that commitments made to employees are fulfilled in order to strengthen trust and credibility.
5. The management should develop and implement formal ethical leadership guidelines and continuous leadership training programs aimed at reinforcing ethical behavior among leaders. This will help to institutionalize fairness, transparency, and integrity within the organization.
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      INFLUENCE   OF  ETHICAL LEADERSHIP PRACTICES ON  EMPLOYEE S’   SATISFACTION: A CASE STUDY OF  MANTRAC  TANZANIA LIMITED     *1 Denice B Victor ,   2 Martha David Mwasakifwa   1 Gradduate Student, The Local Government Training Institute,   2 Graduate Student, Mzumbe University, College of SOPAM   *Corresponding Author: Denice B Victor   1 Gradduate Student, The Local Government Training Institute .   Email:   d enicemaxwell5 @gmail.com   ABSTRACT   This study aimed at assessing the influence of ethical leadership practices on employees’ satisfaction at  Mpanda Municipal Council (MMC). Specifically, the study assessed the influence of fairness,  transparency, integrity, on employees’ satisfaction. This  study used a mixed research approach by using  both quantitative and qualitative methods.  Quantitative d ata w as   collected from  4 0   respondents  through  questionnaires  and qualitative data was collected from 10 participants through  in - depth interviews.  Analysi s was done. For  q ua n t ita tive data the researcher used Statistical Package for Social Sciences  (SPSS)   version 20   and under this tool descriptive statistics, correlation analysis, and multiple regression  analysis were done, while qualitative data w as   analyzed by using thematic analysis.  The findings  revealed that fairness ,  transparency, and integrity influence on employees’ satisfaction. Correlation  analysis findings showed  a   positive and statistically significant relationship   of ethical leadership  practices   with employees’ satisfaction. Regression analysis findings further revealed that transparency  had the strongest influence on employees’ satisfaction compared to other variables. The study concludes  that ethical leadership practices are important in improvi ng employees’ satisfaction. Organizations  should strengthen fairness, transparency, and integrity in leadership practices in order to improve  employees’ satisfaction.   KEYWORDS:     Employees’ Satisfaction, Ethical Leadership ,  Fairness, Transparency, Integrity,  Mantrac Tanzania Limited.   1. INTRODUCTION    Employee s’   satisfaction  means   the  extent   to which workers feel positively about their jobs, roles, and  organizational environment. It  comprises   employees’  positive  emotional responses, cognitive 

