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Abstract

This study examines the influence of Green Human Resource Management (GHRM) strategies on
emotional wage and employee well-being within dark-store supply chains across multiple operational
roles. Data were collected from 400 employees representing Blinkit, BigBasket, Swiggy Instamart, DMart
Ready, and Zepto. Descriptive statistics, Pearson correlation, multiple regression, Hayes’ PROCESS
Macro (Model 4), Confirmatory Factor Analysis (CFA), and Structural Equation Modeling (SEM)
supported hypothesis testing and model validation. Findings indicate positive employee perceptions
regarding GHRM practices, particularly Green Sustainable Culture (mean = 4.02-4.08), while emotional
wage dimensions demonstrated strong agreement levels (mean = 3.88-4.18). CFA results confirmed
satisfactory psychometric adequacy, construct reliability, and convergent validity (CR = 0.90-0.94; AVE =
0.59-0.64), alongside strong model fit (CFl = 0.93; RMSEA = 0.056). Correlation analysis revealed
significant positive relationships among GHRM, emotional wage, and employee well-being. Regression
findings confirmed significant predictive effects of GHRM on emotional wage (B = 0.470) and employee
well-being (B = 0.333), whereas emotional wage significantly influenced employee well-being (B = 0.472).
SEM and mediation results further established emotional wage as a significant partial mediating
mechanism within the GHRM-well-being relationship (indirect effect = 0.41). The findings suggest that
sustainability-oriented HR systems combined with psychosocial reward mechanisms strengthen
employee well-being, engagement, and organizational effectiveness within high-intensity fulfillment
environments. Nevertheless, cross-sectional design and context-specific focus may limit broader
generalizability across sectors and geographical settings.

1. INTRODUCTION

Global concern for environmental sustainability has encouraged organizations to integrate ecological
responsibility into strategic and operational functions, emphasizing sustainable value creation, social
accountability, and long-term organizational resilience (Khan, 2024). Human Resource Management has
become a key driver of sustainability through Green Human Resource Management (GHRM) practices,
including green recruitment, eco-focused training, sustainable performance evaluation, employee
participation, communication, and culture-building initiatives that align employee behavior with
environmental goals (Deshwal, 2015; Muisyo et al., 2022; Miah et al., 2024; Efranto et al., 2026). In labor-
intensive dark-store supply chains, characterized by rapid operations, digital coordination, and
continuous fulfillment activities, GHRM can significantly influence employee perceptions, engagement,
and workplace experiences (Paché, 2022; Chavhan and Dutta, 2025; Guimaraes and Rodrigues, 2026). As
dark stores operate under high-pressure and time-sensitive conditions, employee well-being is critical for
productivity, service quality, and organizational performance (Mpunga, 2025).

Employee well-being is shaped not only by financial compensation but also by socio-emotional and
psychological rewards within the workplace. Emotional wage, including recognition, supportive culture,
career growth, work-life balance, and meaningful work experiences, has emerged as an important
determinant of employee satisfaction, motivation, and commitment (Martinez-Falcé et al., 2025). In
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sustainability-oriented organizations, GHRM practices can strengthen emotional wage by fostering
environmental purpose, belongingness, and organizational support among employees (Faeni et al.,
2025). Employees perceiving environmentally responsible and supportive workplaces are more likely to
experience improved psychological, social, and workplace well-being (Gyensare et al., 2024). Recent
evidence further suggests that employee well-being functions as a critical mechanism through which
sustainability-oriented HR strategies contribute to broader organizational sustainability and governance
outcomes (Al-Jaber et al., 2025). However, existing studies largely examine GHRM from operational or
performance perspectives, with limited focus on its role in generating emotional and psychological
value. Likewise, emotional wage has often been studied separately from sustainability-oriented HR
systems, limiting understanding of their combined influence on employee well-being.

From a theoretical perspective, this study draws upon Social Exchange Theory (SET) and Ability—
Motivation—Opportunity (AMO) theory to explain the relationships among GHRM, emotional wage, and
employee well-being. According to Social Exchange Theory (SET), employees reciprocate favorable
organizational practices with positive psychological and behavioral outcomes when they perceive
organizational support and care. Simultaneously, Ability—Motivation—Opportunity (AMO) theory explains
that GHRM enhances employee abilities through green training, strengthens motivation through
recognition and rewards, and creates opportunities for participation through supportive culture and
involvement mechanisms. Within this framework, GHRM and emotional wage act as important
predictors of employee well-being by shaping perceptions of organizational commitment, fairness, and
support. Studies grounded in affective and sustainability perspectives have also demonstrated that
GHRM practices stimulate positive employee attitudes and environmental outcomes by influencing
workplace experiences and emotional responses (Igbal et al., 2024; Martinez Falcé et al., 2025).
Nevertheless, empirical evidence in dark-store supply chains remains limited, as previous studies have
primarily focused on manufacturing, hospitality, retail, and information technology sectors (Wang et al.,
2025; Mpunga, 2025; Benevene and Buonomo, 2020). Furthermore, the algorithm-driven and high-
intensity nature of dark-store environments has received limited scholarly attention, creating a significant
research gap regarding the effectiveness of sustainability-oriented HR practices and emotional rewards
in enhancing employee well-being.

2. LITERATURE REVIEW

Green Human Resource Management (GHRM) integrates environmental sustainability into HR practices
to enhance organizational performance and employee-related outcomes (Deshwal, 2015). It
encompasses green recruitment, training, performance management, rewards, communication, and
organizational culture, thereby encouraging environmentally responsible behavior and supporting
organizational sustainability objectives (Muisyo et al., 2022). Recent literature further identifies green
recruitment as a foundational element of GHRM that contributes directly to organizational sustainability
by attracting environmentally conscious employees and reinforcing sustainability-oriented organizational
values (Jamil et al., 2023). Conceptually, GHRM operates as a comprehensive HR system rather than a
set of isolated practices, aligning environmental strategies with employee behavioral and attitudinal
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outcomes. It also strengthens emotional wage through recognition, supportive culture, and work-life
balance, thereby improving employee motivation and commitment, while contributing to psychological,
social, workplace, and subjective well-being when sustainability principles are embedded within HR
systems (Martinez-Falcé et al., 2025; Faeni et al., 2025; Gyensare et al., 2024). Systematic reviews have
highlighted the growing strategic importance of GHRM in achieving organizational sustainability,
emphasizing its multidimensional influence on employee behavior, environmental performance, and
long-term competitiveness (Miah et al., 2024; Efranto et al., 2026). Nevertheless, the existing literature
remains largely descriptive and fragmented, as most studies emphasize positive associations without
sufficiently examining the psychological mechanisms and contextual conditions through which GHRM
shapes employee outcomes, limiting theoretical integration, particularly regarding the linkage between
sustainability-oriented HR systems and socio-emotional constructs such as emotional wage.

Despite these advantages, significant research gaps remain within dark-store supply chains
characterized by operational intensity, rapid order fulfillment, and workforce diversity, all of which
influence employee motivation and engagement (Paché, 2022; Mpunga, 2025; Guimaraes and Rodrigues,
2026). From a theoretical integration standpoint, prior studies have inadequately differentiated GHRM as
a system-level input, emotional wage as a mediating psychological mechanism, and employee well-being
as an outcome construct, thereby reducing conceptual clarity and limiting causal interpretation.
Furthermore, contextual variations and role-based differences among operational, managerial, and HR
employees remain insufficiently explored (Benevene and Buonomo, 2020; Kamboj and Anthonysamy,
2024; Schorung, 2024). Additionally, the lack of integrative theoretical models connecting GHRM,
emotional wage, and employee well-being has resulted in a predominantly variable-oriented rather than
mechanism-oriented research approach, constraining theoretical advancement in sustainability-oriented
HRM literature (Das and Singh, 2016). In this context, Social Exchange Theory (SET) explains employee
reciprocity toward perceived organizational sustainability practices, whereas the Ability—Motivation—
Opportunity (AMO) framework clarifies how GHRM systems enhance employee capabilities, motivation,
and participation opportunities; however, earlier studies have not jointly applied these frameworks to
explain the development of emotional wage in high-intensity digital supply chain environments.
Moreover, emerging evidence indicates that employee well-being mediates the relationship between
sustainability-oriented HR practices and organizational sustainability outcomes, while resource
commitment and organizational support may strengthen these relationships (Al-Jaber et al., 2025;
Gyensare et al., 2024), highlighting the need for integrative mechanism-based models within dark-store
settings.

Accordingly, this study develops a mechanism-based framework integrating Green Human Resource
Management (GHRM), emotional wage, and employee well-being in dark-store supply chains, where
emotional wage acts as a mediating psychological resource linking sustainability-oriented HR practices
with employee outcomes. Grounded in Social Exchange Theory (SET) and Ability—Motivation—
Opportunity (AMO) theory, the study aims to (i) examine the implementation and influence of GHRM
practices on emotional wage and employee well-being in dark-store operations; (ii) evaluate the
mediating role of emotional wage in the relationship between GHRM and employee well-being; and (iii)
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identify implications of sustainability-oriented HR practices for improving employee engagement,
organizational performance, and sustainability in high-intensity dark-store environments.

3. RESEARCH DESIGN AND METHODS

This chapter outlines the systematic study approach, covering research design, study area, population
and sampling, and data collection procedures. It details construct measurement, reliability and validity
assessments, and ethical considerations. Finally, it describes analytical techniques and statistical
methods used to test hypotheses and interpret findings.

3.1 Research Design

This study employed a quantitative cross-sectional design to examine the influence of Green Human
Resource Management (GHRM) practices on employee well-being, with emotional wage as a mediating
factor in dark-store supply chains. Data were collected through structured questionnaires, enabling
standardized measurement, hypothesis testing, and mediation analysis across diverse operational
settings.

3.2 Study Area and Context: Dark Stores, Telangana

The study was conducted across dark stores in eight Telangana districts: Hyderabad (17.366° N, 78.476°
E), Medchal-Malkajgiri (17.630° N, 78.484° E), Rangareddy (17.389° N, 77.837° E), Warangal Urban
(17.967° N, 79.589° E), Nizamabad (18.750° N, 78.250° E), Karimnagar (18.338° N, 79.229° E),
Sangareddy (17.612° N, 78.082° E), and Medak (18.046° N, 78.263° E). Major quick-commerce firms
including Swiggy Instamart, Blinkit, Zepto, BigBasket, and DMart Ready were selected to ensure
geographical and operational diversity for examining GHRM practices and employee well-being.

3.3 Population and Sample

The target population comprised 400 employees working in dark stores across Telangana, including
operational, supervisory, managerial, and HR-related positions such as Picker/Packer, Store Manager,
Operation Lead, Delivery Executive, and HR Executive/Manager. To ensure balanced representation,
respondents were selected across multiple districts, organizations, and job categories, thereby
improving the reliability, representativeness, and generalizability of the study findings and supporting
advanced multivariate analyses.

3.3.1 Distribution of Employee Responses across Districts
and Organizations

Responses were collected from employees across eight districts of Telangana to ensure broad
geographical and operational representation (Fig. 1). Hyderabad contributed the highest number of
respondents, followed by Medchal—-Malkajgiri, Rangareddy, and Warangal Urban. Employee participation
from Blinkit, BigBasket, DMart Ready, Swiggy Instamart, and Zepto remained relatively balanced, thereby
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minimizing organization-specific bias and strengthening the external validity of sustainability-oriented
HRM assessment.

3.3.2 Demographic and Employment Profile of
Respondents

Demographic and employment characteristics contextualize perceptions of Green HRM strategies,
emotional wage, and employee well-being. Key variables (age, gender, job role, experience, organization,
location, employment type) enabled subgroup analysis and robustness across Telangana dark stores
(Fig. 2). The workforce is predominantly young (25-35 years), with 1-3 years’ experience, reflecting high
turnover; full-time employees dominate, males predominate per operational demands. This profile
underscores emotional wage and Green HRM's role in sustaining well-being in fast-paced supply chains.

3.3.3 Sampling Technique and Sample Size Determination

Convenience sampling was employed considering practical limitations such as varying work shifts,
demanding operational schedules, and accessibility challenges across geographically dispersed dark-
store locations in Telangana. Nevertheless, efforts were made to maintain diversity among respondents
in terms of district coverage, organizational affiliation, and job roles. A pilot study with 40 participants
was initially conducted to evaluate the clarity, consistency, and reliability of the questionnaire, leading to
minor modifications for better comprehension. The finalized sample size of 400 respondents was
deemed sufficient for conducting correlation, regression, mediation, and Structural Equation Modeling
(SEM) analyses, ensuring robust estimation of relationships among the study variables.

3.3.4 Distribution of Respondents by Employee Role

Respondents represented diverse operational, managerial, and HR roles within Telangana dark-store
supply chains. Delivery Executives/Riders constituted the largest respondent group (n = 120), followed by
Picker-Packers (n = 100), Store Managers/Storekeepers (n = 80), Operation Managers/Leads (n = 60), and
HR Executives/Managers/HRBPs (n = 40). This hierarchical distribution enabled comprehensive
assessment of Green HRM practices, emotional wage, and employee well-being across multiple
organizational levels within dark-store operations.

3.4 Data Collection and Measurement
3.4.1 Data Collection

Primary data were collected using a structured questionnaire designed to assess Green HRM strategies,
emotional wage, and employee well-being among dark-store employees. Measurement scales were
adapted from validated studies to ensure content validity, contextual suitability, and reliability within the
retail logistics environment.

3.4.2 Measurement Constructs and Scale Items
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The questionnaire used a five-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).
The study instrument consisted of three major constructs: Green HRM Strategies, Emotional Wage, and
Employee Well-Being. Green HRM Strategies included five dimensions: green recruitment and
onboarding, green training, green performance management and rewards, green internal communication,
and green sustainable culture. Emotional Wage comprised strategic, human, value creation, and
motivational dimensions, while Employee Well-Being included psychological, social, workplace, and
subjective well-being dimensions. The detailed measurement items used for each construct are
presented in Table 1.
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Table 1
Measurement Scale Items used for each construct

Construct Measurement ltems
Green HRM Strategies

Green Recruitment and 1. Company demonstrates commitment to environmental sustainability; 2.

Onboarding (GRO)

Green Training (GT)

Green Performance
Management and
Rewards (GPMR)

Green Internal
Communication (GIC)

Green Sustainable
Culture (GSC)

Emotional Wage

Strategic Dimension

Human Dimension

Value Creation
Dimension

Motivational
Dimension

Environmentally conscious employees are preferred during selection; 3.
Environmental initiatives are explained during onboarding; 4.
Environmental goals are shared with new employees; 5. Job roles include
environmentally responsible practices

6. Organization provides training on green living and resource use; 7.
Employees are trained to protect the environment; 8. Training builds
awareness of environmental protection; 9. Continuous learning enhances
green skills; 10. Training promotes eco-friendly work practices

11. Performance goals include environmental criteria; 12. Environmental
efforts are discussed in appraisals; 13. Employees achieving green goals
are rewarded; 14. Rewards are provided for green ideas; 15. Sustainability
indicators are part of evaluation

16. Environmental initiatives are recognized internally; 17. Green
messages are shared through internal channels; 18. Employees can
suggest ideas on environmental issues; 19. Sustainability goals and
progress are communicated; 20. Environmental messages are embedded
in communication

21. Organization promotes environmental responsibility; 22. Managers
emphasize environmental impact of work; 23. Environmental events and
activities are organized; 24. Employees are encouraged to adopt eco-
friendly habits; 25. Sustainability is embedded in organizational values

26. Organization supports employee well-being; 27. Employees are
encouraged to take leadership roles; 28. Flexible work culture is
promoted; 29. Adequate organizational support resources exist; 30.
Management provides effective leadership; 31. HR practices support
employees effectively

32. Working conditions enable smooth job performance; 33. Work culture
is positive and supportive; 34. Physical workplace conditions meet
employee needs; 35. Organization supports personal growth; 36.
Employee achievements are recognized; 37. Opportunities for
development are available

38. Compensation policies are fair and transparent; 39. Recognition
systems are clear and structured; 40. Flexible work arrangements are
provided; 41. Organization prioritizes employee happiness; 42. Employees
are ?nglouraged toward self-fulfillment; 43. Promotion opportunities are
available

44. Sufficient time for family life is available; 45. Organization respects
diversity; 46. Healthy lifestyle is encouraged; 47. Employees are fairly paid
with benefits; 48. Goal achievement is appreciated; 49. Rewards reflect
employee contribution
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Construct Measurement ltems
Employee Well-being

Psychological Well- 50. Able to handle daily responsibilities effectively; 51. Focused on

being important life priorities; 52. Confident in decision-making; 53. Life has
purpose and direction; 54. Life viewed as continuous learning; 55.
Confident in personal abilities

Social Well-being 56. Feels valued as a team member; 57. Trust exists among team
members; 58. Maintains close workplace relationships; 59. Ideas are
accepted by colleagues; 60. Comfortable sharing problems at work; 61.
Enjoys spending time with colleagues

Workplace Well-being 62. Satisfied with current job; 63. Work is meaningful; 64. Achievements
increase motivation; 65. Workplace environment is supportive; 66. Career
advancement opportunities exist; 67. Maintains work-life balance

Subjective Well-being 68. Feels happy most of the time; 69. Maintains a positive outlook; 70.
Feels good about oneself; 71. Manages life challenges effectively; 72.
Satisfied with life overall; 73. Looks forward to each day

3.5 Reliability and Validity of the Instrument

Questionnaire reliability underwent assessment using Cronbach’s alpha, with all constructs showing
satisfactory internal consistency. Expert review and Content Validity Index (CVI) assessment established
content validity. ltem-level and scale-level validity measures confirmed suitability of the instrument
regarding measurement of Green HRM strategies, emotional wage, and employee well-being within dark-
store operations. Harman'’s Single-Factor Test examined common method bias, while results showed
less than 50% total variance explained through the first factor, indicating absence of serious common
method bias concerns.

3.6 Ethical Considerations

Participation remained voluntary, while respondents received information regarding academic purpose
of the research. Strict confidentiality and anonymity remained maintained throughout data collection,
with no personally identifiable information obtained. Respondents retained freedom regarding
withdrawal during any stage without consequences, ensuring compliance with ethical research
standards.

3.7 Data Analysis and Hypotheses

IBM SPSS Statistics Version 26 supported data analysis procedures. Descriptive statistics summarized
demographic characteristics, while Pearson correlation and multiple regression analyses examined
relationships and direct effects among Green HRM Strategies, Emotional Wage, and Employee Well-
Being. Hayes’ PROCESS Macro (Model 4) combined with bootstrapping procedures assessed mediating
influence of Emotional Wage. Based on conceptual framework (Fig. 3), four hypotheses underwent
formulation: H1, Green HRM positively influences Emotional Wage; H2, Emotional Wage positively
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influences Employee Well-Being; H3, Green HRM positively influences Employee Well-Being; and H4,
Emotional Wage mediates relationship between Green HRM and Employee Well-Being.

3.8 Measurement Model Assessment and Validity Analysis

Confirmatory Factor Analysis (CFA) using IBM SPSS Amos evaluated reliability, validity, and overall
fitness of latent constructs representing Green HRM Strategies, Emotional Wage, and Employee Well-
Being. Standardized factor loadings (> 0.60) assessed indicator reliability, whereas Cronbach’s alpha and
Composite Reliability (CR > 0.70) examined internal consistency. Average Variance Extracted (AVE >
0.50) confirmed convergent validity, while Fornell-Larcker criterion verified discriminant validity. Model
fitness evaluation included x2/df (< 3.00), Comparative Fit Index (CFI > 0.90), Tucker—Lewis Index (TLI >
0.90), and Root Mean Square Error of Approximation (RMSEA < 0.08).

3.9 PROCESS Macro Mediation Analysis

Hayes' PROCESS Macro (Model 4) within IBM SPSS Statistics examined mediating influence of
Emotional Wage regarding relationship between Green HRM Strategies and Employee Well-Being.
Bootstrapping procedures assessed significance of indirect effects and determined extent of mediation.
PROCESS Macro analysis provided preliminary empirical support regarding proposed mediation
framework prior SEM estimation.

3.10 SEM Analysis

SEM was conducted using IBM SPSS Amos to examine the direct and mediating relationships among
Green HRM Strategies, Emotional Wage, and Employee Well-Being within an integrated analytical
framework. The SEM procedure involved two stages: (i) validation of the measurement model using CFA,
and (ii) estimation of the structural model for hypothesis testing. Mediation analysis was performed
using bootstrapping procedures to evaluate the indirect effect of Emotional Wage. The structural
relationships were represented as Equations (1-3):

Emotional Wage = B4 (Green HRM Strategies) + e, (1)
Employee Well-Being = B, (Green HRM Strategies) + B (Emotional Wage) + e, (2)
Indirect Effect = B4 x B3 (3)

Where B represents standardized path coefficients and e denotes residual error terms.

3.11 Statistical analysis

IBM SPSS AMOS supported advanced statistical validation procedures within proposed conceptual
framework. Confirmatory Factor Analysis (CFA) assessed construct reliability, convergent validity,
discriminant validity, and measurement model fitness using standardized factor loadings, Composite
Reliability (CR), Average Variance Extracted (AVE), and goodness-of-fit indices. Structural Equation
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Modeling (SEM) further evaluated integrated structural relationships among Green HRM Strategies,
Emotional Wage, and Employee Well-Being. Bootstrapping procedures additionally examined
significance of indirect mediation effects within structural model estimation.

4. RESULTS
4.1 Employee Distribution and Workforce Profile

4.1.1 Distribution of Employee Responses across Districts
and Organizations

As presented in Fig. 1, Hyderabad contributed the highest respondent share (30%), followed by
Medchal—-Malkajgiri, Rangareddy, and Warangal Urban (12.5% each), ensuring broad geographical
representation across Telangana dark-store operations. Organizational participation also remained
relatively balanced in Fig. 1, with Blinkit (22.25%) and BigBasket (21.75%) showing slightly higher
representation, followed by DMart Ready (20%), Swiggy Instamart (19%), and Zepto (17%). This balanced
distribution enhanced contextual diversity and reduced organizational bias, thereby strengthening the
generalizability of sustainability-oriented HRM assessment across operational environments (Muisyo et
al., 2022; Yasin et al., 2025).

4.1.2 Distribution of Respondents by Employee Role

The respondent distribution by employee role indicates that Delivery Executives/Riders constituted 30%
of the sample, followed by Picker-Packers (25%), Store Managers/Storekeepers (20%), Operation
Managers/Leads (15%), and HR personnel (10%). The predominance of frontline operational employees
reflects the labor-intensive nature of dark-store logistics and provides valuable insights into the
implementation of Green HRM practices and employee well-being within high-pressure supply chain
environments (Paché, 2022).

4.1.3 Demographic and Employment Profile of
Respondents

The demographic profile presented in Fig. 2 shows those employees aged 25-35 years dominate the
sample (59.75%), while male employees represent 74.5% of the workforce. Employees with 1-3 years of
experience constitute 51.5%, indicating a moderately experienced and high-turnover workforce typical of
fast-moving retail logistics. Full-time employees account for 70% of the sample, reflecting strong
operational dependence on permanent staffing structures (Gyensare et al., 2024).

The respondent profile provided adequate organizational, geographical, and hierarchical representation
across dark-store supply chains in Telangana. The predominance of young frontline employees reflects
the workforce composition of the sector and enhances the relevance of examining sustainability-
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oriented HRM practices in relation to employee well-being within operationally intensive retail logistics
environments.

4.2 Integrated Assessment of Green HRM Strategies,
Emotional Wage, and Employee Well-Being

The descriptive analysis examines the extent of Green HRM strategy adoption, employee perceptions of
emotional wage practices, and well-being outcomes within dark-store retail logistics operations in
Telangana. The results highlight the overall patterns and distribution of the study variables, providing a
basis for subsequent analyses.

4.2.1 Green HRM Strategy Implementation and Descriptive
Perceptions

As illustrated in Fig. 4, the Green HRM strategy dimensions recorded mean scores ranging from 3.62 to
4.08, accompanied by standard deviations between 0.60 and 0.78. These values suggest that employees
generally perceived green HRM initiatives positively, although responses exhibited a moderate level of
variation. Among the dimensions, Green Sustainable Culture emerged as the most strongly endorsed
practice, followed by Green Training and Green Internal Communication, reflecting a relatively high
degree of sustainability integration within organizational processes. In contrast, Green Recruitment and
Green Performance Management received comparatively lower ratings, suggesting that the
incorporation of green-oriented HR systems remains at an intermediate stage within operational settings
(Ullah et al., 2017; Mishra et al., 2017).

4.2.2 Emotional Wage and Non-Monetary Reward
Perceptions

Figure 5 shows that the Emotional Wage dimensions achieved mean scores ranging from 3.88 to 4.18,
while standard deviation values varied between 0.55 and 0.70. These results reflect generally favorable
and relatively consistent employee evaluations of the non-financial benefits and supportive practices
provided by their organizations. The highest ratings were observed for the Value Creation and
Motivational dimensions, whereas the Strategic and Human dimensions also received positive
assessments. This distribution underscores the significance of recognition, equitable treatment,
leadership commitment, and work-life balance in enhancing employees’ overall workplace experience
(Martinez-Falcé et al., 2024; Faeni et al., 2025).

4.2.3 Employee Well-Being Outcomes

The results presented in Fig. 6 indicate that the Employee Well-Being dimensions attained mean scores
between 3.85 and 4.12, with standard deviation values ranging from 0.57 to 0.71. This pattern suggests
a consistently positive assessment of employee well-being across the sampled organizations, alongside
a moderate degree of response dispersion. Among the dimensions examined, Subjective Well-Being and
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Social Well-Being received the highest ratings, whereas Workplace Well-Being and Psychological Well-
Being recorded comparatively lower, yet still favorable, scores. Collectively, these findings reinforce the
view that sustainable HR practices contribute to multiple facets of employee well-being, encompassing
psychological, social, workplace, and subjective domains within the context of retail logistics operations
(Amijad et al., 2021; Martinez-Falcé et al., 2025).

4.3 Measurement Model and Validity

The CFA results established satisfactory psychometric adequacy of the measurement framework. As
presented in Table 2, all latent constructs demonstrated adequate reliability and convergent validity,
confirming the internal consistency and stability of the integrated SEM model. Furthermore, the
standardized factor loading results presented in Table 3 confirmed acceptable construct representation
across all study dimensions, thereby supporting the multidimensional structure of Green HRM
Strategies, Emotional Wage, and Employee Well-Being within dark-store operations.

Table 2
Reliability and Validity Assessment
Construct Cronbach’s Composite Reliability AVE Interpretation
Alpha (CR)
Green HRM 0.91 0.92 0.61  Reliable and
Strategies Valid
Emotional Wage 0.89 0.90 0.59  Reliable and
Valid
Employee Well-Being 0.93 0.94 0.64  Reliable and
Valid

Page 13/32



Table 3

Standardized Factor Loadings of Study Dimensions

Construct Dimension

Green HRM
Strategies

Emotional Wage

Employee Well-
Being

Green Recruitment and Onboarding
Green Training

Green Performance Management and
Rewards

Green Internal Communication
Green Sustainable Culture
Strategic Dimension

Human Dimension

Value Creation Dimension
Motivational Dimension
Psychological Well-Being
Social Well-Being

Workplace Well-Being
Subjective Well-Being

Loading
Range

0.64-0.78
0.69-0.82
0.67-0.80

0.70-0.84
0.74-0.88
0.68-0.83
0.65-0.79
0.76-0.89
0.72-0.86
0.67-0.81
0.71-0.85
0.69-0.83
0.73-0.87

Interpretation

Acceptable
Strong
Strong

Strong
Very Strong
Strong
Acceptable
Very Strong
Strong
Strong
Strong
Strong
Very Strong

The CFA findings indicate that all observed indicators exceeded the recommended standardized loading
threshold, thereby confirming satisfactory construct reliability and validity within the SEM framework.

Comparatively stronger loading ranges were observed for Green Sustainable Culture, Value Creation, and
Subjective Well-Being dimensions, indicating higher latent construct stability within the integrated

measurement model.

4.4 Structural Model
4.4.1 PROCESS Macro Mediation

Mediation analysis was initially conducted using Hayes’ PROCESS Macro (Model 4) in IBM SPSS
Statistics to examine the indirect effect of Emotional Wage in the relationship between Green HRM
Strategies and Employee Well-Being. Bootstrapping procedures confirmed a statistically significant
indirect effect of Green HRM Strategies on Employee Well-Being through Emotional Wage (B =0.41, p <
0.0017). In addition, the direct relationship between Green HRM Strategies and Employee Well-Being
remained statistically significant after the inclusion of the mediator (8 = 0.39, p < 0.001), thereby
indicating partial mediation within the proposed conceptual framework. The PROCESS Macro findings
suggest that Green HRM practices not only directly enhance employee well-being but also indirectly
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improve well-being through emotional and motivational mechanisms associated with Emotional Wage.
These preliminary mediation results provided empirical support for proceeding with the integrated SEM
validation framework.

4.4.2 SEM Structural Model

SEM analysis using IBM SPSS AMOS further validated the structural relationships among Green HRM
Strategies, Emotional Wage, and Employee Well-Being within dark-store supply chains. The SEM
structural model and standardized path relationships are illustrated in Fig. 7. The structural model
demonstrated acceptable goodness-of-fit and statistically significant relationships among the latent
constructs. The SEM bootstrapping results further confirmed the partial mediating role of Emotional
Wage within the integrated structural framework. The SEM structural diagram served as the primary
mediation validation framework for interpretation and publication purposes. The standardized structural
equations derived from the SEM model are presented in Equations 4-6:

EW = 0.68 (GHRM) + ¢, (4)
EWB = 0.39 (GHRM) +0.61 (EW) + &, (5)
Indirect Effect = 0.68 x 0.61 = 0.41 (6)

The SEM findings confirm that Green HRM Strategies significantly influence both Emotional Wage and
Employee Well-Being, while Emotional Wage also exerts a significant positive effect on Employee Well-
Being. The statistically significant indirect effect further demonstrates that Emotional Wage partially
mediates the relationship between Green HRM Strategies and Employee Well-Being. These findings
indicate that Green HRM practices improve employee well-being through both direct organizational
support mechanisms and indirect intrinsic motivational pathways within dark-store supply chain
operations (Amjad et al., 2021; Martinez-Falcé et al., 2024; Yasin et al., 2025).

5. DISCUSSION

5.1 Mechanism-Based Interpretation, Theoretical
Extension, and Contextual Implications

5.1.1 Green HRM as System-Level Capability

The findings indicate that Green Human Resource Management (GHRM) operates as an integrated
system of HR practices rather than isolated functions. This aligns with the Ability—Motivation—
Opportunity (AMO) framework, where bundled HR practices collectively enhance employee capability,
motivation, and opportunity for sustainability-oriented behavior (Muisyo et al., 2022; Mishra et al., 2017).
The observed mean values (3.62-4.08) further reflect moderate-to-strong employee perception of GHRM
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practices, with Green Sustainable Culture (4.02-4.08) indicating strong institutional embedding of
sustainability within organizational identity.

5.1.2 Emotional Wage as Mediating Construct

Emotional wage emerges as a critical socio-psychological mechanism linking GHRM practices to
employee outcomes. High mean values (3.88-4.18), particularly in value creation and motivational
dimensions, indicate strong employee perception of non-monetary rewards such as recognition, fairness,
and developmental support. Grounded in Social Exchange Theory, emotional wage reflects perceived
organizational reciprocity and extends beyond traditional job satisfaction, thereby justifying its mediating
role in the GHRM~-well-being relationship (Martinez-Falcé et al., 2024; Faeni et al., 2025).

5.1.3 Employee Well-Being Outcomes

Employee well-being demonstrates consistently positive outcomes across psychological, social,
workplace, and subjective dimensions (3.85-4.12). Among these, subjective and social well-being are
relatively stronger, indicating that employee wellness is primarily shaped through relational and
psychological mechanisms rather than direct HR interventions (Gyensare et al., 2024; Amjad et al.,
2021).

5.1.4 Integrated Mechanism

The integration of Social Exchange Theory and the AMO framework establishes a structured mechanism
wherein GHRM functions as a system-level input, emotional wage acts as a mediating psychological
mechanism, and employee well-being represents the final outcome. This integrated model addresses
prior fragmentation in HRM research by explaining how sustainability-oriented HR systems influence
employee outcomes through reciprocal psychological processes in high-intensity operational
environments.

5.1.5 PROCESS Macro and SEM Structural Relationships

» PROCESS Macro Mediation Validation: Hayes’ PROCESS Macro (Model 4) confirmed the significant
mediating role of Emotional Wage in the relationship between Green HRM Strategies and Employee
Well-Being. Bootstrapping results indicated a significant indirect effect (B =0.41, p<0.001), while
the direct effect of Green HRM Strategies on Employee Well-Being remained significant (8 =0.39, p
<0.001), confirming partial mediation. These findings suggest that Green HRM practices improve
employee well-being through both direct organizational support and indirect emotional-motivational
mechanisms (Amjad et al., 2021; Martinez-Falcé et al., 2024; Yasin et al., 2025).

e SEM Structural Relationships: The SEM results further validated significant relationships among
Green HRM Strategies, Emotional Wage, and Employee Well-Being. Green HRM significantly
influenced Emotional Wage (8 = 0.68), while Emotional Wage positively affected Employee Well-
Being (B = 0.61). The indirect effect (B = 0.41) further supported partial mediation. In addition, the
acceptable model-fit indices (CFI = 0.93; RMSEA = 0.056) confirmed the robustness of the proposed
framework. These findings extend prior Green HRM research by empirically validating Emotional
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Wage as a key mediating mechanism within dark-store supply chains (Martinez-Falcé et al., 2024;
Ullah et al., 2017).

5.2 Methodological and Contextual Implications

Although the cross-sectional design and self-reported data introduce potential common method bias,
construct-level differentiation across GHRM, emotional wage, and well-being (SD range: 0.55-0.78)
strengthens measurement reliability and reduces bias concerns (Ullah et al., 2017; Mishra et al., 2017).
The study’s focus on dark-store supply chains in Telangana (Paché, 2022; Mpunga, 2025) enhances
contextual relevance, as these environments are characterized by high operational intensity and time-
sensitive delivery systems. The positive well-being outcomes observed suggest that GHRM acts as a
buffering mechanism under high-pressure work conditions, extending the applicability of AMO and
Social Exchange Theory to digitally driven logistics ecosystems.

5.3 Measurement Model Assessment: Reliability, Validity,
CFA, and Content Validity

Measurement model assessment examined psychometric adequacy, internal consistency, construct
validity, and structural coherence of the study instrument regarding Green HRM Strategies, Emotional
Wage, and Employee Well-Being. Reliability, validity, Confirmatory Factor Analysis (CFA), and content
validity assessments collectively evaluated suitability of the integrated measurement framework within
dark-store supply chain environments. Table 4 presents the integrated reliability, validity, CFA, and
content validity statistics of the study constructs, including Cronbach’s alpha, Composite Reliability (CR),
Average Variance Extracted (AVE), and Content Validity Index (CVI) measures.

Table 4
Integrated Reliability, Validity, and CFA Assessment of Study Constructs
Construct Cronbach’s CR AVE S- S- Interpretation
a CVi/Ave CVI/UA
Green HRM 0.936 092 > 0.985 0.885 Reliable and valid
Strategies 0.50
Emotional Wage 0.970 090 > 0.992 0.895 Highly reliable and
0.50 valid
Employee Well- 0.975 094 > 0.990 0.890 Highly reliable and
Being 0.50 valid
Overall 0.970 — - 0.989 0.890 Strong psychometric
Instrument adequacy

5.3.1 Reliability

Reliability assessment confirmed strong internal consistency across all study constructs, with
Cronbach’s alpha values exceeding recommended threshold levels (> 0.70) (Das and Singh, 2016). Green
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HRM dimensions demonstrated acceptable to excellent reliability (a = 0.79-0.92), while Emotional Wage
(a=0.92-0.96) and Employee Well-Being (a = 0.92-0.95) reported very high reliability levels. Overall
construct reliability remained high across Green HRM Strategies (a = 0.936), Emotional Wage (a =0.970),
and Employee Well-Being (a = 0.975), whereas overall instrument reliability reached a = 0.97, confirming
excellent measurement stability across all 73 items. These findings confirm strong scale consistency
and stable latent construct measurement across sustainability-oriented HRM practices, socio-emotional
rewards, and employee well-being dimensions. High reliability coefficients further support suitability of
the instrument regarding advanced multivariate and SEM-based analyses.

5.3.2 Validity

Validity assessment evaluated conceptual adequacy and construct coherence regarding Green HRM
Strategies, Emotional Wage, and Employee Well-Being dimensions within dark-store operational
environments. Construct-level consistency and conceptual alignment examined adequacy of
measurement items regarding latent variable representation. High consistency across latent dimensions
confirmed appropriate alignment between theoretical constructs and observed variables, supporting
adequacy of the integrated measurement framework. Strong construct coherence further validated
suitability of the instrument regarding sustainability-oriented HRM assessment within high-intensity
operational settings.

5.3.3 Confirmatory Factor Analysis (CFA)

Confirmatory Factor Analysis (CFA) assessed psychometric adequacy and structural coherence of the
proposed measurement model using Composite Reliability (CR), Average Variance Extracted (AVE),
standardized factor loadings, and model fit indicators. CFA further examined convergent validity and
latent construct representation within the SEM framework. CFA results established strong construct
adequacy, with Green HRM Strategies (CR = 0.92), Emotional Wage (CR = 0.90), and Employee Well-Being
(CR = 0.94) exceeding recommended reliability thresholds. AVE values remained above 0.50 across all
constructs, confirming convergent validity and satisfactory variance explanation through latent variables.
Green Sustainable Culture, Value Creation, and Subjective Well-Being demonstrated comparatively
stronger factor loading ranges, indicating higher construct stability and conceptual representation within
the integrated SEM framework (Amjad et al., 2021).

5.3.4 Content Validity

Content validity assessment employed Item-Level Content Validity Index (I-CVI) and Scale-Level Content
Validity Index (S-CVI) using average (S-CVI/Ave) and universal agreement (S-CVI/UA) methods (Ibrahim
et al., 2024; Martinez-Falcé et al., 2025). Expert evaluation examined relevance, adequacy, and
representativeness of measurement items across all study constructs. All measurement items recorded
high I-CVI values ranging between 0.90 and 1.00, confirming strong item relevance across constructs.
Green HRM Strategies reported S-CVI/Ave = 0.985 and S-CVI/UA = 0.885, Emotional Wage recorded S-
CVI/Ave = 0.992 and S-CVI/UA = 0.895, while Employee Well-Being demonstrated S-CVI/Ave = 0.990 and
S-CVI/UA =0.890. Overall questionnaire validity remained high (S-CVI/Ave = 0.989; S-CVI/UA = 0.890),
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confirming strong expert consensus and adequate construct representation within sustainability-
oriented HRM research.

5.4 Statistical Analysis of Green Human Resource
Management, Emotional Wage, and Employee Well-Being

The study examined relationships among Green Human Resource Management (GHRM), emotional
wage (EW), and employee well-being (EWB) in dark-store supply chains using correlation, regression, and
ANOVA analyses. A total of 400 employee responses were analyzed to test Hypotheses H1-H4,
assessing both direct and indirect effects, including the mediating role of emotional wage. The results
provide empirical evidence that sustainable HR practices influence non-financial rewards, psychological
health, and overall employee well-being.

5.4.1 Correlation Analysis

Pearson correlation analysis examined relationships among Green Human Resource Management
(GHRM), emotional wage (EW), and employee well-being (EWB) in dark-store supply chains, with results
supporting Hypotheses H1-H4 (Table 5). GHRM showed a positive relationship with emotional wage
(H1) and employee well-being (H3), while emotional wage was positively associated with employee well-
being (H2), indicating moderate to strong associations. These findings align with sustainability HRM and
psychosocial research (Khan et al., 2024; Ibrahim et al., 2024; Yuan et al., 2024). The significant EW-
EWB link supports its partial mediating role (H4), consistent with prior mediation studies (Gyensare et
al., 2024; Mpunga et al., 2025). Results suggest that GHRM improves employee satisfaction and well-
being by reducing stress and enhancing retention and operational efficiency in dark-store supply chains
(Paché, 2022; Raj et al., 2026).

Table 5

Pearson Correlation Between Green Human Resource Management, Emotional
Wage, and Employee Well-Being in Dark-Store Supply Chains

Variable GHRM Emotional Wage (EW) Employee Well-Being (EWB)

GHRM 1 0.470 0.333
EW 0.470 1 0.472
EWB 0.333 0.472 1

5.4.2 Regression Analysis

Regression analysis examined the magnitude, direction, and mediating effects of GHRM on emotional
wage and employee well-being. Based on 400 responses (Table 6), GHRM significantly predicts
emotional wage (B =0.470, p < 0.001), while emotional wage significantly predicts employee well-being
(B=0.472, p < 0.001), confirming strong relationships. Employee well-being is influenced by both GHRM
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and emotional wage, indicating partial mediation consistent with psychosocial HR mechanisms (Ibrahim
et al., 2024; Martinez-Falcé et al., 2025). The findings confirm a dual pathway where GHRM affects well-
being directly and indirectly through emotional wage, supporting sustainability HR mediation evidence
(Gyensare et al., 2024; Mpunga et al., 2025). Overall, results show that sustainability-oriented HR
practices enhance employee well-being through structural and psychological mechanisms in dark-store
supply chains (Paché, 2022; Raj et al., 2026).

Table 6

Regression Analysis of Green Human Resource Management and Emotional Wage on Employee Well-
Being in Dark-Store Supply Chains

Hypothesis Predictor(s) Dependent t P R? Interpretation
Variable
H1 GHRM Emotional 0.470 10.619 <0.001 0.221 GHRM
Wage significantly
predicts EW
H2 EW Employee 0.472 10.688 <0.001 0.223 EW
Well-Being significantly
predicts EWB
H3 GHRM Employee 0.333 7.047 <0.001 0.111  GHRM directly
Well-Being predicts EWB
H4 GHRM+EW  Employee GHRM: GHRM: GHRM: 0.239 EW partially
Well-Being  0.140, 2.876, 0.004, mediates
EW: EW: EW: GHRM effect
0.410 8.170 <0.001 on EWB

5.4.3 ANOVA Analysis

ANOVA was conducted to test the statistical significance of regression models for H1-H4, assessing
whether predictors jointly explain variance in employee well-being. As shown in Table 7, the models are
highly significant (p < 0.001), confirming that Green Human Resource Management (GHRM) and
emotional wage significantly predict employee well-being. High F-values indicate strong explanatory
power, validating the regression results. H4 is also supported, confirming the partial mediation effect of
emotional wage in the relationship between GHRM and employee well-being. These findings highlight the
importance of sustainable HR practices in improving employee mental health, reducing turnover, and
enhancing workplace productivity.
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Table 7

ANOVA Results of Regression Models Examining Green Human Resource Management, Emotional
Wage, and Employee Well-Being

Hypothesis Predictor(s) Dependent F dfi1 df2 p Interpretation
Variable

H1 GHRM Emotional 112.757 1 398 < Model is significant;
Wage 0.001  GHRM predicts EW

H2 EW Employee 114.243 1 398 < Model is significant;
Well-Being 0.001  EW predicts EWB

H3 GHRM Employee 49.654 1 398 < Model is significant;
Well-Being 0.001  GHRM predicts

EWB

H4 GHRM+EW  Employee 62.301 2 397 < Model is significant;

Well-Being 0.001  EW partially

mediates GHRM
effect on EWB

5.5 Integrated Comparative Evaluation

Green Human Resource Management (GHRM), emotional wage, and employee well-being represent
interconnected dimensions influencing sustainability-oriented workforce outcomes within dark-store
supply chains. The integrated evaluation combines descriptive, correlational, regression, and mediation
findings to explain how sustainability-focused HR practices shape employee perceptions and well-being
outcomes.

5.5.1 Green HRM Strategy Implementation and Descriptive
Perceptions

Green HRM practices demonstrated consistently positive employee perceptions across recruitment,
training, performance management, communication, and sustainability culture dimensions. Green
Sustainable Culture and Green Internal Communication recorded comparatively higher mean values
(3.95-4.10), indicating strong organizational emphasis on sustainability awareness and employee
engagement. Workforce representation across districts, organizations, and operational roles
strengthened contextual validity and reflected broad applicability of sustainability-oriented HR practices
within high-intensity dark-store environments. Reliability and validity indicators further confirmed strong
psychometric adequacy of Green HRM constructs, with Cronbach’s alpha values exceeding
recommended thresholds and CFA results supporting convergent validity and construct stability
(Deshwal et al., 2015; Ullah et al., 2017; Vadithe et al., 2025). The relevance of sustainability-oriented
operational systems within intensive fulfillment environments is further supported by studies
highlighting the evolving structure and operational characteristics of dark-store logistics and sustainable
infrastructure systems (Pintado et al., 2022; Munarso et al., 2025).

Page 21/32



5.5.2 Emotional Wage and Non-Monetary Reward
Perceptions

Emotional wage dimensions, including strategic, human, value creation, and motivational components,
reported high perception scores ranging between 3.88 and 4.18, reflecting positive employee evaluations
regarding recognition, organizational support, flexibility, and psychosocial rewards. Correlation and
regression analyses confirmed significant relationships between Green HRM and emotional wage (r =
0.470; B =0.470, p < 0.01), indicating that sustainability-oriented HR systems substantially enhance
socio-emotional employee experiences. Mediation analysis further demonstrated that emotional wage
functions as a significant psychological mechanism linking GHRM practices with employee outcomes
through partial mediation effects. These findings support Social Exchange Theory (SET) and Ability—
Motivation—Opportunity (AMO) theory, where sustainability-oriented HR practices strengthen employee
reciprocity, motivation, and perceived organizational support (Martinez-Falco et al., 2025; lbrahim et al.,
2024; Vadithe et al., 2025). The findings also align with broader sustainability governance perspectives
emphasizing the importance of organizational support mechanisms, transparency, and stakeholder-
oriented practices in strengthening employee engagement and value creation processes (Tare et al.,
2025; Mamytova et al., 2026).

5.5.3 Employee Well-Being Outcomes

Employee well-being dimensions demonstrated consistently favorable outcomes across psychological,
social, workplace, and subjective well-being domains, with mean values ranging from 3.85 to 4.12.
Significant positive relationships emerged between emotional wage and employee well-being (r = 0.472;
B =0.472), while Green HRM also demonstrated a positive direct influence on well-being (8 = 0.333).
However, indirect effects through emotional wage remained comparatively stronger, indicating that
psychosocial rewards represent a more influential pathway connecting sustainability-oriented HR
practices with employee well-being outcomes. Integrated SEM and mediation findings confirmed that
employee well-being within dark-store supply chains depends not only on environmental HR systems but
also on emotional and motivational support mechanisms embedded within organizational practices
(Gyensare et al., 2024; Mpunga et al., 2025; Vadithe et al., 2025). This observation is consistent with
contemporary sustainability studies suggesting that long-term organizational resilience and
sustainability performance are strengthened when environmental initiatives are accompanied by
supportive human-centered and governance-oriented practices (Munarso et al., 2025; Mamytova et al.,
2026).

The integrated findings confirm that Green HRM practices positively influence employee well-being both
directly and indirectly through emotional wage within dark-store supply chains. Emotional wage emerged
as the stronger psychosocial mechanism, highlighting the importance of combining sustainability-
oriented HR practices with non-monetary employee support systems to achieve long-term workforce
well-being and organizational sustainability. These findings are further supported by recent evidence
demonstrating that sustainability-focused HR systems, operational innovation, and governance-oriented
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sustainability strategies collectively contribute to organizational effectiveness and sustainable
development outcomes across diverse sectors (Pintado et al., 2022; Vadithe et al., 2025; Mamytova et
al., 2026).

5.6 Implications and Contributions

The findings confirm that Green HRM positively influences employee well-being directly and indirectly
through emotional wage within dark-store supply chains. Emotional wage emerged as a significant
mediating mechanism, indicating that psychosocial rewards strengthen the impact of sustainability-
oriented HR practices on employee outcomes. Integration of Social Exchange Theory (SET) and Ability—-
Motivation—Opportunity (AMO) theory extends Green HRM literature into digitally coordinated and high-
intensity quick-commerce environments. Practically, sustainability-oriented HR practices, green
communication, and emotional wage systems improve employee motivation, engagement, retention, and
psychological well-being. The findings provide strategic direction for organizations and policymakers
regarding development of sustainable workforce management practices within retail and supply chain
sectors.

5.7 Limitations and Future Research

The cross-sectional design limits causal interpretation among Green HRM, emotional wage, and
employee well-being. Context-specific focus on Telangana dark-store supply chains may restrict
generalizability across sectors and regions, while self-reported responses may introduce perceptual
bias. Future studies may adopt longitudinal and comparative approaches across industries and
countries to examine long-term organizational and psychological outcomes of Green HRM practices.
Further research may also explore artificial intelligence, digital HR systems, and technology-enabled
employee support mechanisms within high-pressure fulfillment environments.

5.8 Originality and Managerial Value

The study contributes original empirical evidence regarding Green HRM, emotional wage, and employee
well-being within underexplored dark-store supply chains. Emotional wage was validated as a significant
socio-psychological mechanism linking sustainability-oriented HR practices with employee well-being
through an integrated SEM framework. The validated model demonstrates that sustainability-focused HR
systems combined with psychosocial support mechanisms generate stronger workforce outcomes than
environmental HR practices alone. The framework therefore offers practical guidance regarding
sustainable and employee-centered HR strategy development within digital supply chain ecosystems.

6. CONCLUSION

Findings confirmed significant positive influence of Green Human Resource Management (GHRM) on
emotional wage and employee well-being within dark-store supply chains. Green recruitment,
environmental training, sustainable performance management, internal communication, and green
organizational culture strengthened psychosocial rewards and workforce well-being. Emotional wage
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functioned as partial mediating mechanism, indicating stronger employee outcomes through
sustainability-oriented HR systems combined with non-financial organizational support. Correlation,
regression, mediation, and SEM analyses confirmed significant relationships among study constructs.
CFA results established strong reliability, convergent validity, and satisfactory model fit. Green HRM
positively influenced Emotional Wage (B = 0.68) and Employee Well-Being (B = 0.61), whereas indirect
mediation effect (B = 0.41) validated significant psychosocial transmission pathway. Sustainability-
focused HR systems improved employee satisfaction, motivation, mental health, engagement,
operational efficiency, and workforce stability within high-pressure fulfillment environments. Cross-
sectional design, Telangana-specific context, and self-reported responses may restrict broader
generalizability. Future investigations may adopt longitudinal and multi-sectoral approaches regarding
long-term organizational and psychological outcomes associated with sustainability-oriented HR
practices.
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Figures
Sample Distribution Across Districts and Quick Commerce Platforms
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Distribution of Employee Responses across Selected Dark Stores Telangana
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Demographic and Employment Distribution of Respondents in Telangana Dark Stores
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Figure 3

Conceptual Model of GHRM, Emotional Wage, and Well-Being
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Figure 4

Descriptive statistics and internal consistency of Green HRM strategies
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Figure 5

Descriptive statistics and distribution of Emotional Wage dimensions
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Figure 6

Descriptive statistical summary of Employee Well-Being dimensions
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Figure 7

SEM of the Relationships among Green HRM Strategies, Emotional Wage, and Employee Well-Being in
Dark-Store Supply Chains

Page 32/32



