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This research assessed the practice of value-based leadership (VBL) of two ranks of primary
school teachers in Kajiado North, Kenya. The study incorporated an explanatory sequential
mixed-methods approach that utilized a pragmatic paradigm epistemology. Survey
questionnaires were used to collect data from the teachers in the first quantitative phase and
analyzed using (SPSS), v.25. In the second phase, interviews were conducted to gather
qualitative information, which was thematically analyzed using Miner Lite software. The
results from the quantitative phase showed a positive and significant relationship between
the teachers’ VBL and the head teachers’ VBL. The practice of VBL in the two ranks of
teachers was found to be consistent in integrity, trust, listening, respect, and inclusion and
was inconsistent in vision and clear thinking. In the second phase, teachers described VBL
as; leading through values and qualities, leadership that you see, leading by example,
helping people grow and adding value to what they do, and doing what you are supposed
to do by observing professional ethics. Consistency in the practice of VBL is critical in
schools because it creates a uniform space where effective learning of values takes place.
The study recommends the training of head teachers in VBL traits, in particular
communication skills that will help them in delivering on vision and clear thinking. A
replica of the study in the secondary school level is recommended to validate the findings.
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Value-based leadership is a subject that has been gaining popularity in recent research. The
motivation behind value-based leadership is attributed to the increasing societal challenges,
such as intolerance, violent extremism, terrorism, and corruption that people have been
encountering (Nyaga, 2018). While good research on value-based leadership has been done in
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the business industry (Copeland, 2014), studies are required in the education sector, where
limited research on value-based leadership has been identified (Wamahiu, 2015).
Bullying, substance abuse, and examination dishonesty are some of the school challenges
that may occur when leaders fail to cultivate values in students. For example, Examination
dishonesty has been described as a school challenge that occurs when students lack values such
as integrity (Anzene, 2014). Examination dishonesty has affected education systems across the
levels (Akaranga & Ongong’a, 2013) and has increased in recent years both in global, regional,
and national examinations (Anzene, 2014). Cases of cheating in examinations, especially in
national examinations, have been reported in Kenya severally (Akaranga & Ongong’a, 2013;
Amadala & Kaluoch, 2015; Munuhe, 2016). This challenge requires a leadership solution.
Although literature identifies leadership as second to instruction in influencing school
outcomes (Mitgang, 2012), its approach that emphasizes control systems to solve educational
challenges tends to offer temporary solutions. For instance, cases of examination dishonesty,
especially at the Kenya Certificate of Secondary Examinations (KCSE), are still being reported
in the media despite deploying heavy security and control systems to manage the process
(Situma & Wasike, 2020). However, the researchers perceive value-based leadership as a
strategy that offers a long-lasting solution to school challenges because the values cultivated by
teachers in students will not only guide students to make the right decisions during examinations
but help them live ethical lives after school.
Value-Based Leadership (VBL) is leadership that leaders exhibit through values. It refers to
leadership based on foundational moral principles, ethics and, values such as integrity,
empowerment, and social responsibility (Reilly & Ehlinger, 2007, p. 246). Value-based
leadership holds a few uncommon guarantees that other forms of leadership do not. An example
to illustrate this is self-overseeing personnel; a lesser requirement for supervision and control;
more respect between individuals; expanded energy and commitment to the undertaking; a
reputation of reliability, fairness, and honesty; trust and faithfulness; improved integrity and
responsibility; and better decision-making, which add to the vision (O'Toole, 1995).
Statement of the Research Problem
Value-based leadership studies in primary schools are rare (Adams, 2005). However, few
studies on leadership within the secondary school level highlight the values of the principal,
teachers, and students are described in the next paragraphs. Van Niekerk and Botha (2017)
conducted qualitative research that assumed that school principals as leaders need to establish,
develop, and maintain a core of shared values in their schools. The focus of the research was
on principals' perceptions of values in their schools. Van Niekerk and Botha argue that the
personal values of school principals underpin their decisions and actions and thus influence the
members of the school. Although the results of their research show that the principals had
diverse perceptions of values and that their values influenced the school community members,
the research did not establish the extent of such influence.
A study carried out by Gold et al. (2003) explored how ten outstanding school principals in
different kinds of schools in England translated their educational values into management and
leadership practices. The results of the study showed that values drove the principals'
leadership. Further, the value-based leadership approach used by the school principals provided
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insights on how values and beliefs can be understood in both words and deeds. However, it was
also unsettling how research is silent on how the principals' values relate to those teachers.
While the studies conducted by Van Niekerk and Botha (2017) and Gold et al. (2003) agree
in principle that the personal values of the head teachers influence the core values shared by the
members of the school community, they do not show the extent to which the principal's values
influence the values shared by the teachers. Furthermore, there has been a lack of research on
value-based leadership relationships between different ranks of teachers (Copeland, 2014). In
addition, value-based leadership studies are required in the preschool context (Wamahiu, 2015).
The preschool stage is “critical for developing the foundations for thinking, behaving, and
emotional well-being” (Bakken, Brown, & Downing, 2017, p. 255). Further, research shows
that children at the preschool age “develop linguistic, cognitive, social, emotional, and
regulatory skills that predict their later functioning in many domains” (Bakken et al., 2017,
p.255).
The researchers find the consistency in the practice of value-based leadership across the
teachers’ ranks crucial because it creates uniformity in the cultivation of regulatory skills and
other essential values such as; respect, honesty, love, and integrity, whose result is uniform
development of ethical behavior in children. Therefore, this research assessed the practice of
value-based leadership among primary school teachers at different ranks in Kajiado North.
Justification of the Study
While some research on value-based leadership has been done in the business industry
(Copeland, 2014), there is little research on value-based leadership in primary schools (Adams,
2005), and especially at the preschool level (Wamahiu, 2015). The research on the emerging
significance of value-based leadership by Copeland (2014, p. 130) shows there is a lack of
"VBL relationships at different professional ranks within an organization," which she says
"when investigated will provide useful information." Consistent practice of values across
teachers' ranks creates an efficient environment for learning. Research shows that students in
classrooms where teachers' values are aligned show no differences in behavior, while those in
learning environments where there's inconsistency within the practice of values are different in
behavior (Gage, Scott, Hirn, & MacSuga-Gage, 2018). Consistent practice of value-based
leadership by teachers creates an ideal environment where moral values and regulatory skills
are taught to shape students into responsible citizens. This study assesses the practice of valuebased leadership (VBL) and examines the relationship between the VBL of head teachers and
the VBL of preschool teachers in Kajiado North. The following Research Question (RQ) and
Hypothesis (H) is addressed in the present study:
RQ: What is the relationship between the VBL of the head teachers and preschool teachers in
Kajiado North?
H01: There is no relationship between the VBL of the head teachers and preschool teachers in
Kajiado North.
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Review of Related Literature
Value-based Leadership
Value-based leadership is defined as "goal-setting, problem-solving, language-creating, and
value-developing interaction, which is anchored in the organization's values and high ethical
standards" (Busch & Murdock, 2014, p. 87). This definition connects with what happens in
schools. For instance, teachers set goals for students to achieve and choose what to teach and
how to teach. Head teachers and teachers need to practice value-based leadership consistently
because they are role models that students emulate to achieve moral values such as love, respect,
and honesty.
The implication of this is that children's characters are highly dependent on the values that
teachers practice in school because values are observable and imitable. Some of the values
drawn from the concept of value-based leadership that connects to children's learning include
integrity, respect, listening, trust, clear thinking, vision, and inclusion. These values are
indicators of value-based leadership (O'Toole, 1995), which can be measured according to Garg
and Krishnan (2003). Figure 1 depicts the indicators (traits) of value-based leadership that
teachers may use to guide students, instill moral values, and shape them into responsible
citizens.

Figure 1. The concept of value-based leadership
Note. Adapted from O'Toole (1995), Smith (2014), and Sambu (2020, p. 37).

Table 1 describes how head teachers have used values to lead schools and guide teachers and
students.
Table 1
The Indicators of a Value-Based Head Teacher
Characteristic
1.

Integrity

2.

Vision

3.

Trust

4.

Listening

5.

Respect

Description of the headteacher
Integrity – is identical to truth-telling, honesty, high moral standards. A headteacher whose
words and deeds are consistent knows themself well and never loses sight of their goals
nor compromises their principles
Builds a vision and finds ways of communicating it to inspire teachers
Inspires trust and hope in teachers who, in turn, become encouraged to serve, to sacrifice,
to persevere, and to lead change. In turn, teachers become loyal to the school
Listens to the teachers because they respect them and honestly believe that the welfare of
the teachers is the end of leadership. Encourages dissenting opinion among their closest
advisers and is not a slave to public opinion
Committed to the moral principles of respect for teachers. Head teachers who succeed at
bringing about practical and moral change believe in and act on the inherent dignity of the
teachers they lead
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Must have clear thoughts about their own beliefs, human nature, the role of the school, and
the measurement of performance. Listens to the needs, ideas, and aspirations of the
6.
Clear thinking
teachers, and then, within the context of their well-developed systems of belief,
responds to these in the appropriate fashion
Inclusive head teachers enable teachers to lead by sharing information, fostering a sense of
community, and creating consistent rewards, structure, process, and communication
7.
Inclusion
systems. They are committed to the principle of opportunity, giving all teachers the chance
to contribute to the school.
Note. Adapted from Garg and Krishnan (2003) and Sambu (2020, p. 39)

Empirical Review
In schools, quantitative studies relating to headteacher leadership and teacher results have been
conducted. Liu, Bellibaş, and Gümüş (2021), for example, looked at the impacts of instructional
leadership and distributed leadership on teacher job satisfaction and self-efficacy. The study
found that distributed leadership and instructional leadership positively and directly associated
with teacher job satisfaction and teacher self-efficacy, respectively.
Another quantitative study by Ahmad and Hamid (2020) looked at teachers' assessments of
the impact of primary school head teachers' instructional leadership strategies on teacher
effectiveness. The findings demonstrated that primary school head teachers' instructional
leadership methods regarding school inputs, teacher effectiveness are significantly influenced
by school procedures and outcomes. However, teacher gender and experience have a minor role
in the relationship between instructional leadership practices and teacher effectiveness.
Liu and Wang (2020) carried out a research to understand the relationship between
transformational leadership and collective teacher efficacy in the Chinese primary school
context. The findings of the study revealed that when collective teacher efficacy is treated as a
single variable, setting direction and managing the instructional program have relatively
significant effects on collective teacher efficacy.
The literature reviewed revealed that head teachers' features of transformational, distributed,
and instructional leadership positively impact teachers' work satisfaction, self-efficacy, and
effectiveness, but they do not show how head teachers' VBL relates with preschool teachers'
VBL. The findings of an in-depth investigation of the emerging significance of value-based
leadership unmask a shortage of VBL relationships at various professional levels in
organizations (Copeland, 2014, p. 129). According to Copeland (2014), examining VBL
relationships across professional ranks can provide useful information. This study investigated
the relationship between the VBL of head teachers and the VBL of preschool teachers in
Kajiado North, Kenya.
Theoretical Framework
A theoretical framework is the application of a theory or a set of concepts drawn from one and
the same theory to explain an event or shed some light on a phenomenon or research problem
(Imenda, 2014). The social cognitive learning theory guided this research. At the center of
social cognitive learning is observational learning, where teachers observe the behavior of their
headteacher and learn values from it, as shown in Figure 2. The behavior of teachers is
considered an influence in a learning environment where learners look up to the teacher (leader)
for guidance and direction (Bandura, 1977). Under the social influences, the value-based
leadership of teachers and head teachers was considered critical for the study since their
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behavior, as intervened by the social cognitive theory, can influence pupils' values, model their
behavior, and make them responsible citizens (Bandura, 2018).
Head Teacher's
Value-Based
Leadership
Behaviour

Teachers' Value-Based
Leadership
Behaviour

Social Cognitive
Learning Theory

Figure 2. Theoretical framework for the research.
Note: Compiled from research data

Conceptual Framework
A conceptual framework is a group of related concepts that explain or predict a given event or
provide a broader understanding of the phenomenon of interest or research problem (Imenda,
2014). In other words, a conceptual framework shows how the research variables relate to each
other. The conceptual framework for this research (Figure 3) demonstrates how the VBL of
head teachers (X1) relate to the VBL of teachers (X2). Value-based leadership has seven
indicators: integrity, vision, trust, listening, respect, clear thinking, and inclusion. As the
primary school leader in which the preschool is situated, the headteacher is required to offer
VBL (X1), which is assumed to influence the teachers' VBL(X2).
Social Cognitive Theory suggests that teachers' behavior is primarily learned by observing
peers and the behavior of the headteacher and interactions with the learning environment
(Bandura, 1997). To find the extent to which value-based leadership of the headteacher
influences teachers' value-based leadership, all other factors that moderate the learning
outcomes according to Bandura's cognitive learning theory were held constant. It was assumed
that teachers only observe the behavior of the headteacher and absorb the values (see Figure 3).
β 12

Head Teacher's Value-Based
Leadership
(X1 - Independent Variable)

Integrity
Vision
Trust
Listening
Respect
Clear Thinking
Inclusion

Figure 3. Conceptual framework for the research
Note: Compiled from research data

Observational
Learning

Teachers' Value-Based
Leadership
(X2 - Dependent Variable)

Integrity
Vision
Trust
Listening
Respect
Clear Thinking
Inclusion
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Methodology
This study incorporated a mixed-methods approach that utilized a pragmatic paradigm
(Creswell & Plano Clark, 2011). From a pragmatic worldview, research focuses more on the
research question and how to find the answers than on the theory behind how knowledge is
created (Creswell, 2014). This research sought to answer the question, "What is the relationship
between the VBL of the head teachers and the VBL of the preschool teachers in Kajiado North?"
Interviews were conducted with selected respondents with a follow-up question that asked the
head teachers and preschool teachers to describe the meaning of VBL in their own words. Table
2 shows how the pragmatic framework was operationalized in the research.
Table 2
Framework for the Pragmatic Application of this Research
Objective

Research questions
Quantitative

Hypothesis

To examine the relationship
H01: There is no significant
between the VBL of head
relationship between the VBL of
teachers and the VBL of
head teachers and preschool
preschool teachers in Kajiado teachers in Kajiado North.
North.
Source. Research Data (Sambu, 2020, p.75)

What is the relationship between
the VBL of the head teachers and
the VBL of the preschool teachers
in Kajiado North?

Qualitative
(follow-up)
What does VBL mean to the
head teachers and preschool
teachers in Kajiado North?

The Study Population and Sample Size
At the time of this study, only 150 primary schools in Kajiado North had preschool units in the
same compound. The total population of this study was taken as 300. This allowed a
headteacher to be paired with a preschool teacher and taken as a case in the study. The pairing
permitted the researchers to establish the relationship between the headteacher's VBL and that
of the preschool teachers and enabled the consistency in the practice of VBL in the two ranks
of teachers (teacher, headteacher) to be tested. The sample population of the research was 50
primary schools, statistically selected after considering some factors. Although time and
financial constraints limited the number of schools that were included in the survey, the 50
schools chosen as the study's target population met the criteria for a margin of error of 5% at
95% level of confidence (Kothari & Garg, 2014). The computation that gave 50 schools as the
sample was done as explained in the following paragraph. The sample size for the target
population was computed using the formula:
𝑧 2 .𝑝.𝑞.𝑁

𝑛 = 𝑒 2 (𝑁−1)+ 𝑧 2.𝑝.𝑞

𝑤ℎ𝑒𝑟𝑒

n = sample size
z = standard score,
p = confidence level,
q = 1- p,
e = acceptable error, and N = size of the population (Kothari, 2004, p. 179).
This computation gave the sample size (n) for the target population in the distribution (see Table
3).
Table 3
Distribution of Respondents in the Population
Category of respondents
Head teachers
Preschool teachers
Total
Note. Research Data (Sambu, 2020, p. 78)

Size of population (N)
150
150
300

50

Calculated (n)
49.3
49.3
98.6

Target (n)
50
50
100
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Sampling Procedures
In the first phase, the simple stratified sampling technique was used to form two equal subpopulations, namely (1) head teachers and (2) preschool teachers. The population is divided
into several subpopulations in stratified sampling that are individually more homogeneous than
the total population (Kothari, 2004, p. 62). The 50 schools were chosen from the five regulatory
wards, namely Ngong, Olkeri, Oloolua, Ongata Rongai, and Ngaimurunya (IEBC, 2017). The
synopsis of private and public schools from which the quantitative information was gathered is
shown in Table 4.
Table 4
The Distribution of Respondents in the Strata
Type of school
Target population
Private
136
Public
14
Total
150
Source. Research Data (Sambu, 2020, p. 80)

Calculated strata
45.3
4.6
49.9

Sample size (n)
45
5
50

In the second phase, eight interviewees were purposively selected from head teachers and
preschool teachers in public and private schools. Intentional selection is utilized when a
different view is fundamental or if the perspective of specialists in a specific field is the point
of inquiry (Bryman, 2012).
In this research, the perspectives of head teachers and preschool teachers on the concept of
VBL were required to explain the relationship between the VBL behavior of the two ranks of
teachers. The participants' selection was based on factors such as gender, the type of school –
private or public, rural or urban, and sponsored by an interested group or not. Many school
attributes were included in the sample because samples without representativeness may not be
dependable sources to draw inferences about the population (Bryman, 2012). The participants
for the interview phase were selected, as shown in Table 5.
Table 5
The Demographics of Respondents in the Qualitative Phase
Respondent

Age

Gender

School category

T1
HT1

30 - 39
Above 50

F
F

Private

T2
HT2

40 - 49
40 - 49

F
M

Private

T3
HT3

Below 30
Above 50

F
F

Public

40 - 49
40 - 49

F
F

Private

T4
HT4
Source. Research Data (Sambu, 2020, p. 132)

Collection of Data
In the first phase, the study used questionnaires to collect quantitative data because they are
less expensive than other methods. Questionnaires also generate massive data within a short
time; they are free of bias from the questioner since the answers are given in the interviewees'
own words, and interviewees have enough time to make very considered replies, and
questionnaires are a means of conveniently reaching respondents who are not easily
approachable (Kothari, 2004). In the second phase, data were gathered using qualitative
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techniques. The motivation behind qualitative research is to enable researchers to comprehend
or clarify human conduct and convictions and get a proper explanation of questions (Hennink,
Hutter, & Bailey, 2011). In addition, qualitative information helps explain the initial
quantitative results (Creswell, 2014). Qualitative information was gathered via face-to-face
interviews with purposely selected head teachers and preschool teachers. The purposeful
selection was guided by the inquiries that needed clarification and a better understanding, as
observed in phase one of this study. For instance, outliers observed in the survey gave a clue to
issues in the schools where the questionnaires were completed. Therefore, teachers from some
schools where the outliers were observed were taken as participants in the interviews. The
researchers selected the participants hoping to use their perspectives and experiences to
understand the unexpected outcomes, as indicated by the extreme values in the questionnaires.
Instruments
For the quantitative part, a survey aided by a value-based leadership questionnaire developed
by Garg and Krishnan (2003) was used to measure the VBL of the teachers and head teachers.
The VBL questionnaires have 20 items capturing all the constructs of authenticity, ethics,
morality, and service. A participant was required to respond to the characteristics of leadership
exhibited by the headteacher (teacher's questionnaire) and those exhibited by the teacher
(headteacher's questionnaire). Participants were required to check (√) the most appropriate
response according to a five-point Likert scale, with 1 = Never, 2 = Rarely, 3 = Sometimes, 4
= Most of the time, and 5 = All the time.
Reliability of the VBL Questionnaires
Internal consistency refers to the level of consistency or exactness with which an instrument
measures the trait it has been intended to gauge (Polit & Hungler, 2013). SPSS generates the
reliability measure of the questionnaire, called the Cronbach's alpha (α), where α ≥ .7 is
considered a good measure of reliability (Kothari & Garg, 2014). In addition, Keith (2014)
affirms that a good instrument should produce consistent results when used over time or when
used in various locations in the same context.
The questions included in the questionnaires estimated the levels of the constructs associated
with value-based leadership. Although the VBL questionnaire had been tested in previous
research (Garg & Krishnan, 2003), testing of its reliability again was prudent because this
research was carried out in the primary school context. According to Converse and Presser
(1986), pretesting the questionnaires is a way of checking if the questionnaires are working
properly. The questionnaires were pretested with a pilot study group that incorporated eight
primary schools, giving 16% of the targeted population of fifty (50) schools. The recommended
percentage for a sample size that should be engaged in a pilot test is 10% to 20% of the target
population (Simon, 2011); hence the eight schools met the requirement. The headteacher and
one of the preschool teachers in each of the eight schools were requested to complete the
questionnaires. All 16 participants completed the questionnaires and returned them to the
researchers. The questionnaires were analyzed to check the internal consistency of each
question (item) using SPSS 25. The outputs from the analysis were studied and, for each head
teachers' VBL questionnaire, the average value of Cronbach's alpha (α) based on the 20 items
reached .83 while that of the teachers' VBL questionnaire was .88.
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Validity of the VBL Questionnaires
Validity is connected to the precision of the data obtained in the gathering stage or given out as
a report after the investigation. Validity is considered as the degree to which an instrument
estimates what is normal and what it professes to gauge (Punch, 2014). For the instrument to
be considered valid, it should measure all variables represented in the conceptual framework
(content validity), and the measures should conform to the ideals described in the theoretical
framework (construct validity), as explained by Bryman and Bell (2015). The questions used
in the VBL questionnaires were described in the literature review and explained in the section
on the theoretical and conceptual frameworks. The information collected from the pilot study
was applied in testing the content validity of the instruments.
Content validity is the degree to which an estimation instrument adequately includes the
theme under examination (Kothari & Garg, 2014). Assurance of content validity should be
possible by a board of people who pass judgment on how well the estimation instrument
satisfies the guidelines since there is no numerical method to express it (Kothari & Garg, 2014).
The results from the pilot study showed the inclusion of all the indicators of Value-based
leadership. The measurements from the questionnaires per indicator varied slightly from each
another, indicating the instruments' potential to measure the constructs they were intended to
measure (Creswell, 2014). After confirming the reliability and validity of the research
instruments, the researchers went to the field to collect data from the 100 targeted respondents
in the 50 primary schools.
Validity and Reliability of The Teacher Interviews
While it may be easy to determine the reliability of a quantitative research instrument using
observable measures like Cronbach's alpha (α), where α > .7 is considered a good measure of
reliability (Kothari & Garg, 2014), there are no such measures in qualitative research. Stenbacka
(2001) does not believe there is such a thing as reliability in qualitative research. Instead of the
term reliability, some authors have proposed the use of credibility, neutrality or confirmability,
consistency or dependability, and applicability or transferability (Lincoln & Guba, 1985). To
accomplish these in qualitative research, a review of effects such as basic information,
information reduction outcomes, and procedure notes ought to be done (Campbell, 1996).
Furthermore, Patton (2001) views the researchers as the instrument; subsequently, the
information gathered relies upon the researchers' effort and expertise. To ensure the
trustworthiness and transferability of data (Seale, 1999), the researchers recorded the interviews
after obtaining consent from the respondents to capture the information accurately. The
participants' responses were triangulated with the findings of similar research that was carried
out in the same context.
Analysis and Interpretation of Data
For the quantitative phase, the average scores of all indicators in each variable (described in the
instruments section) were taken to indicate the levels of VBL. Microsoft Excel version 2019
was used to generate mean scores for all pointers of the variables indicated in the conceptual
framework and produce tables and figures. The mean scores labeled as ordinal or ratio were
transferred to the Statistical Package for Social Sciences (SPSS) for further analysis to obtain
descriptive statistics such as mean (M) and standard deviation (SD). As presented in Table 6,
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the mean scores were interpreted using the interpretation scale developed by Nunnally and
Berstein (1994).
Table 6
Interpretation of VBL Levels
Mean score (M)
1.00 to 2.00
2.01 to 3.00
3.01 to 4.00
4.01 to 5.00
Source. Research Data (Sambu, 2020, p. 91)

Interpretation
Low
Moderately low
Moderately high
High

To test the consistency of VBL practice by the two ranks of teachers, a correlation coefficient
(r) was used. In correlation analysis, the correlation coefficient value (r) shows the strength of
the relationship between the dependent and the independent variable, while the sign of r
specified the direction of the relationship. The interpretation of (r) was made using Cohen's
(1988) scale (see Table 7).
Table 7
Interpretation of Correlation Coefficients
Correlation coefficient (r)

Interpretation

± 0.01 to ± 0.29

Low positive/Low negative

± 0.30 to ± 0.49

Moderate positive/Moderate negative

± 0.50 to ± 1.00

High positive/High negative

Source: Cohen (1988), Sambu (2020, p. 92)

The consistency of the practice of VBL in the two ranks of teachers was confirmed using
Spearman's rho correlation coefficients, which utilized pairs (X1, X2) of the seven indicators of
VBL. Consistency in the practice of VBL was confirmed when a strong correlation (rs > .7) and
a significant value (p < .001) were obtained (Yue, Pilon, & Cavadias, 2002). The two variables,
X1 and X2, were confirmed to be consistent as they were found to be strongly correlated, rs(N1) > .7, p < .001, where N-1 is the degrees of freedom (Yue et al., 2002).
To find if the consistency in the practice of VBL was significant between the two ranks of
teachers, the paired sample t-test was done. According to Maverick (2018), a paired sample ttest is used when two samples are involved, and the values for each sample are collected from
the same individuals (that is, everyone gives two values, one for each of the two groups), or the
samples come from matched pairs of individuals. In this research, the VBL of the teachers was
matched with the VBL of the head teachers (X1, X2). The paired-samples t-test was used to test
hypothesis H01. The t-test was meant to determine if there was a difference in the mean scores
of teachers' VBL and head teachers' VBL.
Analysis of the Interviews
After collecting views from the teachers on their understanding of value-based leadership, the
researchers used thematic analysis techniques to put together the information given, broke it
down into small bits that were easy to understand and interpret in line with the research question
(Bogdan & Biklen, 1982). The technique of breaking down qualitative data includes coding or
ordering the information. Essentially, thematic analysis entails understanding enormous
volumes of information by decreasing the volume of basic data, followed by distinguishing
massive datasets, and lastly determining the importance of the information and, in this manner,
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assembling a coherent chain of evidence (Patton, 2015). A thematic examination is a technique
for identifying, breaking down and describing designs (themes) from the data (Braun & Clarke,
2006). Even though "[t]hematic analysis is widely used," there is no explicit agreement about
"what thematic analysis is and how you go about doing it" (Braun & Clarke, p. 6).
The qualitative data from the audio recordings were transcribed using Otter.ai (a free mobile
application for smartphones). Initially, the researchers had planned to use NVivo for thematic
analysis. This study used Miner Lite V2.0. 6, which is free software. The transcripts were edited
to remove redundancies before transferring them to Miner lite. The use of software in analyzing
qualitative data saves a great deal of time, which gives the researchers more time to investigate
patterns, distinguish themes, and draw inferences (Patton, 2015).
Investigating personal information has become a lot simpler with the use of modern
computer tools. The researchers applied Microsoft Office analysis tools v. 2019 to compile
figures and tables that summarise the themes. Figures and tables help enhance the visualization
of the relationships that this study sought to establish. The visualization of the relationships
helped the researchers to link the two sets of data (quantitative and qualitative), which
facilitated the discussions on the consistent practice of VBL across teacher ranks and its
implication for schooling in Kenya.
Results and Discussion
The Response Rate
After confirming the reliability of the instruments, 100 questionnaires were administered to
head teachers and preschool teachers in the 50 schools. All the questionnaires were returned,
but they were scrutinized for completeness, and only 48 pairs were complete. A response rate
of 50% is acceptable, 60% is good to analyze and publish, and 70% and above is outstanding
(Babbie, 2004); hence the response rate of 96% met the requirement for the analysis.
Results of the Assessment of Head Teachers VBL Questionnaires
The mean scores of all the indicators per case (school) were entered into SPSS v.25 to produce
descriptive statistics for the two variables: head teacher's VBL (X1) and teacher's VBL (X2).
The average of the seven mean scores was taken as the level of VBL (Table 8). The levels of
VBL were interpreted as shown in Table 8.
Table 8
The Level of the Head Teachers' VBL
N
Minimum
Maximum
M
SD
HTI
48
3.0
4.5
3.70
.40
HTV
48
3.5
4.5
3.91
.44
HTT
48
3.3
5.0
4.57
.59
HTL
48
3.5
5.0
4.18
.51
HTR
48
3.7
5.0
4.34
.45
HTCT
48
3.5
5.0
4.27
.65
HTIN
48
3.3
5.0
4.39
.56
Head teacher’s VBL (X1)
48
3.6
4.5
4.19
.33
Valid N (listwise)
48
Source. Research Data (Sambu, 2020, p.111)
Note. The indicators of the head teachers’ value-based leadership are abbreviated as: HTI-Head Teachers’ Integrity, HTV-Head Teachers’
Vision, HTT-Head Teachers’ Trust, HTL-Head Teachers’ Listening, HTR-Head Teachers’ Respect, HTCT-Head Teachers’ Clear Thinking,
and HTIN-Head Teachers’ Inclusion.
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Preschool teachers rated the head teachers' trust the highest, at 4.57 (SD = .59), meaning
they trusted their head teachers all the time in school. The high rating of 4.57 (SD = .59) for
trust is an indication that the head teachers involved preschool teachers in decision-making on
matters of the curriculum and supported them, especially in the implementation of citizenship
education.
At the lower end of the ratings are the head teachers' integrity and vision, at 3.70 (SD = .40)
and 3.91 (SD = .44), respectively. These results indicate that the preschool teachers perceived
their head teachers as truthful, honest, and of good moral behavior most of the time – meaning
there were cases when they failed to live by these principles. In terms of vision, the teachers
perceived their heads as having an inspiring vision, which they found ways to communicate to
both the teachers and pupils most of the time. Inclusion and listening received ratings of 4.39
(SD = .56) and 4.18 (SD = .51) respectively.
The head teachers' overall level of VBL practiced as perceived by the preschool teachers
was 4.19 (SD = .33), meaning the head teachers practiced value-based leadership most of the
time, as indicated on the scale of the tool used in the study. This finding is similar to that of
Van Niekerk and Botha (2017) in their research paper on VBL. They found that nine school
head teachers said they practiced VBL most of the time through values such as "[i]nclusivity,
integrity, equity, loyalty, consistency, trust, Ubuntu, Christianity, cooperation, professionalism,
accountability, kindness and democracy" (Van Niekerk & Botha, 2017, p. 138).
Results of the Assessment of Teachers VBL Questionnaires
The mean scores of all the indicators per case (school) were entered into SPSS 25 to produce
descriptive statistics for teacher's VBL (X2). Table 9 shows the level of the teachers' VBL as
perceived by the 48 head teachers. The levels of VBL were interpreted as shown in Table 9.
Table 9
The Level of the Teachers' VBL
TI
TV
TT
TL
TR
TCT
TIN
Teacher’s VBL (X2)

N
48
48
48
48
48
48
48
48

Minimum
3.0
3.5
2.7
2.0
2.0
2.5
3.0
3.1

Maximum
5.0
5.0
5.0
5.0
5.0
5.0
5.0
5.0

M
4.17
4.18
4.48
3.96
4.01
3.96
3.87
4.07

SD
.67
.68
.79
1.11
.93
.88
.66
.66

Source. Research Data (Sambu, 2020, p.112)
Note. The indicators of the teachers’ value-based leadership are abbreviated as: TI-Teachers’ Integrity, TV-Teachers’ Vision, TT-Teachers’
Trust, TL-Teachers’ Listening, TR-Teachers’ Respect, TCT-Teachers’ Clear Thinking, and TIN-Teachers’ Inclusion.

The head teachers ranked the teachers' trust at 4.48 (SD = .79). The vision and integrity of
the teachers were ranked second and third, at 4.18 (SD = .68) and 4.17 (SD = .67), respectively.
The high rating (according to the interpretation scale) indicates that preschool teachers were
trusted most of the time because of their integrity, their willingness to serve, and the hope they
stimulated in pupils, as reflected by the specific questions in the VBL tool. At the other end,
inclusion, clear thinking, listening, and respect were perceived at moderately high levels, of
3.87 (SD = .66), 3.96 (SD = .88), 3.96 (SD = 1.11), and 4.01 (SD = .93) respectively. These
scores indicate that the teachers listened to the pupils, encouraged dissenting opinions among
their closest advisers, shared information, and fostered a sense of community with the pupils.
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The overall rating of 4.07 (SD = .66), interpreted as 'high' on the interpretation scale, showed
that teachers practice VBL' most of the time' (as indicated by the rating scale used) at a lower
level when compared to that of the head teachers. This result is consistent with that of Mansor
et al. (2018). The purpose of their study was to identify the influence of ethical leadership
practices in school principals on teachers' work engagement dimensions as perceived by
teachers in two distinguished high-performing secondary schools in a district in Malaysia. The
principals of both schools had moderately high to high ethical leadership practices, while
teachers in both schools displayed moderately high to high work engagement. Mansor et al.
(2018) inferred from the results that the principals of high-performing schools have traces of
ethical leadership practices in their leadership style that promote teacher work engagement.
Consistency in the Practice of VBL
Even though the mean scores of 4.19 (SD = .33) and 4.07 (SD = .66) suggest that both head
teachers and teachers respectively practiced VBL most of the time, as interpreted from the scale
of the VBL tool used, how consistent was the practice in the two ranks? Were teachers
practicing VBL at the same level as the head teachers in all seven indicators? To answer these
questions, a statistical test for consistency was performed. The consistency was confirmed
through Spearman's rho (rs) correlation coefficients, which utilized pairs (X1, X2) of the seven
indicators of VBL with data coming from the 48 participants (see Table 10).
Table 10
The Spearman's Rho Correlation Coefficients for VBL (X1, X2)

rho

HTI

HTV

HTT

HTL

HTR

HTCT

HTIN

Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N
Correlation coefficient
Sig. (two-tailed)
N

TI
.710*
.000
48
.344*
.017
48
.418**
.003
48
.395**
.005
48
.510**
.000
48
.503**
.000
48
.884**
.000
48

TV
-.243
.095
48
.000
1.000
48
.831**
.000
48
.262
.072
48
.547**
.000
48
.632**
.000
48
-.250
.087
48

TT
.258
.076
48
-.574**
.000
48
.777**
.000
48
-.234
.109
48
.906**
.000
48
.224
.127
48
.000
1.000
48

TL
.346*
.016
48
.256
.078
48
.668**
.000
48
.733**
.000
48
.709**
.000
48
.900**
.000
48
.632**
.000
48

TR
.067
.653
48
-.178
.227
48
.926**
.000
48
.121
.413
48
.760**
.000
48
.577**
.000
48
.000
1.000
48

TCT
.067
.653
48
-.415**
.003
48
.494**
.000
48
.121
.413
48
.760**
.000
48
.346*
.016
48
.000
1.000
48

TIN
.775**
.000
48
.517**
.000
48
.352*
.014
48
.622**
.000
48
.510**
.000
48
.645**
.000
48
.898**
.000
48

**

Correlation is significant at the .05 level (two-tailed), *Correlation is significant at the .05 level (two-tailed).
Source. Research Data (Sambu, 2020, p.115)

Consistency in the practice of VBL is confirmed when a strong correlation (rs > .7) and a
significant value (p < .001) are obtained (Yue et al., 2002). The Spearman’s correlation
coefficients from SPSS exhibited strong, positive correlations between X1 and X2, showing
consistency in the practice of VBL through integrity (rs = .71, p < .001), trust (rs = .78, p <
.001), listening (rs = .73, p < .001), respect (rs = .76, p < .001), and inclusion (rs = .90, p < .001).
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The results are consistent with previous research findings, where strong, positive relationships
between authentic leaders and authentic followers based on organisational outcomes were
found (Avolio & Gardner, 2005; Brown & Treviño, 2006; Luthans & Avolio, 2003; May et al.,
2003).
There were inconsistencies in the practice of VBL in vision (rs = .000, p > .001) and clear
thinking (rs = .35, p > .001). The inconsistencies in vision and clear thinking could stem from
the head teachers' failure to communicate the vision to the teachers. Previous studies support
this assertion by the researchers; for instance, Dean (2008) said that a value-based head teacher
has to create a vision and inspire teachers to make that vision a reality. In addition, values-based
head teachers create followers by enabling them to see clearly and achieve effectively, which
they hold dear (O'Toole, 2008).
The Relationship Between Head Teachers' VBL and Teachers' VBL
The following research hypothesis was tested to find the relationship between the dependent
and the independent variable as shown in the conceptual framework (see Figure 2).
H01: There is no relationship between the teachers' VBL and the head teachers' VBL.
The decision to reject or accept the null hypothesis was made utilizing the sample paired ttest and simple regression analysis. Among the statistics displayed in the analysis, outputs are
the path coefficients (β 12), which show how two variables behave when all other factors are
held constant, the correlation coefficient (r), which measures the strength of the relationship
between two variables, and the p and t values, which indicate the level of a significant
relationship between two variables (Creswell, 2014; Kothari, 2004). At the 5% level of
significance, the null hypothesis is rejected when Tcalculated < Ttable, = 1.97, or when the p-value
< α = .05 (Creswell, 2014; Kothari, 2004).
The results from the t-test showed a positive and significant relationship between the
teachers’ VBL and the head teachers’ VBL (β = .79, t(44) = 8.61, p < .05) (see Table 11). Based
on the results, the null hypothesis was rejected, and the alternative hypothesis ‒ HA1: A
significant relationship between the teachers' VBL and the head teachers' VBL ‒ was accepted.
Table 11
The Summary of Regression Model Statistics
Path variables

Path coefficients

r

p

t

X1 and X2

β 12 = .79

.60

.000

8.61

Source. Research Data (Sambu, 2020, p. 130)

To understand this relationship, interviews with eight purposely selected participants
comprising head teachers and preschool teachers were scheduled. Participants were asked to
describe what value-based leadership meant to them using their own words and experiences.
The responses to the question asked aided the researchers in understanding the relationship
between variables and getting the best answers to the research question as per the pragmatic
philosophy. The descriptions assisted in understanding the inconsistencies in the practice of
VBL in vision (rs = .000, p > .001), and in clear thinking (rs = .35, p > .001).
Findings from the Interviews
The data generated from the eight participants were subjected to the Attride-Stirling (2001)
five-step process to generate themes using Miner Lite v. 2.0.6. The themes extracted from Miner
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Lite were organized using Word SmartArt, following the Attride-Stirling (2001) web-like
thematic network.
The primary themes emerged directly from the research data, but the organizing themes were
either direct or indirect, depending on the interpretation given by the researchers. Braun and
Clarke (2006, p. 80) say that 'themes emerging' can be misunderstood to mean that they 'reside'
in the data, and if we scrutinize keenly, they will 'emerge,' like Venus on the half shell. Braun
and Clarke further argue that if themes 'reside' somewhere, they dwell in our minds from our
thinking about our data and generating relationships as we draw and interpret their meanings.
For the research question "What do you understand by value-based leadership," all the
organizing themes 'emerged' from the research data, except 'capacity building,' which emerged
from the mind of the researchers (Braun & Clarke, 2006) (see Figure 4).
Teachers differed in their perspectives of VBL, as illustrated in Figure 4. The themes that
came up summarised the meaning of VBL as leading through values and qualities, leadership
that one sees, leading by example, helping people grow and adding value to what they do, and
doing what one is supposed to do by observing professional ethics.

Figure 4. Teachers' perspectives of VBL
Source. Research Data (Sambu, 2020, p.142)

Leading through values was the most popular perspective of VBL and was described by the
head teachers. The head teachers narrated these values with ease, possibly because they were
practicing them in their workplace or had undergone some training on VBL, and the
perspectives were still fresh in their minds. Some of the values communicated include respect,
trust, inclusion (understanding and compassion), and integrity (morals and good behavior),
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which resonate well with the indicators of VBL (Garg & Krishnan, 2003). When leaders possess
these values, they do not think twice while acting or making decisions because they guide them
to make the right decisions and assume a significant leadership role (Vilma, 2018). In addition,
the research on the values of school principals reveals that values serve as their compass and
grant meaning to their everyday activities (Abu-Hussain & Essawi, 2014).
Other studies have demonstrated that values direct people's character as individuals or
collectively (as an organization, community, or nation) (Cubukcu, 2014; Turkkahraman, 2014).
While positive values, such as friendship, trust, and creativity, help us to socialize with others
and make a positive contribution to society (James, 2014), possibly restricting or potentially
limiting values, blame, bureaucracy and status-seeking, on the other hand, do just the opposite
(Vilma, 2018).
The second perspective of value-based leadership was also by the head teachers as "helping
people grow and adding value to what they do', as explained by HT1. The researchers interpreted
this to mean 'capacity building.' The purpose of leadership is to enhance other individuals, and
the accurate measure of leadership is influence. Therefore, a value-based leader needs to
influence the frame of mind or conduct (Reese, 2017). Educational leaders should not lead the
organization based upon giving and take principles but instead based on the leader's personality
and characteristics and their ability to generate change and serve as an excellent example for
those being led (Su-Tuan, 2011). Borrowing from this literature, a value-based head teacher
must add value to what teachers do through activities. Leadership qualities must be conveyed
by activities, generally in how the activities are led daily, and less in words verbally expressed
or composed (Heathfield, 2018) because action speaks louder than words.
Value-based leadership was also perceived as 'leadership that one sees.' The teachers gave
this version because they observe what their head teachers do daily. They see how their head
teachers make decisions, react to teachers who are not up to standard in performing their duties,
and even go out of their way to be creative in managing their leadership roles in the school. For
example, one of the participants reported how the headteacher reacted when she used innovation
in teaching her physical education lesson.
For example, last week, I came to school wearing tracksuits because they are
comfortable as they enable me to take pupils to the playground. I tried involving the
parents to buy the same tracksuits for the pupils, but the administration took it negatively
(T3).
A value-based head teacher should be respectful (when guiding the non-performing
teachers) and inclusive (when accommodating the reactive and performing teachers). From a
morals and values standpoint, head teachers influence, create and strengthen individuals, team,
and school values (Northouse, 2015).
Although value-based leadership was perceived as 'ethics and professionalism,' this
perspective can be incorporated in 'capacity building,' which seems to be the overall organizing
theme. There was something similar in how T1 presented her perspective of VBL compared
with that of HT1 (paired participants for case 1). For T1, the meaning of VBL was described in
detail:
Value-based leadership is a lot to do with ethics and professionalism. I think you should
come and do what you are supposed to do. The main goal for me is the child; how they
are developing at every point, I must master each child. And for me, that is just value60
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based leadership because for you to achieve, it shows if you give your full dedication to
what you are actually here for, and not dwell on things which are not necessary for you
at that particular point, I think you will have a perfect leadership (T1).
On the headteacher's part, VBL meant:
It is twofold. We help the people under us add value to what they are doing by using the
correct material. I would also look at it this way, allowing them to grow so that they go
through some form of training that will positively impact their children as they learn or
impart knowledge. That is how I understand VBL (HT1).
This was a single case that depicted consistency in the practice of VBL in the two ranks of
teachers. Consistency in the practice of VBL in the two ranks was found earlier, in the
quantitative phase, in the indicators of trust, integrity, listening, respect, and inclusion (rs > .7,
p < .001). The narratives in case 1, as explained above by T1 and HT1, are a confirmation of
consistency in the practice of VBL within the two ranks of teachers.
Integrated Findings
Integration is the explicit combination of quantitative and qualitative findings in mixedmethods research (Creswell & Plano Clark, 2011). In the explanatory sequential design adopted
for this research, interview questions were used to follow up the inquiries that arose from the
first phase results (Creswell, 2015). An interview question display (IQD) links the initial
quantitative results with the follow-up qualitative findings to explain what was not understood
in the initial results (Guetterman, Creswell, & Kuckartz, 2015). Furthermore, the information
presented in the quantitative area depended on the researchers' selection of what data need
further explanation (Guetterman et al., 2015). Therefore, this research utilized an IQD matrix
to explain the results and findings. The results from the first phase and the findings of the second
phase indicated convergence (see Table 12).
The assessment of VBL among head teachers and preschool teachers revealed a general
consistency in practice. At the 5% level of significance the t-test results established a positive
and significant relationship between teachers’ VBL and head teachers’ VBL (β = .79, t(47) =
8.61, p < .05.
Table 12
The Relationship of VBL at The Two Ranks of Teachers
Research Question
What is the relationship between the VBL of the head teachers and preschool teachers in Kajiado North?
Associated Survey
Associated
Data Convergence
Quantitative Data
Qualitative Data Examples
Theme
Qualitative Code
label
Strong and
Value-based leadership has a lot to do
consistent practice
The head teachers’
with ethics and professionalism. I think
of VBL exists
VBL significantly
you should come and do what you are
between head
predicts teachers’
supposed to do. (T1), the same view as
Professional ethics
Confirmed
teachers and
VBL (β = .79, t (47) =
… we help the people under us add
teachers in Kajiado
8.61, p < .05. r = .60
value to what they are doing by using
North.
the correct material … (HT1)
Source. Research Data (Sambu, 2020, p. 165)

Consistent Practice of VBL Across Teachers Ranks and its Implications for Schooling
The practice of VBL in the two ranks of teachers showed consistency in integrity, respect,
listening, trust, and inclusion but revealed inconsistencies in vision and clear thinking. A similar
study by Brewster and Railsback (2003) that investigated the characteristics of school heads
and school environment showed that, in schools where trust, cooperation, and the quality of the
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relationship between teachers are strong, students feel confident, safe, see their teachers as more
caring, and achieve more in terms of learning outcomes. In contrast, in schools where test scores
are declining, teachers are bound to say that they do not trust each other (Brewster & Railsback,
2003).
Further, Youngs (2007, p. 104) explains that "[t]rust develops when school leaders support
teachers' work consistently and share responsibility for decisions related to curriculum, hiring,
and professional development." This is consistent with what was found in other studies
(Goldring & Rallis, 1993; Louis, Kruse, & Marks, 1996; Spillane, Halverson, & Diamond,
2001).
The other significant indicators that portrayed the consistent practice of VBL by both the
teachers and head teachers were integrity, listening, respect and inclusion. It is the consistent
practice of VBL that makes the school succeed in all spheres. Some researchers have found that
a successful head of school is an exceptional, instructive leader in offering support to teachers
and adequately realizing leadership procedures. Such a head gives educational help to the
teachers. It offers them, professional models, such as showing teachers how to make schemes
of work and lesson plans using best practices and motivating them to improve their work (AbuHussain & Essawi, 2014).
Also, consistency in the practice of VBL, primarily through integrity, trust, and respect,
creates an open organizational atmosphere and yields excellent outcomes regarding teacher
conduct. It improves teachers' organizational behavior, expands their devotion, and raises their
teaching degree (Sergiovanni, 1990). The results are consistent with previous research, in which
strong positive relationships between authentic leaders and authentic followers were found to
create excellent organizational outcomes (Avolio & Gardner, 2005; Brown & Treviño, 2006;
Luthans & Avolio, 2003; May et al., 2003).
In contrast to the consistency in the practice of VBL to integrity, trust, listening, respect, and
inclusion, the other two indicators that failed in the consistency test, that is vision (rs = .000, p
> .001) and clear thinking (rs = .35, p > .001). While the head teachers rated the preschool
teachers' vision at a very high level of 4.18 (SD = .681), the preschool teachers rated the head
teachers' vision at a lower value of 3.91(SD = .44). A value-based leader concerning this
indicator expects to build a vision and find ways of communicating it to the followers. The low
rating by teachers is a clear indication that the head teachers did not communicate the school's
vision.
In terms of clear thinking, preschool teachers rated their head teachers at a higher level, of
4.27 (SD = .65), while the head teachers gave a lower rating to the teachers, of 3.96 (SD = .88).
This means that, from the preschool teachers' perspectives, their leaders had a vision, were clear
in their thoughts about their own beliefs, human nature, the role of the school, the measurement
of performance, and so on, but failed to communicate the same to the teachers. This finding
implies that school leaders should communicate the school's vision transparently and support
teachers in implementing it.
Conclusion
This research examined the relationship between the VBL of head teachers and the VBL of
preschool teachers in Kajiado North. The results showed a positive relationship in the practice
of VBL across teachers' ranks. There was consistency in the practice of VBL through integrity,
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respect, trust, inclusion, and listening, but inconsistencies were found in vision and clear
thinking. Consistency in implementing VLB by teachers is critical in the classroom because it
creates a consistent environment in which meaningful learning of values may occur. According
to the study, head teachers should be taught VBL qualities, particularly communication skills,
in order to help them deliver on their vision and clear thinking. In addition, future studies should
be carried out in different locations to validate the results.
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