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Abstract

This study examines the direct and indirect effects of green human resource management
(GHRM) on job satisfaction, with organizational pride as a mediator and ethical leadership
and psychological empowerment as moderators. Data were collected in three waves from
308 respondents in Pakistan’s logistics industry, with hypotheses tested using PLS-SEM
through SmartPLS. Findings reveal that GHRM positively influences employee job
satisfaction, with organizational pride playing a significant mediating role. Ethical
leadership further strengthens the GHRM-job satisfaction link by amplifying the positive
effects of organizational pride, while psychological empowerment enhances the pride-
satisfaction relationship, underscoring the importance of an empowering workplace
culture. This research contributes to GHRM literature by addressing its less-discussed non-
green outcomes, particularly in the logistics sector. By integrating organizational pride,
ethical leadership, and psychological empowerment, the study provides a comprehensive
understanding of factors influencing GHRM’s effectiveness. These insights help
organizations balance sustainability goals with employee-centric approaches, offering
actionable strategies to benchmark practices and gain a competitive edge in fostering both
environmental responsibility and employee well-being. For policy makers, the findings
suggest that promoting GHRM frameworks in logistic industries, particularly in the
vulnerable developing countries not only advances environmental goals but also improves
employees’ well-being.

Keywords: Green HRM, job satisfaction, ethical leadership style, organizational pride,
psychological empowerment, social exchange theory, logistic industry, Pakistan.
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Green HRM and Non-Green Outcomes in Logistics Industry

1. Introduction

In the context of escalating global warming and climate change, there is a consensus among
researchers, scholars, and practitioners that these phenomena are largely human induced.
This realization has triggered a global movement towards formulating strategies to mitigate
their adverse effects, as evidenced by initiatives like the Paris Agreement and the
Sustainable Development Goals (SDGs). Ahmad et al., (2021) and Robertson and Barling
(2013) emphasize the need for human activities to be reoriented towards sustainable
development to counteract the detrimental effects of climate change.

To this backdrop, the role of organizations, particularly in sectors like logistics, becomes
pivotal. Organizations are not only encouraged to adopt sustainable business practices but
also to foster pro-environmental behaviors among their employees (Ahmad et al., 2021).
Given that employees spend a significant portion of their day at work, they are in a unique
position to influence and shape responsible behaviors, which can extend to their personal
lives and the broader society. This has led to the increasing prominence of green human
resource management (GHRM) in literature. GHRM, as defined by Jabbour (2013),
involves aligning typical human resource management practices with an organization's
sustainability goals, particularly crucial in the logistics industry where operational
practices have a direct impact on environmental sustainability.

GHRM aims to change policies and practices related to major HR functions (recruitment,
performance management, training, etc.) to promote pro-environmental behaviors (Ismail
et al., 2021; Guerci et al., 2016). Studies have shown GHRM's positive effects on various
green outcomes, including green creativity, environmental performance, employees’ green
behaviors, and organizational green climate (Ahmad et al., 2025; Ahmad et al., 2021,
Chaudhary, 2020; Pham et al., 2019; Ren et al., 2020; Roscoe et al., 2019; Ababneh, 2021,
Dumont et al., 2017). Recent scholarship, however, highlights that GHRM practices may
also trigger unintended effects on outcomes that are not related to environmental goals, an
aspect that remains underexplored yet essential for gaining a holistic view of GHRM’s
overall influence (Ahmad et al., 2025; Ismail et al., 2021; Ren et al., 2018; Ren et al., 2021).

Our study aims to address this gap by examining the impact of GHRM on non-green
outcomes, specifically job satisfaction, within the logistics industry. Job satisfaction, as
defined by Locke (1976), is a critical outcome in HRM studies and reflects an employee's
positive emotional state resulting from their job or job experiences. Furthermore, this study
also explores the role of organizational pride as a mediating factor between GHRM and
job satisfaction, thereby addressing the call by Ren et al., (2018) for research on the
mediating paths between GHRM and non-green outcomes. In line with the argument of
Dong and Zhong (2021), we believe that the mediating role of organizational pride is
crucial for understanding how responsible business practices can enhance job satisfaction.

In addition, leadership plays a vital role in promoting GHRM and green behaviors within

organizations (Bano et al., 2022), especially in the logistics industry. Ethical leadership

style (ELS), in particular, has been found to moderate the relationship between GHRM and
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green outcomes (Ahmad et al., 2021; Ren et al., 2021; Ren et al., 2020). Therefore, our
study also considers ELS as a potential moderator between GHRM and organizational
pride. Furthermore, the study also considers the moderating role of employees’
psychological empowerment between organizational pride and job satisfaction. We believe
that this concept is crucial to explore because it enhances the individual’s perception of
their role’s significance, thereby magnifying the positive impact of organizational pride on
job satisfaction by fostering a deeper connection and greater engagement with their work
(Carasco-Saul et al., 2015). Therefore, this study extends this inquiry to explore the
moderating role of ethical leadership style in the relationship between GHRM and job
satisfaction and psychological empowerment between organizational pride and job
satisfaction (see Figure 1).

The theoretical framework for this study is grounded in social exchange theory (Blau,
1964) and social identity theory (Tajfel and Turner, 1979). Social exchange theory suggests
that actions in the workplace are part of a reciprocal relationship between employee and
employer, while social identity theory posits that individuals align with groups that share
common characteristics to enhance self-esteem. These theories are suitable for explaining
the dynamics of GHRM as a change management strategy in the logistics industry to
become more responsible, where employees may associate with organizations engaged in
responsible practices to enhance their own relational image (Farooq et al., 2014).

Despite growing interest in green HRM, existing research remains largely centered on
environmentally focused outcomes, offering limited insight into how green HRM shapes
core employee attitudes in developing economies. Moreover, prior studies rarely examine
the underlying psychological mechanisms and boundary conditions through which Green
HRM translates into non green outcomes. Addressing this gap, the present study advances
a moderated-mediation framework that explains how and when green HRM influences job
satisfaction via organizational pride, thereby extending the business case for sustainability
beyond environmental performance alone.

Therefore, this study aims to fill the following critical gaps in the literature: First, by
investigating the impact of GHRM on non-green outcomes like job satisfaction in
Pakistan's logistics industry. Second, by exploring the mediating role of organizational
pride between GHRM and job satisfaction. Third, by testing the moderating roles of ethical
leadership style and psychological empowerment in this relationship, using a combination
of social exchange and social identity theories as our theoretical underpinning. This
research is not only academically significant but also has practical implications for logistics
organizations striving to balance environmental responsibilities with employee well-being.

The structure of this paper is as follows: The following section will present the conceptual
framework and proposed hypotheses. This will be followed by a discussion of the
methodology utilized to achieve the objectives of the study. The results of the study will
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then be presented and analyzed. Finally, the paper will conclude with a discussion of the
theoretical and practical implications, as well as limitations of the research.

2. Conceptual Framework and Hypotheses Development

Recent green HRM research has increasingly moved beyond examining direct green
outcomes to interrogate the broader psychological and relational consequences of
sustainability-oriented HR practices. Drawing on social exchange theory and social
identity theory, scholars now emphasize that green HRM operates not only as a technical
system of practices but also as a symbolic and relational signal that shapes employee
identification, pride, and attitudinal outcomes. At the same time, emerging debates
highlight that the effectiveness of green HRM is contingent on leadership credibility and
employee agency, raising questions about when such practices are perceived as authentic
versus controlling. Building on these developments, the present study advances a theory
driven framework that integrates organizational pride as a central mechanism and ethical
leadership and psychological empowerment as critical boundary conditions.

2.1 Green HRM and Job Satisfaction

In the era of escalating climate change, organizations, particularly in the logistics industry,
are increasingly pressured to adopt environmentally responsible practices (Wang et al.,
2023). This shift includes the management of human resources in a way that aligns with
the green agenda of these organizations (Ahmad et al., 2021; Dumont et al., 2017). GHRM,
as defined by Kramar (2014), focuses on HRM activities that enhance positive
environmental outcomes. Wehrmeyer (1996) emphasized the critical role of employees in
the success of these environmentally aware approaches, highlighting the shift from macro
to micro-level sustainability within organizations (Teixeira et al., 2012).

Using social exchange theory (SET) as a framework (Blau, 1964), this study explores how
GHRM can lead to enhanced non-green outcomes like job satisfaction in the logistics
industry. SET posits that reciprocal good behavior between parties leads to positive
outcomes (Gergen, 1969). When employees perceive their organization's HRM activities
as responsible and pro-environmental, they form positive judgments and feel content being
part of such an organization (Ahmad et al., 2025; Ahmad et al., 2021). This perception is
further reinforced by rewards and benefits for adopting green behaviors, leading to long-
term positive reactions and high job satisfaction (Blau, 2017; Molm, 1997). Eisenberger
et al. (1997) suggest that this sense of obligation is heightened when employees view the
organization's responsible practices as discretionary rather than obligatory.

This argument is further strengthened by Social Identity Theory (SIT). Developed by Tajfel
and Turner (1979), SIT explains that individuals categorize themselves into social groups,
which significantly shape their behavior, attitudes, and self-concept. Central to this theory
is the idea that people enhance their self-esteem and gain a sense of belonging through their
group memberships. Group identification also influences how individuals perceive
themselves and others, leading to in-group favoritism and out-group differentiation (Tajfel,

4



Ahmad, Aboelmaged & Ullah

1982). SIT highlights the role of organizational identification, where employees’ alignment
with organizational values contributes to their overall satisfaction and commitment.

Using SIT, we argue that GHRM fosters a culture of sustainability, aligning the
organization with broader societal values concerning environmental responsibility. When
employees identify with these green values and see their organization as promoting ethical
and sustainable practices, their sense of pride and belonging within the organization is
enhanced (Ahmad et al., 2021). This alignment with the company's green values
strengthens their organizational identification, contributing positively to their
psychological well-being and satisfaction. Therefore, GHRM not only fosters
environmental sustainability but also enhances employees' job satisfaction by fulfilling
their need for organizational identification and ethical alignment. Past studies, such as,
Ismail et al., (2021) also found a positive relationship between GHRM and organizational
pride and citizenship behavior. These studies highlight the role of GHRM in enhancing
employees' association with socially responsible organizations, thereby boosting their own
reputations.

This study explores job satisfaction as an outcome of GHRM in the logistics industry. Job
satisfaction refers to the positive feelings employees have towards their work, either
through specific aspects like supervision or overall workplace experiences (Macdonald &
Maclntyre, 1997). This study focuses on the latter, suggesting that GHRM activities
positively impact employees' general satisfaction with their organization. Employees
perceive organizations that implement GHRM as accountable, ethical, and supportive of
environmental responsibilities, which enhances their alignment with personal values
(Ahmad et al., 2021; Renwick et al., 2013). This alignment boosts employees’ self-esteem
and reputation, resulting in increased job satisfaction (Ismail et al., 2021). In the logistics
industry, GHRM initiatives, such as promoting environmentally friendly transportation and
flexible work arrangements, foster a sense of purpose and work-life balance. Increased
involvement in environmental efforts strengthens employees' sense of ownership and
commitment to the organization, further enhancing job satisfaction.

Therefore, consistent with social exchange theory, employees interpret green HRM
practices as discretionary organizational investments, which they reciprocate through
positive job-related attitudes such as satisfaction. From a social identity perspective, green
HRM also functions as a value signal that enhances employees’ identification with an
ethically responsible organization, thereby strengthening job satisfaction. Hence, we
propose that:

> H1: Green HRM has a positive relationship with job satisfaction
2.2 Mediating Role of Organizational Pride

Organizational pride, as defined by Jones (2010), is the sense of pleasure and self-respect
employees derive from their association with their organization. In the logistics industry,
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this pride is significantly enhanced by pro-environmental initiatives, which not only
improve the organization's image but also foster employee satisfaction (De Roeck et al.,
2014; Ismail et al., 2021). GHRM activities, encompassing aspects from talent attraction
to performance management, play a crucial role in building this image, both internally and
externally. Employees take pride in working for organizations that prioritize social good
over mere financial gains, leading to positive attitudes and behaviors (Ismail et al., 2021).

Supporting this view, Jones (2010) highlights that volunteer initiatives boost organizational
pride and recognition. Ismail et al., (2021) and Shehzad et al., (2019) further argued that
individuals prefer associating with socially responsible organizations, enhancing their
sense of pride. Newman et al., (2015) also found that employee perception of their
organization's social responsibility directly influences their pride.

GHRM instils a belief among employees that their organization values responsible
practices and employee well-being (Rurkkhum, 2024). This belief fosters a feel-good
factor, encouraging employees to reciprocate with enhanced organizational pride, leading
to job satisfaction (Baykal et al., 2023). Ismail et al., (2021) found that organizational pride
through GHRM leads to citizenship behaviors, enhanced creativity, and organizational
identification. Similarly, Hameed et al., (2019) found the mediating role of organizational
pride between the dimensions of CSR and organizational citizenship behaviour towards
environment. Similarly, Zafar and Suseno (2024) found organizational pride sequentially
mediate the relationship between GHRM practices and employees’ voluntary pro-
environmental behaviors.

Thus, GHRM-induced pride enhances employees' sense of purpose and job meaning,
which in turn fosters a positive organizational culture that supports values, ethics, and
employee well-being. This pride not only boosts employee morale and commitment but
also strengthens the connection between GHRM activities and overall job satisfaction,
demonstrating that organizational pride is a key factor in translating GHRM efforts into
enhanced job satisfaction.

Drawing on social identity theory, organizational pride reflects employees’ emotional
attachment and self enhancement derived from membership in a socially responsible
organization. At the same time, social exchange theory suggests that such pride emerges
as a reciprocal response to perceived organizational commitment to sustainability-oriented
HR practices. Therefore, we propose that:

> H2: Organizational pride mediates the relationship between Green HRM and
job satisfaction

> H2a: Green HRM has a positive relationship with organizational pride.
> H2b: Organizational pride has a positive relationship with job satisfaction.
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2.3 Moderating Role of Ethical Leadership Style

The ethical leadership style (ELS), introduced by Brown et al. (2005), is defined as the
demonstration of normatively appropriate conduct through personal actions, interpersonal
relationships, and the promotion of such conduct to subordinates. In the logistics industry,
ELS is particularly relevant due to its role in fostering ethical and moral behavior among
employees, a necessity highlighted by events like the BP oil spill and the 2008 financial
crisis (Ahmad et al., 2021). ELS is perceived as fair, moral, and genuine, especially when
it involves fair treatment of employees (Ahmad & Umrani, 2019).

Previous studies on ELS have explored its direct impact on various outcomes. Ahmad and
Umrani (2019) examined its effect on job satisfaction, while Khan et al., (2018) focused
on its impact on organizational safety performance. Chughtai (2015) found that ELS
enhances employee well-being and extra-role behaviors such as organizational citizenship
(Arain et al., 2017), and employee performance (Walumbwa et al., 2011). However,
research on ELS's role in mitigating effects between organizational practices and outcomes
is limited. Only a handful of studies have explored this mitigating role of ELS. For instance,
Ahmad et al., (2021) studied ELS's mitigating role between green human resource
management (GHRM) and pro-environmental behaviors, while Philipp and Lopez (2013)
investigated its moderating role between psychological contracts and organizational
commitment.

ELS leaders are known for their focus on social responsibility, ethics, morality, legal
obligations, social contribution, and pro-environmental behaviors (Chughtai, 2015; Ahmad
et al., 2023). They influence long-term employee behavior through integrity and honesty,
encouraging ethical behaviors through both reward and punishment (Philipp and Lopez,
2013). In the context of the logistics industry, where GHRM activities are integral to
corporate social responsibility, ELS is expected to closely relate to GHRM. It is argued
that a high perception of ELS strengthens the relationship between GHRM and outcomes
like organizational pride and job satisfaction. This relationship is supported by social
exchange theory, which emphasizes reciprocity in employee responses to leadership styles.

In the logistics industry, ethical leadership is crucial for the success and effectiveness of
initiatives. High ELS perception leads to increased trust and engagement from
stakeholders, ensuring transparent and effective use of resources (Kurniawan et al., 2025).
Conversely, low ELS perception can result in decreased trust, poor organizational culture,
and perceptions of initiatives as insincere or burdensome (Carollo and Guerci, 2018;
Jermier and Forbes, 2016). Therefore, in the logistics industry, particularly in development
initiatives, the perception of ELS significantly influences the effectiveness of GHRM and
other organizational practices, such as positive perception of association, organizational
pride, stakeholders’ trust, employee engagement, and overall organizational culture.
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From a social exchange perspective, ethical leadership strengthens the credibility and
sincerity of green HRM practices, thereby enhancing employees’ positive reciprocal
responses. Recent Green HRM debates also emphasize leadership authenticity as a key
boundary condition that determines whether sustainability practices are perceived as value
driven or symbolic. Hence:

» H3: Ethical leadership style moderates the mediating role of organizational pride
between Green HRM and job satisfaction such that high ethical leadership style
will strengthen this relationship and vice versa.

2.4 Moderating Role of Psychological Empowerment

Employee empowerment has emerged as a critical factor in enhancing employee outcomes
and organizational performance. Empowerment, characterized by meaning, competence,
self-determination, and impact (Spreitzer, 1995), enriches employees' work lives by
providing them with a sense of control and the ability to make meaningful contributions
(Seibert et al., 2011). Organizational pride, on the other hand, reflects employees' positive
emotional response to their association with their organization, which has been linked to
increased job satisfaction (Kumari, 2011).

The relationship between organizational pride and job satisfaction suggests that when
employees are proud of their organization, they are likely to experience higher job
satisfaction. This relationship can be understood through the lens of social identity theory,
which posits that individuals derive part of their self-concept from their membership in
organizations (Tajfel and Turner, 1986). Proud employees, identifying strongly with their
organization, are more likely to feel satisfied with their job as it enhances their self-esteem
(Ashforth and Mael, 1989).

However, the strength of this relationship can be contingent upon the level of employee
empowerment. Empowered employees, equipped with autonomy, resources, and a sense
of significance in their work (Thomas and Velthouse, 1990), may find organizational pride
more impactful on their job satisfaction (Maan et al., 2020). This is because empowerment
amplifies the sense of ownership and intrinsic motivation, making the positive feelings
associated with organizational pride more potent in influencing job satisfaction (Deci et
al., 1999).

Recent research supports the moderating role of empowerment in various organizational
outcomes. For instance, a study by Zhang and Bartol (2010) demonstrated that
empowerment can enhance the effect of transformational leadership on innovative
behavior, suggesting that empowerment can amplify the impact of positive organizational
constructs on individual outcomes. Furthermore, research by Carasco-Saul et al., (2015)
found that empowerment plays a crucial role in determining the relationship between
leadership styles and employee outcomes, including job satisfaction.

Consistent with social identity theory, empowered employees are more capable of
internalizing organizational pride as part of their self-concept, amplifying its attitudinal
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effects. From a social exchange lens, psychological empowerment enhances employees’
perceived returns from the exchange relationship, thereby strengthening the pride—job
satisfaction link. Therefore, it is hypothesized that:

» H4: Employee empowerment moderates the relationship between organizational
pride and job satisfaction, such that high levels of empowerment will strengthen
this relationship and vice versa.

2.5 Study Context

Pakistan's logistics industry is currently facing challenges due to infrastructural
inadequacies and regulatory issues, impacting its efficiency and global competitiveness
(Khan et al., 2022). However, there is a growing emphasis on digitalization and
modernization, which is expected to enhance operational capabilities and integration in
global logisticss (Jam et al., 2025). Additionally, the industry in general is increasingly
focusing on sustainable practices to address environmental concerns and improve
resilience against climate change impacts (Aboelmaged et al., 2023).

The logistics industry in Pakistan plays a crucial role in the country's response to climate
change, as it is both a significant contributor to greenhouse gas emissions and a key area
for implementing sustainable practices (Ahmad et al., 2021). With its extensive logistics
and transportation networks, the industry is pivotal in reducing carbon footprints through
the adoption of green supply chain management (GSCM) practices (Jam et al., 2025).
Furthermore, the integration of climate-resilient strategies in Pakistan's logistic industry is
essential for ensuring long-term economic stability and environmental sustainability,
especially in agriculture and manufacturing industries.



Green HRM and Non-Green Outcomes in Logistics Industry

satisfaction

Figure 1: Conceptual Framework

Notes: GHRM = Green Human Resource Management, ELS = Ethical Leadership Style, Org. Pride
= Organizational Pride, Psyc. Emp. = Psychological Empowerment.

3. Methodology

A quantitative research design was employed to address the objectives of this study. Data
was gathered in three separate phases from employees in the logistics sector. This multi-
stage data collection approach was implemented to minimize issues related to data nesting
and common method bias. Participants were assured of full confidentiality and anonymity
throughout the process. Each questionnaire was assigned a unigque code to enable accurate
identification and matching with responses obtained in the third phase. This approach
aligns with established methodological practices used in prior research to mitigate common
method bias (e.g., Naseer et al., 2016; Ahmad & Umrani, 2019).

Respondents were approached through personal and professional contacts using a
convenient sampling technique. Convenience sampling was used due to restricted access
to employees in the logistics sector, where organizations are operationally sensitive and
formal sampling frames are rarely available. This approach is consistent with prior green
HRM and organizational behavior studies conducted in similar industry contexts and was
further strengthened by multi wave data collection, which helped reduce common method
bias (see Ahmad et al., 2025). At stage 1, respondents filled in a paper-pencil survey form
containing statements about job satisfaction, and ethical leadership style. At stage 2,
respondents filled in a paper-pencil survey form containing statements about their
perception of GHRM, demographic information, and organizational pride. Finally at stage
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3, data related to employees’ psychological empowerment were collected. At stage 1, a
total of 500 survey forms were distributed. Respondents were given two weeks’ time to
turn in the forms. We collected 354 survey forms in two weeks. After a gap of about three
weeks, the same respondents were approached to fill in the forms for stage 2. They were
again given two weeks, after which the author approached them for collection of the filled-
out forms. This time, only 278 fully completed forms were received. To increase the sample
size, the author used his personal contacts and references. This move was somewhat
successful, and the author received an additional 30 complete forms in stage 2. The author
had the email addresses of the respondents which were used to reach them at stage 3 for
data regarding the final variable i.e., psychological empowerment. After two weeks’ time
and one reminder email to all participants, all the respondents filled in the survey form.
Therefore, a total of 308 final sample sizes having filled forms and successfully matched
between stage 1, 2 & 3 were recorded which makes it a response rate of 61.6%.

3.1 Measures

3.1.1 Four constructs, i.e., GHRM, organizational pride, psychological empowerment, and
ethical leadership style (ELS), were assessed using a five-point Likert scale ranging from
1 (strongly disagree) to 5 (strongly agree). Following the recommendations of the original
authors, job satisfaction was measured on a seven-point Likert scale ranging from 1
(strongly disagree) to 7 (strongly agree).

Green Human Resource Management (GHRM)

GHRM was measured using a six-item scale developed by Dumont et al. (2017). A sample
item includes, “My Company considers employees’ workplace green behavior in

performance appraisals.” The Cronbach’s alpha (a) for this construct was 0.92, indicating
high reliability.

3.1.2 Organizational Pride

Organizational pride was measured using the seven-item scale developed by Gouthier and
Rhein (2011) and later applied by Swanson and Kent (2017) and Welander et al. (2017). A

sample item is, “I feel happy for being a member of this company.” The reliability
coefficient (o) was 0.93.

3.1.3 Ethical Leadership Style (ELS)

Ethical leadership was assessed using the ten-item scale developed by Brown et al. (2005).
A representative statement is, “My leaders listen to what employees have to say.” The
Cronbach’s alpha (a) for this scale was 0.94.

3.1.4 Job Satisfaction

Job satisfaction was measured using the ten-item scale by MacDonald and Maclntyre
(1997). An example item is, “I feel good about working at this company.” The scale
demonstrated strong internal consistency with a Cronbach’s alpha (a) of 0.92.

11
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3.1.5 Psychological Empowerment

Psychological empowerment was measured using the four-item scale developed by
Spreitzer (1995). A sample item includes, “My work is meaningful to me.” The Cronbach’s
alpha (a) value for this construct was 0.91, confirming reliability.

3.1.6 Control Variables

No control variables were included because their inclusion should be theory driven rather
than routine. Methodological work in organizational research shows that indiscriminate
controls can introduce bias, reduce interpretability, and sometimes distort substantive
relationships, especially when controls are weakly justified or chosen out of convention
(Becker, 2005; Spector and Brannick, 2010). More recent best practice guidance reiterates
that control variables should be included only when they represent plausible alternative
explanations that are theoretically linked to the focal relationships, and when their inclusion
is clearly articulated and defensible (Bernerth and Aguinis, 2016; Becker et al., 2016).

In the present study, the model is explicitly grounded in social exchange theory and social
identity theory, focusing on theoretically specified psychological mechanisms and
boundary conditions among perceptual constructs. Demographic variables such as age,
gender, and tenure were considered, but they were not expected, on theoretical grounds, to
systematically confound the specific relationships tested. Consistent with published
recommendations, we therefore prioritized model parsimony and theoretical clarity by
omitting controls that lacked a strong, explicit rationale, and we clarified this decision to
enhance transparency and allow readers to evaluate the robustness of the theoretical model
(Bernerth and Aguinis, 2016; Spector and Brannick, 2010).

4. Data Analysis and Results
4.1 Model Estimation

Partial Least Squares Structural Equation Modeling (PLS-SEM) was employed to test the
study’s hypotheses. This approach is particularly suited for exploratory research and early-
stage theory development, offering advantages over covariance-based SEM (Henseler et
al., 2014). PLS-SEM is also effective when dealing with smaller sample sizes, complex
model structures, and non-normally distributed data. Furthermore, PLS-SEM was preferred
over CB-SEM because this study is prediction oriented and aims to explain variance in job
satisfaction through a complex model involving mediation and moderation rather than to
confirm an established covariance structure. The research model includes multiple latent
constructs, interaction terms, and indirect effects, for which PLS-SEM provides more
stable and efficient estimation, particularly with moderate sample sizes and without strict
assumptions of multivariate normality. In contrast, CB-SEM s better suited for theory
confirmation and global model fit assessment, requires larger samples for models with
interaction effects, and is less flexible in handling moderated mediation structures.
Therefore, PLS-SEM was considered more appropriate for the objectives, complexity, and
data characteristics of the present study. The theoretical framework of this study comprises
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four reflective constructs. Consistent with the procedures recommended by Hair et al.
(2017), the analysis first assessed the measurement model and subsequently evaluated the
structural model.

4.2 Measurement Model Assessment

The measurement model was evaluated through reliability and validity analyses.
Cronbach’s alpha (CA) and Composite Reliability (CR) were calculated to assess internal
consistency, with all values exceeding the recommended threshold of 0.70. Convergent
validity was confirmed as the item loadings produced Average Variance Extracted (AVE)
values above 0.50, indicating that each construct captured sufficient variance relative to
measurement error, thereby confirming indicator reliability. The results of CA, CR, and
AVE are presented in Table 1.

Table 1: Factor Loading, Cronbach Alpha, CR and AVE Values

Construct Items Loadings | Cronbach's CR AVE
Alpha
GHRM1 0.865
Green Human GHRM2 0.873
Resources GHRM3 0.898 0.931 0.946 | 0.745
Management GHRM4 0.891
(GHRM) GHRM5 0.843
GHRM6 0.807
OP1 0.907
OP2 0.885
Organizational OP3 0.887 0.941 0.952 | 0.741
Pride (OP) OP4 0.872
OP5 0.881
OP6 0.862
OP7 0.719
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JS1 0.774
JS2 0.713
JS3 0.698
JS4 0.592 0.922 0.935 | 0.593
JS5 0.794
Job Satisfaction JS6 0.815
JS7 0.818
JS8 0.821
JS9 0.812
JS10 0.769
ELSR1 0.909
ELSR2 0.912
ELSR3 0.914
ELSR4 0.918
Ethical ELsrs | 0919 0973 | 0977 | 0.809
Leadership Style ELSR6 0.909
(ELS) ELSR7 0.911
ELSR8 0.903
ELSR9 0.906
ELSR10 0.782
Psy E1 0.888
Psychological Psy E2 0.887 0.908 0.936 784
Empowerment Psy E3 0.904
Psy E4 0.864

4.3 Discriminant Validity

Discriminant validity was evaluated using both the Fornell-Larcker criterion and the
Heterotrait-Monotrait Ratio (HTMT) of correlations. As shown in Table 2 (Fornell-
Larcker criterion), the square roots of the AVE values exceeded the corresponding inter-
construct correlations, confirming discriminant validity. Additionally, HTMT, a more
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rigorous measure recommended by Henseler et al. (2015), was used for further verification
(Table 3). For acceptable discriminant validity, HTMT values should remain below 0.85;
exceeding this threshold would suggest validity concerns. In this study, all HTMT values
were below 0.85, indicating that the measurement model meets the discriminant validity
requirement and is free from related issues.

Table 2: Fornell-Larcker Criterion

ELSR GHRM JS OP Psy E
ELSR 0.899
GHRM 0.593 0.863
JS 0.485 0.739 0.770
OP 0.785 0.752 0.694 0.861
Psy_E 0.783 0.502 0.514 0.684 0.886

Notes: ELSR = Ethical Leadership Style, GHRM = Green Human Resource Management, JS = Job Satisfaction,
OP = Organizational Performance, Psy_E= Psychological Empowerment

Table 3: Heterotrait-Monotrait Ratio (HTMT)

ELSR GHRM 7S OP Psy E
ELSR

GHRM 0.620

7S 0.510 0.796

OP 0.813 0.803 0.749

Psy E 0.834 0.545 0.563 0.738 -

4.4 Structural Model Assessment

The next step in PLS-SEM is to assess the structural model which is basically a testing of
the hypothesized paths outlined in the model. Table 4 illustrates the results for the structural
model evaluation showing the structural model with t-values and path co-efficient (output
of SmartPLS4). The hypothesized relationship between green human resource
management and job satisfaction turns out to be statistically significant (B = 0.497, t =
7.192, p < 0.01) thus extending support to confirm H1. Furthermore, organizational pride
was significantly affected by green human resource management (= 0.752, t=22.52, p <
0.01), confirming H1la. Similarly, organizational pride has a significant positive effect on
job satisfaction, (p = 0.332, t=4.744, p <0.01), thereby extending support to H1b.
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Table 4: Structural Model

Hypoth Std. Beta | Standard | t-Static | P Values | Decision
Error

Hi GHRM ->JS | 0.497 0.062 7.192 | 0.000 Supported

Hia GHRM->OP | 0.752 0.033 22.524 | 0.000 Supported

Hap OP->JS 0.322 0.068 4.744 | 0.000 Supported

4.5 Mediation Analysis

Mediation analysis was conducted using bootstrapping of the indirect effect, following the
approach of Preacher and Hayes (2004, 2008). The bootstrapping results indicated a
significant indirect effect (p =0.242,t=4.310, p <0.01). The 95% bias-corrected bootstrap
confidence interval [LL = 0.160, UL = 0.343] did not include zero, confirming the presence
of a mediating relationship (Preacher and Hayes, 2008). Therefore, the mediation effect is
statistically significant, providing empirical support for hypothesis H2. The detailed results
of the mediation analysis are presented in Table 5.

The mediating role of organizational pride aligns with social exchange and social identity
theories, suggesting that employees reciprocate green HRM practices through enhanced
self-evaluation and organizational attachment. Consistent with prior studies linking green
HRM to pride and identification (Ismail et al., 2021; Dong and Zhong, 2021), our findings
extend this work by showing that pride is a key mechanism through which green HRM
influences non green outcomes such as job satisfaction. This indicates that green HRM
operates not only through instrumental benefits but also through symbolic and identity-
based processes, particularly in developing economic contexts.

Table 5: Mediation Analysis

Hypoth Relationship Beta Std. | t-value | Confidence | Decision
Error Interval (BC)
LL UL

H: GHRM->OP ->JS | 0.242 | 0.056 | 4.310 | 0.160 | 0.343 | Supported

4.6 Effect Size & Predictive Relevance

Coefficient of determination (R?) represents the overall explanatory power of the structural
model, indicating how well the model predicts the dependent variables. According to Hair
et al. (2017), Rz values of 0.75, 0.50, and 0.25 denote substantial, moderate, and weak
predictive accuracy, respectively. The findings show that GHRM accounts for 56.5% of
the variance in OP (R2=0.565), while GHRM and OP jointly explain 59.2% of the variance
inJS (R2=0.592).
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Table 6 presents the predictive relevance results for the endogenous latent constructs,
expressed through Stone-Geisser’s Q? statistic (Geisser, 1974; Stone, 1974). This measure,
calculated via the PLS-Predict function in SmartPLS4, assesses the model’s ability to
predict endogenous variables. A Q2 value greater than zero signifies that the model has
meaningful predictive power. In this study, the Q2 values for OP (0.560) and JS (0.543)
confirm that the proposed structural model demonstrates strong predictive relevance.

Effect size f> determines whether an exogenous construct has a significant and meaningful
effect on an endogenous construct in a particular model. The f? values obtained for this
study were GHRM-> OP =0.706 and GHRM-> JS =0.263, respectively, which were found
to be large effect and medium effect sizes (Cohen, 1988). Figures 3 and 4 can also be
referred to for graphical representation of the same results explained above.

Table 6: Predictive Relevance and Effect Size
rFl @ R?
GHRM -> OP 0.706 |0.560 0.565
GHRM -> JS 0.263 |0.543 0.592

4.7 Moderation Analysis

Figure 3 shows that the positive relationship between green HRM and organizational pride
is stronger under high ethical leadership style compared to low ethical leadership style.
This indicates that ethical leaders enhance employees’ positive interpretation of green
HRM practices.

5 -
4.5 -
a4

(=
O z5 Moderator

3 _/:
T

g L0 ELS sl High ELS
2.5 4

2 -

1.5 4

Low GHRM High GHRM

Figure 3: Two-way Interaction Graph for ELS as Moderator
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Figure 4 illustrates that ethical leadership style strengthens the positive relationship
between green HRM and organizational pride. Specifically, when ethical leadership is
high, the slope between green HRM and organizational pride becomes steeper, indicating
that employees interpret green HRM practices as more authentic and value driven under
ethical leadership conditions.

GHRIVELS

GHRN

—ELSat-150 —ELS atean —ELSat+13D

Figure 4: Slope Analysis for Moderating Effect of ELS
4.8 Testing Moderation

Baron and Kenny (1986) explain the moderator as a particular construct that influences the
relationship between exogenous and endogenous constructs in a given model. This study
explored the moderating effects of ethical leadership on the relationship between GHRM
and OP, whereas the moderating effect of psychological empowerment was tested on the
relationship between OP and JS by generating the interaction terms (Memon et al., 2024).
Measurement model evaluation criteria also apply to moderating variables that must meet
the standard parameters. As shown in Table 1, the measurement models for both the
moderating variables duly fulfill the set criteria. For the interaction term there is no such
requirement.

The next step involved examining the significance of the interaction terms, which is a
fundamental requirement of a moderating effect. This step was conducted through the
bootstrapping procedure, and the corresponding t-vale for GHRM*ELS was noted to be t-
value = 3.48, and for the interaction term OP*JS, it was found to be t-value = 1.66,
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indicating that both the moderation effects were significant (see Table 7). The
corresponding f2 values were noted to be 0.012 and 0.044, which are small effects.
Therefore, H3 and H4 were accepted. Figures 5 and 6 show the graphical presentation with
slope plots and the two-way interactive graphs.

Table 7: Hypothesis Testing Results for Moderation Analysis

Relationship Std. Beta | Sample Std. | t-value | p-value | Decision
Mean Error

Hs: ELS * GHRM 0.109 0.105 0.038 3.42 0.002 | Supported

Hs. OP *Psy_R 0.075 0.072 0.045 | 1.662 0.048 | Supported

Figure 5 demonstrates that psychological empowerment amplifies the positive effect of
organizational pride on job satisfaction. At higher levels of empowerment, organizational
pride translates more strongly into job satisfaction, suggesting that empowered employees
are better able to internalize pride as meaningful and satisfying work experiences.

Psy Rx OP
0418
0.258

V0098 -
-0.062
0222
-0.382
11 1 0908-07-06-0504-03-02-01 0 010203 04 0506 07 0809 1 1.1
OP
== Pgy Rat-15D ==Psy Rat Mean ==Psy Rat +15D

Figure 5: Slope Analysis for Moderating Effect of Psychological Empowerment (Psy_R)

Similarly, Figure 6 demonstrates that the positive relationship between organizational pride
and job satisfaction is stronger when psychological empowerment is high rather than low.
This indicates that empowerment enhances the extent to which pride in the organization
translates into higher job satisfaction.
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Figure 6: Two-way Interaction Graph for Psy_R as Moderator

5. Discussion and Implications

This research explores how green Human Resource Management (GHRM) influences non-
environmental outcomes in the logistics sector, an area that remains relatively under
examined in prior literature (Ismail et al., 2021; Ren et al., 2018; Ren et al., 2021). Set in
Pakistan, ranked as the seventh most climate-vulnerable nation (Ahmad et al., 2021), the
study gains further significance considering the substantial portion of employees’ lives
spent within organizational settings (Blok et al., 2015). By focusing on Pakistan’s logistics
sector, it contributes a distinctive lens and helps close an existing gap in empirical
understanding of GHRM’s influence in this context.

Employing social exchange theory alongside social identity theory, we investigated
GHRM's influence on job satisfaction, a crucial predictor of performance, commitment,
and retention (Macdonald and Maclintyre, 1997). Our findings corroborate previous studies
(Obeidat et al., 2018), showing a positive association between GHRM and job satisfaction.
This study contributes to the emerging discourse on GHRM's broader impacts, beyond
green outcomes (Ren et al., 2018).

Contrasting with Ismail et al., (2021), who found no link between GHRM and certain non-
green outcomes, our results suggest a positive impact of GHRM on job satisfaction. This
discrepancy may reflect a heightened awareness of pro-environmental behaviors in
Pakistan, a country severely affected by climate-related disasters like the 2022 flash floods.
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Pakistani employees, recognizing the importance of GHRM, feel prouder to be associated
with organizations that promote such initiatives.

We also explored how organizational pride mediates the relationship between GHRM and
job satisfaction. While previous studies have not specifically examined this mediating role
(Ismail et al., 2021), our findings suggest that pride in one's organization plays a crucial
role in this dynamic. This insight adds novel contributions to the understanding of GHRM's
impact.

Additionally, we investigated the moderating role of ethical leadership style (ELS) in the
relationship between GHRM, organizational pride, and job satisfaction. This aspect of the
study is unique, building on the limited existing research (Ahmad et al., 2021). We argue
that leaders with high ELS enhance positive perceptions of GHRM activities, thereby
strengthening their relationship with non-green outcomes like organizational pride and job
satisfaction.

Similarly, the finding that employee empowerment moderates the relationship between
organizational pride and job satisfaction, enhancing this link at higher levels of
empowerment, aligns with prior research underscoring the pivotal role of psychological
empowerment in workplace dynamics (Spreitzer, 1995; Zhang and Bartol, 2010). This
study's outcome resonates with the theoretical frameworks suggesting that empowered
employees, experiencing greater autonomy, competence, and impact, perceive their
contributions as more meaningful. Consequently, this heightened sense of significance
amplifies the positive effects of organizational pride on job satisfaction (Deci et al., 1999;
Carasco-Saul et al., 2015), indicating a synergistic interplay where empowerment serves
as a critical lever for enhancing job satisfaction through organizational pride.

This study enriches the limited literature on GHRM's impact on non-green outcomes in the
logistics industry. While most past studies have focused on green outcomes (Ahmad et al.,
2021; Dumont et al., 2017; Renwick et al., 2013), our empirical evidence extends the
business case for GHRM, suggesting that it can enhance positive organizational attitudes
and behaviors, leading to improved firm performance (Ahmad et al., 2021).

Moreover, our findings contribute to the debate on GHRM's potential dichotomy between
control and commitment (Carollo and Guerci, 2018). While GHRM can promote a culture
of voluntary pro-environmental practices, critics argue it may also serve as a form of soft
control, shaping employee behaviors to align with organizational values (Alvesson and
Karreman, 2007; Forbes and Jermier, 2002). This perspective raises concerns about GHRM
practices potentially being manipulative or constituting eco-fascism (Jermier and Forbes,
2016). Our study suggests that while GHRM aims to foster pro-environmental behaviors,
there is a risk of these practices being perceived as controlling or moral policing.

This study also enriches the understanding of empowerment's role within the
organizational behavior literature by illustrating its moderating effect on the organizational
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pride-job satisfaction nexus. It extends the psychological empowerment framework by
Spreitzer (1995) and supports the argument that empowerment's intrinsic motivational
properties (Deci et al., 1999) can intensify the impact of organizational pride on job
satisfaction. Furthermore, it suggests that the constructs of organizational pride and job
satisfaction are not just linearly related but are significantly influenced by the level of
employee empowerment, thereby offering a nuanced view of employee engagement
dynamics.

This research contributes valuable understanding of how GHRM influences non-
environmental outcomes within the logistics sector, especially in developing economies
such as Pakistan. It emphasizes the beneficial effect of GHRM on employees’ job
satisfaction and underscores the mediating significance of organizational pride and ethical
leadership. Moreover, it initiates a critical discussion on the dual character of GHRM,
serving both as a driver of authentic environmental engagement and as a potential tool of
managerial control.

Taken together, the findings suggest that green HRM enhances non green outcomes not
through a single linear pathway, but through an interdependent configuration of practices,
psychological mechanisms, and contextual conditions. Consistent with prior green HRM
research emphasizing identity and reciprocity-based processes (Ren et al., 2018),
organizational pride emerges as the central mechanism translating green HRM into job
satisfaction. However, this indirect effect is contingent upon leadership credibility and
employee agency. Ethical leadership strengthens the signaling value of green HRM,
ensuring that sustainability practices are interpreted as authentic rather than symbolic,
while psychological empowerment enables employees to internalize organizational pride
more fully, amplifying its attitudinal impact. This integrated pattern highlights that green
HRM alone is insufficient; its effectiveness depends on the simultaneous presence of
ethical leadership and empowerment aligned with identity-based mechanisms.

5.1 Managerial Implications

This study provides valuable insights into the multifaceted impact of green human resource
management (GHRM) within organizations, particularly in the logistics industry. The
empirical evidence gathered demonstrates that GHRM not only fosters green outcomes like
green creativity (Ahmad et al., 2021) and pro-environmental behaviors (Blok et al., 2015)
but also significantly contributes to non-green outcomes such as job satisfaction and
organizational citizenship behavior (Ismail et al., 2021). This dual benefit underscores
GHRM's role as a comprehensive approach that addresses stakeholder concerns while
simultaneously enhancing various organizational benefits.

A key finding of this study is the positive influence of GHRM on employee behavior and

the strengthening of employee-organization relationships. By enhancing organizational

pride, GHRM improves job satisfaction, as supported by social exchange theory. This

theory posits that when employees perceive their organization positively, they reciprocate

with positive attitudes and behaviors (DeRoeck et al., 2016). Therefore, implementing
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GHRM practices is crucial for organizations aiming to boost employee engagement and
satisfaction.

The study also highlights the critical role of managerial leadership styles, particularly
ethical leadership style (ELS), in reinforcing the positive impacts of GHRM. Managers
who integrate ethical and moral values into their leadership approach, such as ELS, amplify
the relationship between GHRM and job satisfaction. This finding emphasizes the need for
leadership development programs to focus on ethical and moral dimensions (Ahmad &
Aboelmaged, 2025). Organizations should prioritize recruiting, training, and retaining
leaders who can enhance both green and non-green outcomes of GHRM. Promoting an
ethical organizational culture that rewards pro-environmental and pro-social behaviors is
also essential in reinforcing GHRM's message and maximizing its benefits.

Furthermore, organizations should prioritize strategies that enhance employee
empowerment—such as delegating decision-making authority, providing resources, and
recognizing contributions—to amplify the positive correlation between organizational
pride and job satisfaction. This approach not only fosters a more engaged and satisfied
workforce but also cultivates a culture of ownership and pride that can drive organizational
success. Empowerment thus emerges as a key lever in the strategic management of human
resources, underscoring its significance in contemporary organizational practices.

In the context of Asian countries like Pakistan, the relevance of GHRM and ELS is
particularly significant against the backdrop of increasing environmental awareness and
sustainability initiatives (Anjum et al., 2023; Khan et al., 2023), such as the billion tree
Tsunami and ten billion tree Tsunami projects led by Pakistan Tehreek-e-Insaf (PTI). For
policymakers in Pakistan, incentivizing GHRM activities is crucial, given the country's
vulnerability to climate change impacts (Ahmad et al., 2021). Encouraging GHRM not
only aids organizations in achieving their green agenda but also enhances employee
relations, contributing to the broader mission of environmental sustainability. Furthermore,
organizations must train employees on various environment related policies and practices
who can then serve as change agents (Gallagher et al., 2020) for effective implementation
of green HRM practices.

Moreover, this model is particularly significant in the context of Pakistan's logistics
industry due to its unique economic, environmental, and social challenges. The adoption
of green Human Resource Management (green HRM) practices addresses the pressing need
for sustainable development within this emerging economy. By fostering organizational
pride through green HRM initiatives, we believe that companies in Pakistan can enhance
job satisfaction, thereby contributing to higher employee retention and productivity. The
inclusion of ethical leadership and psychological empowerment as moderators further
aligns with the cultural emphasis on respect and empowerment within the workplace,
crucial for the successful implementation of sustainability practices in Pakistan (Ren et al.,
2018; Afsar et al., 2017). This model offers a comprehensive approach to integrating
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environmental sustainability with human resource management, providing a pathway for
Pakistani companies in the logistics industry to achieve competitive advantage while
addressing local and global sustainability concerns.

However, it's important to acknowledge the potential challenges associated with GHRM.
Implementing sustainability-related policies and practices may increase the workload for
HR professionals and employees, requiring additional training and resources. This
increased workload could potentially affect morale and productivity negatively.
Additionally, the financial implications of adopting new sustainability policies, such as
investments in new equipment or technology and compliance costs with new regulations,
can be substantial and may not always yield immediate returns on investment.

5.2 Limitations and Future Research

This study's findings should be interpreted with certain limitations in mind. While data
were collected at three different times to mitigate common biases associated with cross-
sectional studies, this approach does not entirely eliminate such issues. Future research
could benefit from more longitudinal studies to further validate these findings.
Additionally, the data were sourced exclusively from a single industry in Pakistan. While
this single-industry approach reduces confounding variables (Siggelkow, 2007), it limits
“the generalizability of the results.” Future studies should consider a more diverse sample
to enhance generalizability.

In this study, organizational pride was the sole mediating variable examined between
GHRM and non-green outcomes. Future research could explore other mediators like
psychological contract fulfillment, job motivation, and perceived organizational support to
fully understand GHRM's broader implications. Additionally, the impact of GHRM was
assessed only on job satisfaction. Investigating its effects on other non-green outcomes
such as commitment, motivation, and job performance could provide a more
comprehensive understanding.

Our study two moderators in our proposed model. Future research should consider
additional moderators like perceived organizational support, intrinsic/extrinsic employee
motivation, and job attachment. Furthermore, while this study primarily explored the
positive impacts of GHRM, it's important to acknowledge and investigate its potential
"dark side" as explored and recommended for further studies by Ahmad et al., (2025) and
Ahmad and Sadig (2025) recently. The use of GHRM as a tool for moral policing or
managerial control (Carollo and Guerci, 2018) raises ethical concerns. The concept of eco-
fascism (Carollo and Guerci, 2018; Jermier and Forbes, 2016) associated with GHRM
warrants further exploration to understand its full spectrum of implications in the logistics
industry (Ahmad & Sadiq, 2025). Finally, while focusing on the dark side of GHRM, future
studies may also consider exploring the role of Al adoption pressure, technostress, and
emotional exhaustion, and its consequent impacts on the job satisfaction of employees.
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