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Abstract 
Organizational leadership studies acknowledge that leadership styles posi-
tively affect job satisfaction. Currently, there are limited ethical, theoretical 
studies to investigate the relationship with job satisfaction. Therefore, there is 
a need for additional ethical leadership theories to explain conditions that 
may improve on negative organizational phenomena. This study investigated 
the relationship between the foundational leadership theory and job satisfac-
tion. Foundational leadership is an inward (internal) and outward (employee 
perceived) examination of ethical decisions based on integrity, assurance, and 
pragmatism. The findings were based on 330 full-time entry and mid-level 
employees between ages 18 - 60+ across various industries in the United 
States. Cronbach’s alpha confirmed that integrity, assurance, and pragmatism 
is reliable measurement for ethical leadership. Pearson correlation revealed 
that the foundational leadership attributes of integrity, assurance, and prag-
matism significantly correlate with employee job satisfaction. Finally, mul-
tiple linear regression results determine that ethical leadership training pro-
grams can teach Foundational Leadership to create job satisfaction. However, 
recurring leadership training should reinforce foundational leadership assur-
ance (FLA) to foster job satisfaction within the leader-member exchange rela-
tionship. 
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1. Introduction 

Leadership plays a positive role in shaping organizational outcomes such as job 
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performance (Dimitriou & DiGaetano, 2016; Dimitriou, 2018), organizational 
commitment (Bedi et al., 2016), and job satisfaction (Schwartz, 2016). These 
outcomes are directly related to employee behaviors and actions toward the or-
ganization. Recently studies have suggested that ethical leadership styles are re-
sponsible for achieving much of this success (Toytok & Kapusuzoglu, 2016; Di-
mitriou, 2018, 2020). Despite limited theoretical research on ethical leadership, 
further exploration can explain the overall relationship with employee job satis-
faction (Qing et al., 2019; Stamolampros et al., 2019). 

Ethical leaders positively affect employee behavior and attitudes (Brown et al., 
2005). Comparatively, ethical leaders are more likely to treat employees fairly 
(Brown, Trevino, & Harrison, 2005) and care for their well-being (Schwepker & 
Dimitriou, 2021). Employees who perceive leaders as ethical have higher trust 
and enthusiasm at work. Leadership’s abilities to foster trust and create enthu-
siasm among employees are significant contributors to job satisfaction (Engel-
brecht et al., 2017; Ko et al., 2018). Qing et al. (2019) confirmed that ethical lea-
dership styles influence organizational employees’ sense of satisfaction. Based on 
these findings, more research is needed better explain alternative ethical leader-
ship styles and their influence on job satisfaction.  

The study aims to fill gaps in current literature on behavioral ethics by ad-
vancing the foundational leadership theory (FLT). FLT is an ethical leadership 
approach developed by Fuller (2021a). FLT suggests that leaders who conduct an 
inward and outward examination of decisions based on integrity, assurance, and 
pragmatism are perceived as ethical by organizational employees, which sig-
nificantly predicts organizational commitment (Fuller, 2021a) and work en-
gagement (Fuller, 2021b). These previous studies suggest that foundational 
leadership integrity (FLI), assurance (FLA), and pragmatism (FLP) may pro-
vide further insight into the relationship between ethical leadership and job sa-
tisfaction.  

Organizational leadership studies widely accept that leadership styles positively 
affect job satisfaction (Schwartz, 2016), and integrity is a highly sought-after qual-
ity. Thus, this research examines alternative ethical leadership styles with condi-
tions that may improve these organizational phenomena (Joplin et al., 2019). 
Therefore, if employees perceive integrity, assurance, and pragmatism as ethical 
leadership qualities, these FLT attributes will likely positively associate with job 
satisfaction. 

RQ1: Do foundational leadership integrity, assurance, and pragmatism have a 
positive relationship with employees’ job satisfaction?  

The remainder of this article is as follows. Section 2 reviews the literature on 
ethics, foundational leadership attributes, and job satisfaction. Section 3 de-
scribes the methodology and definitions for foundational leadership and job sa-
tisfaction. Sections 4 and 5 specify the quantitative method of analysis and mod-
el output results. Finally, Section 6 explains the analysis results and delivers a 
comprehensive discussion on the benefits of foundational leadership attributes 
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and improving an employee’s job satisfaction.   

2. Literature Review 

House (1976) and McCall (1986) introduced charismatic and transformational 
leadership theories. They proposed that different leadership processes and con-
sequences influence employees (Bandura, 1986; Bass & Riggio, 2006). Studies on 
ethical leadership concur that integrity, fairness, and honesty are essential to ef-
fective leadership in private and public sectors. Nonetheless, more attention has 
been given toward adaptations of systematic approaches to examine the meaning 
of ethical leadership (Hassan et al., 2014; Fehr et al., 2015). 

Ethical leadership is a person’s ability to demonstrate normatively appropriate 
conduct and promote such conduct through two-way communication, rein-
forcement, and decision-making (Brown et al., 2005). Personal actions and in-
terpersonal relationships promote such behaviors. Trustworthy leaders are per-
ceived as more ethical and enhance loyalty and commitment among employees 
(Babalola et al., 2016; Lam et al., 2016). Lin and Liu (2017) confirmed that trust-
worthiness is strongly associated with ethical leadership and job satisfaction.  

Ethical leadership is distinct (Brown, Trevino, & Harrison, 2005), and leaders 
can combine ethics with other leadership styles (Den Hartog & Belschak, 2012). 
Brown, Trevino and Harrison (2005) confirmed that servant leaders and ethical 
leaders use communication, practice role modeling, and are altruistic. However, ser-
vant leaders pride themselves on self-reflection and organizational success. Compa-
ratively, transformational leaders use integrity like ethical leadership styles. Unlike 
ethical leaders, transformational leaders focus primarily on vision and values, while 
ethical leaders are moral managers who perform ethical standards (Brown, Trevino, 
& Harrison, 2005). Leaders who never compromise ethics continually put others first 
and significantly affect the employee-organization relationship.  

Ethical leaders tend to keep employees focused on the importance of the job 
(Brown et al., 2005) and affect follower attitudes and behavior (Qing et al., 
2019). FLT may further explain the influence of ethical leadership on job satis-
faction. First, foundational leadership provides an inward (personal) and out-
ward (employee perception) examination for decision-making. Ethical leader-
ship who exhibits foundational leadership attributes will exhibit a fair and can-
did nature toward employees. CEOs and managers should rely on FLT to influ-
ence organizational commitment (Fuller, 2021a) and predict job satisfaction.  

Job satisfaction is critical in retaining a skilled workforce. The extant scholarly 
thought substantiates a positive relationship between employee satisfaction, 
customer satisfaction, and corporate performance (Harter, Schmidt, & Hayes, 
2002; Huang, Li, Meschke, & Guthrie, 2015; Symitsi, Stamolampros, & Daskala-
kis, 2018). Job satisfaction is highly associated with job performance. Compara-
tively, each has a significant positive association with organizational citizenship 
behaviors. As a result, employees with job satisfaction are the driving force for 
productive companies (Whitman et al., 2010). Therefore, employee job satisfac-
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tion is one of the most studied parameters, emphasizing the value of health at 
the workplace (Di Fabio et al., 2020; Rukh et al., 2020).  

Researchers have conducted meta-analyses on job satisfaction and well-being. 
The literature revealed that job satisfaction was a significant predictor of psy-
chological health (Faragher et al., 2005) and subjective well-being (Bowling et al., 
2010). Because foundational leadership predicted employee physiological bond 
to their organization (Fuller, 2021a), it is plausible that foundational leadership 
attributes are equally associated with job satisfaction.  

FLT continues to advance our understanding of the ethic position theory 
(EPT) and the social exchange theory (SET). FLT suggests that ethical leadership 
consists of both an inward (personal) and outward (employee perception) ex-
amination of decisions. FLT advances EPT by defining ethical leaders as deci-
sion-makers whose choices consist of integrity, assurance, and pragmatism. Pre-
vious research by Fuller (2021a, 2021b) provided Cronbach’s alpha score of >.93, 
which confirms that integrity (FLI), assurance (FLA), and pragmatism (FLP) ef-
fectively measures ethical leadership within FLT’s paradigm. Comparatively, 
previous research validates that ethical leadership style by supporting studies 
that proved leadership is a significant predictor of organizational commitment 
(Aboramadan et al., 2019; Aboramadan & Dahleez, 2020; Fuller, 2021a) and 
work engagement (Fuller, 2021b). Thus, foundational leadership’s theoretical 
framework, which predicted organizational commitment and employee work 
engagement, should positively affect job satisfaction. 

The moral self explains leadership’s motivation to act ethically (Jennings et al., 
2015). Additionally, studies on ethics confirm that employees perceive fairness 
as an essential ethical leadership quality (Brown, Trevino, & Harrison, 2005). 
Foundational leadership integrity uses a 5-item scale based on fairness to fill the 
gap in the literature on lack of agreement on “what is integrity” (Leicht-Deobald 
et al., 2019). Foundational leadership suggests that integrity is an essential part 
of ethical leadership, viewed as trustworthy, caring, honest, and fair (Jordan et 
al., 2017). Furthermore, integrity enhances follower perception (Ming et al., 
2020) and is likely to influence job satisfaction. 

Moral stress on employees increases their anxiety and uncertainty on the job 
(Reynolds, 2008; Daniels, Diddams, & Van Duzer, 2011). Additionally, role con-
flict and role ambiguity (employees become uncertain about expectations) nega-
tively impact job satisfaction (Karatepe & Sokmen, 2006; Yang & Wei, 2017) by 
increasing employee stress. Unfortunately, higher stress levels reduce job per-
formance and satisfaction (Halkos & Bousinkas, 2010; Shahid, 2012; Shukla & 
Srivastava, 2016). Foundational leadership suggests that assurance reduces em-
ployee anxiety and uncertainty (Fuller, 2021a). Furthermore, foundational lea-
dership assurance (FLA) explains that ethical leaders are more likely to reflect 
moral attentiveness, awareness, and identity (Lützén et al., 2010; Fuller, 2021a). 
Therefore, leaders may consider FLA a suitable alternative for reducing stress 
and anxiety, impacting job satisfaction. 
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FLT explains that a one-size-fits-all approach to ethical leadership is ineffec-
tive in an organization. FLT addresses the social exchange theory (SET) and la-
bels pragmatism as fundamental (Homans, 1961). According to Jordan (2019), 
pragmatism is a reflective quality and complements ethical leadership deci-
sion-making (Winter, 2013). Previous studies reveal how pragmatic forms of 
leadership have a positive relationship with employee dedication (Anderson & 
Sun, 2017). Therefore, it is plausible that employee dedication promotes job sa-
tisfaction. Foundational leadership pragmatism (FLP) builds on our knowledge 
of SET, and this analysis will explain the link between ethical leadership and em-
ployee job satisfaction.  

It is significant to note that previous studies validate that job satisfaction is 
an antecedent of organizational commitment and positively impacts employee 
job satisfaction (Barnes et al., 2015; Charni et al., 2019). Comparatively, scho-
lars continue to have a standing interest in employee job satisfaction asso-
ciated with attitudinal and behavioral outcomes (Judge & Bono, 2001; Rich et 
al., 2010), such as organizational commitment (Chordiya et al., 2017). Because 
FLT influences employee organizational commitment (Fuller, 2021a) and em-
ployee work engagement (Fuller, 2021b), Figure 1 includes the conceptual 
model for foundational leadership and job satisfaction to investigate the fol-
lowing hypotheses:  

H1a: Foundational leadership’s integrity, assurance, and pragmatism have no 
relationship with employee job satisfaction. 

H1b: Foundational leadership’s integrity, assurance, and pragmatism positive-
ly affect job satisfaction. 

H2a: Foundational leadership integrity has no relationship with employee job 
satisfaction. 

H2b: Foundational leadership integrity positively affects employee job satisfaction. 
H3a: Foundational leadership assurance has no relationship with employee job 

satisfaction. 
H3b: Foundational leadership assurance positively affects employee job satis-

faction. 
H4a: Foundational leadership pragmatism has no relationship with employee 

job satisfaction. 
 

 
Figure 1. Foundational leadership and job satisfaction conceptual model. 
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H4b: Foundational leadership pragmatism has a positive relationship with 
employee job satisfaction. 

3. Methodology  

The methodology section describes the overall validity and reliability of FLT 
(IV) and job satisfaction (DV). This cross-sectional, quantitative study collects 
and analyzes data that further explain the relationship between FLT and job sa-
tisfaction. FLT is measured using a 15-item scale by Fuller (2021a). Job satisfac-
tion is measured using a 3-item scale by Cammann et al. (1983), and Harari et al. 
(2018). This research randomly selects a sample from a population of full-time 
entry and mid-level employees in the small business sector across the United 
States. Work data from the US Department of Labor, current as of June 2020, a 
margin of error between 4% - 6%, and sample size formula by Cochran (1977) 
will determine the overall reliability of the sample population.  

This research will use Cronbach’s alpha to measure the scale reliability of FLT 
and Job Satisfaction. Additionally, Pearson correlation will determine the rela-
tionship between FLT and Job Satisfaction. These results tested the assumptions 
of normality, homoscedasticity, outliers, and regression paths. However, there 
was only one predictor variable. Thus, multicollinearity does not apply, and Va-
riance Inflation Factors (VIF) as not considered for analysis. Finally, linear re-
gression model output provided further insight into the positive or negative 
strength between the FLT and Job Satisfaction. This cross-sectional, quantitative 
study collects and analyzes the hypothesized relationships between FLT, FLI, 
FLA, FLP, and job satisfaction.  

Definition of Terms 

FLT measures leadership integrity, assurance, and pragmatism for ethical 
leaders. A 15-item seven-point Likert-type scale measures FLT. For example, 
“I trust leadership decisions that promote job security.” Each measurement 
was based on a seven-point Likert-typed scale (1 = strongly disagree, 7 = 
strongly agree) with a previous Cronbach’s alpha of .93 (Fuller, 2021a) and .95 
(Fuller, 2021b).  

FLI is an employee’s perception of fairness, and each participant will indicate 
their extent of agreement with each item on a seven-point Likert-typed scale (1 = 
strongly agree, 7 = strongly disagree). For example, a leader’s decisions should 
NOT be based on unsupported personal opinions. FLA measures employee per-
ception of reassurance using a 5-item scale. For example, leaders should consider 
the amount of anxiety their decisions may cause. FLP measures employee per-
ception of leadership decisions that are practical, easy to understand and help 
meet organizational goals. For example, a leader’s decision should be realistic 
and achievable on the job.  

Cammann et al.’s (1983) provide 3-items for Job Satisfaction. Harari et al. 
(2018) validate the measurement scale’s accuracy. For example, all in all, I am 
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satisfied with my job”. The Cronbach’s Alpha noted for this scale is .86. Previous 
research suggests that age and gender may have a bearing on job satisfaction 
(e.g., Kotur & Anbazhagan, 2014). Therefore, age and gender will be control va-
riables to determine FLT’s overall influence on job satisfaction. Definitions are 
in Table 1.  

4. Method of Analysis 

The analysis requires 267 - 600 participants to achieve an acceptable margin of 
error between 4% - 6% of approximately 135M full-time employees in the small 
business sector. This quantitative study collected and analyzed data based on 330 
completed surveys from full-time entry and mid-level employees in the small 
business sector across the United States. Part-time or seasonal employees or 
self-employed persons did not participate. The survey was sent via SurveyMon-
keyTM; each participant was randomly selected and required to read instructions 
before responding to the survey. Participants who selected “I do not agree” were 
diverted to a screen stating, “Thank you for your participation.” Participants 
who selected “I agree to participate” were given access to the survey after signing 
informed consent.  

Each response was given under anonymous conditions, and no personally 
identifiable information (PII) was collected. The survey asked respondents to in-
dicate a level of agreement of FLT and job satisfaction (1 = strongly disagree to 7 
= strongly agree). Cronbach’s alpha was used to validate each scale. Pearson 
correlation provided insight into potential relationships between FLT and job 
satisfaction. Finally, linear regression was used to evaluate the strength of the re-
lationship.  

5. Results 

Summary statistics were calculated based on responses from 330 participants 
from north, south, east, and western regions throughout the US Participants 
answered questions to measure FLT and job satisfaction. A summary of statistics 
for FLT (integrity, assurance, and pragmatism) and job satisfaction can be found 
in Table 2. 
 
Table 1. Definition of terms. 

Measurement Definition 

Foundational  
Leadership-Integrity 

Fairness in decision-making is not based on biases, personal 
favors, gifts, and/or unsupported opinions (Fuller, 2021a). 

Foundational  
Leadership-Assurance 

Leadership decisions reassure employees by promoting job 
security and reducing anxiety/stress (Fuller, 2021a). 

Foundational Leadership 
Pragmatism 

Easy to understand and practical decisions help employees 
meet/exceed organizational goals (Fuller, 2021a). 

Job Satisfaction The level of favorability of one’s job (Cammann et al., 1983; 
Harari et al., 2018). 
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Table 2. Summary statistics table for interval and ratio variables. 

Variable M SD n SEM. Min Max 

FLI1 6.30 1.41 330 .078 1.00 7.00 

FLI2 6.43 1.16 330 .064 1.00 7.00 

FLI3 6.44 1.20 330 .066 1.00 7.00 

FLI4 6.28 1.22 330 .67 1.00 7.00 

FLI5 6.27 1.15 330 .064 1.00 7.00 

FLA1 6.21 1.25 330 .069 1.00 7.00 

FLA2 6.23 1.22 330 .067 1.00 7.00 

FLA3 6.02 1.23 330 .068 1.00 7.00 

FLA4 6.26 1.02 330 .056 1.00 7.00 

FLA5 5.93 1.22 330 .067 1.00 7.00 

FLI1 6.04 1.31 330 .072 1.00 7.00 

FLI2 5.77 1.32 330 .073 1.00 7.00 

FLI3 5.95 1.31 330 .072 1.00 7.00 

FLI4 5.89 1.36 330 .075 1.00 7.00 

FLI5 5.82 1.36 330 .075 1.00 7.00 

JS1 5.40 1.52 330 .084 1.00 7.00 

JS2 5.31 1.55 330 .085 1.00 7.00 

JS3 5.05 .99 330 .099 1.00 7.00 

Note: n = 330. 
 

A Cronbach alpha coefficient was calculated for the FLT and Job Satisfaction 
to ensure that each question effectively measured each construct before con-
ducting a Pearson correlation on the potential relationship between FLT and Job 
Satisfaction. The “scale if delete” function was selected for both measurement 
scales and suggested that deleting JS2 would yield a higher Cronbach’s alpha 
score of .873. SPSS reliability statistics suggest FLT 15 was the strongest at .94. 
Table 3 represents Cronbach Alpha results based on the 15-item scale for FLT 
and 2-item scale for Job Satisfaction. Both scales measure at >.08, representing 
good scale reliability based on guidelines by George and Mallery (2018). 

FLT’s 15-items were transformed into the IV labeled FLT, and Job Satisfaction 
2-items were transformed into DV labeled JS. Then, a Pearson correlation analy-
sis was conducted between FLT and JS. All assumptions were met for Pearson 
Correlation testing per Conover and Iman (1981). A significant positive correla-
tion was observed between FLT and JS (RP = .365, p < .001, 95% [CI]). This cor-
relation indicates that as FLT increases, Job Satisfaction tends to increase. Table 
4 presents the results of the correlation. 

Furthermore, a linear regression analysis was conducted to assess whether 
FLT significantly predicted JS. All assumptions of normality, homoscedasticity,  
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Table 3. Reliability table for FLT and job satisfaction. 

Variable Item α 

FLT. 15 .937 

Job Satisfaction 2 .873 

Note: n = 330. 
 
Table 4. Pearson correlation results for FLT and job satisfaction. 

Combination RP. p 

FLT-JS .36 <.001 

Note: n = 330. 
 
multicollinearity, and outliers were met. The linear regression model results 
were significant and indicated that FLT significantly predicted work engage-
ment, B = .073, t (344) = 6.725, p < .001. These results indicate that a one-unit 
increase of FLT will increase the value of JS by .073 units on average. Table 5 
summarizes the regression model.  

FLT has a significant but low regression weight on JS. Therefore, integrity 
(5-items), assurance (5-items), and pragmatism (5-items) were studied indivi-
dually to explore in more detail the influence on employee’s job satisfaction. The 
Cronbach’s alpha coefficient was evaluated using the guidelines suggested by 
George and Mallery (2018) where >.9 excellent, >.8 good, >.7 acceptable, >.6 
questionable, >.5 poor, and ≤.5 unacceptable. FLI, FLA, and FLP were >.8 or 
higher. Table 6 represents the Cronbach Alpha results. 

Integrity 5-items were transformed to FLI, assurance 5-items to FLA and 
pragmatism 5-items to FLP. All assumptions were met for Pearson Correlation 
testing per Conover and Iman (1981), and a significant positive correlation was 
observed between FLI, FLA, and FLP on JS. This correlation indicates and con-
firms previous findings that as FLI, FLA, or FLP increases, Job Satisfaction still 
tends to increase. Table 7 presents the results of the correlation. 

The multiple regression “Enter” analysis method was conducted to investigate 
FLT’s integrity, assurance, and pragmatism ability to predict employee job satis-
faction. The multiple linear regression model results were significant and indi-
cated that FLI, FLA, and FLP significantly predicted job satisfaction. The results 
conclude that a one-unit increase of FLI will increase the value of job satisfaction 
by .18 units on average; FLA increases job satisfaction by .26 on average; FLP in-
creases job satisfaction by .14 units on average. Table 8 summarizes the regres-
sion model results using the “Enter” method. 

A stepwise linear regression method of regressing FLI, FLA, FLP was applied to 
determine the predictability of each ethical variable while simultaneously removing 
those that are not important. This stepwise regression should semi-automate our 
model by consecutively adding or removing either FLI, FLA, or FLP variables 
based on the t-statistics of their estimated coefficients. The results of this “Stepwise”  
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Table 5. Linear regression results for FLT and job satisfaction. 

Variable B SE. β t p 

(Intercept) 3.98 1.012 .00 3.934 <.001*** 

FLT .073 .11 .348 6.725 <.001*** 

Note: n = 330; *** p < .001. 
 
Table 6. Reliability table for FLI, FLA, and FLP.  

Variable Item α 

FLI 5 .90 

FLA 5 .83 

FLP 5 .84 

 
Table 7. Pearson correlation results for FLT and job satisfaction. 

Combination RP. p 

FLI-Job Satisfaction .33 <.001*** 

FLA-Job Satisfaction .26 <.001*** 

FLP-Job Satisfaction .36 <.001*** 

Note: *** p < .001. 
 
Table 8. Regression model “Enter” method results for FLI, FLA, and FLP on job satisfac-
tion. 

Variable B SE. β t p 

FLI .18 .02 .334 6.427 <.000*** 

FLA .26 .03 .362 7.034 <.000*** 

FLP .14 .02 .259 4.847 <.000*** 

Note: *** p < .001. 
 
regression model provide a deeper understanding than ordinary multiple linear 
regression. Stepwise is used in conjunction with the “Enter” method to reveal the 
independent variable with the most potential and fine-tune the model. The 
model results suggest that when FLA is a constant, FLI and FLP are insignificant 
at predicting JS. The output indicates that a one-unit increase of FLA will in-
crease the value of job satisfaction by .23 units on average. Therefore, leaders can 
prioritize “assurance” to increase job satisfaction. Table 9 summarizes the re-
sults of the “Stepwise” regression model. 

An analysis of variance (ANOVA) determines whether there were significant 
differences in Job Satisfaction by gender and age. The ANOVA was examined 
based on an alpha value of .05. The results of the ANOVA were not significant, 
F(1, 246) = 1.78, p = .184, indicating the differences in job satisfaction among 
the gender were all similar. However, age group ANOVA was significant at <.05. 
As a result, post hoc tests were conducted on age groups (Table 10).  
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Table 9. Multiple regression “Stepwise” model for FLI, FLA, and FLP on job satisfaction. 

Variable B t p 

FLA .23 7.034 <.001*** 

FLI .13 1.458 <.361 

FLP −.35 −.446 <.429 

Note: *** p < .001. 
 
Table 10. Analysis of variance table for job satisfaction by gender. 

Term SS. df F p 

Gender 216.82 1 2.150 .144 

Age 2669.59 3 3.439 .016 

Note: n = 330. 
 

A post hoc test was conducted and revealed that age groups 1 and 3 had a 
p-value of .017. There were no significant values between the remaining age 
groups. Therefore, gender does not have a significant influence on job satisfac-
tion. However, there is a significant difference among group responses between 
Groups 1 and 3. Table 7 represents Age Group demographics (Table 11).  

Figure 2 summarizes the model results for FLT, FLI, FLA, FLP, and Job Satis-
faction. 

Table 12 summarizes the hypotheses testing results for FLT, FLI, FLA, FLP, 
and Job Satisfaction. 

6. Discussion 

This study has two theoretical contributions. First, FLT suggests that ethical lea-
dership is an employee’s perception of a leader’s decision-making integrity, as-
surance, and pragmatism. Results revealed that FLT has a positive relationship 
with job satisfaction at .35. However, this represents a minimal effect size on job 
satisfaction. These results confirm that integrity may have a mediating relation-
ship with job satisfaction (Lin & Liu, 2017). FLI was studied individually on job 
satisfaction. Research confirms that FLI positively correlates with a regression 
prediction on job satisfaction at .26. Leaders who conduct an inward (self) and 
outward (employee perceived) examination of choices based on FLI will recog-
nize a slight increase in employee job satisfaction.  

Due to leadership, employees with higher stress levels have lower job satisfac-
tion (Halkos & Bousinkas, 2010; Shahid, 2012; Shukla & Srivastava, 2016). 
Foundational leadership confirmed that assurance might reduce employee an-
xiety and uncertainty (Fuller, 2021a), explaining the positive relationship and in-
fluence on job performance. Like FLI, FLA has a small but significant positive 
relationship with job satisfaction at .26. Additionally, FLA confirms that ethical 
leaders are more likely to reflect employees’ moral attentiveness, awareness, and  
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Table 11. Age group summary demographic. 

Age Group Responses n 

Group 1 (18 - 29) 22% 78 

Group 2 (30 - 44) 25.7% 91 

Group 3 (45 - 60) 33.3% 118 

Group 4 (>60) 18.9% 67 

Note: n = 330. 
 
Table 12. Hypothesis testing results for FLT and job satisfaction. 

Hypotheses Accept/Reject 

H1a: Foundational leadership’s integrity, assurance, and pragmatism 
have no relationship with employee job satisfaction. 

Reject 

H1b: Foundational leadership’s integrity, assurance, and pragmatism 
positively affect job satisfaction. 

Accept*** 

H2a: Foundational leadership integrity has no relationship with  
employee job satisfaction. 

Reject 

H2b: Foundational leadership integrity positively affects employee job 
satisfaction. 

Accept*** 

H3a: Foundational leadership assurance has no relationship with  
employee job satisfaction. 

Reject 

H3b: Foundational leadership assurance positively affects employee job 
satisfaction. 

Accept*** 

H4a: Foundational leadership pragmatism has no relationship with 
employee job satisfaction. 

Reject 

H4b: Foundational leadership pragmatism has a positive relationship 
with employee job satisfaction. 

Accept*** 

Note: ***p < .001. 
 

 
Figure 2. Foundational leadership and job satisfaction model results (***p < .001). 
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identity (Lützén et al., 2010; Fuller, 2021a), which provides a better understand-
ing of why ethical leadership predicts employees’ job satisfaction. 

Next, previous research suggested that pragmatic forms of leadership may 
have a positive relationship with job satisfaction. Pearson correlation confirms a 
small but significant relationship with job satisfaction at .36. Additionally, linear 
regression output confirms that as FLP increases, job satisfaction tends to in-
crease. Therefore, employees who perceive leadership decisions as being prag-
matic are likely to be more satisfied on the job. The findings from this research 
on pragmatism support previous research that pragmatism contributes to job sa-
tisfaction (Chen et al., 2017).  

Organizational leadership’s ability to inspire and empower employees pro-
mote job satisfaction (Jordan et al., 2017). Inspirational leadership should use 
integrity, assurance, and pragmatism which influences organizational commit-
ment (Fuller, 2021a), employee work engagement (Fuller, 2021b), and job satis-
faction. These practical implications suggest that foundational leadership can be 
used with other leadership styles to improve job satisfaction. For example, 
transformational leadership is an approach that causes an extraordinary change 
in individuals and social systems. However, transformational leadership does not 
account for morals and ethics. Therefore, organizations can teach leaders to rely 
on foundational leadership as an ethical approach to examine their actions and 
behaviors to pursue change. Based on the findings from this research, organiza-
tions can continue to focus on training leaders and employees on ethical beha-
viors (Babalola et al., 2016; Qing et al., 2019) using FLT’s inward (personal) and 
outward (employee perception) examination of decisions based on integrity, as-
surance, and pragmatism. 

Kotur and Anbazhagan (2014) suggested that age and gender may have a 
bearing on job satisfaction. The results from this research determined that gender 
differences were not significant. However, there is a significant difference among 
responses between Employee Age Group 1 (18 - 29) and Group 2 (45 - 60). 
These ANOVA results partially supported Kotur and Anbazhagan (2014). How-
ever, employees who have feelings towards a sense of control (influence and 
worth) possess a higher level of job satisfaction (Aydogmus et al., 2018). Older 
employees may feel a stronger sense of control than younger employees. Trust 
relationships may explain the significant difference between younger and older 
employees’ satisfaction on the job.  

Foundational leadership is the inward and outward examination of a leader’s 
decision-making actions. Leaders continue to play a positive role in job satisfac-
tion (Schwartz, 2016), performance (Dimitriou & DiGaetano, 2016), and orga-
nizational commitment (Bedi et al., 2016; Fuller, 2021a). The foundational lea-
dership approach suggests that integrity, assurance, and pragmatism are valuable 
attributes in ethical decision-making. These three attributes establish ethical 
leadership guidelines. However, decisions that promote assurance (FLA) are 
deemed more salient for older employees (age 45 - 60). As a result, FLA con-
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firms that older employees perceive ethical leaders as reflecting moral attentive-
ness, awareness, and identity (Lützén et al., 2010; Fuller, 2021a). The investiga-
tion reveals that ethical forms of leadership are directly related to most organiza-
tional outcomes, and ethical leadership qualities continue to influence organiza-
tional success (Dimitriou, 2018, 2020). Therefore, the findings add to the litera-
ture and fill the gap in theoretical research on ethical leadership and job satisfac-
tion (Qing et al., 2019; Stamolampros et al., 2019). 

7. Conclusion 

The research findings suggest that leaders should consider FLT ethical leader-
ship practices to influence job satisfaction. The results indicated that FLT posi-
tively affects job satisfaction, organizational commitment (Fuller, 2021a), and 
work engagement (Fuller, 2021b). Additionally, ethical leadership is one of the 
only practices used with alternative leadership styles. Therefore, organization 
leaders can potentially improve pre-existing leadership styles by coupling them 
with FLT attributes. Adopting these practices will likely add value and benefit 
the leader-member exchange relationship (LMX).  

This research has limitations based on using a cross-sectional study method. 
Therefore, the relationship between FLT and job satisfaction may change over 
time. The 330 participants in this study might have yielded different ANOVA 
results if race or time on the job were control variables. Therefore, further stu-
dies should consider these variables to provide additional insight into employee 
feelings and job satisfaction. Additionally, there were possible sample biases in 
this investigation. First, it was impossible to measure the entire population; 
data were collected from a sample of 330 full-time employees to reduce this 
bias and fall within an acceptable margin of error. Participants could have 
rushed or not have answered each question thoroughly. The survey contained 
only 19 one-sentence items to address variables to mitigate this possibility. Fur-
thermore, each item is derivative from previously acceptable studies to decrease 
survey bias. 

Additional research should address trustworthiness as a mediator or modera-
tor between FLT and job satisfaction. Additionally, alternative ethical leadership 
styles may contribute to a deeper understanding of integrity, assurance, and 
pragmatic forms of leadership on employees’ feelings toward job satisfaction. 
Gender was examined and showed no significant effect on job satisfaction. 
However, more research is needed to determine how other demographic catego-
ries such as income level and geographical location may influence the lead-
er-member exchange on job satisfaction.  

There was a need to establish alternative ethical leadership theories (van 
Knippenberg & Sitkim, 2013; Pohan et al., 2019). FLT filled that need in the lite-
rature and confirmed that ethical leadership positively influences job satisfac-
tion. This investigation concludes that ethical leaders who treat employees fairly 
(Brown, Trevino, & Harrison, 2005) improve employee well-being (Schwepker & 
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Dimitriou, 2021) and is a significant contributor to job satisfaction (Engelbrecht 
et al., 2017; Ko et al., 2018). Professional development programs should train 
leaders and managers to conduct inward and outward examinations based on 
integrity, assurance, and pragmatism to establish ethical leadership principles 
that promote job satisfaction, organizational commitment (Fuller, 2021a), and 
employee work engagement (Fuller, 2021b). Despite limited theoretical research 
on ethical leadership, foundational leadership integrity, assurance, and pragmat-
ism contribute to understanding the leader-member relationship concerning job 
satisfaction (Qing et al., 2019; Stamolampros et al., 2019). 
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