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This� study� investigates� the� in�uence� of� personality� traits� on� positivity� at� work� and� o�cer�

SHUIRUPDQFH�DW�WKH�GLVWULFW�OHYHO�DGPLQLVWUDWLYH�DJHQFLHV�LQ�+DQRL��%DVHG�RQ�WKH�LQIRUPDWLRQ�

obtained�from�420�o�cers,�the�structural�equation�modeling�was�adopted�to�assess�the�impact�of�

WKH�%LJ�)LYH�PRGHO�RI�SHUVRQDOLW��RQ�SRVLWLYLW��DW�ZRUN�DQG�MRE�SHUIRUPDQFH��7KH�UHV�OWV�VKRZ�

D�SRVLWLYH�UHODWLRQVKLS�EHWZHHQ�SHUVRQDOLW��WUDLWV��SRVLWLYLW��DW�ZRUN��DQG�MRE�SHUIRUPDQFH���W�

the�same�time,�positivity�at�work�positively�impacts�o�cers’�job�performance.�These��ndings�

V�JJHVW� UHFRPPHQGDWLRQV� IRU� GLVWULFW�OHYHO� DGPLQLVWUDWLYH� DJHQFLHV� WR� HQKDQFH� SRVLWLYLW�� DW�

work�and�improve�o�cers’�performance.�This�paper�provides�empirical�evidence�of�the�feasible�

DSSOLFDWLRQ�RI�WKH�%LJ�)LYH�PRGHO�RI�SHUVRQDOLW��DQG�VHUYHV�DV�D�UHIHUHQFH�IRU�I�UWKHU�UHVHDUFK�

RQ�RUJDQL]DWLRQDO�EHKDYLRU�LQ�ERWK�S�EOLF�DQG�SULYDWH�RUJDQL]DWLRQV�

.H�ZRUGV��Personality�traits,�Positivity�at�work,�Job�performance,�O�cers
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In�a�market�economy�with��erce�competition,�organizations�must�improve�capacity,�strengthen�
FRPSHWLWLYH� DGYDQWDJHV�� DQG� FUHDWH� FRQGLWLRQV� IRU� GHYHORSPHQW��2UJDQL]DWLRQV� QHHG� JRRG�

HPSOR�HH�SHUIRUPDQFH� WR� DFKLHYH� WKHLU�JRDOV�� -RE�SHUIRUPDQFH� LV� WKH� WRWDO� H[SHFWHG�YDO�H�

WR�WKH�RUJDQL]DWLRQ�JLYHQ�E��WKHLU�HPSOR�HHV�G�ULQJ�D�FR�UVH�RI�WLPH��%RUPDQ�HW�DO����������
If� employees�are�highly�positive�at�work,� the�organization�will� achieve� the�best�e�ciency�

(Elankumaran,�2004).�The�more�active�employees�are�at�work,� the�more�bene�ts� they�can�
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EULQJ�WR�WKH�RUJDQL]DWLRQ�E��UHG�FLQJ�DEVHQWHHLVP�DQG�DYRLGDQFH��0LUYLV�DQG�/DZOHU���������

7K�V��RUJDQL]DWLRQV�DOZD�V�DLPV�WR�FUHDWH�SRVLWLYLW��DW�ZRUN�

7KH� LPSRUWDQFH� RI� SRVLWLYLW�� DW� ZRUN� KLJKOLJKWV� WKH� SURDFWLYH� UHODWLRQVKLS� EHWZHHQ�

HPSOR�HH�DWWLW�GHV�DQG�WKHLU�EHKDYLRUV�DW�ZRUN��7KH�VW�GLHV�RQ�RUJDQL]DWLRQDO�EHKDYLRU�UHYHDO�

WKDW�SHUVRQDO�FKDUDFWHULVWLFV�KHOS�HQKDQFH�LQWULQVLF�UHVR�UFHV�DQG�LQFUHDVH�MRE�SHUIRUPDQFH��

,Q�DGGLWLRQ��HPSOR�HH�DWWLW�GHV�DW�ZRUN�DUH�SUHYLR�VO��UHVHDUFKHG�E��WKH�%LJ�)LYH�PRGHO�RI�

SHUVRQDOLW���%DUULFN�DQG�0R�QW��������-�GJH�HW�DO���������

+DQRL�LV�WKH�FDSLWDO�RI�9LHWQDP��6WDWH�DJHQFLHV�SOD��D�FU�FLDO�UROH�LQ�JURZLQJ�DQG�GHYHORSLQJ�

WKH�ORFDO�HFRQRP���7R�HQV�UH�HFRQRPLF�JURZWK�DQG�VRFLDO�VHF�ULW���WKH�FRPSHWHQFH�RI�VWDWH�

agencies� is� extremely� important.� Nevertheless,� administrative� agencies� face� di�culties� in�

human�resource�management�due�to�high�turnover�rate�of�competent�o�cers.�Some�studies�

focused� on� analyzing� the� factors� a�ecting� employee� performance� (Tran� and� Phan,� 2020;�

1J��HQ�DQG�7UDQ���������+RZHYHU��WKHVH�VW�GLHV�GR�QRW�WDNH�LQWR�DFFR�QW�WKH�SHUVRQDOLW��WUDLWV�

DQG�SRVLWLYLW��DW�ZRUN��,Q�DGGLWLRQ��WKHUH�LV�QR�SULRU�HPSLULFDO�LQYHVWLJDWLRQ�LQ�GLVWULFW�OHYHO�

administrative�agencies.�Hence,�to��ll�the�knowledge�gaps,�this�study�a�rms�the�mediating�

role�of�positivity�at�work�with�personality�traits�and�job�performance�of�o�cers�at�the�district-

level�administrative�agencies�in�Hanoi.�Our��ndings�propose�some�critical�recommendations�

to�upgrade�positivity�at�work�and�o�cer�performance.

7KH� UHPDLQGHU�RI� WKLV�SDSHU� LV�RUJDQL]HG� DV� IROORZV�� ,Q� WKH�QH[W� VHFWLRQ��ZH� SURYLGH�D�

OLWHUDW�UH�UHYLHZ��ZKLFK�KHOSV�GHYHORS�WKH�UHVHDUFK�K�SRWKHVHV��:H�WKHQ�GHVFULEH�WKH�UHVHDUFK�

methodology.�The�next�section�discusses�the�main��ndings.�Finally,�we�conclude�the�study�

DQG�V�JJHVW�UHFRPPHQGDWLRQV�

���/LWHUDWXUH�UHYLHZ�DQG�K�SRWKHVHV�GHYHORSPHQW

�����L�H�D���H��H�LH�

������%LJ�)LYH�PRGHO�RI�SHUVRQDOLW�

Personality� has� been� studied� in�many� �elds.� Erdheim� HW� DO�� ������� DUJ�H� WKDW� SHUVRQDOLW��

WUDLWV�VW�G��WKH�HPSOR�HH�V�SHUVRQDOLW��WR�HYDO�DWH�WKRVH�FKDUDFWHULVWLFV�LQ�WKH�RUJDQL]DWLRQ��

�� VHULHV� RI� WKR�JKWV�� DFWLRQV�� DQG� IHHOLQJV� GHVFULEHV� SHUVRQDOLW�� �&DUSHQWHU� DQG� 0RRUH��

�������3HUVRQDOLW��LV��QLT�H�WR�HDFK�LQGLYLG�DO��7KH�%LJ�)LYH�SHUVRQDOLW��WUDLWV�KDYH�UHFHLYHG�

P�FK�DWWHQWLRQ�IURP�VFKRODUV���LJPDQ��������*ROGEHUJ��������-�GJH�HW�DO���������6PLWK�DQG�

Canger,�2004),�however,�the�elements�of�this�model�are�not�uni�ed�among�scholars.�Kuldeep�

DQG�%DNKVKL��������FRQFO�GH�WKDW� WKH�%LJ�)LYH�SHUVRQDOLW��WUDLWV�PRGHO�UHSUHVHQWV�PRVW�RI�

the�common�characteristics�of�personality�based�on��ve�relatively�independent�factors.�This�

model�provides�a�meaningful�explanation�of�the�di�erences�in�people’s�personalities�and�how�

WKH�� UHDFW�� 3HUVRQDOLW�� LV� D� VHW� RI� WUDLWV� DSSHDULQJ� DQG� RFF�UULQJ� WRJHWKHU� LQ� HDFK� SHUVRQ��

McCrae�and�Costa�(1989;�1992;�1996)�show�that� the�personality�traits�model�includes��ve�

HOHPHQWV��DJUHHDEOHQHVV��FRQVFLHQWLR�VQHVV��H[WUDYHUVLRQ��HPRWLRQDO�VWDELOLW���DQG�RSHQQHVV�
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WR�H[SHULHQFH��7KHVH�HOHPHQWV�DUH�ZLGHO���VHG�LQ�SHUVRQDOLW��VW�GLHV��6ORF�P�DQG�+HOOULHJHO��

������-DEDUL�HW�DO���������7UDQ��������

Agreeableness� is� the� ability� to� �t� in� with� others� through� trust,� cooperation,� approval,�

consensus,� and� �exible� thinking.� People� with� agreeable� personalities� are� interested� in�

DJUHHLQJ� DQG�GR�QRW� HQWHU� LQWR�GLVS�WHV�RYHU�DOO�PDWWHUV��7KH��KDYH�DQ�RSWLPLVWLF� YLHZ�RI�

SHRSOH��2WKHUZLVH��WKH��EHOLHYH�K�PDQ�QDW�UH�LV�KRQHVW�DQG�WU�VWZRUWK��

&RQVFLHQWLR�VQHVV� LV� DVVRFLDWHG� ZLWK� KDUG� ZRUN�� WKR�JKWI�OQHVV�� PHWLF�OR�VQHVV��

UHVSRQVLELOLW���DQG�D�FDUHI�O�ZRUN�VW�OH� WRZDUG�DFKLHYLQJ�SHUVRQDO�RU�RUJDQL]DWLRQDO�JRDOV��

Conscientious�people�focus�on�speci�c�goals�and�execute�them�in�the�best�possible�way�by�

ZRUNLQJ�FDUHI�OO���WKR�JKWI�OO���UHOLDEO���DQG�ZLWK�JUHDW�GLVFLSOLQH�

([WUDYHUVLRQ�LV�FKDUDFWHUL]HG�E��EHLQJ�VWURQJ�DQG�HQWK�VLDVWLF��EHLQJ�LQWHUHVWHG�LQ�PDNLQJ�

IULHQGV��G�QDPLF��DQG�KDYLQJ�SRVLWLYH�HPRWLRQV��,Q�DGGLWLRQ��H[WURYHUWV�HQMR��JUR�S�RU�VRFLDO�

activities,�have�many�social�connections,�have�a�unique�working�style�(act��rst,�talk�later),�

DVVHUW�WKHPVHOYHV��DQG�EROGO��JLYH�RSLQLRQV�

1H�URWLFLVP� UHSUHVHQWV� WKH� WHQGHQF�� WR� KDYH� QHJDWLYH� HPRWLRQV�� ZRUU��� DQG� HDVLO�� EH�

PRYHG�E��V�UUR�QGLQJ�IDFWRUV��3HRSOH�ZLWK�QH�URWLFLVP�RIWHQ�DSSHDU�LQVHF�UH���QFRPIRUWDEOH��

preventative,� and� have� di�culty� overcoming�work� and� life� challenges.�They�worry� about�

WKHLU�UHODWLRQVKLSV�ZLWK�RWKHU�SHRSOH�

2SHQQHVV� WR� H[SHULHQFH� LQYROYHV� RULJLQDO� WKLQNLQJ�� FUHDWLYLW��� LPDJLQDWLRQ�� DQG�SDVVLRQ�

WR�H[SHULHQFH�QHZ�WKLQJV��3HRSOH�ZKR�DUH�RSHQ�WR�H[SHULHQFH�DUH�OLEHUDO��OLNH�D�FRORUI�O�OLIH��

prefer�variety�rather�than�con�nement�in�a�framework,�love�art�and�dream.�These�people�so�

WKH��RIWHQ�GR�QRW�VWD��IRF�VHG�DQG�DUH�KDUG�WR�SUHGLFW�

������3RVLWLYLW��DW�ZRUN

The�term�“positivity�at�work”��rst�appeared�in�the�study�of�Lodahl�and�Kejner�(1965).�They�

EHOLHYH�WKDW�SRVLWLYLW��DW�ZRUN�LV�WKH�SV�FKRORJLFDO�VWDWH�RI�DQ�HPSOR�HH�WKDW�KH�IHHOV�WKH�

signi�cant�value�of�that�job.�Reitz�and�Jewell�(1979)�found�that�positivity�at�work�is�strongly�

OLQNHG�WR�WKH�LPSRUWDQFH�RI�ZRUN�LQ�WKH�HPSOR�HH�V�UR�WLQH�RU�GDLO��OLIH��,W�PHDQV�WKDW�LI�

HPSOR�HHV�SHUFHLYH�WKHLU�ZRUN�DV�VRPHWKLQJ�YLWDO��WKH��DUH�WHQWDWLYH�WR�EH�OR�DO�WR�WKH�MRE�

DQG�WKH�RUJDQL]DWLRQ��3RVLWLYLW��DW�ZRUN�LV�WKH�HQWK�VLDVP�DQG�FRQVHQV�V�DPRQJ�HPSOR�HHV�

for�the�job�(Kanungo,�1982).�It�re�ects�in�the�employee’s�level�of�interest�and�enthusiasm�

�*RYHQGHU�DQG�3DUDPDV�U���������7K�V��IURP�DQ�RUJDQL]DWLRQDO�SHUVSHFWLYH��ZRUN�SRVLWLYLW��

LV�WKH�NH��WR�PRWLYDWLQJ�HPSOR�HHV��/DZOHU���������)URP�D�SHUVRQDO�SHUVSHFWLYH��LW�LV�DOVR�

WKH� NH�� WR� JURZWK� DQG� VDWLVIDFWLRQ� ZLWK� WKH� RUJDQL]DWLRQ� �+DFNPDQ� DQG�/DZOHU�� �������

Work�takes�up�70%�of�people’s�time�and�becomes�a�signi�cant�part�of�daily�life.�Increasing�

positivity� at�work�would� increase� the� organization’s� e�ciency� and� productivity� through�

FORVHU�HQJDJHPHQW�EHWZHHQ�HPSOR�HHV�DQG�ZRUN�DQG�PDNLQJ�ZRUN�DQ�HQMR�DEOH�H[SHULHQFH�

�%URZQ��������
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������-RE�SHUIRUPDQFH

There� are�many� de�nitions� of� job� performance,� but� no� consensus� exists� among� studies.�

Schermerhorn�(1989)�de�nes�job�performance�as�representing�the�quantity�and�quality�of�

ZRUN�GRQH�E��DQ�HPSOR�HH�RU�D� WHDP��-RE�SHUIRUPDQFH�UHODWHV� WR�HPSOR�HHV��EHKDYLRUDO�

e�ectiveness�in�achieving�organizational�goals.�Job�performance�is�considered�the�total�of�

values�that�the�organization�wants�to�get�from�their�employees’�work�in�a�speci�ed�period�

�0RWRZLGOR���������/HDFK�/RSH]��������SRLQWV�R�W�WKDW�LI�DQ�RUJDQL]DWLRQ�ZDQWV�WR�DFKLHYH�

D� KLJK� OHYHO� RI� HPSOR�HH� SHUIRUPDQFH�� LW�ZLOO� GHSHQGV� RQ� WZR� IDFWRUV�� HPSOR�HH� VNLOOV�

DQG� FRRSHUDWLRQ� EHWZHHQ� FROOHDJ�HV� LQ� WKH� VDPH� RUJDQL]DWLRQ�� ,Q�9LHWQDP��1J��HQ� DQG�

1J��HQ��������DUJ�H�WKDW� MRE�SHUIRUPDQFH�LV�WKH�DPR�QW�RI�ZRUN�FRPSOHWHG�DVVHVVHG�RQ�

the�quality�of�work�and�the�time�to�perform�the�job.�Job�performance�can�be�quanti�ed�by�

SURG�FWLYLW��DQG�DWWLW�GH�WR�FRPSOHWLQJ�ZRUN�FRPSDULQJ�WR�WKH�DVVLJQHG�SODQ��5RGZHOO�HW�

DO����������1DFKEDJD�HU�DQG�5LHGO���������DQG�7UDQ��������PHDV�UH�MRE�SHUIRUPDQFH�E��

WKH�HPSOR�HHV��VHOI�DVVHVVPHQW��DQG�WKH��FRQVLGHU�WKRVH�UHV�OWV�WR�EH�FRPSOHWHO��FRQVLVWHQW�

ZLWK�WKH�PDQDJHUV��DVVHVVPHQW�

������SR��H�H���H�HORSPHQ�

������%LJ�)LYH�SHUVRQDOLW��WUDLWV�DQG�SRVLWLYLW��DW�ZRUN

Liao�and�Lee�(2009)�state�that�work�positivity�is�a�ected�by�the�Big�Five�model�of�personality.�

However,�neuroticism�has�an�inverse�e�ect�on�positivity�at�work.�Nguyen�(2015)�concludes�

WKDW�H[WUDYHUVLRQ��RSHQQHVV�WR�H[SHULHQFH��DQG�FRQVFLHQWLR�VQHVV�KDYH�D�SRVLWLYH�FRUUHODWLRQ�

WR�ZRUN�SRVLWLYLW���,Q�FRQWUDVW��QH�URWLFLVP�KDV�D�QHJDWLYH� UHODWLRQVKLS�ZLWK�SRVLWLYLW��� DQG�

agreeableness�has�no�signi�cance.�The�study�of�Judge�HW�DO���������LQGLFDWHV�WKDW�SHUVRQDOLW��

traits�a�ect�job�success,�with�conscientious�people�having�a�higher�chance�of�success�at�work�

WKDQ�QH�URWLF�RQHV��6PLWKLNUDL��������DUJ�HV�WKDW�H[WURYHUWV�KDYH�D�JUHDW�FKDQFH�WR�V�FFHHG�

DW�ZRUN��HVSHFLDOO��WKRVH�UHT�LULQJ�FRPP�QLFDWLRQ�DQG�GLSORPDF���+H�EHOLHYHV�WKDW�QH�URWLF�

people�will��nd�it�hard�to�succeed�at�work.�Judge�HW�DO���������VKRZ�WKDW�DJUHHDEOH�SHRSOH�LV�

PRUH�OLNHO��WR�V�FFHHG�DW�ZRUN�UHODWHG�WR�WHDPZRUN�RU�F�VWRPHU�VHUYLFH�EHFD�VH�WKH��KDYH�

JRRG�UHODWLRQVKLSV�LQ�WKH�ZRUNSODFH��+HQFH��DQ�HPSOR�HH��ZKR� V�FFHHGV�DW�ZRUN��VKRZV�D�

SRVLWLYH�DWWLW�GH�WRZDUGV�KLV�MRE��6WHZDUW�DQG�1DQGNHRO�DU��������DUJ�H�WKDW�SHRSOH�ZLWK�DQ�

RSHQQHVV�WR�H[SHULHQFH�ZLOO�DFWLYHO��SDUWLFLSDWH�LQ�ZRUN�EHFD�VH�WKH��ZDQW�WR�OHDUQ��GLVFRYHU��

and�experience�new�things�or��nd�a�way�to�rationally�solve�a�problem.�From�this�point,�we�put�

IRUZDUG�WKH�K�SRWKHVHV�DV�IROORZV�

+�����2SHQQHVV�WR�H�SHULHQFH�KDV�D�SRVLWLYH�LPSDFW�RQ�SRVLWLYLW��DW�ZRUN�

+�����&RQVFLHQWLR�VQHVV�KDV�D�SRVLWLYH�LPSDFW�RQ�SRVLWLYLW��DW�ZRUN�

+�����(�WUDYHUVLRQ�KDV�D�SRVLWLYH�LPSDFW�RQ�SRVLWLYLW��DW�ZRUN�

+������JUHHDEOHQHVV�KDV�D�SRVLWLYH�LPSDFW�RQ�SRVLWLYLW��DW�ZRUN�

+�����1H�URWLFLVP�KDV�DQ�LQYHUVH�LPSDFW�RQ�SRVLWLYLW��DW�ZRUN�
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������%LJ�)LYH�SHUVRQDOLW��WUDLWV�DQG�MRE�SHUIRUPDQFH

%KDWWL�HW�DO���������DQG�5DVKLG�HW�DO��(2016)�argue�that�employee�performance�is�signi�cantly�

a�ected�by�their�personality,�which�could�be�analyzed�using�the�Big�Five�model�(Ghani�HW�DO���

�������7KH��LQGLFDWH�WKDW�FRQVFLHQWLR�VQHVV�KDV�WKH�PRVW�LPSDFW��DQG�RSHQQHVV�WR�H[SHULHQFH�

has�the�weakest�e�ect�on�job�performance.�At�the�same�time,� it�is�proposed�that�emotional�

stability�does�not�a�ect�job�performance.�In�Vietnam,�Nguyen�and�Nguyen�(2011)�also�concur�

that�employee�performance�would�be�moderately�a�ected�by�the�personality�traits,�approached�

E��WKH�%LJ�)LYH�PRGHO��7UDQ��������DJUHHV�ZLWK�1J��HQ�DQG�1J��HQ���������+H�DUJ�HV�WKDW�

H[WUDYHUVLRQ�KDV�WKH�KLJKHVW�DVVRFLDWLRQ��IROORZHG�E��DJUHHDEOHQHVV��HPRWLRQDO�VWDELOLW���DQG�

FRQVFLHQWLR�VQHVV��ZKLOH�RSHQQHVV�WR�H[SHULHQFH�KDV�WKH�ORZHVW�DVVRFLDWLRQ��:H�S�W�IRUZDUG�

WKH�K�SRWKHVHV�DV�IROORZV�

+�����2SHQQHVV�WR�H�SHULHQFH�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

+�����&RQVFLHQWLR�VQHVV�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

+�����(�WUDYHUVLRQ�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

+������JUHHDEOHQHVV�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

+�����1H�URWLFLVP�KDV�DQ�LQYHUVH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

������3RVLWLYLW��DW�ZRUN�DQG�MRE�SHUIRUPDQFH

0DQ��VFKRODUV�FRQVLGHU�VW�G�LQJ�WKH�OLQN�EHWZHHQ�ZRUN�SRVLWLYLW��DQG�HPSOR�HH�SHUIRUPDQFH�

D� IDVFLQDWLQJ� WRSLF�� %URZQ� ������� DQG� 0RKVDQ� HW� DO�� ������� FODLP� WKDW� ZRUN� SRVLWLYLW��

signi�cantly� impacts�work�motivation� and�creates� an�e�ect� on� job� performance.� It�means�

that� employee� motivation� and� work� e�ort� act� as� mediators� in� the� relationship� between�

ZRUN� SRVLWLYLW�� DQG� MRE� SHUIRUPDQFH�� %URZQ� DQG� /HLJK� ������� DJUHH� ZLWK� WKLV� RSLQLRQ��

+RZHYHU�� WKHLU� VW�G�� IR�QG� D� GLUHFW� FRQQHFWLRQ� EHWZHHQ�ZRUN� SRVLWLYLW�� DQG� HPSOR�HHV��

job�performance.�Positivity�at�work�is� a�determining�factor� in� job�performance�and�a�ects�

RUJDQL]DWLRQDO�SHUIRUPDQFH��-RE�SHUIRUPDQFH�LV�FRQVLVWHQW�ZLWK�DFWLYLWLHV�WKDW�UHT�LUH�PHHWLQJ�

speci�c�requirements�and�responsibilities�(Borman�and�Motowidlo,�1997).�Ahmed�and�Islam�

�������LQGLFDWH� WKDW� LI�HPSOR�HHV�KDYH�D�KLJK�OHYHO�RI�SRVLWLYLW��DW�ZRUN�� WKH��ZLOO� WHQG� WR�

SHUIRUP�ZRUN�ZLWK�D�JRRG�VHQVH�RI�UHVSRQVLELOLW���7KLV�PHDQV�WKH�HPSOR�HHV�IRF�V�RQ�WKHLU�

ZRUN��GR�QRW�DYRLG��DQG�KDYH�IHZ�GHOD�V�LQ�ZRUN���V�D�UHV�OW��HPSOR�HHV�ZKR�KDYH�D�SRVLWLYH�

DWWLW�GH�DW�ZRUN� WU��WKHLU�EHVW� WR�FRPSOHWH� WKHLU� WDVNV��&RQVHT�HQWO��� WKH��DFKLHYH� WKH�EHVW�

UHV�OWV��%DVHG�RQ�WKLV�UHDVRQLQJ��ZH�SRVLW�WKH�K�SRWKHVLV�DV�IROORZV�

+���3RVLWLYLW��DW�ZRUN�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH�

+HQFH��EDVHG�RQ�WKH�%LJ�)LYH�PRGHO�RI�SHUVRQDOLW��DQG�SUHYLR�V�VW�GLHV�� WKH�FRQFHSW�DO�

PRGHO�LV�LOO�VWUDWHG�LQ�)LJ�UH���
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)LJXUH����5HVHDUFK�PRGHO

6RXUFH����WKRUV��V�JJHVWLRQ

���5HVHDUFK�PHWKRG

������H��H�HORSPHQ��RI��FDOH�

:H�E�LOG�D�GUDIW� VFDOH�E�� UHYLHZLQJ�DQG�DGRSWLQJ�YDULR�V�VW�GLHV��7KH�%LJ�)LYH�PRGHO�RI�

SHUVRQDOLW��LQFO�GHV�WZHQW��REVHUYHG�YDULDEOHV�RI�7UDQ���������7KH�VFDOH�RI�SRVLWLYLW��DW�ZRUN�

E��.DQ�QJR��������FRQWDLQV�WHQ�SUR[��YDULDEOHV��DQG�WKH�MRE�SHUIRUPDQFH�VFDOH�E��1J��HQ�

DQG�1J��HQ��������LQFO�GHV�IR�U�SUR[��YDULDEOHV�

We�conducted�a�qualitative� study�through�semi-structured� in-depth� interviews�with��ve�

researchers� in� the� �eld� of� organizational� behavior� and� group� discussion� method� with� 24�

department�heads�at�the�district-level�administrative�agencies�in�Hanoi�to�con�rm�the��t�of�

the�scale�as�well�as�to�adjust�the�scale,�if�necessary.�Due�to�the�in�uence�of�the�COVID-19�

SDQGHPLF��LQWHUYLHZV�DQG�GLVF�VVLRQV�ZHUH�GRQH�WKUR�JK�WKH�RQOLQH�SODWIRUPV�

7KH� UHV�OWV� RI�T�DOLWDWLYH� UHVHDUFK� LQGLFDWH� WKDW� WKH�VFDOH� RI�FRQVWU�FWV� LQ� WKH�SURSRVHG�

research� model� is� good-�t.� Related� to� the�Big� Five� personality� traits� model,� experts� and�

GLVF�VVLRQ�SDUWLFLSDQWV�V�JJHVW�WKDW�WKH�QH�URWLFLVP�HOHPHQW�QHHGV�WR�FKDQJH�ZLWK�WKH�LQYHUWHG�

T�HVWLRQV�RI� WKH� RULJLQDO� VFDOH� �HPRWLRQDO� VWDELOLW����0RUH� LPSRUWDQWO��� ��� RI� ��� KHDGV� RI�

GHSDUWPHQW�FRQF�UUHG�ZLWK�IR�U�UHVHDUFKHUV�ZKHQ�V�JJHVWLQJ�DGGLQJ�RQH�LWHP�IRU�HDFK�IDFWRU�

LQ� WKH�%LJ� )LYH�PRGHO� RI� SHUVRQDOLW�� WR�PDNH� WKH� FRQWHQW� EHWWHU� LQ� WKH� FRQWH[W� RI� S�EOLF�

LQVWLW�WLRQV�

5HODWHG�WR�WKH�ZRUN�SRVLWLYLW��VFDOH�����RI����KHDGV�RI�GHSDUWPHQW�DQG�WKUHH�UHVHDUFKHUV�

DGYLVH� �V� WR� UHPRYH� WZR� REVHUYHG� YDULDEOHV� EHFD�VH� WKH�� DUH� VLPLODU� LQ� PHDQLQJ� WR� WKH�

FRQVFLHQWLR�VQHVV�HOHPHQW�LQ�WKH�%LJ�)LYH�SHUVRQDOLW��WUDLWV�PRGHO��)LQDOO���WKH�VFDOH�RI�MRE�

SHUIRUPDQFH�LV�NHSW�WKH�VDPH�DV�WKH�RULJLQDO�VFDOH�E��1J��HQ�DQG�1J��HQ���������)�UWKHUPRUH��

ZH�FDOLEUDWHG�VRPH�ZRUGV�WR�PDNH�WKH�VFDOH�HDVLHU�WR��QGHUVWDQG�DQG�PRUH�V�LWDEOH�IRU�WKH�

F�OW�UDO�EDFNJUR�QG�RI�9LHWQDPHVH�S�EOLF�RUJDQL]DWLRQV��7KH�V�UYH��LWHPV�IRU�DOO�WKH�YDULDEOHV�

�VHG�LQ�WKH�VW�G��DUH�SUHVHQWHG�LQ�7DEOH���
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�����DPSOLQ���HF�QLT�H

�FFRUGLQJ�WR�+DLU�HW�DO����������WKH�PLQLP�P�VDPSOH�VL]H�UHT�LUHG�IRU�H[SORUDWRU��IDFWRU�

DQDO�VLV� �()��� LV� W�SLFDOO����RU����WLPHV� WKH�Q�PEHU�RI�REVHUYHG�YDULDEOHV��7KLV�VW�G��

DVVHVVHV�D�Q�PEHU�RI����YDULDEOHV��ZKLFK�PHDQV�WKH�VDPSOH�VL]H�VKR�OG�FRQWDLQ�HT�DO�RU�

ODUJHU�WKDQ�����VDPSOHV���SSO�LQJ�WKH�FRQYHQLHQW�VDPSOLQJ�WHFKQLT�H������V�UYH��IRUPV�

ZHUH�VHQW�DQG�FROOHFWHG�IURP��VW�-�QH�WR���VW���J�VW������E��HPDLOV��7KH� UHVSRQGHQWV�

are� state� o�cers� in� district-level� administrative� agencies� in� Hanoi.� By� the� end� of� the�

V�UYH�LQJ�SHULRG��D�WRWDO�RI�����YDOLG�UHVSRQVHV�ZHUH�REWDLQHG��DFFR�QWLQJ�WR�D�UHVSRQVH�

UDWH�RI�������

0RVW�FRUUHVSRQGHQWV�DUH�PDOH�� DFFR�QWLQJ� IRU�������RI� WRWDO� V�UYH�HG�SRS�ODWLRQ��7KH�

PDMRULW��RI�UHVSRQGHQWV�DUH�DERYH�����HDUV�ROG���������DQG�KDYH�DFT�LUHG�KLJKHU�HG�FDWLRQ�

(94%).� Furthermore,� 94.5%�of� the� respondents� have��ve� to�over� �fteen� years�of�working�

experience,�91.9%�of�the�total�surveyed�o�cers�are�married.�This�result�coincides�with�the�

SUDFWLFH�RI�9LHWQDPHVH�S�EOLF�RUJDQL]DWLRQV�LQ�ZKLFK�PRVW�HPSOR�HHV�DUH�PDOH��PLGGOH�DJHG��

H[SHULHQFHG��DQG�PDUULHG�

���5HVHDUFK�UHVXOWV�DQG�GLVFXVVLRQ

�����FDOH��HOLDELOL���PHD���HPHQ��E����RQEDF�����OS�D�DQ�����

7DEOH���LQGLFDWHV� WKDW� WKH�HVWLPDWLRQ� UHV�OWV�UHODWHG� WR� FRQVWU�FWV�� LQGLFDWRU�ORDGLQJV� LQ� WKH�

PRGHO�LQ�D�WKUHVKROG�DUH�KLJKHU�WKDQ������+DLU�HW�DO����������7KHUHIRUH��WKH�REVHUYHG�YDULDEOHV�

are�trustworthy.�Our��ndings�also�reveal�that�the�scales�achieve�internal�consistency�because�

Cronbach’s�Alpha�value�exceeds�0.6,�with�the�lowest�Cronbach’s�Alpha�coe�cient�of�0.781�

DQG�WKH�KLJKHVW�EHLQJ��������+DLU�HW�DO����������7K�V��WKH�VFDOHV�DUH�VDWLVIDFWRU��IRU�I�UWKHU�

DQDO�VLV�

7DEOH����6�UYH��LWHPV�DQG�UHOLDELOLW��IRU�PHDV�UHV�LQ�WKH�VW�G�

�EEU� 9DULDEOHV 6RXUFH
�URQEDFK�V�

�OSKD
,WHPV�

ORDGLQJ

�JUHHDEOHQHVV����

�� <R��KDYH�WKH�VDPH�RSLQLRQ�DV��R�U�FROOHDJ�HV� 7UDQ������� ����� �����

�� <R��RIWHQ�FROODERUDWH�ZLWK�FROOHDJ�HV�WR�VROYH�
DOO�SUREOHPV�DW�ZRUN�

�����

�� <R�� UHJ�ODUO�� SDUWLFLSDWH� LQ� FRPP�QLW��
DFWLYLWLHV�

�����

�� <R��DUH�FRPIRUWDEOH�ZLWK�SHRSOH� �����

�� <R��KDYH�IDLWK��V�PSDWK���DQG�D�ZLOOLQJQHVV�WR�
IRUJLYH�HYHU�RQH�

6HOI�GHYHORSHG �����
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�EEU� 9DULDEOHV 6RXUFH
�URQEDFK�V�

�OSKD
,WHPV�

ORDGLQJ

&RQVFLHQWLR�VQHVV��&�

&� <R��FDQ�VWDUW�ZRUN�ULJKW�DZD�� 7UDQ������� ����� �����

&� <R�� DOZD�V� ZRUN� ZLWK� D� KLJK� VHQVH� RI�
UHVSRQVLELOLW��DQG�GLVFLSOLQH�

�����

&� You�usually�work�according�to�the�work�ow. �����

&� <R�� SD�� DWWHQWLRQ� WR� HYHU�� OLWWOH� GHWDLO� LQ�
GHDOLQJ�ZLWK�ZRUN�

�����

&� <R��DUH�D�KDUG�ZRUNHU�DQG�KDYH�WKH�]HDO�WR�ZRUN� 6HOI�GHYHORSHG �����

(�WUDYHUVLRQ��(�

(� <R�� DOZD�V� DFWLYHO�� SDUWLFLSDWH� LQ� JUR�S�
DFWLYLWLHV�DW�WKH�DJHQF��

7UDQ������� ����� �����

(� <R�� RIWHQ� WDON� DQG� GLVF�VV� ZLWK� FROOHDJ�HV�
DER�W�ZRUN�

�����

(� You� can� communicate� with� many� di�erent�
W�SHV�RI�SHRSOH�DW�WKH�DJHQF��

�����

(� You�always�con�dently�present�and�contribute�
LGHDV�DW�ZRUN�

�����

(� <R��DUH�DOZD�V�UHDG��DQG�I�OO�RI�HQHUJ��WR�GR�
WKH�ZRUN�

6HOI�GHYHORSHG �����

1H�URWLFLVP��1�

1� <R��DUH�QRW�FDOP�LQ�VROYLQJ�SUREOHPV�DW�ZRUN� 7UDQ������� ����� �����

1� <R��RIWHQ�DSSHDU�VWUHVVHG�DW�ZRUN� �����

1� You�worry�and�get�angry�in�di�cult�situations�
DW�ZRUN�

�����

1� <R�� FDQQRW� FRQWURO� HPRWLRQV� EHFD�VH� RI� WKH�
SUHVV�UH�DW�ZRUN�

�����

1� You�do�not�maintain��rm�political�stu��at�work. 6HOI�GHYHORSHG �����

2SHQQHVV�WR�H�SHULHQFH��2�

2� <R��RIWHQ�FRPH��S�ZLWK�QHZ�LGHDV�LI��R��IDFH�
KDUG�SUREOHPV�

7UDQ������� ����� �����

2� <R��HQMR��QHZ�LGHDV�DQG�LQLWLDWLYHV� �����

2� <R��FDQ�DGDSW�WR�QHZ�LGHDV� �����

2� <R��OLNH�YDULHW��DQG�FRPSOH[LW��LQ��R�U�ZRUN� �����

2� <R��DUH�DOZD�V�UHDG��WR�DFFHSW�DQ��FKDQJH�RI�
SRVLWLRQ�LQ�WKH�DJHQF��

6HOI�GHYHORSHG �����

7DEOH����6�UYH��LWHPV�DQG�UHOLDELOLW��IRU�PHDV�UHV�LQ�WKH�VW�G���FRQWLQ�HG�
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�EEU� 9DULDEOHV 6RXUFH
�URQEDFK�V�

�OSKD
,WHPV�

ORDGLQJ

3RVLWLYLW��DW�ZRUN��3:�

3:� <R��UHDOL]H�WKDW�LPSRUWDQW�WKLQJV�DUH�UHODWHG�WR�
ZRUN�

.DQQ�QJR�
���������

6HOI�GHYHORSHG

����� �����

3:� <R��UHDOL]H�WKDW�ZRUN�KROGV�D�VSHFLDO�SODFH�LQ�
�R�U�OLIH�

�����

3:� <R�� QRWLFH� D� VWURQJ� FRQQHFWLRQ� EHWZHHQ�
�R�UVHOI�DQG��R�U�ZRUN�

�����

3:� You��nd�that�your�goals�are�all�work-related. �����

3:� <R��DOZD�V�VSHQG�DOO��R�U�WLPH�DW�ZRUN� �����

3:� <R��DUH�DOZD�V�SDVVLRQDWH�DER�W��R�U�ZRUN� �����

3:� <R��DUH�DOZD�V�LQWHUHVWHG�LQ�DOO�PDWWHUV�DW�ZRUN� �����

3:� You��nd�work�is�everything�to�you. �����

-RE�SHUIRUPDQFH��-3�

-3� You�always�see�yourself�as�an�e�cient�person. 1J��HQ�DQG�
1J��HQ�������

����� �����

-3� You� are� always� satis�ed� with� the� results� of�
�R�U�ZRUN�

�����

-3� Your�superiors�always�see�you�as�an�e�ective�
ZRUNHU�

�����

-3� Colleagues� always� rate� you� as� an� e�ective�
ZRUNHU�

�����

6RXUFH����WKRUV��FDOF�ODWLRQ

The�value�of�the�Kaiser-Meyer-Olkin�coe�cient�is�0.812,�with�Bartlett’s�test�not�exceeding�

��������������DQG�(LJHQYDO�H�LV��������WRWDO�YDULDQFH�H[SODLQHG�LV���������DERYH�WKH�WKUHVKROG�

RI������,W�SURYHV�WKDW�LQ�WKH�UDWLQJ�RI������YDULDWLRQ��WKHVH�VHYHQ�IDFWRUV�H[SODLQ���������RI�

���REVHUYHG�LWHPV�LQYROYHG�LQ�WKH�IDFWRU�DQDO�VLV��7K�V��WKH�VFDOHV�DUH�VDWLVIDFWRU��IRU�I�UWKHU�

DQDO�VLV��+DLU�HW�DO���������

4.2�The�analysis�of�con�rmatory�factor

The�model��t�statistics�for�the�analysis�of�con�rmatory�factor�(Figure�2)�is�χ2/df�=�2.342;��

S� ��������7/,� ��������*),� ��������&),� ��������DQG�506(�� ��������7KH� UHYLVLRQ�

LQGH[�FRPHV�R�W�WR�EH�SRLQWHGO��ORZ��DQG�VR�WKHUH�LV�QR�VFRSH�IRU�I�UWKHU� LPSURYHPHQW��

The�index�χ2/df�ratio�is�below�the�threshold�of�3.0.�Our�TLI,�GFI,�and�CFI,�which�have�

WKH�YDO�HV�RI��������������� DQG� ������� UHVSHFWLYHO���DUH� WKH�EHVW� VLQFH� LW�KDV� WR� EH�RYHU�

WKUHVKROG�����DQG�506(��LV�EHORZ�WKH�WKUHVKROG������IRU�WKH�PRGHO�WR�EH�DVVHVVHG�DV�D�

good��t�(Hair�HW�DO���������

7DEOH����6�UYH��LWHPV�DQG�UHOLDELOLW��IRU�PHDV�UHV�LQ�WKH�VW�G���FRQWLQ�HG�
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)LJXUH����Results�of�the�analysis�of�con�rmatory

6RXUFH����WKRUV��FDOF�ODWLRQ

:H� IR�QG� WKDW� WKH� DYHUDJH� YDULDQFH� H[WUDFWHG� LQGH[� H[FHHGV� ����� DQG� WKH� FRPSRVLWH�

reliability�index�exceeds�0.7,�as�shown�in�Table�2.�So,�our��ndings�provide�evidence�that�the�

VFDOHV� KDYH� FRQYHUJHQW� DQG� GLVFULPLQDQW� YDOLGLW�� �)RUQHOO� DQG�/DUFNHU�� �������+HQFH�� WKH�

VFDOHV�DUH�VDWLVIDFWRU��IRU�WKH�6(0�DQDO�VLV�

7DEOH����0RGHO�YDOLGLW��PHDV�UHV

�RQVWUXFWV
�RPSRVLWH�
UHOLDELOLW��

��5�

�YHUDJH�
YDULDQFH�
H�WUDFWHG�
��9(�

0D�LPXP�
VKDUHG�
YDULDQFH�
�069�

2 � ( � 1 3: -3

� ����� ����� ����� �����

& ����� ����� ����� ����� �����

( ����� ����� ����� ����� ����� �����

1 ����� ����� ����� ����� ����� ����� �����

2 ����� ����� ����� ����� ����� ����� ����� �����

3: ����� ����� ����� ����� ����� ����� ����� ����� �����

-3 ����� ����� ����� ����� ����� ����� ����� ����� ����� �����

6RXUFH����WKRUV��FDOF�ODWLRQ
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������H�DQDO��L��RI�����F���DO�PR�HOLQ�

The� model� �t� statistics� for� the� structural� equation� modeling� (SEM)� is� χ2/pdf� =� 2.552;��

S� ��������7/,� ��������*),� ��������&),� ��������DQG�506(�� ��������7KH�UHYLVLRQ�LQGH[�

reveals�no�scope�for�improvement.�The�index�χ2/df�ratio�is�below�the�threshold�of�3.0.�Our�

7/,��*),��DQG�&),��ZKLFK�KDYH�WKH�YDO�HV�RI���������������DQG��������UHVSHFWLYHO���DUH�WKH�EHVW�

VLQFH�LW�KDV�WR�EH�RYHU�WKUHVKROG�����DQG�506(��LV�EHORZ�WKH�WKUHVKROG������IRU�WKH�PRGHO�WR�

be�assessed�as�good��t�(Hair�HW�DO���������

)�UWKHUPRUH��WKH�S�YDO�H�RI�WKH�FRUUHODWLRQ�EHWZHHQ�WKH�FRQVWU�FWV�LV�QRW�H[FHHGHG�������

So,�the�SEM�is�statistically�signi�cant�(Hair�HW�DO����������7DEOH���V�PPDUL]HV�WKH�K�SRWKHVLV�

WHVW�R�WFRPHV�

7DEOH����+�SRWKHVLV�WHVW

9DULDEOHV

3RVLWLYLW��DW�ZRUN -RE�SHUIRUPDQFH

+�SRWKHVHV� �LUHFWLRQ�RI�
LPSDFW

β +�SRWKHVHV �LUHFWLRQ�RI�
LPSDFW

β

� +��� � ������ +��� � �������

& +��� � ������� +��� � �������

( +��� � ������� +��� � ������

1 +��� � ������� +��� � ��������

2 +��� � ������ +��� � ������

3: B B B +� � �������

*�β�with�signi�cant�at�90�percent;�**�β�with�signi�cant�at�95�percent.

6RXUFH����WKRUV��FDOF�ODWLRQ

�����L�F���LRQ

The� research� results� reveal� that� positivity� at�work� and� o�cer� performance� are� positively�

a�ected�by�the�facets�of�the�Big�Five�model�of�personality.�Conscientiousness�has�the�highest�

impact�when�signi�cant�at�95�percent�(β�=�0.431�and�β�=�0.430).�On�the�contrary,�neuroticism�

has� an� inverse� impact� on� positivity� at�work� and� job� performance.� If� o�cers� do� not� have�

HPRWLRQDO�VWDELOLW���WKH��ZLOO�KDYH�D�KDUG�WLPH�DFKLHYLQJ�MRE�SHUIRUPDQFH��)LQDOO���SRVLWLYLW��

DW�ZRUN�KDV�D�SRVLWLYH�LPSDFW�RQ�MRE�SHUIRUPDQFH��ZLWK�D�VWDQGDUGL]HG�HVWLPDWH�RI��������,I�

o�cers�have�positivity�at�work,�job�performance�will�be�high.�Hence,�hypotheses�H1,�H2,�and�

H3�are�accepted.�Our��ndings�are�in�line�with�Liao�and�Lee�(2009),�Ghani�HW�DO����������DQG�

0RKVDQ�HW�DO���������

Our��ndings�di�er�in�the�study�context,�location,�and�impact�factors�compared�to�Tran�and�

3KDQ��������DQG�1J��HQ�DQG�7UDQ��������VLQFH�ZH�VW�GLHG�LQ�WKH�GLVWULFW�OHYHO�DGPLQLVWUDWLYH�

DJHQFLHV�LQ�+DQRL��0RUHRYHU��ZH�WULHG�WR��QUDYHO�WKH�IDFHWV�RI�WKH�%LJ�)LYH�PRGHO�RI�SHUVRQDOLW���

which�signi�cantly�impact�work�positivity�and�o�cer�performance.�The��ndings�are�unexplored�
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LQ�SULRU�VW�GLHV�DQG�LW�FDQ�EH��VHG�WR�GHYHORS�I�UWKHU�UHVHDUFK�IUDPHZRUNV�LQ�WKH�RUJDQL]DWLRQDO�
EHKDYLRU�LQ�HLWKHU�S�EOLF�RU�SULYDWH�RUJDQL]DWLRQV�

����RQFOXVLRQ

7KLV�VW�G��SURYLGHV�HPSLULFDO�HYLGHQFH�WR�UHVROYH�VRPH�RI�WKH�FRQWURYHUVLHV�LQ�WKH�OLWHUDW�UH�

FRQFHUQLQJ�WKH�UROH�RI�WKH�IDFHWV�RI�WKH�%LJ�)LYH�PRGHO�RI�SHUVRQDOLW��LQ�SRVLWLYLW��DW�ZRUN�DQG�
job�performance.�The��ndings�support�the�notion�that�personality�traits�provide�a�foundation�

IRU�HQKDQFLQJ�SRVLWLYLW��DW�ZRUN�DQG�DFKLHYLQJ�MRE�SHUIRUPDQFH��,Q�DGGLWLRQ��SRVLWLYLW��DW�
work�positively�impacts�o�cers’�job�performance�at�district-level�administrative�agencies�

LQ�+DQRL�

Our��ndings� suggest� recommendations� for� leaders�who�head�district-level� administrative�

agencies� in�Hanoi� to� improve� the� positivity� at�work�and� job� performance� of� o�cers.� First,�

when�the�heads�of�district-level�administrative�agencies�select�o�cers�consistent�with�work,�we�
encourage�them�to�focus�on�the�personality�traits�of�o�cers.�Second,�managers�should�organize�

WUDLQLQJ�FR�UVHV�WZLFH�D��HDU�WR�HQKDQFH�WKHLU�VRIW�VNLOOV�V�FK�DV�WLPH�PDQDJHPHQW��7KLUG��IRU�
o�cers�with�extroverted�characteristics,�the�heads�of�agencies�need�to�organize�training�courses�

RQ�S�EOLF�SUHVHQWDWLRQV�DQG�WHDPZRUN�VNLOOV��)R�UWK��PDQDJHUV�VKR�OG�HQFR�UDJH�HQWHUSULVLQJ�

o�cers,� which� will� help� them� upgrade� their� self-con�dence,� improving� their� degree� of�
QH�URWLFLVP�DW�ZRUN�

�OWKR�JK� WKLV� VW�G�� DFKLHYHG� FU�FLDO� UHV�OWV�� VRPH� OLPLWDWLRQV� FDQQRW� EH� DYRLGHG�� )LUVW��
R�U� UHVHDUFK� VWLOO� KDV� D� GUDZEDFN� EHFD�VH� LW� ZDV� FRQG�FWHG� RQO�� LQ� +DQRL�V� GLVWULFW�OHYHO�

DGPLQLVWUDWLYH�DJHQFLHV��6HFRQG��ZH�HPSOR�HG�RQO��D�FRQYHQLHQFH�VDPSOLQJ�PHWKRG�WR�FROOHFW�
GDWD��7KHUHIRUH��WR�RYHUFRPH�WKHVH�OLPLWDWLRQV��I�W�UH�VW�GLHV�FDQ��SJUDGH�WKH�V�UYH��VDPSOH�

VL]H�RU�H[SDQG�WKH�UHVHDUFK�VFRSH�
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