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Green Human Resource Management (GHRM) scholars have urged studies to explain why
employees' perceptions of green HR practices vary. Strategic HRM researchers increasingly
adopt an employee perspective to understand how green HR practices affect employee
outcomes. This study investigates how perceived green HR practices from both supervisors
and subordinates influence job satisfaction and affective commitment. Second, this study also
explores the mediating role of subordinates' perceived green HR practices and the moderating
role of HRM system strength. HRM system strength refers to three broader features-
consensus, distinctiveness, and consistency. Using the data from 624 subordinates reporting to
217 supervisors at Pakistani textile firms and applying the Hierarchical Linear Model (HLM),
we found that supervisors' and subordinates' perceptions of green HR practices are the
significant sources of variation in employees' job satisfaction and affective commitment.
Further, supervisors' perceptions of green HR practices significantly influence subordinates’
perceptions of green HR practices. Also, the indirect relationship between supervisor-
perceived green HR practices and job outcomes (job satisfaction and affective commitment)
is significantly mediated by subordinate perceptions of green HR practices. Finally, HRM
system strength significantly moderates the relationship between supervisors' and
subordinates' perceived green HR practices. In GHRM, this study contributes by revealing the
mediating role of subordinates' perceived green HR practices and the moderating role of HRM
system strength. For practitioners and academicians, these findings imply open
communication, feedback mechanisms, training, and clear expectations to bridge supervisor-
subordinate perceptions. These methods help both parties understand their roles, expectations,
and performance standards, improving collaboration and productivity, and for which a strong
HRM system is essential.

1. INTRODUCTION

1.1 Background

Given recent research in conventional HRM [2-5], the
subordinate perceptions and experiences of HR practices or
their supervisor perceived HR practices shape their outcomes,
emphasizing the necessity of studying the supervisor and

In recent years, strategic human resource management
(SHRM) has been increasingly important for business
competitive advantage. As a result, SHRM has given
significant importance to the view of HR practices within an
organization. According to Delery and Doty [1] and Den
Hartog et al. [2], SHRM is an integrated set of HR practices
that aims to improve employees' opportunities, capacities, and
motivation to produce better results, which in turn helps the
organization achieve its strategic goals. From a management
perspective, a strategic HRM study can help to understand
how much HR practices can influence organizational
performance.
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according to these recent studies from the perspective of the
employee, employees might not perceive HR practices as
reported by supervisors. Instead, different subordinates may
perceive the same green HR practices differently, leading them
to develop a perception of green HR practices that differs from
their supervisors [6]. In view of existing literature, employees
might not perceive HR practices as reported by supervisors.
Instead, different subordinates may perceive the same green
HR practices differently, leading them to develop a perception
of green HR practices that differs from their supervisors [6].
For instance, Liao et al. [4], focusing on employees'
perceptions of conventional HR, found that 83% of the
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variance in subordinates' perceptions resided within the same
functional departments and that supervisor-perceived HR
practices were not significantly related to subordinate-
perceived HR practices.

Employees' diverse perspectives on green HR practices at
their workplaces are tied to the concept of a strong HRM
system. Bowen and Ostroff [7] developed this idea. They
recommended that firms implement a strong HRM system that
communicates these expectations clearly and consistently to
help employees understand what attitudes and actions are
expected and rewarded. This common viewpoint is essential
for businesses to increase desired organizational goals by
developing worker abilities. Without a strong HRM system,
staff members may interpret GHRM in ways that may or may
not be consistent with organizational objectives. As a result,
there may be wide disparities in how employees view GHRM,
which makes it challenging to achieve corporate strategic
goals through the efforts and actions of all employees.
Understanding when individuals are more likely to interpret
green HR practices similarly among themselves and with
significant others in firms is critical, given the significance of
employees' shared perceptions of green HR practices. To close
the perception gap between how green HR practices are seen
by supervisors and subordinates, we advocated that HRM
system strength plays a moderating function.

1.2 Literature review

Over the years, a significant component of SHRM research
documented that HR practices and system of HR practices
have been constantly related to firm performance [8-10], and
increasingly play an essential role in the success of an
organization. Previously, from the 1990s, research on HRM
systems focused on individual and firm-level relationships
stemming from the organization's resource-based view (RBV)
[11].

RBV is about controlling prized, distinctive, valuable, and
non-substitutable tangible and intangible resources, including
human capital and the firm's processes and practices, to gain a
competitive edge [12]. HR practices should create a company
culture, motivate employees, advance human capital, and
achieve organizational goals [13]. HR practices can be
replicated, but their impact on human capital and individual
efforts can create a unique resource and an unbeatable
competitive advantage. Thus, individual or organizational
research dominates. Recently, scholars have focused on
employee-perceived HR practices and their effects on
employee behavior and performance [11, 14, 15]. However,
positively perceived HR policies and practices are expected to
improve employee performance, skills, satisfaction,
motivation, and commitment. Thomas's [16] theorem states
that perceptions, not facts, influence behavior, improving
individual-level job outcomes.

Before SHRM began studying employees' perceptions of
HR practices, a typical study requested a single respondent,
generally an HR manager, to survey the organization's HR
practices [2, 17]. Managers may be asked to consider
"compared to our close competitors, our firm offers more
extensive training to employees,” "compensation for
employees in our firm is above the market average," and
"employees regularly receive formal performance appraisal in
our firm". Such studies claimed that HR practices affect
employee ability, motivation, and opportunity, translating into
performance [18]. These strategies imply that all employees
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have the same HR practices [19]. However, some HR practices
may be designed differently for technical and administrative
employees [4], and employees may have different cognitive
frameworks for making sense of social information [11, 20].

The importance of environmental management for a
company's long-term viability has increased [21, 22], and
GHRM has grown in importance within SHRM throughout
time [22, 23]. Employees' perception of green HR practices
was the next issue that GHRM researchers aimed to address
[24, 25]. The GHRM literature can now be roughly classified
into two groups. In light of this, several studies examined the
link between the results of green HR practices and employee
perceptions [26-32]. The organizational level outcomes were
the main focus of research with manager ratings of green HR
practices [33-40]. Furthermore, Ren et al. [41] and Yong et al.
[42] recently did a meta-analysis. Still, they could not find any
noteworthy studies on the perceptual components of GHRM,
particularly in a dyadic situation.

Shen et al. [27] argued that GHRM significantly impacts
employees’ non-green outcomes via a psychological and
motivational social process. Therefore, as it improves the
performance of the organization as a whole [43, 44],
subordinates' job satisfaction and emotional commitment are
essential to the success of a company's environmental
management [45]. Suppose an employee cares about
safeguarding the environment, which typically occurs through
their satisfaction and commitment. In that case, they are more
likely to support GHRM and other environmental
management measures put in place by their business. Once
emotionally invested in the company, they are more likely to
demonstrate a higher organizational commitment [46].
Therefore, based on the uncertainty reduction and signaling
theory, it can be argued that employee job satisfaction and
affective commitment may be a significant outcome of
supervisor and subordinate perceived GHRM, even though
this has received very little attention from existing studies,
particularly in the textile industry. A better understanding of
the relationship between supervisor and subordinate perceived
GHRM and the job-related outcomes, specifically satisfaction,
and commitment, is needed because employees frequently
receive environmental signals from their supervisors and
engage in such activities within their company [41]. Therefore,
looking at how subordinate-perceived GHRM influences
supervisor-perceived GHRM and subordinate job-related
outcomes (such as commitment and satisfaction) is crucial.
Additionally, the moderating function of HRM system
strength may offer fresh perspectives on how Pakistan's textile
industry's supervisors and subordinates view GHRM.

1.3 Research gap

Individually, both the manager and subordinate perceived
green HR practices are problematic [14, 47]. The supervisor
rates HR practices offered by the company, which are taken as
either implemented or intended, but none of these aspects
show the subordinate’s perceived HR practices [4]. This may
apply if firm-level outcomes are studied and the HR system is
designed rather than perceived. This approach has flaws.
Supervisors and subordinates are close. Hence, subordinate
perceptions of green HR practices matter more than supervisor
perceptions [4, 48]. Only supervisor perceptions
underestimate green HR's impact. Only subordinate
perceptions of green HR practices overstate green HR's impact
[4, 48]. This study investigates supervisor and subordinate



GHRM perceptions in a dyadic manner [30, 31, 41].
Examining dyadic relationships in the context of green HR
practices is helpful to fully grasp the dynamics and outcomes
of environmental activities within organizations [41]. The
supervisor and subordinate form a "dyad" because of the
significant impact their interactions have on organizational
behaviors. Rather than looking at managers and employees in
isolation, focusing on these pairs reveals that the dynamics of
their interaction have a major impact on how people perceive
green HR practices [49]. Additionally, dyadic analysis
recognizes power hierarchies in business firms [50].
Therefore, applying both supervisor and subordinate ratings is
essential to highlight the actual role of green HR practices,
whereas the existing green literature applies either managers’
perceptions or subordinates’ perceptions of green HR
practices, which declares their findings inconclusive and
biased. Following this issue, literature suggested studying both
supervisor and subordinate perceptions together in a dyadic
manner [30, 31, 41], which this study has also revealed. Also,
the mediating role of subordinate perceived green HR
practices is ignored in the green literature, which is critical to
study. Further, the existing literature overlooked the
moderating role of HRM system strength, which is essential to
fill the perceptual gaps.

1.4 Research objectives

This study aims to examine, first, the direct impact of both
supervisor and subordinate perceived green HR practices on
job satisfaction and affective commitment. Second, the study
also tries to explore the mediating role of subordinate-
perceived green HR practices between supervisor-perceived
green HR practices and job outcomes (i.e. job satisfaction and
affective commitment). Third, this study further examines the
relationship between supervisors' and subordinates’ perceived
green HR practices. Finally, the study explores the moderating
role of HRM system strength to strengthen the relationship
between supervisors' and subordinates' perceived green HR
practices.

1.5 Research contributions

This research study makes several contributions based on
the contention described above. The direct effect of
supervisor-perceived GHRM on subordinate job satisfaction
and affective commitment has been the primary focus of
current research, which was motivated by the neglect of
existing environmental studies. Second, the literature did not
examine the direct impact of subordinate-perceived GHRM on
job satisfaction and affective commitment through a multi-
level framework, which could draw some important findings.
Third, the mediating role of subordinate perceived GHRM in
the relationship between supervisor-perceived GHRM and
each of the two (i.e. job satisfaction and affective
commitment) subordinate job-related outcomes has been
ignored by the present green literature, which could be a
critical determining factor. Fourth, despite acknowledging the

importance of HRM system strength in the SHRM research, it
has been largely ignored in the green literature, although the
possibility that it might significantly help bridge the

perception gap between supervisor and subordinate
perceptions of GHRM.
2. THEORETICAL FRAMEWORK AND

HYPOTHESES
2.1 Theoretical framework

In Figure 1 below, the framework is shown. Spence [51]
based his signaling theory on the fundamental idea of
information asymmetry, even though he defined signals as
"visible traits" of a person that might be altered towards
common perceptions. The signalling theory states that
managers in an organization provide signals to their staff
members, who then decode these signals to produce common
perceptions [52]. According to signaling theory [51], green
HR practices and supervisors' opinions of them have an impact
on subordinates' perceptions. The researchers also emphasized
that managers are the signalers since they can access
knowledge about various topics (such as green HR practices)
that employees do not [51, 53]. Organizational strategies and
procedures, such as green human resources practices,
positively impact employee perception, influencing their
behavior and attitude toward entities [14, 54]. According to
Sims's [55] and Sparrow's [56] studies, both normal and
recently established HR practices (green) frequently convey
information about the HR practices that are in use. However,
these signals are processed and interpreted by the subordinates
in an unsystematic manner [57]. The supervisor is vital in
interpreting and conveying these signals to their subordinates
[58], as they are exposed to HR practices (green) that are
indeed applied [59, 60]. If managers consistently sent out
positive HR signals, they would be better able to align their
perceptions with those of their employees. The perceptual gap
between supervisors and subordinates regarding the existing
green HR policies would instead widen due to a lack of
supervisor motivation for implementing green HR practices
[61] or a lack of attention to specific green HR practices [62].
For instance, a study by Belogolovsky and Bamberger [62]
indicated that weak signals from supervisors about HR
practices like pay secrecy are more noticeable and have a
negative impact on subordinates' views, subsequent behavior,
and job-related results. In view of uncertainty reduction
theory, the supervisor signals are positively perceived by
subordinates to build their perceptions about green HR
practices and reduce the uncertainty surrounding them [63].
Further, the representational gap theory claims that a
perceptual gap exists between the supervisor and subordinates
about green HR practices [14]. To mitigate this gap, the
situational strength theory posits that a strong HRM system
creates a strong situation, which helps to align the perceptions
of supervisors and subordinates about the green HR practices
prevailing in their organization [7].

HRM System Strength
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Figure 1. Framework
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2.2 Hypotheses development

2.2.1 Supervisor's perceived GHRM and job outcomes

The signalling theory emphasizes that the supervisor's
perceptions of green HR practices can significantly influence
the job-related outcomes of their subordinate through the
process and human capital advantage [64, 65]. Additionally,
as seen by the supervisor, good green HR practices indicate
the employee's commitment to the business and its objectives
[66-68], which predicts employee outcomes [69]. According
to experts, managers can successfully translate green HR
practices through transformational leadership. As a result, they
are in a good position to improve the job-related outcomes of
their  subordinates' [70]. In general, organizational
environmental practices (GHRM) establish a strong culture,
but their impact is discarded if poorly perceived and
communicated by the managers [71]. In addition, if top
management's directives are ambiguous, the line manager can
still encourage subordinates to adopt green behavior through
the motivational process [71], which can considerably
improve their job satisfaction and affective commitment. The
literature supports that green HR practices can affect
performance by fostering opportunities, inspiring employees,
and generating new knowledge [65]. With it, Boxall [64]
distinguishes between "human process benefits" and "human
capital benefits." Due to their extreme difficulty in imitation
and rapid internal evolution, human processes are
advantageous to the company. The connection with other
people in an organization, especially the management, is
crucial to the human process that produces subordinates'
outcomes. Managers must effectively communicate green HR
practices to employees to be a successful human process. On
the other hand, human capital helps the business by attracting
and keeping a talented staff with many abilities, skills, and
knowledge. In exchange, human process and human capital
foster a culture of motivation where employees can exhibit the
desired behavior, have growth opportunities, and utilize their
skills, knowledge, and competencies, ultimately improving
employees' individual-level outcomes like job satisfaction and
affective commitment [64, 65].

A large amount of literature focused on the association
between job satisfaction, commitment, and HR practices [31,
37, 72-75]. Effective HR practices implemented and perceived
by the supervisor signify the worker's involvement with the
company and its goals [66, 67] and, thus, predict employee
commitment and satisfaction [69], as validated by the theory
of social exchange [76]. This theory also claims that the
worker's engagement is an index of continual, beneficial, and
equally beneficial exchange between the worker and the
company [76]. Subordinates with such exchanging mutual
benefits are deeply engaged in their job [77], which creates a
more profound association with the firm, and, resultantly, are
more satisfied and committed [78]. Through transformational
leadership, managers effectively translate the HR practices
and are therefore in a prime position to improve subordinates'
job satisfaction and commitment [70]. In this way, supervisors
are key in implementing, developing, and communicating HR
practices and policies across the firm [79, 80]. Therefore, we
expect a positive linkage between supervisors' perceived green
HR practices, subordinates' effective commitment, and job
satisfaction.

Based on the above discussion, we can draw the following
hypotheses:

Hypothesis 1a: Supervisor's perceived green HR practices
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positively influence subordinate's job satisfaction.
Hypothesis 1b: Supervisor's perceived green HR practices
positively influence subordinate's affective commitment.

2.2.2 Subordinate's perceived GHRM and job outcomes

Moreover, green HR practices send strong signals to the
employees about its strong social green commitment [81], and
workers positively receive these signals for their self-
enhancement [82]. These signals promote external prestige,
attract employees, and raise their outcomes through the social
identity process. Studies have empirically found that social
identification improves task performance, satisfaction, and
commitment while decreasing turnover intention [83-86].
Particularly, applying green HR practices motivates
employees to engage in environmental activities. Mozes et al.
[87] found that such green activities positively correlate with
job satisfaction. Based on these discussions, we predict that
subordinates' perceived green HR practices will improve their
affective commitment and job satisfaction.

Hypothesis 2a: Subordinates' perceived green HR practices
positively influence their job satisfaction.

Hypothesis 2b: Subordinates' perceived green HR practices
positively influence their affective commitment.

2.2.3 Supervisor's and subordinate's perceived GHRM

As discussed earlier, resting on signaling and uncertainty
reduction theories, the supervisor's role in SHRM is key for
building subordinates' perceptions of HR practices. The green
HR signals are transmitted from the supervisor, which is then
well taken by their subordinates to reduce their uncertainty and
build a perception of green HR practices. These perspectives
argue that supervisors send strong HR signals that are well
taken by their subordinates to reduce their uncertainties and
improve their understanding of the environment, which then
align their perceptions and expectations of HR practices with
their supervisors [58, 60]. Managers provide a context within
which subordinates design their HR perceptions [5].
Specifically, subordinates develop their understanding of HR
practices through their supervisor's statements regarding HR
practices. Regarding uncertainties/ambiguities of HR policies
and practices, subordinates consult and communicate with
their supervisors [7]. Through such interactions with their
supervisors, subordinates directly grasp GHR signals from
managers and probably display common perceptions of HR
practices and policies with their supervisors.

Hypothesis 3: Supervisor's perceived green HR practices
positively influence subordinate's perceived green HR
practices.

2.2.4 Mediating role of subordinate perceived GHRM

Bowen and Ostroff [7] claimed in a discussion that the
psychological process, more specifically, employee
individual-level views, is how the HR system affects employee
behavior and attitude at work. Furthermore, they claimed that
good HR procedures affect this psychological process. In our
example, subordinate perceptions are linked to worker conduct
and attitude. According to Takeuchi et al. [88], a social and
structural stimulus everyone is exposed to, such as leaders and
HRM, fosters shared perspectives at work. According to Nishii
and Wright's [6] argument (also see Nishii et al. [14]), it makes
perfect sense to say that for green HR practices to have the
desired effect on subordinates' behavior and attitude, GHRM
must first be subjectively interpreted and perceived by those
subordinates in a way that affects their job-related outcomes,



such as job satisfaction and affective commitment in our case.
According to Boxall and Macky [69], line managers'
perceptions of HR practices significantly impact the attitude
and behavior of their subordinates. Signaling and uncertainty
reduction theory [89] emphasizes how employees try to reduce
their uncertainty and ambiguity by understanding signals, such
as those from managers. The supervisor is the most noticeable
component of the problem, although the most recent
classification of uncertainty—relational, partner, and self—is
still self [63]. Positive GHRM signals from supervisors will
encourage subordinates to perform appropriately and have a
positive attitude towards GHRM, ultimately improving their
individual-level outcomes, such as job satisfaction and
emotional commitment. Relatedly, green researchers claimed
that a supervisor's behavior shapes a subordinate's attitude,
enabling them to deal with environmental challenges [33, 90-
92]. Therefore, based on these justifications, we can formulate
the following claim:

Hypothesis 4a: The positive association between the
supervisor's perceptions of green HR practices and the
subordinate's job satisfaction is mediated by the subordinate’s
perceptions of green HR practices.

Hypothesis 4b: The positive association between the
supervisor's perceptions of green HR practices and the
subordinate's affective commitment is mediated by the
subordinate's perceptions of green HR practices.

2.2.5 Moderating role of HRM system strength

The representational gap theory states that subordinates
may interpret and perceive the supervisor's green HR signals
differently. The attitudes and behaviors of subordinates and
supervisors may be impacted due to this perspective
misalignment [14]. As was already discussed, achieving the
desired results could be fairly challenging if the supervisor and
subordinate don't agree on green HR practices. The weak link
and statistically insignificant relationship between supervisor
and subordinate attitudes documented by traditional HR
studies [4, 5, 93] further supports the role of moderating
factors.

One of the most crucial contextual factors that can mitigate
the disparity and enhance alignment between supervisors' and
subordinates' perceptions of green HR practices is the
perceived strength of the HRM system [94]. This notion was
proposed by Bowen and Ostroff [7] and was based on
Mischel's [95, 96] situational strength theory. According to
Bowen and Ostroff's [7] theory, an organization's situational
strength is provided by the HRM system through the
consensus, consistency, and distinctiveness of HR practices. A
crisis of this magnitude sends out strong HR signals, which
workers consider when forming their opinions and expected
behavior. These ideas consequently impact their behavior and
attitude when working for a corporation. A strong situation
also encourages teamwork and a common mindset, which are
necessary for any firm to achieve its objectives [97].
Objectives, policies, culture, and beliefs are crystal clear in a
powerful system [98]. Alternately, in weak environments,
people lack the knowledge essential to develop the proper
behavior for the situation and are unsure of the events and
actions, which makes them behave differently. Because of this,
the HR system has a special chance to establish weak or strong
situations, progressively affecting how employees view
policies, processes, practices, and incentives [99]. Therefore,
it makes sense to hypothesize that subordinate perceptions of
HRM system strength can close the perception gap between
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supervisors and subordinates.

Hypothesis 5: Subordinate's perceived strength of the HRM
system moderates the linkage between supervisors' and
subordinates' perceptions of green HR practices. Such that
when the perceived HRM system is stronger, subordinates will
report similar perceptions of green HR practices with their
supervisors than when the perceived HRM system is weaker.

3. METHODOLOGY
3.1 Respondents and procedure

Large-scale organizations from Pakistan's textile industry
participated in the current study. On Pakistan's Large-Scale
Manufacturing (LSM) index, the textile industry ranks top
with 40% of the nation's employment and 60% of its exports
[100]. LSM companies were chosen for this study because of
their extreme sensitivity and exposure to environmental issues
[39, 101]. According to data from the Textile Division that was
cross-verified with information from the Ministry of Finance
and the Federal Bureau of Statistics, there are 127 LSM
organizations in Pakistan. Following the literature on GHRM
already in existence [31, 102, 103], only those LSM
organizations which were holding all or any of the 1ISO 14001,
ISO 45001, and OEKO TEX. Thus, using the criteria, the 127
LSM enterprises were reduced to 49 LSM firms with green
certificates, who were then contacted and asked for permission
to participate in the study. Finally, 44 LSM firms in Lahore,
Faisalabad, Multan, Peshawar, Kohat, Karachi, Rawalpindi,
and Islamabad accepted the distribution of the questionnaires.
Thus, full-time employees from these companies were
surveyed. Since both employees and their supervisors
responded to surveys containing the particular codes for each
company, department, supervisor, and subordinate, the
researcher matched responses from frontline subordinates and
their corresponding supervisors. The participants were
provided with extensive details regarding the survey's
objectives, methodologies, potential risks, and advantages.
The participants willingly provided their informed consent to
partake in the study, demonstrating their comprehension of
their rights and the use of their data. Also, the participants were
given assurances of confidentiality, anonymity, and data
protection. The inclusion of supervisors and subordinates who
had worked for their current organizations for at least a year
was chosen for this study because individuals with more
experience would be more likely to share the same perceptions
regarding GHRM. Two waves of data collection were
conducted with a two-week lag, and the first wave was limited
to gathering data on supervisor perceptions of green HR
practices. During wave two, data were only gathered from
frontline subordinates whose supervisors' replies were
obtained during wave one, launched after wave one's
responses had been properly examined. The second wave
concentrated on gathering data about subordinates' perceptions
of GHRM practices, subordinates' perceptions of the HRM
system's strength, and their outcomes, including job
satisfaction and affective commitment.

After discussion with the HR managers of the selected
companies, 350 questionnaires were given to the frontline
supervisors during wave one, and 242 of those (a 69%
response rate) were returned and received. In wave two, 659
(66% response rate) of the 1000 surveys given to their
subordinates were returned. Finally, all the responses from



supervisors and subordinates were carefully analyzed for
blank comebacks, missing values, straight-line issues, and
entry errors, after which this study concluded 624 respondents
from subordinates and 217 respondents from supervisors for
further analysis.

3.2 Measures

Subordinate's Affective Commitment

Among three types of commitment, studies have
highlighted affective commitment as the most crucial form of
organizational commitment, and therefore, due to its
extraordinary significance, employee affective commitment is
largely studied in the perceptual literature [31, 104, 105].
Mowday et al. [106] developed a well-known eight-item scale
for affective commitment (Cronbach's o = 0.90). Recently,
some green scholars, for example, Kim et al. [31], also applied
the same scale and found it very reliable (o = 0.91). The
proposed research also adapted Mowday's [106] eight-item
scale and took the subordinates' rating of their affective
commitment. Some sample items are "I talk up my
organization to my friends as a great organization to work for",
and "I really care about the fate of this organization™.
Subordinate’s Job Satisfaction

Cammann et al. [107] originally designed a well-known
three-item scale for measuring job satisfaction with a
Cronbach's a equal to 0.89, which was later validated through
a meta-analysis and found to be a highly reliable and valid
construct measure of job satisfaction in any context, and
thereby, has been widely used in business research. Hence, the
same three-item scale was adopted, and the subordinates'
rating of their job satisfaction was taken for this study. To cite,
such items are "all in all, | am satisfied with my job".
Supervisor Perceived Green HR Practices

Closely related to this study, Shah's most recent work in a
Pakistani context argued that a more comprehensive scale of
GHRM was still necessary. As a result, he introduced a seven-
dimensional scale with green labor relations, green health and
safety, green performance management, green training and
Development, and green compensation management.
Altogether, for seven green HR features, he introduced 28-
item scale with Cronbach's a more than 0.90, and hence, for
better measurement of GHRM, this study will adapt Shah's
[108] scale. Sample items are "in my organization, several
environmental protection responsibilities are integrated into
each position™ and "green and social needs of my organization
are included in job description and specification”. For the
proposed research study, supervisor ratings will be taken for
this scale (1-Strongly Disagree, to 5-Strongly Agree) to
measure their perceptions of "what" green HR practices exist
in their organization.
Subordinate Perceived Green HR Practices

The Shah [108] scale will also be adapted to assess
subordinates' perceptions because the primary goal of this
study is to examine how supervisors and their subordinates
view the green HR practices implemented in their firms. The
sample items are "in my organization, several environmental
protection responsibilities are integrated in my position" and
"green and social needs of my organization are included in my
job description and specification”. Here, ratings of
subordinates' perceptions of "what" green HR practices are
present in their organization were gathered for the scale.
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Subordinate Perceived HRM System Strength

The most recent work of Coelho et al. [109] developed a
comprehensive scale, specifically using employee-level data,
which is also the focus of our study. This work is built on the
study of Delmotte et al. [110], who designed the HRM system
strength scale from the union and line managers in Belgium.
The Cronbach's alpha for this scale was 0.95, indicating high
reliability. Thus, this scale was employed by some current
perceptual researchers, who likewise reported a high level of
reliability (a. = 0.94). Finally, our study adopted a 27-item
scale developed by Coelho et al. [109] to gauge how strong
subordinates perceive the HRM system to be in an
organization. Some examples of the items are "in my
organization, the HR department is considered to be
influential” (distinctiveness), "in my organization, HRM
practices are consistent over time" (consistency), and "in my
organization, my superior deal with me honestly and ethically",
(consensus).
Control Variables

Given their potential impact on subordinate perceptions of
green HR practices, we controlled for subordinate age, gender,
education, and tenure [4, 94]. While at the supervisor level, we
controlled for four demographic factors (i.e., age, gender,
education, and tenure) along with unit size, which was
expected to significantly affect supervisors' perceptions of
green HR practices. When we examined the impact of
supervisors' perceptions of green HR practices on
subordinates' perceptions of green HR practices, HRM system
strength was applied as a control variable since it could
influence the perceptions of green HR practices.

3.3 Analytical procedure

The data for this study are hierarchical because subordinates
reported to various managers, therefore following the
literature [18, 94, 111], the Hierarchical Linear Model (HLM:
[112]) was used to assess all of the hypotheses. Even though a
hierarchical relationship is not present in Hypothesis 2, where
we tested the direct relationship between the subordinate's
perceived green HR practices and their job-related outcomes,
HLM is the best option because it helps to control for
supervisor-level variables in the model and can, therefore,
produce better results for the direct association between the
subordinate's perceived green HR practices and their job-
related outcomes [94, 111]. To explore the variation in
subordinates' perceptions of GHRM and each of the two
subordinates' job-related outcomes at the subordinate and
supervisor levels, respectively, we first built an empty model
in which no predictors or controls were incorporated. The
results showed that the supervisor level is responsible for
significant variation, proving that HLM is the best technique
for this study to account for supervisor-level variation. To
further validate the results of HLM regarding the mediation
effect (H4), we also applied the Sobel Test (1980) and
bootstrapping techniques [113]. The Sobel test examines if the
mediator significantly transmits the independent variable's
effects on the dependent variable [114, 115]. Also,
bootstrapping, a resampling technique, helps to investigate
mediation effects by establishing confidence intervals for
indirect effects. The study of Preacher and Hayes [113]
presents a comprehensive and rigorous non-parametric
bootstrapping methodology to evaluate the mediation effect.



4. RESULTS AND DISCUSSION
4.1 Factor analysis

Before testing hypotheses, it is crucial to ensure the
measurement scales are reliable and valid for the entire data
set [108]. Because of this, factor analysis has been exercised
to assess the scales' validity, and Cronbach's alpha has been
determined to assess their reliability. Variables considered for
this study include the supervisor's perceived green HR
practices (SUP-GHRM-28 items), the subordinate's perceived
green HR practices (SUB-GHRM-28 items), the
subordinate's perceived HRM system strength (HRMSS-27
items), job satisfaction (JOS-3 items), affective commitment
(AC-8 items). We performed exploratory (EFA) and
confirmatory factor analysis (CFA) on the data. The principle
component technique is applied for the exploration of the
factors. The factors' first suitability was examined, followed
by factor extraction and rotation. Except for SUP-GHRM,
SUB-GHRM, and HRMSS, results, as given in Table 1 below,
indicated that Kaiser's eigenvalue bigger than one criterion
yielded one factor for job satisfaction and affective
commitment. For SUP-GHRM (25 items for factor 1, and 3
items for factor 2), SUB-GHRM (26 items for factor 1, and 2
items for factor 2), and HRMSS (24 items for factor 1, and 3
items for factor 2). However, the items included in factor 2
were also significantly contributing to factor 1. Their loading
was not substantial in both factors, so these items were deleted
for SUP-GHRM, SUB-GHRM, and HRMSS. In the case of
SUP-GHRM, the three items include, 1. In my organization,
green capabilities are incorporated as a distinctive element in
job specifications, 2. My organization appeals to green job
applicants who practice green criteria and choose an
employer (green employer branding), 3. In my organization, |

use green criteria to evaluate performance. These three items
have a loading of less than 0.35. Similarly, for SUB-GHRM,
the two items include, 1. My organization practices the use of
a paperless recruitment and selection process, 2. My
organization communicates green goals to me. These two
items have a loading of less than 0.41. Finally, for HRMSS,
the three items include, 1. The HRM practices in my
organization contribute to its competitiveness, 2. In my
organization, there is consistency between what the HR
department advocates and what it actually implements, 3. In
my organization, when deciding upon matters that concern
me, my immediate superiors seek my opinion. These three
items showed a loading of less than 0.37. Hence, these items
were initially deleted, and then the EFA was reapplied. As
shown in the below table, all 25 items for SUP-GHRM, all 26
items for SUB-GHRM, and all 24 things for HRMSS targeted
just one component. After EFA, Cronbach's Alpha value was
calculated to re-examine the consistency of these items, and
the value above 0.7 showed that all the variables are
consistent.

Further, when we applied the CFA, the GFI (more than
0.93), CFI (more than 0.90), TLI (greater than 0.89), and RMR
(less than 0.05), significant indices were all found to be
acceptable. All of the models' RMSEA values were also found
to be less than 0.08, indicating a satisfactory fit. Additionally,
the findings showed that AVE ranges from 0.61 to 0.69, but
composite reliability is always greater than 0.83,
demonstrating that the constructs currently have a suitable
level of convergent validity. Further, the square roots of AVE
were higher than the correlation, which proved that all
variables possessed discriminant validity. Comparatively,
composite reliability was above 0.6, which is considered
satisfactory. Overall, the results suggested that each structure
is internally consistent.

Table 1. EFA results-factor extraction and rotation

Construct Number of Items Eigenvalues Variance Explained (%) Cronbach Alpha
SUP-GHRM 25 Factor1 22.80 81.43 0.894
SUB-GHRM 26 Factor1  15.08 78.87 0.972

HRMSS 24 Factor1 19.86 84.70 0.985
Job Satisfaction 3 Factor1 2.38 79.63 0.958
Affective Commitment 8 Factorl 6.19 7747 0.794

SUP-GHRM-supervisor perceived green HR practices, SUB-GHRM-subordinate perceived green HR practices, and HRMSS-subordinate perceived HRM system
strength.

Table 2. Descriptive statistics and correlation

Subordinate Level Standard
(N=624) el Deviation 1 2 : & E g v €
1. Subordinate Age 2.57 0.89
2. Subordinate Gender 0.22 0.41 0.02
3. Subordinate Education 2.61 0.68 -0.05 -0.07
4. Subordinate Tenure 2.53 1.05 0.23**  0.03 -0.12*
5. Subordinate Perceived
Green HR Practices (SUB- 3.54 0.89 0.13* -0.03 0.26* 0.33**
GHRM)
6. Subordinate Perceived
HRM System Strength 3.82 0.91 0.26** 0.21** 0.08 0.09 0.49**
(HRMSS)
7. Subordinate Job 3.54 0.74 007 006 009 010 042* 0.54*
Satisfaction
8 Subordinate Affective 3 69 0.26 0.5 012 003 007 053* 010 0.44**
ommitment
Supervisor Level (N=217) 1 2 3 4 5 6 7 8 9
1. Supervisor Age 2.72 0.76
2. Supervisor Gender 0.23 0.42 -0.13
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3. Supervisor Education 2.45 0.66 0.05 -0.16*
4. Supervisor Tenure 3.57 1.10 -0.08 0.07
5. Unit Size 2.46 1.09 0.09 0.05
6. Supervisor-Perceived
Green HR Practices (SUP- 3.89 0.81 -0.12 0.18
GHRM)
7. Average Subordinate
Perceived Green HR 3.61 0.85 0.27**  0.09
Practices (SUB-GHRM)
8. Average Subordinate
Perceived HRM System 3.85 0.93 0.15 0.08
Strength (HRMSS)
9. Average _Subo_rdlnate Job 351 071 008 013
Satisfaction
10. Average Subordinate -
Affective Commitment 3.67 0.29 0.18 0.08
10. Average Subordinate 367 029 0.18* 0.08

Affective Commitment

0.04

010  0.16*

-0.03 -005 0.9*

0.36** -0.29* -0.17* 0.71**

0.21*  0.31** 03'1** 0.29%*  0.32%*

0.16*  0.21** 02;3** 0.51*  0.37% 0.31*

010 0.25** -013 0.41* 034* 016 0.46**
010 0.25** -013 0.41* 034* 016 0.46**

Age: 1-below 25, 5-more than 55, Gender: 0-male, 1-female, Education: 1-high school and below, 4-MPhil, Tenure: 2- 1-5 years, 6-more than 20 years, Unit Size:
1- less than 5, 5-more than 15. **p<0.01, * p<0.05.

4.2 Descriptive statistics and correlation

Table 2 lists the variables selected for the study's mean,
standard deviation, and correlation. The findings confirm the
considerable perceptional gap between supervisors and
subordinates that the current study theorized, with the
supervisor's average perception of green HR practices being
3.89 and the subordinate's average perception being 3.54. The
fact that the average across all variables is higher than 3.5
shows that respondents acknowledged the construct's presence
in their organizations. Furthermore, there was little dispersion
because all of the variables' standard deviation values were
below "one". Results have shown that there is a significant
positive association between subordinates' perceived green
HR practices and the strength of the HRM system (r=0.49,
p<0.01), job satisfaction (r=0.42, p<0.05), and affective
commitment (r=0.53, p<0.05), which is what the current study
predicted to be the case. Additionally, the findings
demonstrate a significant positive link between supervisors'
perceptions of green HR practices and the strength of the HRM
system (r=0.29, p<0.01), job satisfaction (r=0.51, p<0.05), and
affective commitment (r=0.41, p<0.05). Moreover, as
anticipated in this study, the table demonstrates the strongest
positive and significant association between supervisors'
perceived green HR practices and subordinates' perceived
green HR practices (r=0.71, p<0.01).

4.3 Hypotheses testing
Hypothesis Hla and H1b predicted that supervisors

perceived GHRM (SUP-GHRM) is positively associated with
subordinates' job satisfaction (JOS) and affective commitment

(AC). The results for models M1 and M2 given in Table 3
below have demonstrated that SUP-GHRM positively and
significantly affects job satisfaction (coefficient = 0.40, p<
0.01) and affective commitment (coefficient = 0.27, p< 0.05).
Examining the model fitness via model deviance and Pseudo
R?, it has been found that for JOS, Pseudo RZ?is 0.05, and for
AC, it is 0.07, while model deviance for JOS is 1981.04, and
for AC, it is 2182.05, which overall indicated that all the
models fitted the data well. Hence, these results proved Hla
and H1b. Next, H2a and H2b suggested the positive direct
relationship between subordinate-perceived GHRM (SUB-
GHRM) and subordinate job satisfaction (JOS), and affective
commitment (AC). Models M3 and M4 in Table 3 show the
results of these hypotheses, where it has been noticed that
SUB-GHRM has a comparatively stronger impact on JOS
(coefficient = 0.39, p< 0.01), than AC (coefficient = 0.31, p<
0.01). As far as model fitness is concerned, Pseudo R? for both
JOS and C falls within the acceptable range (i.e., the range
between 0 to 1), and model deviance is 1439.01 for JOS, and
1079.05 for AC, which indicated that the model fitted the data
well. Therefore, we accepted H2a and H2b. Further, H3
focused on the dyadic relationship between supervisor and
subordinate, where it was proposed that the supervisor's
perceived GHRM positively affects the subordinate's
perceived GHRM, and for which the results were given in M7.
The relationship between SUP-GHRM and SUB-GHRM was
strong and significant (coefficient = 0.37, p<0.01), fully
supporting and verifying H3. Model fitness appears to be in
excellent shape, as seen by Pseudo R? and Model Deviance.
Model deviance of 563.09 and Pseudo R? of 0.22 demonstrated
that the model provided superior results and adequately suited
the data.

Table 3. Results of hierarchical linear model: Direct, mediation, and moderation effects

Variables
Level-1 M1-JOSM2-ACM3-JOSM4-ACM5-JOSM6-ACM7-SUB-GHRMM8-SUB-GHRM
Intercept 198 335 098 216 398 6.01 2.05 2.01
Subordinate Age 002 001 001 004 004 0.01 0.05 0.02
Subordinate Gender 001 005 003 002 001 0.06 -0.02 -0.04
Subordinate Education 0.08 006 0.11** 001 0.13* 0.02 0.05** 0.07**
Subordinate Tenure 0.00 004 000 001 000 0.03 0.08* 0.10*
Subordinate Perceived HRM System Strength (HRMSS) - -- -- -- -- -- 0.29* 0.21
Subordinate's Perceived GHRM (SUB-GHRM) - - 0.39* 0.31* 0.30* 0.22* -- --
Level-2
Unit Size -0.11 -0.09 -0.03 -0.01 -0.02 -0.04 0.09** 0.13*
Supervisor Age 001 007 008 0.07 010 0.02 -0.05 -0.03
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Supervisor Gender 0.05 002 008 0.06 0.03 0.06 0.04 0.07
Supervisor Education 0.04 0.15* 0.06 0.10~ 0.08 0.13* 0.06 0.0
Supervisor Tenure 0.13** 0.05 0.16** 0.01 0.14* 0.03 0.03 0.05
Supervisor's Perceived GHRM (SUP-GHRM) 0.40* 0.27**  -- - 0.29* 0.20** 0.37* 0.42*
Interaction Term
HRMSS xSupervisor's Perceived GHRM (SUP-GHRM) - - -- - -- 0.35*
Model Fit
N (level-1) 624 624 624 624 624 624 624 624
N (level-2) 217 217 217 217 217 @ 217 217 217
Pseudo R? 0.05 007 011 013 027 0.17 0.22 0.31
Change in Pseudo R? - - - - +0.22 +0.10 - +0.09
Model Deviance 1981.042182.051439.011079.051926.082164.09 563.09 480.05
Change in Model Deviance - - -- -~ -53.96 -17.96 -- -83.04
Sobel Test (S test-statistics) -- -- -- -- 2.93* 3.83* -- --

M-model, EFB-eco-friendly behavior, GP-green performance. Model Deviance is an indicator of how well a model fits; the lower the deviance, the better the
model is. The deviance is equal to -2xlog-likelihood of the full maximum likelihood. Pseudo R2 is also a measure of model fit. It ranges between 0-1. p< 0.01*,
p< 0.05**, p< 0.10***. Sobel test statistics are given along with their significance level.

Following the studies of Liao and Chuang [111] and Kenny
et al. [116], we applied a four-step procedure for examining
the mediation effect. In the first step, SUP-GHRM must be
directly related to job satisfaction and affective commitment,
already proven in Hypothesis Hla and H1b. Then, as a part of
step two, SUP-GHRM must display a significant relationship
with SUB-GHRM, which is also evident in Hypothesis 3.
Next, for step three, SUB-GHRM is supposed to display a
direct association with job satisfaction and affective
commitment, which has also been established in Hypothesis
H2a to H2b. Finally, in step four, SUP-GHRM, SUB-GHRM,
and each subordinate job-related outcome have been added to
two individual mediated models (i.e., M5 and M®6). In line with
the existing literature [111], and to crosscheck the mediation
results of HLM, we also applied Sobel's [115] mediation test
to each of the two models. Since bootstrapping, as suggested
by Preacher and Hayes [113] and Lockwood and MacKinnon
[117], is more powerful and does not require the normal
distribution of data, and can untie any hidden mediation effect
that might remain undetected while applying the Sobel test and
HLM, we also applied this technique to validate and confirm
the results obtained from HLM and Sobel test. As has been
advocated in the literature [113, 117, 18], we also applied
bootstrapping for M5 and M6 with biased corrected
confidence estimates (95%) and a resample of 5000.

Therefore, test results for M5 indicated that SUP-GHRM
significantly affected JOS, but the relationship's intensity (i.e.,
coefficient = 0.29) has decreased compared to the direct effect
in the first step (see M1). Meanwhile, SUB-GHRM remained
significant (coefficient = 0.30, p< 0.01), which signified the
presence of the mediation role of SUB-GHRM and hence
proved H4a. The Sobel test also supported this with a t value
of 2.93 at a 1% significance level. Moving on to model fitness
(M5), results showed an improvement in Pseudo R? (i.e.,
increased by 0.22), as well as in model deviance (i.e., reduced
by 53.96), both of which demonstrated how well the mediation
model fitted the data and the model fitness has improved.
Eventually, this mediation effect was also reaffirmed via the
bootstrapping technique (95% confidence interval and a 5000
bootstrapped resample), which found that the magnitude of the
indirect effect of SUP-GHRM on JOS was 0.21 (s.e. 0.048).
The confidence interval (biased corrected) with a p < 0.05 for
the indirect effect of SUP-GHRM on JOS through SUB-
GHRM was reported at a Lower Limit (LL) = 0.11 and an
Upper Limit (UL) = 0.38. As zero did not exist between LL
and UL, we concluded with 95% confidence that the mediation
effect existed at a 5% significance level, further supporting our
earlier findings of the HLM and Sobel test, and thus, we
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accepted H4e. This supported H4a.

Hypothesis H4b is tested through M6. While the SUB-
GHRM had a statistically significant impact on the AC
(coefficient = 0.22, p< 0.01), the SUP-GHRM showed a
significant effect on AC (coefficient = 0.20, p< 0.05), but
relatively less in magnitude as compared to the significant
direct impact in step one as shown in M2. This supported the
mediation effect for H4b, which is also evident through the
results of the Sobel test (t value = 3.83, p< 0.01). Model fitness
also indicated that the mediation model did fit the data better
than the non-mediation model since Pseudo R2 has increased
by 0.10 and model deviance has decreased by 17.96 compared
to the first step, as shown in M2, and therefore, we accepted
H4b. Further, bootstrapping at a 95% confidence interval and
with a 5000 bootstrapped resample was also applied to validate
the presence of the mediation effect of SUB-GHRM for the
relationship between SUP-GHRM and AC, which showed the
magnitude of 0.19 (s.e. 0.076) for the indirect effect of SUP-
GHRM on AC, and the biased corrected confidence interval at
a p < 0.05, for the indirect effect of SUP-GHRM on AC
through SUB-GHRM, was found with a LL of 0.04, and UL
of 0.22. As zero is absent from the lower and upper boundary
of the confidence interval, we concluded that the mediation
effect did exist, which further supported our earlier acceptance
of H4b through the HLM and Sobel test results.

Finally, H5 aimed at the moderating role of subordinates'
perceived strength of the HRM system (HRMSS) for the
linkage between supervisors' and subordinates' perceptions of
green HR practices. As a result, this hypothesis postulated a
favorable cross-level interaction between the HRMSS and the
supervisor's perceived green HR practices (SUP-GHRM),
which has been investigated using the model M8. This
interaction term is examined by following the method
described by Raudenbush and Bryk [112], where we regressed
the slope estimates for SUP-GHRM acquired from Level 2 on
HRMSS at Level 1, as has been done by the existing
hierarchical research in conventional HRM [18]. According to
the findings in M8, the interaction term, HRMSS x
Supervisor's Perceived GHRM, significantly affected SUB-
GHRM, with a coefficient of 0.35 at a 1% significance level.
The impact of SUP-GHRM persisted as being positively
significant simultaneously (coefficient = 0.42, p<0.01).
Further evidence that the model with interaction component
(M8) performed better than the non-moderation model (M7)
was provided by the increase in Pseudo R? of 0.09 and the
decrease in model deviance of 83.04. These results lead to the
acceptance of H5.



5. DISCUSSIONS

There is now enough empirical data to demonstrate a
relationship between the use of bundles of HR practices and
firm performance at the unit level of analysis after nearly three
decades of strategic HRM research development [13, 118]. It
has been found that conventional HRM has paid more
attention to how HR practices are developed and implemented
in organizations than green HRM has [6, 7, 19, 94, 119]. In
traditional HRM, several researchers have found that when
employees have a good perception of the HR practices in the
company, they make positive contributions to their
organizations [2, 4, 5]. Identifying the variables that affect
employees' perceptions of green HR practices and their
resulting work outcomes is an equally important issue that has
not been fully addressed in GHRM. A response to this issue is
needed in the strategic GHRM literature because subordinate
perceptions of green HR practices may differ greatly,
endangering the firm's efforts to use green HR practices to
manage its employees' job-related outcomes and achieve
strategic goals [6, 19]. We studied 624 subordinates and 217
supervisors from LSM enterprises in Pakistan's textile industry
to solve this issue. The findings showed that supervisor and
subordinate perceptions of GHRM directly influenced job
satisfaction and affective commitment.

Additionally, the impact of the supervisor's perception of
GHRM on that of their subordinates was significant.
Importantly, we discovered that the indirect association
between supervisor-perceived GHRM and subordinate job
satisfaction and affective commitment was significantly
mediated by subordinate-perceived GHRM. Finally, our
findings indicated that the effectiveness of the HRM system is
crucial in bridging the perception gap between how
supervisors and subordinates see GHRM in their
organizations. Such GHRM findings are the result of
numerous factors. First, line managers' concern for their staff
members, shown through favorably regarded GHRM,
improves their job-related outcomes [120]. Supervisors
encourage their staff to act environmentally by more
efficiently allocating resources [120], which increases their
job satisfaction and affective commitment [121]. This is
because supervisors are closely involved, and subordinates
prioritize their immediate manager's perceptions. According to
social identity theorists, employees in socially valued
enterprises take satisfaction in being a part of those
organizations, which is also experimentally corroborated by
several studies [122, 123]. This sense of self-responsibility
motivates the employee's desire to work for a well-known,
respected, and socially progressive company.

Effective green HR practices foster organizational identity,
producing favorable employee employment outcomes, such as
job satisfaction and affective commitment [124], since
environmental involvement enhances an organization's
reputation [125]. Additionally, the signaling and uncertainty
reduction theories have addressed the importance of the
supervisor's involvement in SHRM for influencing how
subordinates perceive the relationship between supervisor and
subordinate about HR practices. According to these points of
view, supervisors should send clear green HR signals to their
employees to reduce uncertainty and improve understanding
of the workplace [58, 60]. This will enable employees to match
their beliefs and expectations with the supervisor's perceived
green HR practices, thereby reducing the perceptual gap.
Theoretical research has also validated the mediating function
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of subordinate perceived GHRM in the indirect relationship
between supervisor-perceived GHRM and individual-level
green outcomes, such as job satisfaction and affective
commitment.

According to previous eco-studies, an employee's green
behavior and attitude are influenced by their supervisor's
perceptions of GHRM [33, 90-92], which helps the employee
deal with environmental challenges and improves their job
outcomes. Perhaps a manager can assist staff members in
successfully carrying out their green initiatives, resulting in
environmental improvements. When the supervisor has more
favorable perceptions of green HR practices, this help is more
beneficial [33, 102, 126].

Importantly, the Situational Strength Theory states that
since the HRM system sends out strong green HR signals,
employees consider this when creating their perceptions and
expected behavior [7]. Their attitudes and behavior within the
company are thus influenced by these beliefs [7]. Additionally,
a strong HRM system promotes collaboration and encourages
shared perceptions, which are necessary for any company to
achieve its goals [98]. These things occur due to clear goals,
rules, practices, cultures, and values [97], increasing job
satisfaction and affective commitment.

Adding to the above, in the textile sector, the chance for
participative decision-making, as a part of the green HR
system, enhances the trust between supervisor and
subordinate, and employees regard their work as intrinsically
gratifying and challenging. Therefore, higher supervisors'
perceived green HR policies increase subordinates'
commitment and satisfaction through involvement in decision-
making, which gives the employees a sense of purpose and
thus improves job satisfaction. Similarly, Pailléet al. [127]
found that green HR management techniques increase the
employees' organizational commitment. Shen et al. [27]
reported a negative linkage of green HR practices with non-
green outcomes. These results also validate the earlier
argument of environmental scholars, who discovered that
employees' perceived GHRM influences their non-green job-
related outcomes via a psychological and social process [27].
Given several scholars like Gerhart et al. [48], Guest [14, 128],
and Shen et al. [27], the individual's perceptions of green HR
practices determine the outcomes, where higher perceptions of
green HR practices develop employee's positive psychological
and social behavior, which subsequently increases their job
satisfaction, and affective commitment [27, 84, 85, 87, 96].

6. RESEARCH IMPLICATIONS
6.1 Theoretical implications

Theoretically, this study establishes that the dyadic
relationship between supervisor and subordinate perceived
GHRM is significant and provides a strong theoretical channel
for improving job-related outcomes. Subordinate does alter the
direct influence of supervisor-perceived GHRM on job-related
outcomes, and the role of a strong HRM system is extremely
crucial for this relationship.

6.2 Practical implications
Examining how employees view GHRM and how such

perceptions impact their job-related results is crucial because
it reveals attitudes and behaviors towards the business in the



Textile sector, which is important for the practitioners to know.

The main objective of the current study is to emphasize how
important it is for managers to be more aware of the variables
that could affect their employees' perceptions of GHRM and
how to align these perceptions. The findings highlight how
crucial it is for organizations to establish positive interactions
between managers and employees to maintain their perception
of green HR practices. According to the findings,
organizations in the textile sector should actively improve
supervisors' knowledge of GHRM and urge them to think
about how they "sell" the organization's GHRM policies to
their subordinates. The findings specifically show that to
ensure that supervisors and subordinates see green HR policies
consistently, firms must support pleasant connections between
them. The results of the study also provided evidence in favor
of the claim that firms in the textile industry should place a
high priority on building a solid HRM system to foster an
environment where employees are aware of the kinds of
actions and behaviors that are expected and rewarded and, as
a result, perceive the situation similarly to their managers.
through a semi-annual survey maintaining their anonymity,
subordinates should be allowed to express their perceptions,
views, experiences, issues, and suggestions on green HR
practices. This anonymity will enable employees to give their
opinion without fear of consequences, which can illuminate
how these practices are perceived at ground level and any gaps
in comprehension or alignment with the desired goals. These
surveys can uncover perceptual misalignment. Subsequently,
these misalignments may integrate into training programme
effectiveness, green practices integration into daily routines,
or policy objective communication breakdowns. The feedback
from these surveys helps to understand the places of
misalignment or uncertainty, allowing management to make
more informed changes to their green HR practices, making
them strategic, practical, and employee-friendly.

7. LIMITATIONS AND FUTURE RESEARCH

The study has a few limitations. First, as the study is solely
focused on the textile industry, caution should be exercised
when extrapolating the findings to other industries. Second, an
integrated mediated-moderation approach could be of the
utmost importance, as the strength of the HRM system could
moderate the indirect relationship between supervisor-
perceived GHRM and job-related outcomes through
subordinate-perceived GHRM. Theoretically, it is logical to
hypothesize that a strong HRM system aligns the perceptual
gap between supervisors and subordinates about GHRM
practices and subsequently improves job-related outcomes.
Finally, future studies might test the other variable at the
organizational level such as sustainability, organizational
performance, organizational learning [129], technology
adaptation [130], artificial intelligence, big data, and
organizational ambidexterity.

8. CONCLUSION

In examining the GHRM process, we incorporated strategic
HRM, situational strength, signaling, and uncertainty
reduction theory to help explain the discrepancy between
desired green HR practices and how subordinates perceive
these practices. We extended our experiment to examine one
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key situational impact of this perceptual difference. We
demonstrated that supervisors' perspectives of GHRM varied
in how they perceived management's aims for green HR. Our
results show the importance of supervisor-subordinate
connections in the chain of causation as well as the importance
of contextual factors. Supervisor and subordinate-perceived
GHRM can directly influence subordinate job satisfaction and
affective commitment. Additionally, the supervisor's
perceptions of GHRM significantly impact how their
subordinates perceive those practices. Our findings also
showed that the perception of GHRM by subordinates is an
important mediating element and can change the direct
relationship between the perception of GHRM by supervisors
and subordinate job-related outcomes, which include job
satisfaction and affective commitment. Finally, we discovered
that a strong HRM system is necessary to mitigate the disparity
between supervisor and subordinate perceptions of GHRM in
an organization. Thus, this study made significant
contributions in the area of GHRM, by revealing the mediating
role of subordinate perceived green HR practices, and the
moderating role of the HRM system in mitigating the
perceptual gaps between supervisor and subordinates. Our
study has significant implications for environmental
managers, especially if they are eager to reduce the gap
between intended and perceived green HR practices in their
organizations. For this purpose, they must strengthen the HRM
system in their organizations. Also, green HR practices should
be considered to improve the non-green outcomes, such as job
satisfaction and affective commitment, and the perceptual
alignment between supervisor and subordinate is essential to
achieve higher job satisfaction and affective commitment.
They are expected to understand why supervisors perceive
green HR practices differently than their subordinates and
what factors help to improve subordinate outcomes. The
findings of this study should encourage more research into the
factors that affect employees' perceptions of green HR policies
and how these perceptions impact subsequent employee
outcomes. Future studies could extend the findings to other
environmentally risky industries. Also, an integrated
mediated-moderation method may be crucial as a strong HRM
system should align supervisors' and subordinates' perceptions
of GHRM practices and improve job results.
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