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Abstract

This study examines the influence of transparent and ethical leadership as core organizational values on employee
productivity within Nigeria’s primary healthcare system. Drawing on a quantitative research design, data were
collected from 372 healthcare professionals across 12 Nigerian states and analyzed using Ordinary Least Squares
(OLS) regression. The results reveal a significant positive relationship between leadership transparency, integrity, and
employee performance, with a high R-squared value indicating that leadership behaviors explain a substantial portion
of the variation in workforce productivity. These findings corroborate prior research emphasizing the critical role of
core values in shaping employee engagement and organizational outcomes. By contextualizing these leadership
attributes within Nigeria’'s resource-constrained primary healthcare environment, the study underscores the
importance of ethical leadership in fostering resilience and improving service delivery efficiency. The paper
recommends integrating transparency and integrity into leadership development programs and organizational policies
to strengthen employee commitment and enhance healthcare outcomes. The study contributes to the growing body
of knowledge on leadership and productivity by providing empirical evidence specific to the Nigerian healthcare
sector.

Keywords: employee productivity, healthcare sector, leadership, organization core value
Cite as: Adaiwo, V. L. (2024). The Role of Transparent and Ethical Leadership as Core Organizational Values in
Enhancing Employee Performance. Applied Journal of Economics, Management, and Social Sciences, 5(4), 54-63

1. Introduction

In  primary healthcare systems, particularly in enhancing overall performance, particularly in high-
developing nations, the role of leadership extends stress, resource-constrained healthcare environments.
beyond mere managerial functions; it is deeply rooted in
shaping the ethical and operational framework that
governs employee behavior and productivity.
Transparent and ethical leadership—anchored as core
organizational values—plays a crucial role in fostering a
workplace environment where trust, accountability, and
professional excellence are upheld. These leadership
attributes are pivotal in guiding employee actions,
influencing their levels of job commitment, and

Previous studies, such as Franco et al. (2002), have
highlighted the importance of clearly defined
organizational values in aligning employee efforts with
institutional goals, thereby boosting morale and job
satisfaction. This is especially vital in healthcare
settings, where workers often face immense pressures,
including high patient loads, limited medical supplies,
and complex ethical dilemmas (Aslaw et al., 2022). In
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such environments, transparent leadership
characterized by honesty, ethical behavior, open
communication, and consistency provides a moral
compass, enabling healthcare staff to navigate
challenges while maintaining high standards of care.

A leadership approach grounded in transparency and
integrity fosters a culture of openness and ethical
responsibility, which, in turn, strengthens interpersonal
trust among employees and between staff and patients.
According to Bhatnagar (2014), when leaders model
ethical behavior and clear communication, it
encourages employees to emulate these standards,
leading to a cohesive and motivated workforce.
Dieleman and Harnmeijer (2006) further argue that
such leadership practices promote patient-centered
care, reduce conflicts, and improve adherence to
institutional policies—all of which contribute to
enhanced job performance and patient satisfaction.

However, despite the acknowledged importance of
leadership integrity, the Nigerian primary healthcare
system continues to grapple with issues of poor
employee performance, absenteeism, and low
commitment levels. Recent findings by Agwu et al.
(2023) reveal that many primary healthcare workers in
Nigeria operate under difficult conditions marked by
insufficient incentives, weak leadership support, and
poor career development structures, all of which
undermine workforce productivity. Oleribe (2022)
similarly points to systemic challenges such as salary
delays, lack of recognition, and limited professional
growth opportunities as factors contributing to workforce
disengagement.  While the broader literature
underscores the correlation between organizational
culture and employee performance (Fitzgerald &
Desjardins, 2004), there is a research gap in
understanding how the specific values of transparent
and ethical leadership influence productivity within
healthcare settings, particularly in Sub-Saharan Africa.
There is also limited empirical focus on how employees'
perception of these leadership values affects their
commitment, motivation, and job performance in a
context marked by systemic inefficiencies.

This study addresses this gap by investigating the role
of leadership transparency and integrity—
conceptualized as core organizational values—in
enhancing employee productivity within Nigeria’'s
primary healthcare sector. Through this inquiry, the
research aims to provide actionable insights on how
healthcare leaders can embed ethical practices and
transparent communication in organizational culture to
improve workforce engagement and service delivery.
The structure of this article is as follows: Section 2

reviews the existing literature on leadership
transparency, ethical leadership, and employee
productivity; Section 3 outlines the research

methodology, detailing the design, data collection
methods, and analytical tools used. Section 4 discusses
the results, analyzing key findings in the context of
Nigerian primary healthcare challenges. Finally, Section
5 concludes the study, summarizing the contributions,
practical implications, limitations, and recommendations
for leadership practices aimed at boosting employee
performance.

Il. Literature Review

This section provides a review of literature as it relates
to organizational core value and employee commitment
and performance.

2.1 Organizational core value and employee
commitment — theoretical background

The influence of organizational culture on employee
productivity has been widely explored through various
theoretical perspectives, each of which contributes to a
more nuanced understanding of how cultural elements
shape work behaviors, motivation, and performance
outcomes. Edgar Schein’s foundational Model of
Organizational Culture (1990), for instance, presents
organizational culture as a multi-layered construct
involving visible artifacts, espoused values, and
underlying assumptions. This layered structure
highlights that while certain elements of culture, such as
workplace norms or dress codes, are easily observable,
deeper values and shared assumptions drive
employees’ behaviors more profoundly. Schein's model
emphasizes the importance of alignment between these
cultural layers and the organization’s mission,
suggesting that congruence fosters commitment and
enhances productivity.

Similarly, Hofstede’s Cultural Dimensions Theory
(1980) offers insights into how specific cultural traits,
such as power distance, individualism, and uncertainty
avoidance, vary across national and organizational
contexts, impacting how employees engage with their
work and interact with colleagues. Hofstede’s work has
shown that cultures with high levels of collectivism and
low power distance are more likely to foster
collaborative and supportive work environments, where
employees feel valued and empowered. This alignment
with team-oriented values can directly enhance
productivity by reducing conflicts and promoting
cooperative work. Moreover, organizations that
incorporate a low uncertainty-avoidance culture tend to
foster innovation and flexibility, enabling employees to
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adapt more easily to change and challenges, which is
essential for productivity, especially in dynamic
industries (Hofstede, 2001).

Additionally, the Competing Values Framework (CVF),
developed by Cameron and Quinn (1999), integrates
these cultural insights into a model that categorizes
organizational cultures based on four primary values:
clan, adhocracy, market, and hierarchy. Each of these
culture types presents different mechanisms for
enhancing productivity. For example, clan cultures,
characterized by collaboration and employee
involvement, support a high level of engagement and
trust, which has been shown to correlate with higher
productivity and job satisfaction (Cameron & Quinn,
2011). Adhocracy cultures, which emphasize innovation
and adaptability, foster environments where employees
are encouraged to take risks and propose creative
solutions, which can enhance productivity by enabling
responsiveness to change and the development of
innovative practices.

Synthesizing these perspectives, it becomes clear that
a strong and well-defined organizational culture not only
shapes employee attitudes and behaviors but also
aligns them with strategic goals, leading to increased
productivity. Schneider, Ehrhart, and Macey (2013)
found that employees are more productive when they
perceive an alignment between their own values and
those of the organization, as they are more likely to
engage in behaviors that contribute to both their
individual and collective success. In summary, the
theories of Schein, Hofstede, and the CVF collectively
suggest that a productive organizational culture is one
that balances stability with flexibility, aligns deeply held
values with organizational objectives, and promotes a
supportive environment where employees can thrive
and contribute to organizational success.

Human Value Theory

The Human Value theory propounded by Schwartz
(1992) further provides explanation to fundamental
human values and the dynamic connections
performance. The proposition of the theory is anchored
on two bipolar dimensions with the argument that
values are products of universal human needs. The first
dimension is the proposition of self-transcendence
versus self-promotion. The argument here is that other
people’s welfare is in contradiction with the welfare of
oneself. Hence, values are created bearing in mind that
people’s welfare differ and should be created to align
with basic needs of humans. The second dimension is
the proposition of openness to change versus

conservation. The argument here is that dependence of
thought, actions and feelings is in contradiction with the
preservation of the status-quo (Schwartz, 1992).
Generally, the theory argues that human basic needs
are products of self-direction, stimulation, hedonism,
achievement, power, conformity, tradition, benevolence
and universalism (Schwartz, 1992).

Across primary healthcare facilities in Nigeria,
Schwartz (1992)’s value proposition can be applied to
diverse range of care delivery, policy formulation and
primary healthcare initiatives. For example, the values
of benevolence advocate the relevance of providing
care to people and members of communities. According
to Omoleke and Taleat (2017), primary healthcare
system in Nigeria targets community initiatives that can
improve the health conditions of vulnerable people
across local areas of residence. The need for such core
value is often reflected in programs such as maternal
and child healthcare initiatives, immunization and
diseases prevention and control in rural areas. Also,
Schwartz (1992) proposes universalism where it was
argued that value of people’s welfare must be anchored
on thoughtfulness, gratitude, tolerance and protection of
their rights. The Nigerian primary healthcare system
advocates that healthcare service delivery must be
made available for all without any form of restriction
irrespective of difference in socioeconomic class, ethnic
background and geographic locality. This explains the
formulation of different primary healthcare policies to
ensure quality primary healthcare services are equitably
rendered to everyone thereby reducing disparities
(Abiola, 2024).

The literature examining the relationship between
organizational culture and employee productivity has
provided valuable insights but remains limited in scope
and specificity, especially when applied to diverse
sectors and contexts. Initial works, such as Fitzgerald
and Desjardins  (2004), provide foundational
perspectives by highlighting the positive correlation
between organizational values and performance
outcomes. However, these studies often generalize
findings across broad industry sectors, without focusing
on unique cultural and structural contexts such as
healthcare or education, where organizational culture
may have a distinct impact on productivity due to the
specific nature of the work. For instance, healthcare
requires high levels of collaboration and compassion
among employees to ensure patient-centered care,
which may differ from the cultural requirements of a
corporate or manufacturing environment.
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2.2 Empirical Review

The work of James et al. (2010) provided the first
empirical evidence on core values and its relevance on
the productivity of employees within healthcare using
data from Labore to establish significant positive
relationship between core values and employees’
performance in hospitals. Ozibo (2020) argues that
core values are the bedrock upon which cultural
inclinations of organizations are anchored; as such
directly influences employees’ productivity, engagement
and satisfaction. The ability to prioritize core values and
integrate its elements into day-to-day operations of
organizations makes employees have a stronger sense
of purpose and belonging. That s, aligning
organizational core values with those of employees
enhances employees’  satisfaction  with  work
environment, productivity and reduced rate of staff
turnover.

Connecting James et al. (2010)’s findings to primary
healthcare service delivery in Nigeria, it is factual that
strong organizational core values have significant
improvement on the performance of employees. Such
improvements are discernible with quality and efficient
services that are rendered to patients which ultimately
result in improved health outcome. However, Jeng et
al. (2015) argues that for organizational core values to
improve employees’ productivity and performance,
there must be effective and consistent implementation
of necessary core values in hospitals before tangible
results can be recorded.

In a quest to establish if workplace values adopted by
employees have influence on their performance and by
extension profitability, Dorkenoo et al. (2022)
employed qualitative research design to reveal that
values have a strong influence on both attitude and
behavior which are guiding framework to employees on
how best to behave in organizations. Organizational
core values imbibed by employees shape their
behaviours and how they execute their job roles; as
such, it also reveals how passionate and satisfied they
are with the work environment. By implication, core
values orchestrate heightened level of satisfaction,
team dynamism and synergy among employees.

Hence, core values built around inspiring employees to
give their best in terms of creativity and innovation
significantly promote employees’ professional growth,
organizational productivity and profitability. Though, the
study employed qualitative data not in the context of the
primary healthcare services, its findings are still

insightful lens that reveals the relevance of
organizational core values to service delivery in primary
healthcare in Nigeria.

In addition to the relevance of organizational core
values to performance of employees, Charlotta and
Nathalie (2013) used qualitative data from H and M in
Shanghai to explore impact of core values on
employees’ actions. The study used semi-structured
questionnaire through descriptive survey design to
collect data and analysed same by adopting regression
model. It was revealed that there is a strong positive
correlation between organizational core values and
everyday activities of employees. This shows that
similarities exist in the findings of Dorkenoo et al.
(2022) and Charlotta and Nathalie (2013) since the
studies established that employees’ day to day activities
are influenced and shaped by the nature of values of
their organization they assimilated.

While exploring how effective employees’ work values
and national management are on corporate
performance, Jerry et al. (2015) employed data from
Chinese and Taiwan construction organizations to
establish positive relationship. In the same vein,
Chinwuba (2008) used data from Nigerian companies
to establish significant positive relationship exists
between share organizational values among employees
and productivity. The implication of these findings is that
organizational practices built around consistent shared
mission, involvement and shared values among
employees orchestrate profitability, productivity and
market share. Hence, corporate culture and practice
largely enhance organizational effectiveness through
employees’ team effort.

The Nigeria primary healthcare units need effectiveness
and efficiency which is partly possible with adhering to
core values of the organization across the country.
Ghasi, Onyejiaku and Nkwonta (2018) adopted cross-
sectional design to investigate the level of impact of
organizational culture and values on the performance
level of employees in some selected hospitals in Enugu,
Nigeria and the study revealed similar findings with the
previously reviewed studies. It was revealed that culture
and core values in the hospitals selected for the study
have a strong and significant positive impact on
healthcare workers’ performance; as such, it was
recommended that culture and core values should be
built around positive work environment in these
hospitals to enable workers perform optimally.

Taha, Sirkova and Ferencova (2016) while making
effort to investigate the relationship between
organizational culture and creativity and innovation
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employed data from Slovak organizations to reveal that
strong positive relationship exists between
organizational culture and values and creative
innovation. The explanation of the study’s findings is
that any organization that places emphasis on the
relevance of creativity and innovation often provides
support, resources, and freedom for employees to think
outside the box and come up with trailblazing ideas.
Such organization creates a work environment where
employees synergize and collaborate with each other
across departments while experimenting with new
approaches and technologies. The ability of
organisations to create environment and workplace
culture anchor innovation and creativity not only make
employees professionally competent but makes the
organization competitively advantaged. As such, culture
of innovation is a catalyst for unprecedented growth and
positions organisations as leaders in their respective
industries. It will also make employees satisfied with
their jobs and Bagheri et al. (2021) reveals in his study
that job satisfaction has positive influence on the
performance of employees.

Sabuhari, Jabid, Rajak and Soleman (2021)
examined the direct effect of human resource flexibility,
organizational culture adaptation and job satisfaction on
the performance of employees using data from 153
sample respondents. The study used the software of
Smart PLS 3.0 to analyse gathered data where the
method of data analysis was structural equation
modeling and Partial Least Square estimation
procedure. Result from the study showed that human
resource flexibility and employees’ job satisfaction have
statistically ~ significant impact on  employees’
performance while organizational cultural adaptation
has statistically insignificant impact on the performance
of employees. The implication of the statistical
insignificant impact of organizational cultural adaptation
on performance of employees is that changes made to
the culture of the organisations sampled in the study
were not seen in the performance of employees. This
could be due to poor attitude of some employees who
resist change especially creative, innovative and
technological changes that they are not comfortable
with.

3. Methodology

This study adopts a quantitative research methodology,
utilizing a survey design to systematically investigate
the influence of transparent and ethical leadership as
core organizational values on employee performance
within Nigeria’'s primary healthcare system. The
guantitative approach allows for objective measurement
of variables, providing a robust basis for statistical

analysis and ensuring the validity and reliability of the
results. Following Saunders et al. (2018)'s research
onion model, the study employs a positive philosophy,
which emphasizes measurable, observable phenomena
and utilizes structured instruments to collect empirical
data.

Population and Sample

The study's population comprises healthcare
professionals working across primary healthcare
facilities in Nigeria, including doctors, nurses, midwives,
administrative  staff, community health extension
workers, and other allied healthcare personnel.
According to WHO (2022), Nigeria’s health workforce
consists of approximately 940,000 professionals, with
37% being nurses and midwives, 9% medical doctors,
10% laboratory workers, 14% community health
workers, 14% other healthcare workers, and 12%
administrative/support staff. Given the diverse nature of
this workforce, the study focuses specifically on those
directly engaged in healthcare service delivery at the
primary care level.

Sampling Procedure and Sample Size

Considering the large population size, Taro Yamane's
formula was employed to determine an appropriate
sample size with a 5% margin of error: Thus, the
sample size was determined to be 400 respondents.
Purposive sampling was adopted to select participants
with sound knowledge of organizational leadership
values, specifically targeting leadership staff, top
management, and healthcare professionals across
various Nigerian primary healthcare centers. Data were
collected from 12 purposively selected states across
Nigeria's six geopolitical zones to ensure regional
representation.

Instrumentation

Data were gathered using a structured questionnaire
comprising closed-ended items based on a 5-point
Likert scale ranging from "Strongly Agree" to "Strongly
Disagree." The questionnaire covered key constructs
related to transparent leadership, ethical behavior,
communication clarity, employee commitment, and job
performance.

Operationalization of Variables

The primary dependent variable is Employee
Performance (EMP), measured by indicators such as
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efficiency, job satisfaction, patient outcomes, and
commitment levels.

Independent variables include:

1. Leadership Transparency (LT) — assessed
through clarity of communication, leadership
openness, and fairness.

2. Leadership Integrity (LI) — evaluated through
adherence to ethical standards, accountability,
and consistency.

The relationship between these variables was

conceptualized as follows:

EMP = (LT, LI)

In explicit regression form:

EMPt =B, + B4LTt + B,LIt +et (1)
Where:

EMP = Employee Performance, LT = Leadership
Transparency, LI = Leadership Integrity, 8, = Intercept,
B1, B2 = Coefficients of explanatory variables, €t = Error
term

Data Analysis

Descriptive statistics (mean, standard deviation) were
used to summarize demographic characteristics and
general response trends. Multiple regression analysis
was employed to evaluate the influence of the
independent variables on employee performance,
allowing for identification of the strength, direction, and
significance of the relationships. The statistical software
SPSS version 23.0 was used for all analyses. A
significant level of 5% (p < 0.05) was adopted to test
hypotheses.

Validity and Reliability

To ensure content validity, the questionnaire was
reviewed by academic experts and healthcare
practitioners. A pilot test was conducted with 30
respondents outside the primary sample, and
Cronbach’s alpha was calculated to assess internal
consistency, with acceptable thresholds set at a = 0.70.

Ethical Considerations

The study adheres to ethical research guidelines to
ensure voluntary participation, confidentiality, and
informed consent. Respondents are provided with
detailed information about the study’s objectives, and
participation is strictly voluntary. Anonymity is
guaranteed by ensuring that no personal identifiers are
included in the data collection process. Ethical approval
is sought from the relevant institutional review board
(IRB) to ensure compliance with ethical research
standards in healthcare settings (Resnik, 2020).

IV. Result and Discussion

This section presents and discusses the results,
beginning with the demographic characteristics of the
respondents. A total of 400 structured questionnaires
were distributed to purposively selected participants
across 12 states and the Federal Capital Territory,
covering key stakeholders within the Nigerian primary
healthcare sector. Out of the 400 questionnaires
administered, 372 were duly completed and retrieved,
representing a high response rate of 93%. This robust
return rate enhances the reliability and validity of the
data, providing a strong foundation for subsequent
analysis.

Out of the total 372 valid responses, 173 respondents
identified as male, accounting for 46.5% of the sample.
Female respondents constituted a slightly higher
proportion, with 199 participants, representing 53.5% of
the total. No respondents identified as "Others." This
gender distribution reflects a balanced yet slightly
female-dominant workforce composition within the
sampled primary healthcare centers, which aligns with
general trends in the healthcare sector, particularly in
nursing and community health roles.

The age distribution of respondents indicates a diverse
representation across different age groups. The
majority, 40.8%, fall within the 41-50 years age bracket
(152 respondents), followed by 21.2% (79 respondents)
aged 51 years and above. Additionally, 20.2% (75
respondents) are within the 31-40 years category, while
14.5% (54 respondents) are aged between 21-30 years.
A small proportion, 3.2% (12 respondents), is 20 years
and below. This distribution highlights a workforce
primarily composed of experienced healthcare
professionals, with a significant proportion possessing
years of practical expertise, which is essential in
ensuring quality healthcare delivery.



60 | Applied Journal of Economics, Management, and Social Sciences

Gender Male Female Others
Frequency 173 199 0
Percentage 46.5% 53.5% 0
Age 20 years & | 21-30 31-40 years 41-50 years 51 years &
below years above
Frequency 12 54 75 152 79
Percentage 3.2% 14.5% 20.2% 40.8% 21.2%
Education OND/NCE BSc MSc/MBA PhD
Frequency 108 132 102 30
Percentage 29.1% 35.5% 27.4% 8.1%
Job Role Doctor Nurse Pharmacist Laboratory Others
Scientist
Frequency 112 242 46 64 78
Percentage 20.7% 44.6% 8.5% 11.8% 14.4%
Type of Urban PHC Rural PHC
Facility
Frequency 254 288
Percentage 46.9% 53.1%

The educational background of the respondents reveals
a relatively high level of formal education. Specifically,
35.5% (132 respondents) possess a Bachelor's degree
(BSc), 29.1% (108 respondents) hold an Ordinary
National Diploma (OND) or Nigeria Certificate in
Education (NCE), while 27.4% (102 respondents) have
attained postgraduate qualifications such as MSc or
MBA degrees. A further 8.1% (30 respondents) reported
having a PhD. This indicates that the majority of
healthcare workers in primary healthcare facilities have
substantial academic training, which potentially
enhances their professional competence.

In terms of job roles, nurses make up the largest
proportion of respondents, with 44.6% (242
respondents). Doctors represent 20.7% (112
respondents), followed by laboratory scientists at 11.8%
(64 respondents), and pharmacists at 8.5% (46
respondents). The remaining 14.4% (78 respondents)
fall  under other healthcare roles, including
administrative and community health extension

workers. The predominance of nurses reflects the
critical role they play in primary healthcare service
delivery in Nigeria. Regarding the type of healthcare
facility, 53.1% (288 respondents) work in rural primary
healthcare centers, while 46.9% (254 respondents) are
based in urban centers. This near-even distribution
ensures that the study captures perspectives from both
rural and urban healthcare environments, offering a
comprehensive view of the primary healthcare
workforce across different geographical contexts.
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OLS Regression Results

Dep. Variable: EMP R-squared: 0.831
Model: oLS Adj. R-squared: 0.827
Method: Least Squares F-statistic: 203.3
Date: Wed, 12 Jun 2024 Prob (F-statistic): 1.43e-37
Time: 12:34:56 Log-Likelihood: -267.94
No. Observations: 372 AIC: 453.9
Df Residuals: 97 BIC: 489.7
Df  Model: 2
Covariance Type: nonrobust

coef std err P>t [0.025 0.975]
const 32.46 3.215 6.651 0.000 14.435 27.443
LT 0.5334 0.042 12.72 0.000 0.534 0.611
LI 0.4782 0.043 11.12 0.000 0.225 0.381
Omnibus: 0.082 Durbin-Watson: 1.913
Prob(Omnibus): 0.855 Jarque-Bera (JB): 0.327
Skew: 0.067 Prob(JB): 0.793
Kurtosis: 2.894 Cond. No. 234.

The result from the Ordinary Least Squares (OLS)
revealed that both leadership transparency (coefficient
= 0.5334, p < 0.000) and leadership integrity (coefficient
= 0.4782, p < 0.000) have a statistically significant and
positive impact on employee productivity. The high R-
squared value (0.831) indicates that approximately
83.1% of the variation in employee productivity is
explained by the model, signifying a strong explanatory
power. These findings are consistent with earlier studies
in literature. James et al. (2010) provided seminal
evidence that organizational core values, particularly
leadership behavior grounded in transparency and
integrity, play a critical role in improving employee
performance in healthcare settings. The strong positive
relationship identified in this study aligns with James et
al.’s conclusions, supporting the premise that ethical
leadership directly fosters higher levels of commitment
and job performance.

Ozibo (2020) emphasizes that core values such as
integrity and transparency form the foundation of an
organization’s culture, influencing employees’ sense of
purpose and engagement. The regression results
corroborate this viewpoint by showing that leadership

practices emphasizing clear communication and ethical
conduct significantly boost productivity in the Nigerian
primary healthcare context. Furthermore, Dorkenoo et
al. (2022) assert that organizational values shape
employee behavior, ensuring that workers operate
cohesively and are motivated to deliver superior
performance. The strong significance levels of
leadership variables in the current study reinforce this
argument, highlighting the pivotal role of transparent
and ethical leadership in shaping productive behaviors.

Similarly, the study findings are aligned with those of
Charlotta and Nathalie (2013), who revealed that core
values influence employees' daily actions and attitudes.
In healthcare environments where patient-centered care
and professional accountability are paramount,
leadership grounded in integrity and transparent
communication not only enhances individual job
satisfaction but also translates into improved
organizational outcomes. Additionally, the research by
Chinwuba (2008) and Jerry et al. (2015) demonstrated
that shared organizational values promote productivity
and profitability by fostering alignment between
employees’ beliefs and organizational goals. The
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significant coefficients in the current regression suggest
that when leaders in primary healthcare facilities
embody and communicate transparent and ethical
values, employees are more likely to align their
behavior with organizational objectives, leading to
improved healthcare service delivery.

While most literature reviewed underscores the positive
impact of organizational values on employee
performance, Sabuhari et al. (2021) introduced the
notion that organizational cultural adaptation may not
always translate into immediate performance
improvements due to resistance to change. However,
this study’s findings suggest that in the Nigerian
healthcare context, where there is a pressing need for
ethical leadership and trust-building mechanisms,
leadership transparency and integrity are highly
effective in overcoming systemic challenges and
motivating employees. In general, the results of the
regression analysis provide empirical support for the
assertion that transparent and ethical leadership
practices, as core organizational values, significantly
enhance employee productivity. This finding reinforces
existing literature while offering specific insights into the
primary healthcare sector in Nigeria, where leadership
practices rooted in integrity and transparency are
crucial for driving performance amidst systemic
constraints.

5. Conclusion and Policy Implications

This study investigated the role of transparent and
ethical leadership as core organizational values in
enhancing employee productivity within Nigeria’s
primary healthcare system. The empirical results
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