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Abstract
Western societies tend to rely on societal norms to guide decision making.
However, decisions based solely on societal norms may fluctuate between acceptable/unacceptable. As a result, leaders are paying heavy fines, asked to resign and in some cases found guilty in courts due to these fluctuations. This
has become problematic for ethical leadership decision-making. This study
introduces the foundational leadership theory which builds on ethic position
theory by applying leader-member exchange concepts. Research confirmed
that foundational leadership-integrity, assurance and pragmatism significantly predict organization commitment. Therefore, foundational leadership
theory establishes employees’ ethical perception of their leader and influences
organizational commitment. CEOs, leaders, managers and supervisors should
apply this foundational leadership model to evaluate ethical decision-making.

Keywords
Leadership Decision-Making, Decision-Making, Organizational
Commitment, Leadership, Moral and Ethical Decision-Making

1. Introduction
Western societies tend to rely more on social norms to govern morals and ethics
(Reimer, et al., 2014). Additionally, leaders incorporate these norms to govern
decision-making over organizational employees. However, this can become
problematic due to rapid changes in society’s definition of “what is acceptable/
unacceptable”. As a result, we recognize more leaders paying heavy fines, forced
to resign, or found guilty in courts because of rapid fluctuations in acceptable/
unacceptable ethical behavior. So, there is a need to establish a more reliable deDOI: 10.4236/ojl.2021.102006
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cision-making model to promote ethics and account for societal norms.
Employee perceptions of a leader’s morals and ethics influence organizational
behaviors. Additionally, Kellerman (2008) and Kottke (2013), confirm that follower perception, of a leader, is likely to influence employee behaviors toward
the organization. As a result, leadership decision-making has shown to have a
positive association with employees’ commitment to the organization.
Organizational commitment is defined as an employee’s psychological bond
with their organization and measured by affective, continuance, and normative
commitment (Choi et al. 2015). So, the social science community widely accepts
that follower perceptions of a leader’s ethics influence commitment to the organization. Thus, it is beneficial examine leadership’s ethical decision-making
using both a personal an employee-centered approach.
This study introduces the Foundational leadership theory. Foundational leadership theory suggests that leaders should conduct an inward (personal) and
outward (employee perception) examination measure by integrity, assurance
and pragmatism. Leadership decision-making based on this approach should establish an ethical guideline and promote organizational commitment. Therefore,
if foundational leadership theory establishes ethical decision-making, then employees are more likely to have a positive association with organization commitment.
Research Question(s)
R1: Does foundational leadership integrity, assurance and pragmatism influence organizational commitment?

2. Literature Review
Foundational Leadership Theory (FLT) builds on the Ethic Position Theory
(Forsyth, 1980, 1992) grounded on the work of Kohlberg (1976) and Piaget (1932).
Ethic position theory explains that moral actions and evaluations are outward
expressions of a person’s integrated conceptual system of personal ethics or ethical position. Moral philosophy has a significant influence on feelings, decisions
and behaviors in typical sensitive ethical scenarios. Ethics Position Theory
presents “idealism” and “relativism” as the two major dimensions in ethical ideology. Idealism and relativism are dissimilar and may affect individual behavior
in different situations.
Idealistic decision-makers show concern for the welfare of others. Whereas
highly idealistic individuals feel that harming others is almost always avoidable
(Forsyth, 1992). Decision-makers that are high in idealism generally will avoid
decisions or actions that harm others. The theory is grounded on serving others,
compliance with both moral principles and values. They are highly associated
with ethics in caring for others. Relativism is the degree an individual complies
with moral rules and regulations for decision-making in the workplace. The rules
and regulations include values and action such as avoiding fraud, humiliating
and speaking the truth. Individuals that score high in relativism tend to evaluate
situations and the outcome rather than focusing on moral principles.
DOI: 10.4236/ojl.2021.102006
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2.1. Ethical Leadership on Organizational Commitment
Over the past decade, adaptation of systematic approaches to examine ethical
leadership meanings and consequences has been given more attention (Hassan
et al., 2014; Fehr et al., 2015). For example, ethical leadership has a positive relationship with a leader’s integrity and consideration of fairness (Miao et al.,
2013). Additionally, ethical leadership improves affective commitment (Brown
et al., 2005), influences followers attitudes toward the job (Yukl, 2013) and satisfaction with their leaders (Guchait et al., 2016). These behaviors and attributes
promote trust and considered a major contributor toward employee job satisfaction (Engelbrecht et al., 2017). As a result, ethical leadership has become an important motivational resource which improves employee commitment and job
satisfaction (Chen, 2017; Qing et al., 2019).
However, managerial responsibility has been called into question more often
in the corporate world. So, responsible leadership practices have received much
attention in the organizational studies academic fields. Waldman and Galvin
(2008) suggested that leadership responsibility was missing from established descriptors such as transformational, authentic, spiritual and ethical leadership.
Additionally, Miska and Mendenhall (2015) confirmed and revealed a significance between leadership ethical responsibility and organizational commitment.
So, leaders who better engage employees are likely to reduce turnover intentions
and improve organizational commitment (Haque et al., 2019).

2.2. Leader-Member Exchange on Organizational Commitment
The Social Norm Theory (SNT) is applied to understand the connection between
peer influencing decision-making. Hogg and Reid (2006) research build on SNT
and concludes that norms serve as a functional purpose providing individuals
with guidelines and rules of thumb regarding how to think and act in various
situations. Thus, a person’s morals and ethics develop through conformity and
approval of those actions. However, this process does not account for proper
behaviors and appropriate actions in the leader-member exchange process.
Leader-member exchange (LMX) measures the quality of the relationship between leader and subordinate which includes attributes such as trust and understanding (Darrat et al., 2016). Additionally, LMX has a significant relationship
with follower perception and organizational commitment (Harris et al., 2011;
Keskes et al., 2018). As a result, studies reveal that LMX reduces job insecurity,
job stress and employee turnover (Darrat et al., 2016; Probst et al., 2016). FLT
applies LMX to account for follower perceptions. Thus, leadership ethical decision-making is measured by outward examinations (employee perception) of leadership integrity, assurance, and pragmatism.

2.3. Foundational Leadership-Integrity
Integrity is known as the foundation of organizational and societal justice.
McGregor (1960) research reveal fairness relates to ethical leadership and affects
DOI: 10.4236/ojl.2021.102006
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organization and social justice. Brown and Trevino (2005) confirm these results
and concludes that fair decision-making is the primary procedural aspect of ethical leadership. Ethical decision-making involves discussing with employees
what the right course of action is and acting with the best interest of the employee in mind (Brown et al., 2005). Ethical leaders are viewed as having integrity when they are trustworthy, caring, honest and fair (Jordan et al., 2017) which
enhances follower perception of empowerment that mediates organizational
commitment (Ming et al., 2020).
Ethical leadership continues to positive effect on organizational commitment
(Yang & Wei, 2017). Thus, the initial decision examination begins with Foundational Leadership-Integrity (FL-I). Integrity is a significant component of effective leadership and has been the primary subject of leadership for over 5 decades
(Palanski & Yammarino, 2009). There has yet to be a shared understanding of
integrity causing it to be considered vague and ill-defined (Palanski & Yammarino, 2009; Parry & Proctor-Thomson, 2002; Leicht-Deobald, Busch, Schank,
Weibel, Schafheitle, Wildhaber, & Kasper, 2019). Nevertheless, individuals with
a high/strong moral-self are more attentive and motivated to act and make ethical decisions (Jennings, Mitchell & Hannah, 2014). However, due to the lack of
shared understanding of integrity, FL-I introduces 5-items for decision integrity
and measures the concept based on promoting organizational commitment.

2.4. Foundational Leadership-Assurance
Foundational Leadership-Assurance (FL-A) is the second phase of FLT. Moral
sensitivity strongly influences moral stress (Sparks & Hunt, 1998; Reynolds,
2008; Daniels, Diddams, & Van Duzer, 2011). Trevino et al., (2003) contributes
to research in moral stress by examining factors that influence employee anxiety
and uncertainty. Results reveal that ethical leadership reduces anxiety and stress.
Additionally, Brown et al. (2005) found that it was vital that leaders use ethical
decision-making for greater effectiveness and efficiency of organizational members. Employees experience different in the levels of job stress. However, high
stress reduces productivity and decreases job performance (Halkos & Bousinkas,
2010; Shahid et al., 2012; Shukla & Srivastava, 2016). Therefore, FL-A integrates
employee perception of moral and ethical leadership decisions based on stress,
anxiety, and uncertainty.
Furthermore, leadership quality correlates with employee self-perception health
(Tepper, 2007); well-being (Arnold et al., 2007), motivation, contentment/commitment and performance (Söderfjell, 2007) and team co-operation (Gundersen
et al., 2012). So, attention and focus on moral issues and moral sensitivity enhances reflective moral attentiveness, awareness, idealism and identity (Lützén,
Blom, ewalds-Kvist, & Winch, 2010). Thus, FL-A is likely to contribute to organizational commitment.

2.5. Foundational Leadership-Pragmatism
The Social Exchange Theory (SET) suggests that one size approach does not fit
DOI: 10.4236/ojl.2021.102006
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all and label pragmatism as fundamental to decision-making (Homans, 1961,
1974). Additionally, pragmatism appears most in organizational routines (Winter, 2013) and reflective practice (Jordan, 2010). However, in the past decade,
pragmatism has entered into the field of business ethics (Jensen and Sandstrom,
2013). Thus, pragmatism is introduced to measure the employee’s perception on
decisions that help employee’s meet personal and professional goals.
Pragmatic forms of ethical leadership also improve employee dedication based
on SET (Anderson & Sun, 2017). So, decisions perceived as pragmatic are likely
to improve leadership decision-making capabilities and increase employee commitment to the organization. Thus, foundational leadership-pragmatism (FL-P)
suggests employees should perceive decisions will help them meet or exceed organizational goals thereby influences organizational commitment.

2.6. Organizational Commitment
Meyer and Allen (1997) organizational commitment model dominate organizational commitment research (Meyer et al., 2002). The research findings reveal
that employees experience affective, normative and continuance organizational
commitment. This has become the most widely used measurement of organizational commitment. Current research confirmed that organizational commitment represents the psychological bond between an employee and the organization (Choi et al., 2015). Thus, affective commitment (AC) explains the emotional
ties developed between the employee and organization. Normative Commitment
(NC) describes how employees perceived their obligation and duty to the organization. Continuance Commitment (CC) depicts employee economic and social
cost to stay or leave an organization. However, employee perceptions of their
leader significantly influence AC, NC, and CC.
Meyer and Allen (1997) organizational commitment model have been used in
countless research to significantly predict citizenship behaviors, job performance,
absenteeism and tardiness (Meyer et al., 2002). Comparatively, moral and ethical
leadership had no affect in studies by Erben and Guneser’s (2008) study on organizational commitment. However, reciprocal interactions between the leader
and employee improves commitment to the organization (Schuh et al., 2013;
Chen et al., 2014). Furthermore, collective efficacy is an important organizational property within an organization. This relates to employee belief in the team’s
capability to execute and meet goals and objectives. Chen et al., (2019) confirms
that collective efficacy explains why leadership generates high levels of organizational commitment. Thus, FLT focuses on internal and outward expressions of a
leader’s decision making capabilities measured by employee perceptions of
foundational leadership-integrity, assurance and pragmatism. This study will
incorporate Meyer and Allen (1997) model to measure the overall relationship
with organization commitment (Figure 1).

H1: Foundational leadership theory has a positive association with organization commitment.
DOI: 10.4236/ojl.2021.102006
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Figure 1. Foundational leadership theory conceptual model.

3. Methodology
This chapter describes the overall validity and reliability of the independent variable (IV) FLT and dependent variable (DV) organizational commitment. The
chapter designates the approach to generate, collect, and analyze data for this
investigation. This cross-sectional, quantitative study collected and analyzed data to study the relationship between FLT and organizational commitment. The
independent variable (IV) is foundational leadership and dependent variable
(DV) is organizational commitment. The IV is based on a 15-item scale that
measured foundational leadership-integrity (5-items), assurance (5-items), and
pragmatism (5-items). The survey asked respondents to indicate level of agreement to each item (strongly disagree, disagree, slightly disagree, neither agree
nor disagree, slightly agree, agree, strongly agree).

3.1. Definition of Terms
FLT suggest leaders should consider both inward and outward examination of
decisions to govern decision-making in addition to societal norms. FLT provide
guidelines to address perceived integrity, assurance and pragmatism of decisions. Decisions grounded in FLT will significantly predict employee organizational commitment. FLT consist of 15-items combining FL-I (5-items), FL-A
(5-items) and FL-P (5-items) using a seven-point Likert typed measurement
scale.

3.2. Foundational Leadership-Integrity
Integrity creates perceived fairness which significantly relates to ethical leadership and affects organization and social justice (McGregor, 1960). Thus, FL-I is
measured using a 5-item scale and indicated their extent of agreement with each
item on a seven-point Likert-typed scale (1 = strongly agree, 7 = strongly disagree). For example 1) My leader’s decisions should NOT be based on receiving
personal gifts and/or money. 2) My leader’s decisions should NOT be based on
unsupported personal opinions. 3) My leader’s decision should NOT be based
on receiving personal favors in return.

3.3. Foundational Leadership-Assurance
Leadership decisions are grounded in FL-A when leadership choices reassure
organizational employees. FL-A is measured using a 5-item scale. The responDOI: 10.4236/ojl.2021.102006
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dents indicated their extent of agreement with each item on a seven-point Likert-typed scale (1 = strongly agree, 7 = strongly disagree). For example 1) I
trust leadership decisions that promote job security. 2) I trust leadership decisions that consider the amount of anxiety their decisions may cause. 3) I trust
leadership decisions when they are not confusing, unclear and uncomplicated.

3.4. Foundational Leadership-Pragmatism
Leadership decisions are grounded in FL-P when choices are practical, easy to
understand and help employees met professional and organizational goals. The
respondents indicated their extent of agreement with each item on a seven-point
Likert-typed scale (1 = strongly agree, 7 = strongly disagree). For example 1) I
believe leadership decisions should help employees meet and/or exceed organizational goals. 2) I believe leadership decisions should be realistic and achievable
on the job. 3) I should be able to apply leadership decisions on the job.

3.5. Organizational Commitment
OC has been identified as a multi-dimensional associated with workplace performance and affective commitment (Wright & Bonett, 2002). The 15-item OC
Likert scale was adopted from Meyer and Allen (1990). The respondents indicated their extent of agreement with each item on a seven-point Likert-Typed
scale (1 = strongly agree, 7 = strongly disagree). For example 1) I feel a strong
sense of belonging to my organization. 2) Right now, staying with my organization is a matter of necessity as much as desire. 3) I would feel guilty if I left this
organization now.

3.6. Method of Analysis
The sample for this study consisted of fulltime workforce employees in the
United States. Employees were contacted via the Internet-based survey application. In the 504 completed surveys, 491 agreed to participate in the survey. Out
of 491, 403 respondents provided demographic information. Data cleaning was
conducted and 396 total employee surveys were used to conduct this investigation. The sample consisted of 46.40% males and 53.60% females.
This cross-sectional, quantitative study collected and analyzed data to study
independent variable agent based leadership decision-making relationship between dependent variables affective commitment, continuance commitment and
normative commitment.. Dependent variables were based on multi-dimensional
association with workplace performance and affective commitment (Wright &
Bonett, 2002) and adopted scale from Meyer and Allen (1990). The survey asked
respondents to indicate level of agreement to each item (strongly disagree, disagree, slightly disagree, neither agree nor disagree, slightly agree, agree, strongly
agree).
The results from this study were based on IBM SPSS Statistics 25’s Cronbach’s
alpha, Pearson correlation and linear regression output for FL-I, FL-A, FL-P and
organizational commitment scale by Meyer and Allen (1997). The sample for
DOI: 10.4236/ojl.2021.102006
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this study consisted of fulltime employees within the United States. The research
followed general procedures of linear regression. Pretests were established because FL-I, FL-A, FL-P were developed for to measure the accuracy of this
theory. The pretest concluded that Cronbach’s alpha measured FL-I = 0.885,
FL-A = 0.811, and FL-A = 0.904 which exceeds the acceptable measurement for
scale reliability of the Likert-type scales George and Mallery (2016) where >0.9
excellent, >0.8 good, >0.7 acceptable, >0.6 questionable, >0.5 poor, and <0.5 unacceptable.
Cronbach’s alpha was used to measure scale reliability of the Likert-type scales.
Pearson correlation was used to represent relationships between the IV and DV.
The results tested the assumptions of normality, homoscedasticity, outliers and
regression paths. Since there was only one predictor variable, multicollinearity
does not apply, and Variance Inflation Factors (VIF) were not calculated. The
research followed general procedures for regression analysis. Linear regression
analysis was used to compare the positive or negative strength between the IV
and DVs. Linear regression provided the necessary confirmation for this measurement model. Pearson correlation was used to determine the relationship
represent relationships between the IV and DV.

4. Results
Summary statistics were calculated for CC, NC, AC, FL-A, FL-I, FL-P. Each variable is within skewness and kurtosis ranges. When the skewness is between −2
and 2 in absolute value, the variable is considered to be symmetrical about its
mean. When the kurtosis is between −3 and 3, then the variable’s distribution is
normally distribution and the tendency to be free of outliers (Westfall & Henning, 2013). The summary statistics can be found in Table 1.
A Cronbach alpha coefficient was calculated for each IV and DV. The Cronbach’s alpha coefficient was evaluated using the guidelines suggested by George
and Mallery (2016) where >0.9 excellent, >0.8 good, >0.7 acceptable, >0.6 questionable, >0.5 poor, and <0.5 unacceptable. Each construct loaded >0.8, indicating good reliability. Each construct as measured above >0.8 indicating good reliability Because of good reliability, FL-I, FL-A and FL-P were computed into the
FLT and AC, CC, and NC into OrgComit. Table 2 presents the results of the reliability analysis.
A Pearson correlation analysis was conducted between FLT and OrgComit using Cohen’s standard to evaluate the strength of the relationship, where coefficients between 0.10 and 0.29 represent a small effect size, coefficients between 0.30
and 0.49 represent a moderate effect size, and coefficients above 0.50 indicate a
large effect size (Cohen, 1988). The correlations were examined using Holm corrections to adjust for multiple comparisons based on an alpha value of 0.05.
A significant positive correlation was observed between FLT and OrgComit.
This correlation indicates that as FLT increases, OrgComit tends to increase. Linear regression will be conducted to determine if FLT significantly predicts
OrgComit. Table 3 presents the results of the correlations.
DOI: 10.4236/ojl.2021.102006
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Table 1. Summary statistics table for interval and ratio variables.
Variable

M

SD

n

SEM

Min

Max

Skewness

Kurtosis

FL-I

25.55

7.27

396

0.37

5.00

35.00

−0.59

−0.40

FL-A

26.68

5.66

396

0.28

5.00

35.00

−0.79

0.62

FL-P

32.21

6.99

396

0.35

6.00

42.00

−0.66

0.17

AC

18.35

5.76

396

0.29

4.00

28.00

−0.37

−0.39

NC

21.04

7.10

396

0.36

5.00

35.00

−0.22

−0.44

CC

26.70

7.51

396

0.38

6.00

42.00

−0.31

−0.29

Table 2. Reliability table for FLT decision-making and OrgComit.
Variable

Item

α

Lower Bound

Upper Bound

FL-I

5

0.88

0.87

0.90

FL-A

5

0.90

0.89

0.92

FL-P

5

0.81

0.78

0.84

AC

4

0.86

0.87

0.90

NC

5

0.87

0.85

0.89

CC

6

0.81

0.79

0.84

Table 3. Pearson correlation results for FLT and OrgComit.
Combination

rp

Lower

Upper

p

FLT-OrgComit

0.51

0.43

0.58

<0.001

**Note. The confidence intervals were computed using α = 0.05; n = 396; Holm corrections used to adjust
p-values.

Linear regression analysis was conducted to assess whether FLT significantly
predicted OrgComit. The assumption of normality was assessed by plotting the
quantiles of the model residuals against the quantiles of a Chi-square distribution, also called a Q-Q scatterplot (DeCarlo, 1997). The assumption of normality
was met and quantiles of the residuals did not strongly deviate from the theoretical quantiles. This represents reliable parameter estimates.
Homoscedasticity. Homoscedasticity was evaluated by plotting the residuals
against the predicted values (Bates et al., 2014; Field, 2013; Osborne & Walters,
2002). The assumption of homoscedasticity was met because the points appear
randomly distributed with a mean of zero and no apparent curvature.
Multicollinearity. Since there was only one predictor variable, multicollinearity does not apply, and Variance Inflation Factors were not calculated.
Results. The results of the linear regression model were significant for the IV
and DV. FLT significantly predicted OrgComit. FLT explained approximately
43% of the variance in OrgComit. Table 4 summarizes the results of the regression model.
Table 5 and Figure 2 summarizes the hypothesis results for FLT and OrgComit.
DOI: 10.4236/ojl.2021.102006
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Table 4. Linear regression results for FLT and OrgComit.
Variable

B

SE

CI

β

t

p

FLT: OrgComit

0.43

0.04

[0.36, 0.51]

0.51

11.64

<0.001

Table 5. Hypothesis testing results for FLT and OrgComit.
Variable

B

SE

H1: FLT significantly predicts organizational commitment

P < 0.001

Accepted

Figure 2. Foundational leadership theory operational model.

5. Discussion
Ethic Position Theory establishes moral actions and evaluation as outward expressions of the decision-maker ethical position (Forsyth, 1980, 1992). Additionally, follower perception, of the leader, influences employee behaviors toward the organization (Kellerman, 2008; Kottke, Pelletier, & Agars, 2013). FLT
contributes to this literature by revealing that foundational leaders who consider
inward (the self) and outward expressions (employee perception) has a significant positive relationship with organizational commitment.
Furthermore, there has yet to be a shared understanding of integrity. As a result, this created a vague and ill-defined term for decision-makers (Palanski &
Yammarino, 2009; Parry & Proctor-Thomson, 2002; Leicht-Deobald, Busch,
Schank, Weibel, Schafheitle, Wildhaber, & Kasper, 2019). However, this research
contributes to this gap in knowledge and establishes decision integrity based on
employee perceptions of the 5-items measured in this study. Thus, decisions
measured by FL-I are in the best interest of the organization and less likely perceived by employees as for personal gain or for self.
FL-A contributes to research on employee self-perception health (Tepper,
2007); well-being (Arnold et al., 2007), motivation, contentment/commitment
by supportive leadership (Söderfjell, 2012; Tafvelin et al., 2019) and team cooperation (Gundersen et al., 2012). Thus, employee perception of leadership attention to moral issues and moral sensitivity enhances moral attentiveness, awareness, idealism and identity (Lützén et al., 2010). This research confirms FL-A
contributes to organizational commitment by measuring employees’ perception
on how well leadership decisions promote assurance.
DOI: 10.4236/ojl.2021.102006
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FL-P incorporated the Social Exchange Theory (SET) by incorporating pragmatism by Homans (1961, 1974) and Anderson and Sun (2017). Comparatively,
pragmatic forms of ethical leadership establish dedication to others and addresses the one size does not fit approach. Thus, FL-P confirms that employees
who perceive leadership decisions as practical, realistic and achievable is positively associated with organizational commitment.
Leadership decisions are foundational and should align employees with the
overall goals of organization. Therefore, leaders should use examine decisions
using inward and outward measurements before implementing on organizational employees. For example, if the leaders determine a decision was decided due
to receiving personal gain, favors or to deceive, then the decision should not be
implemented. Comparatively, if employees perceived decisions are for personal
gain or favors, then leaders should implement a communication plan to inform
of intent, to reassure, and enlighten employees how it applies to the job. So,
leaders should incorporate FLT to provide an additional layer of protection to
account for employee perceptions of their decisions. Therefore, leaders are more
likely to improve employee perceptions of their decisions thereby creating organization commitment.

6. Conclusion
This research provided a systematic approach to leadership decision-making. The
results indicated that FLT has a positive association to organizational commitment. Thus, organization leaders can improve organizational commitment by
measuring decisions using foundational leadership-integrity, assurance and pragmatism.
This study concludes that foundational leadership theory provides a measurable framework that suggests employees who perceive leadership decisions fair
(FL-I), reduce anxiety and stress (FL-A), and help met professional and organizational goals creates commitment to the organization. As a result, decisions
measured by these constructs enhance follower perceptions of leaderships’ ethical decision-making abilities. Thus, organization leaders should consider using
FLT in addition to ensure that decisions are not solely reliant on societal norms
to guide moral and ethical decision-making.

6.1. Limitations, Delimitations, and Significance
This research involved limitations in using cross-sectional study methods. This
approach cannot measure change in employee organizational relationship over
time. Employees in this study may yield different results in changes in societal
norms of acceptable moral and ethical behavior. To measure change in FLT and
organizational commitment, it would be beneficial to have additional cross-sectional studies of the same US population sample groups.
The investigation could not measure the entire population. Data were collected from a subset of employees, and there may be differences between the
DOI: 10.4236/ojl.2021.102006
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sample and the population. Permission letters were sent to the study population
through online survey method. Employees may have rushed or may not have
fully answered each question to the best of their knowledge. To mitigate this error, the measurement scale contained only 36 one-sentence items to address all
variables in the study. The organizational commitment items were derived from
previous validated and accepted studies to decrease survey item bias. FLT measurement scale was sent to a test group before overall testing scale was sent to the
sample population. The measurement scale met acceptable Cronbach alpha levels in both cases.

6.2. Future Research
Changes in societal norms may change acceptable moral and ethical behavior.
Therefore, longitudinal studies should be conducted to measure FLT resistance
to these norm changes. Additionally, studies on FLT’s mediating and moderating effect on leadership styles would provide more understanding into improving organizational commitment. The ability to learning more about mediating
and moderating effects of FLT on leadership styles may assist leaders, managers,
and supervisors in understanding methods that influence employee intentions to
stay with the organization.
Gender and age showed no significant effects on FLT and organizational
commitment. Therefore, future research should consider race and sexual orientation on FLT association with organizational commitment. This would assist
leaders, managers, and supervisors to understand more about employee perception of leadership decision-making capabilities and organizational commitment.
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