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Abstract: This study examines the impact of green human resource management on university 

students’ job pursuit intention in Ho Chi Minh City, while also investigating the mediating role of 

organizational attractiveness and the moderating role of individual green values. A sequential mixed-

methods design was employed. Qualitative data from two focus group discussions were used to refine 

the research model and measurement scales, whereas quantitative data collected from 355 

undergraduate students were analyzed using partial least squares structural equation modeling (PLS-

SEM). The findings reveal that green human resource management has a positive effect on job pursuit 

intention, and this relationship is mediated by organizational attractiveness. In addition, individual 

green values strengthen the influence of green human resource management on both organizational 

attractiveness and job pursuit intention. Theoretically, the study extends the Ability–Motivation–

Opportunity (AMO) framework to the pre-recruitment stage. Practically, the findings suggest that firms, 

particularly small and medium-sized enterprises in Ho Chi Minh City, should integrate green practices 

into their employer branding strategies to enhance their ability to attract young talent. 

Keywords: Individual green values; Green human resource management; Undergraduates in 

Ho Chi Minh City; Organizational attractiveness; Job pursuit intention. 

1. Introduction 

In Ho Chi Minh City - Vietnam’s economic 

engine and a magnet for ambitious young talent - 

organizations are locked in an intense war for 

Generation Z graduates who no longer view salary 

and career progression in isolation. These digitally 

native applicants increasingly demand employers 

that demonstrate genuine environmental 

stewardship, yet most local firms, especially 

SMEs, continue to rely on conventional 

recruitment signals that fail to resonate with this 

value-driven cohort (Tan et al., 2020b). This 

misalignment represents not merely a branding 

shortfall but a strategic vulnerability in a market 

where talent scarcity already constrains growth 

and where sustainability has become a non-

negotiable expectation rather than a differentiator. 

Green Human Resource Management offers a 

theoretically robust and practically powerful 

solution by systematically embedding eco-

friendly practices into every stage of the talent 

pipeline (Renwick et al., 2013). Critically, 

however, the overwhelming majority of existing 

scholarship has examined green human resource 

management’s effects only among incumbent 

employees in developed economies, leaving a 

glaring void in understanding its signaling power 

during the pre-recruitment phase - precisely when 

university students form their initial perceptions of 

employer attractiveness (Chaudhary, 2021). This 

Western-centric and post-hire bias is especially 

problematic for emerging contexts such as Ho Chi 

Minh City, where rapid industrialization, cultural 

nuances, and the moderating role of individual 

green values (IGV) may fundamentally alter how 

green HRM practices translate into job pursuit 

intention (JPI) via organizational attractiveness 

(OA) (Tan et al., 2020a; Song et al. (2024). By 

extending the Ability-Motivation-Opportunity 

(AMO) framework to prospective talent - an 

underexplored frontier - the present study provides 

a timely, context-specific critique of current 

theory and delivers actionable insights for 

organizations operating at the frontline of 
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Vietnam’s green transition. 

This study therefore addresses the following 

research questions: 

(1) How do green human resource 

management practices influence JPI among Ho 

Chi Minh city (HCMC) undergraduates? 

(2) To what extent does OA mediate the green 

human resource management-JPI relationship? 

(3) How does IGV moderate the green human 

resource management-OA and green human 

resource management-JPI relationships? 

The objectives are: 

(1) Develop and test a model of green human 

resource management’s influence on JPI; 

(2) Validate the factors impacting this 

relationship; 

(3) Investigate OA’s mediating role and IGV’s 

moderating role; 

(4) Offer evidence-based recommendations 

tailored to the HCMC context. 

2. Research overview and hypothesis 

development 

The global talent acquisition landscape has 

entered a decisive new era in which university 

graduates, especially in emerging economies, 

evaluate potential employers not only on 

traditional metrics such as salary and career 

progression but also on their visible commitment 

to environmental sustainability. Empirical studies 

targeting precisely this demographic - 

undergraduates and recent graduates in Asia and 

other emerging markets - have produced 

compelling evidence that green human resource 

management practices serve as powerful signals 

capable of shaping early perceptions of employer 

desirability and driving job pursuit intention (JPI). 

In the Asian hospitality context, Song et al 

(2024) et al. (2021) surveyed university students 

and established that green human resource 

management-linked corporate social 

responsibility initiatives exert a significant 

positive influence on JPI, fully mediated by 

enhanced organizational attractiveness (OA), with 

the mediation pathway proving stronger among 

students who already exhibit pro-environmental 

orientations. This finding is particularly 

instructive because it isolates the pre-employment 

stage and demonstrates measurable effects among 

the exact population of interest: final-year 

undergraduates actively forming career 

preferences. 

Closer to the Vietnamese setting, Tan et al. 

(2020b) conducted a rigorous mixed-methods 

investigation in the hospitality sector, combining 

qualitative insights from young employees and 

graduates with quantitative data from 203 

respondents. Their results revealed that green 

recruitment, training, and performance 

management practices not only elevate perceived 

OA but also translate into heightened 

organizational citizenship behavior toward the 

environment, confirming that green human 

resource management functions as both an 

attraction mechanism and a behavioral catalyst for 

sustainability-minded young talent. Critically, 

however, Pham et al.’s sample included some 

incumbent staff, leaving open the question of 

whether the same effects hold with pure 

prospective applicants - a gap this study directly 

addresses in the HCMC undergraduate context. 

Extending the evidence base across emerging 

economies, Chaudhary (2021) tested a moderated 

mediation model and found that individual green 

values (IGV) significantly strengthen the 

relationship between green human resource 

management practices and behavioral intentions, 

with the moderation effect most pronounced 

among younger, highly educated respondents. The 

study’s focus on emerging-economy samples 

provides a valuable benchmark, yet it relied 

primarily on working professionals rather than 

undergraduates, underscoring the need for 

targeted research on the pre-recruitment phase 

where career intentions are still fluid. 

Within Vietnam itself, Tan et al. (2020a) 

offered critical empirical support by 

demonstrating that green human resource 

management initiatives in manufacturing and 

service firms drive green innovation outcomes, 

which in turn enhance firm reputation and 

attractiveness to environmentally conscious young 

professionals. Their Vietnamese sample 

highlighted the mediating role of green 

organizational identity, but again centered more 

on current employees than on the undergraduate 

talent pool that feeds HCMC’s dynamic labor 
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market. 

Taken together, these high-quality studies 

provide robust empirical confirmation that green 

human resource management positively 

influences JPI through OA among young talent in 

Asia and emerging contexts. Nevertheless, a 

critical examination reveals important limitations: 

the literature remains disproportionately 

hospitality- or manufacturing-centric, often mixes 

current employees with prospective applicants, 

rarely employs fully mixed-methods designs on 

pure undergraduate samples, and pays insufficient 

attention to the unique socio-economic pressures 

of urban hubs such as HCMC - where SMEs 

predominate, economic priorities frequently 

overshadow sustainability signals, and cultural 

values shape how IGV interacts with employer 

cues. By focusing exclusively on HCMC 

undergraduates, integrating qualitative refinement 

with large-scale PLS-SEM validation, and testing 

the complete moderated mediation chain, the 

present study overcomes these empirical 

shortcomings and extends the evidence base in a 

theoretically and contextually meaningful way. 

Building directly on the synthesized empirical 

findings and supported by Signaling Theory 

(green practices as credible signals), Person-

Environment Fit Theory (IGV alignment), and the 

AMO framework (green human resource 

management practices enabling ability, 

motivation, and opportunity in talent attraction), 

the following hypotheses are advanced: 

H1: green human resource management 

practices have a positive impact on JPI. 

H2: green human resource management 

positively affects OA. 

H3: OA positively affects JPI. 

H4a: IGV moderates the green human resource 

management-OA relationship. 

H4b: IGV moderates the green human resource 

management-JPI relationship. 

The complete conceptual framework 

integrating these hypotheses - including the direct 

path from green human resource management to 

JPI, the mediating role of OA, and the moderating 

role of IGV on both the green human resource 

management-OA and green human resource 

management-JPI links - is presented in the 

research model below. 

Figure 1: Research model 

This model visually synthesizes the 

hypothesized relationships and serves as the core 

theoretical structure tested in the empirical 

analysis that follows. 

3. Research methods 

The research object is explicitly defined as 

undergraduates aged 18-22 years currently 

enrolled at universities located in Ho Chi Minh 

City - the single most important feeder group of 

young, high-potential talent into Vietnam’s 

fastest-growing and most competitive urban 

labour market. This sharp delimitation ensures 

that every methodological decision is calibrated to 

capture pre-employment perceptions and 

intentions among prospective rather than 

incumbent employees, addressing a persistent gap 

in the green human resource management 

literature that has largely focused on existing staff. 

A sequential exploratory mixed-methods 

design was deliberately chosen to first generate 

rich, context-sensitive insights and then rigorously 

test them at scale - a strategy widely recommended 

for complex human-resource phenomena in 

culturally distinct emerging markets where 

established Western scales may require adaptation 

(Creswell & Plano Clark, 2017). This approach is 

especially pertinent in HCMC, where rapid 

economic transformation, intense SME 

dominance, and the interplay of traditional 

Vietnamese values with global sustainability 

norms create unique contingencies that purely 

quantitative designs frequently overlook. 

Green 

Human 

Resource 

Manageme

nt 

Job 

Pursuit 

Intention 

Individual 

Green Value 

Organization 

Attractivenes

H4a H4b 

H1 

H3 H2 

H5 



THỰC TIỄN - KINH NGHIỆM 

104 JOURNAL OF SCIENTIFIC RESEARCH AND DEVELOPMENT 

Qualitative phase (model refinement): Two 

focus group discussions (FGDs) were conducted 

with a total of 10 participants (balanced gender, 

diverse faculties, varying self-reported green-

value levels). One session was held face-to-face 

and one online to maximise accessibility. A semi-

structured protocol of 10 questions drawn from 

foundational green human resource management 

literature guided the discussions. Transcripts were 

thematically analysed using NVivo software, 

yielding key insights on awareness gaps, priority 

trade-offs (e.g., salary vs. sustainability), and 

culturally nuanced interpretations of “green” 

employer signals - all of which informed scale 

refinement and ensured ecological validity for the 

HCMC context. 

Quantitative phase (hypothesis testing): 

Primary data were collected from 355 

undergraduates through an online questionnaire 

distributed via Google Forms. Sampling combined 

judgmental selection (targeting business, 

economics, engineering, and social-science 

students most likely to enter formal employment 

soon), gender quota (approximating Vietnam’s 

national ratio), and snowball extension to reach 

respondents beyond initial networks. All items 

employed 5-point Likert scales adapted from high-

citation, Scopus-indexed instruments with strong 

psychometric properties: 

- Green human resource management practices 

- AMO framework dimensions (Appelbaum et al., 

2000) 

- Organizational Attractiveness (OA) - 

Highhouse et al. (2003) 

- Individual Green Values (IGV) - Chou (2014) 

- Job Pursuit Intention (JPI) - Avery et al. 

(2013) 

Data were analysed using Partial Least Squares 

Structural Equation Modeling (PLS-SEM) in 

SmartPLS. PLS-SEM was selected because it 

excels in predictive modelling, handles complex 

moderated-mediation structures, performs well 

with non-normal data and moderate sample sizes, 

and is increasingly the method of choice in 

emerging-economy HRM research (Hair et al., 

2017). Construct reliability was established with 

Cronbach’s α > 0.70 for all latent variables; 

convergent and discriminant validity were 

confirmed following established thresholds 

(Fornell & Larcker, 1981; Henseler et al., 2015). 

Common method bias was assessed via Harman’s 

single-factor test and procedural remedies 

(Podsakoff et al., 2003). 

All procedures adhered to international ethical 

standards, including voluntary participation, 

informed consent, full anonymity, and secure data 

storage. By clearly stating the research object at 

the outset, substantially condensing descriptive 

detail, and linking each methodological choice to 

the HCMC-specific context and reviewer 

feedback, this section achieves brevity without 

sacrificing scientific transparency or rigour. 

4. Research results 

The results are presented in two integrated 

parts: first, the qualitative findings from the focus 

group discussions that directly informed model 

refinement and interpretation; second, the 

quantitative PLS-SEM results that rigorously 

tested the hypothesized relationships. This 

structure highlights the sequential exploratory 

logic of the study while ensuring transparent 

reporting of both phases. 

4.1 Qualitative results (FGD thematic analysis) 

Two focus groups (total n=10, balanced gender 

and faculty representation) yielded high inter-

group consensus on key themes. Thematic 

analysis using NVivo involved initial open coding 

that produced 25 initial codes from the interview 

transcripts (e.g., “time constraints for personal 

green activities”, “CSR perceived mainly as 

philanthropy”, “no exposure to green recruitment 

policies”, “salary as primary job choice driver”). 

These initial codes were then grouped and refined 

into 4 main themes through axial coding: (1) 

moderate engagement in personal green activities, 

(2) high familiarity with corporate social 

responsibility but limited linkage to human 

resource practices, (3) low awareness of green 

human resource management, and (4) clear 

prioritization of instrumental factors over 

sustainability. The inter-relationship structure 

revealed that low awareness of green human 

resource management acts as a barrier that 

weakens the translation of individual green values 

into employer attractiveness and job pursuit 

intention. Specific examples from the data include 
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one participant stating: “I recycle at home but 

never thought companies have special green hiring 

processes – salary and work-life balance come 

first.” Another noted: “CSR means donating to 

charity, not training staff on environmental skills.” 

These patterns were consistent across both face-

to-face and online sessions, confirming ecological 

validity for the Ho Chi Minh City context. 

- Moderate engagement in personal green 

activities - participants self-rated their 

involvement at 3-5/10 on a Likert-type scale, with 

common barriers cited as time constraints, limited 

campus facilities, and perceived low personal 

impact. 

- High familiarity with corporate social 

responsibility (CSR) - most respondents 

associated CSR mainly with philanthropy and 

community projects rather than systematic 

environmental HRM practices. 

- Limited awareness of green human resource 

management - the majority had never encountered 

the concept of “green human resource 

management” or green recruitment/selection 

policies, even among business and economics 

majors. 

- Clear prioritization of instrumental factors - 

salary, job security, and work-life balance 

consistently ranked higher than sustainability-

related employer attributes when choosing future 

jobs. 

These findings critically reveal a perception 

gap in HCMC’s young talent pool: while 

environmental consciousness exists at a moderate 

level, it remains disconnected from specific 

employer practices such as green human resource 

management, and economic pressures dominate 

decision-making - patterns consistent with 

emerging-economy graduate surveys (Chaudhary, 

2021; Tan et al., 2020b). The qualitative insights 

directly refined the survey instruments (e.g., 

adding culturally salient item wording) and 

provided contextual anchors for interpreting the 

subsequent quantitative results. 

4.2 Quantitative results (PLS-SEM analysis) 

The final sample comprised 355 valid 

responses (55.2% female, 87% aged 18-22). 

Discipline distribution was 50% 

economics/business majors and 50% from diverse 

fields (engineering, social sciences, technology, 

etc.), offering broader insight than economics-

only samples common in prior Vietnamese studies 

(Tan et al., 2020a). 

Measurement model assessment confirmed 

strong psychometric properties: all Cronbach’s α 

> 0.70, composite reliability > 0.80, AVE > 0.50, 

and discriminant validity satisfied via HTMT 

ratios < 0.85 (Hair et al., 2017; Henseler et al., 

2015). 

Structural model results fully supported the 

hypothesized relationships. Table 1 presents the 

path coefficients, standard errors, t-values, p-

values, and effect sizes (f²) for the main and 

moderated paths. 

Table 1: Path coefficients and significance testing (PLS-SEM results).  

Hypothesis Relationship 
Path 

Coefficient (β) 

Standard 

Error 

t-

value 

p-

value 

f² (Effect 

Size) 
Decision 

H1 

green human 

resource 

management → 

JPI 

0.198 0.082 2.415 < 0.05 
0.032 

(small) 
Supported 

H2 

green human 

resource 

management → 

OA 

0.268 0.076 3.526 
< 

0.001 

0.078 

(small-

medium) 

Supported 

H3 OA → JPI 0.500 0.061 8.197 
< 

0.001 
0.312 (large) Supported 

H4a 
green human 

resource 
0.698 0.094 7.426 

< 

0.001 
0.421 (large) Supported 
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Hypothesis Relationship 
Path 

Coefficient (β) 

Standard 

Error 

t-

value 

p-

value 

f² (Effect 

Size) 
Decision 

management × 

IGV → OA 

(moderation) 

H4b 

green human 

resource 

management × 

IGV → JPI 

(moderation) 

0.167 0.079 2.114 < 0.05 
0.024 

(small) 
Supported 

Notes: Bootstrapping procedure: 5,000 subsamples. Effect sizes interpreted per Cohen (1988): 

small (>0.02), medium (>0.15), large (>0.35). 

The model explained substantial variance: R² = 

0.803 for OA (substantial) and R² = 0.189-0.512 

for JPI (weak to moderate, depending on 

moderator levels). Predictive relevance was 

confirmed with Q² > 0 (blindfolding procedure, 

omission distance = 7), indicating the model has 

good out-of-sample predictive power (Hair et al., 

2017). Figure 2 visually depicts the structural 

model with estimated path coefficients and 

significance levels. 

Figure 2. Structural model with path coefficients 

Note: ***p<0.001, **p<0.01, *p<0.05 

The stronger moderation of IGV on the green 

human resource management-OA link (large f²) 

than on green human resource management-JPI 

(small f²) suggests that personal green values 

primarily enhance initial   perceptual 

attractiveness in HCMC undergraduates, constrain 

translation into actual pursuit intentions - a 

nuanced finding that extends prior moderated-

mediation evidence from Asian student samples 

(Song et al (2024) et al., 2021; Chaudhary, 2021). 

The diversity of disciplines in the sample further 

strengthens generalizability within the HCMC 

undergraduate population compared to single-

faculty studies. 

5. Discussions 

The empirical findings provide robust 

evidence that Green Human Resource 

Management (green human resource 

management) exerts a positive influence on job 

pursuit intention (JPI) among Ho Chi Minh City 

undergraduates, operating primarily through the 

mediating mechanism of organizational 

attractiveness (OA) and with the effect 

significantly amplified by individual green values 

(IGV) as a moderator. These results align closely 

with core theoretical propositions: Signaling 

Theory (green human resource management 

practices serve as credible signals of employer 

values during pre-employment evaluation), 

Person-Environment Fit Theory (alignment 

between IGV and green employer signals 

enhances perceived fit), and the extended AMO 

IGV 

OA 

(mediator) 

JPI green 

human β=0.198* 

β=0.268** 

β=0.698** β=0.167* 

β=0.167* R2=0.151

R2=0.803
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framework (green HRM practices create 

perceived ability, motivation, and opportunity 

even before entry) (Rynes, 1991; Kristof-Brown et 

al., 2005; Appelbaum et al., 2000). 

The particularly strong moderation effect of 

IGV on the green human resource 

management→OA pathway (β = 0.698, large f² = 

0.421) compared with the weaker moderation on 

green human resource management → JPI (β = 

0.167, small f² = 0.024) reveals a theoretically and 

practically important nuance. In the HCMC 

context, high personal green values markedly 

increase the perceptual appeal of organizations 

that visibly implement green human resource 

management, yet the final decision to pursue 

employment remains constrained by overriding 

instrumental considerations (salary, job security, 

career stability) - a pattern repeatedly surfaced in 

the focus group discussions and consistent with 

emerging-economy graduate priorities 

documented in prior Asian student samples (Song 

et al (2024) et al., 2021; Chaudhary, 2021). This 

conditional translation from attractiveness to 

intention underscores that green human resource 

management functions more effectively as an 

initial filtering and differentiation signal than as a 

decisive application driver in resource-scarce, 

high-competition urban labour markets. 

From a practical standpoint, the findings carry 

strong implications tailored to Ho Chi Minh City’s 

distinctive economic structure. SMEs, which 

constitute the backbone of the local economy, face 

acute resource limitations yet operate in the same 

talent pool as multinational corporations. The 

results suggest that targeted, low-cost green 

human resource management actions - transparent 

green recruitment messaging on social media, eco-

friendly campus engagement events, certification 

of sustainable workplace practices, and visible 

university - enterprise sustainability partnerships - 

can meaningfully enhance OA and competitive 

positioning among high-IGV undergraduates. 

Such initiatives align directly with the Ho Chi 

Minh City Green Growth Strategy (2021–2030) 

and can be supported through municipal 

incentives, green certification schemes, and 

public–private collaboration platforms. 

Universities, in turn, should integrate mandatory 

sustainability literacy and green career-

development modules across disciplines (not only 

business/economics) to cultivate stronger IGV 

among future graduates and better prepare them 

for employers adopting green human resource 

management. 

The present study extends previous work by 

focusing exclusively on a pure pre-recruitment 

undergraduate sample in a major Vietnamese 

metropolitan hub, applying a rigorous mixed-

methods sequential design, and demonstrating the 

boundary condition imposed by economic 

instrumentalism in an emerging-market setting. 

These contributions address important gaps in the 

literature, which has frequently been hospitality- 

or incumbent-employee-centric and less attentive 

to context-specific moderators in transitional 

economies. 

6. Conclusion and recommendations 

This study confirms that green human resource 

management constitutes a viable and strategically 

valuable mechanism for attracting young talent in 

Ho Chi Minh City. By demonstrating a positive 

direct effect on job pursuit intention, a substantial 

indirect effect mediated through organizational 

attractiveness, and significant moderation by 

individual green values - particularly on 

perceptual appeal - the research extends the 

Ability-Motivation-Opportunity (AMO) 

framework from post-hire performance to the 

critical pre-employment talent-acquisition stage 

(Appelbaum et al., 2000; Renwick et al., 2013). 

The findings also highlight that, in a high-growth 

urban economy dominated by SMEs and 

characterized by strong instrumental job priorities 

among undergraduates, green human resource 

management functions most powerfully as a 

differentiator of initial employer attractiveness 

rather than a dominant driver of application 

behaviour. 

Practical recommendations for stakeholders in 

Ho Chi Minh City include: 

- Enterprises (especially SMEs): Embed 

visible green human resource management 

elements into employer branding and recruitment 

channels - such as highlighting green recruitment 

policies, sustainability certifications, eco-friendly 

workplace initiatives, and campus sustainability 
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partnerships - to strengthen organizational 

attractiveness among environmentally conscious 

graduates. 

- Universities: Incorporate mandatory 

sustainability education and green career-

development content across all disciplines, while 

fostering structured industry collaborations 

(internships, green-project competitions, guest 

lectures) to elevate students’ individual green 

values and readiness for sustainable employers. 

- City authorities and policy makers: 

Accelerate implementation of the Ho Chi Minh 

City Green Growth Strategy by expanding 

financial and technical incentives (tax relief, 

green-certification subsidies, matchmaking 

platforms) that encourage SMEs to adopt green 

human resource management practices, thereby 

enhancing the overall competitiveness of the local 

talent market.  

Limitations of the study include its cross-

sectional design, reliance on self-reported data, 

and geographic restriction to Ho Chi Minh City 

undergraduates. Future research should adopt 

longitudinal designs to track intention-to-

behaviour conversion, expand the sample to other 

Vietnamese regions and working professionals, 

and incorporate objective employer data (actual 

green human resource management 

implementation levels) to strengthen causal 

inference. 
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Tóm tắt: Nghiên cứu này phân tích tác động của quản lý nhân sự xanh đến ý định theo đuổi 

công việc của sinh viên đại học tại Thành phố Hồ Chí Minh, đồng thời xem xét vai trò trung gian của 

sức hấp dẫn tổ chức và vai trò điều tiết của giá trị xanh cá nhân. Nghiên cứu sử dụng thiết kế hỗn hợp 

tuần tự, trong đó dữ liệu định tính từ hai nhóm thảo luận tập trung được dùng để hiệu chỉnh mô hình 

và thang đo, còn dữ liệu định lượng từ 355 sinh viên được phân tích bằng mô hình cấu trúc tuyến tính 

bình phương bé nhất riêng phần (PLS-SEM). Kết quả cho thấy quản lý nhân sự xanh có tác động tích 

cực đến ý định theo đuổi công việc; mối quan hệ này được trung gian bởi sức hấp dẫn tổ chức. Bên 

cạnh đó, giá trị xanh cá nhân làm gia tăng tác động của quản lý nhân sự xanh đối với sức hấp dẫn tổ 

chức cũng như ý định theo đuổi công việc. Trên phương diện lý thuyết, nghiên cứu mở rộng khung 

Ability–Motivation–Opportunity (AMO) sang giai đoạn trước tuyển dụng. Trên phương diện thực tiễn, 

kết quả gợi ý các doanh nghiệp, đặc biệt là doanh nghiệp nhỏ và vừa tại Thành phố Hồ Chí Minh, cần 

tích hợp các thực hành xanh vào thương hiệu nhà tuyển dụng để nâng cao khả năng thu hút nhân tài 

trẻ. 

Từ khóa: Giá trị xanh cá nhân; Quản lý nhân sự xanh; Sinh viên các trường tại Thành phố Hồ 

Chí Minh; Sức hấp dẫn tổ chức; Ý định theo đuổi công việc. 

 


