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ABSTRACT
This The purpose of this study is to investigate the elements that influence the process of
knowledge sharing and the capacity for innovation among university teachers in Vietnam. The
covariance-based structural equation model (CB-SEM) was utilized in the process of conducting
data analysis, which was carried out with the assistance of SPSS and AMOS software. The research
is based on survey data collected from 380 lecturers, all of whom hold at least a master's degree
in subjects that are relevant to the courses that they teach their students. There were five primary
characteristics that were identified, along with their respective correlation coefficients, regarding
the sharing of knowledge and the consequent impact that it has on the innovative capabilities
of lecturers. According to the data, there are substantial correlations between knowledge-sharing
and a variety of elements, including as trust, the perceived utility of information and communi-
cation technology (ICT), pleasure in assisting other people, knowledge self-efficacy, organizational
rewards, and the aforementioned. Furthermore, it was demonstrated that the act of knowledge-
sharing itself had a significant influence on the innovative behaviors of individual lecturers. It is
clear from these findings that it is essential to cultivate an atmosphere that encourages collabo-
ration and trust, as well as to make use of information and communication technology tools in
order to make the sharing of information easier. Considering the findings, the research provides
recommendations that can be put into practice with the intention of improving the ways in which
university instructors in Vietnam share their knowledge. These recommendations place an empha-
sis on the establishment of supportive corporate cultures, the promotion of trust-building efforts,
and the provision of sufficient resources and incentives. Through the implementation of these tac-
tics, lecturers have the ability to not only enhance their practices of knowledge-sharing but also
continuously innovate in their teaching methods, thereby contributing to the general growth of
higher education in Vietnam.
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INTRODUCTION1

Universities operate as the knowledge-intensive en-2

vironments and play a central role in knowledge3

creation through research, knowledge dissemination4

through publication, and interpersonal interactions1.5

They also play an essential role in knowledge trans-6

fer through collaboration between individuals, busi-7

nesses, and other organizations to support innova-8

tion2. Thus, how to effectively share knowledge of9

lecturers in universities in order to create core value10

as a critical competency. The issue is becoming a11

concern for many universities globally, particularly in12

Vietnam. In recent years, theVietnamese government13

has continuously introduced policies to facilitate the14

development of the education sector to meet the hu-15

man resource needs for the country’s economic de-16

velopment. TheVietnamese government believes that17

education development is a priority among national18

policies, significantly higher education. In order to19

higher education, Vietnamese universities try to de- 20

velop their research capacity and reduce the gaps with 21

other universities worldwide. First, it is necessary to 22

improve the quality of teaching and consolidate many 23

skills for effective teaching, especially among the lec- 24

turers. Constantly improve expertise, enhance mu- 25

tual knowledge-sharing, and contribute to knowledge 26

innovation in line with development trends of coun- 27

tries worldwide. 28

The Industrial Revolution 4.0 has dramatically im- 29

pacted the value of human life and production activ- 30

ities. In this context, knowledge is one of the cru- 31

cial factors, which is the basis for developing all hu- 32

man productivity in depth. According to research 33

by Wright et al. , human resources, including the 34

skills, experience, and knowledge of employees, can 35

form the competitive advantage for an organization 36

or enterprise3. Jafari et al. also asserted that knowl- 37

edge is ”the most important resource to implement 38
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the organization’s strategy” 4 The organization’ s focus39

on knowledge has many benefits, including reducing40

time in the workflow, reducing transaction costs, im-41

proving customer services, adapting to new changes,42

and creating a learning environment, thereby con-43

tributing to increased productivity and production ef-44

ficiency 5. These benefits demonstrate the importance45

of knowledge in gaining an advantage in a compet-46

itive environment. From the early 1990s onwards,47

researchers and business administrators worldwide48

have applied and approached the trend in busi-49

ness development as known as knowledge manage-50

ment. Among those activities, knowledge-sharing51

is considered a core knowledge management activ-52

ity knowledge-sharing brings three benefits to orga-53

nizations6. First, knowledge-sharing among employ-54

ees and departments in the organization is necessary55

to transfer individual and group knowledge into or-56

ganizational knowledge, leading to the effectiveness57

of knowledge management. Second, some studies58

have found that knowledge-sharing is critical to the59

success of an organization7; when individuals share60

knowledge, doing it significantly increases an orga-61

nization’s resources, reduces time wasted in trial and62

error, but reluctantly sharing knowledge will impact63

the survival of the organization8. Many factors af-64

fect the desire to share knowledge among employ-65

ees in an organization9,10. Some authors have also66

discussed the factors affecting knowledge-sharing in67

organizations in general and enterprises in particu-68

lar, which can be attributed to three main areas such69

as, individual, organizational and technological ca-70

pacities 11. Third, when an individual actively shares71

knowledge, knowledge is absorbed, thereby creating72

this condition to promote innovative behavior. These73

three benefits are the basis for motivating and real-74

izing new insights and knowledge of implementing75

tasks in the organization. Therefore, the increase of76

knowledge-sharing will promote employees’ innova-77

tive behavior, help organizations survive and grow in78

depth, and improve competitiveness based on existing79

knowledge and new ideas of human resources.80

Most studies on knowledge sharing are concentrated81

in European and American countries, where knowl-82

edge sharing theory was first developed. Research83

on knowledge-sharing in Asian countries has not84

been mentioned much, especially in university con-85

text12. Meanwhile, globalization makes the economy86

competitive on a large scale; knowledge-sharing has87

tremendous significance for universities in develop-88

ing countries 13.89

In Vietnam, numerous studies have been conducted90

to evaluate the impact of knowledge sharing among91

employees at enterprises and university lecturers. 92

Specifically, studies conducted by Tran Minh Thanh, 93

Nhung and Loan, andNguyen Tuan Anh, among oth- 94

ers14–16. These studies have suggested that variables 95

such as trust, school leadership culture, information 96

systems, and reward systems are factors that affect 97

knowledge sharing. The correlation between infor- 98

mation sharing and innovation is a pivotal subject 99

of investigation in organizational behavior and man- 100

agement, since it profoundly influences an organiza- 101

tion’s capacity to adapt and prosper in competitive 102

landscapes. Knowledge sharing denotes the dissem- 103

ination of information, skills, and experiences among 104

individuals inside an organization, which can culti- 105

vate a culture of collaboration and innovation. Stud- 106

ies demonstrate that efficient information dissemi- 107

nation can augment innovation capacities by pro- 108

moting the exchange of ideas and insights essential 109

for creating new products and services. Diansari et 110

al. discovered that information sharing has a posi- 111

tive correlation with innovation in small and medium 112

companies (SMEs), highlighting that employees who 113

engage in knowledge sharing foster a more inven- 114

tive organizational culture17. Hu and Randel’s study 115

indicates that tacit knowledge sharing mediates the 116

connection between explicit knowledge sharing and 117

team creativity, implying that businesses should pro- 118

mote both types of information sharing to optimize 119

inventive results18. Zhou and Li assert that inter- 120

nal knowledge sharing is crucial for radical innova- 121

tion, enabling firms to utilize their pooled experience 122

and market insights19. The significance of leader- 123

ship in cultivating an environment that promotes in- 124

formation sharing is paramount. Transformational 125

leadership has demonstrated the ability to improve 126

information-sharing practices, subsequently enhanc- 127

ing innovation capacities (”Transformational Leader- 128

ship, Knowledge Sharing and Innovation Capability: 129

An Empirical Study from Lao Firms”, 2021). The rela- 130

tionship between information sharing and innovation 131

is crucial for firms aiming to improve their competi- 132

tive advantage. By fostering a culture of knowledge 133

sharing and collaboration, organizations may harness 134

the creative potential of their staff, resulting in en- 135

hanced innovation outcomes and enduring success in 136

the marketplace. 137

However, there has been no research conducted in 138

Vietnam to assess the impact of knowledge sharing 139

and its effect on the innovation ability of university 140

lecturers. 141

Their big question firms have to ask: 142

1. What factors affect the knowledge-sharing of 143

Vietnamese university lecturers? 144
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2. How does knowledge-sharing affect the innova-145

tive behavior of university lecturers in Vietnam?146

3. What solutions need to be implemented to en-147

hance knowledge-sharing and thereby promote148

the innovative behavior of Vietnamese univer-149

sity lecturers?150

Stemming from the role of knowledge-sharing and the151

ability to innovate in-depth development of lecturers,152

universities, and its operations, this study conduct as153

follow , section 2 reviews the studies of knowledge-154

sharing in literature. Section 3 explains the research155

design and describes the data. Section 4 illustrates the156

CB_SEM model to demonstrate the analysis. Section157

5 discusses themanagerial implications andmentions158

the limitations and potential future research.159

THEORETICAL BACKGROUND FOR160

THE STUDY161

Knowledge Sharing162

Knowledge-sharing is easily recognized as hav-163

ing many concepts. According to Cummings,164

knowledge-sharing is defined as information pro-165

vided to people to work together and solve certain166

problems, develop new ideas, propose initiatives, or167

implement policies and processes 20. According to168

Nguyen et,al., knowledge-sharing is a collection of be-169

haviors related to information exchange or support170

for others. It is different from sharing the informa-171

tion, where managers provide information about the172

organization to employees. While knowledge-sharing173

has the nature of reciprocal theory, information-174

sharing can be unidirectional and unsolicited 21.175

Knowledge-sharing is also defined as the exchange176

of knowledge (skills, experience, and understand-177

ing) between individuals in an organization. Liu et178

al. argue that knowledge-sharing can help employ-179

ees share knowledge and experiences, which aim to180

help projects and tasks complete quickly and cost-181

effectively22. In addition, knowledge-sharing in-182

volves individuals sharing the organization’s informa-183

tion, ideas, suggestions, and expertise with others.184

The mechanisms of knowledge-sharing within an or-185

ganization are also pointed out by the research team186

such as, the contribution of knowledge to enlarge the187

organization’s database. knowledge-sharing in for-188

mal and informal interactions with team members189

and outside the working group; knowledge-sharing190

in community activities 22. In addition, knowledge-191

sharing is also defined as a deliberate subjective act of192

making knowledge reused by others through knowl-193

edge transfer by Lee and Al-Hawamdeh23; a process194

of giving and receiving knowledge, in which knowl- 195

edge creativity and sharing depend on individual con- 196

scious efforts to enhance knowledge-sharing by Linh 197

et,al.24. As with knowledge, knowledge-sharing can 198

be seen in verbal communication activities, while in- 199

visible knowledge sharing can occur in social activi- 200

ties, observations, or counseling activities. 201

Many organizations have built-in networking sys- 202

tems that allow employees to share, exchange, and 203

access knowledge. However, without a culture of 204

knowledge-sharing, the benefits gained by the orga- 205

nization and for individuals would not be high. Em- 206

ployees in the organization may feel that unfriendly 207

colleagues lead to precautions in sharing imply too 208

complex to find the knowledge they want. When a 209

wary attitude exists, the organization needs to pay at- 210

tention to the implementation approach of applying 211

behavioral patterns among employees 25. 212

Relationship between innovative work be- 213

havior and knowledge-sharing 214

Innovation is crucial for the long-term viability of 215

companies since it enables the development of new 216

business models, management practices, strategies, 217

organizational structures, as well as new products or 218

services26. An optimal approach to bolstering an or- 219

ganization’s capacity for innovation is to cultivate em- 220

ployees’ aptitude for generating novel ideas and fos- 221

tering creative behavior. Human capital, the founda- 222

tion for assessing employees’ innovative capabilities 223

and fostering innovation, is a crucial technique for 224

administrators to effectively address global competi- 225

tiveness and environmental uncertainty, and to attain 226

high performance and objectives27. 227

Innovative work behavior (IWB) refers to employees’ 228

actions to generate, introduce, and apply novel ideas 229

that positively impact the workplace, group, or orga- 230

nization, thereby enhancing overall performance28. 231

This behavior is characterized by deliberate efforts to 232

create and implement advantageous ideas for the ben- 233

efit of individuals, groups, or organizations29. IWB 234

involves a systematic approach to developing new so- 235

lutions, which includes identifying problems, gener- 236

ating responses, and executing those solutions within 237

an organizational context. Åmo and Kolvereid de- 238

scribe IWB as actively seeking to develop new prod- 239

ucts, explore new markets, innovate processes, and 240

form novel combinations30. As a multifaceted and 241

multilevel process, IWB relates to interactions among 242

individuals, groups, and organizations31. At the indi- 243

vidual level, IWB encompasses the creation, introduc- 244

tion, and application of new ideas within one’s role to 245
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benefit both the individual and the broader organiza-246

tion32. Kanter: further posits that IWB at both indi-247

vidual and group levels includes actions such as idea248

generation, collaboration, execution, and delivery 31.249

Additionally, at the group level, IWB involves gen-250

erating, introducing, and implementing novel ideas251

within a team, to enhance performance and drive or-252

ganizational success.253

Stages of innovative work behavior254

Innovative work behavior is divided by Dorenbosch255

et al. into two stages33: The process of invent-256

ing and executing ideas can be divided into three257

steps, as outlined by Scott and Bruce: developing258

ideas that are both beneficial and original, obtain-259

ing support for these ideas, and finally implement-260

ing the ideas that have already been pushed34. The261

initial phase involves idea generation, where employ-262

ees identify challenges and opportunities and actively263

pursue novel ideas as potential solutions to these is-264

sues. The second stage, known as idea protection,265

involves promoting ideas within the organization to266

garner support for their future development. This en-267

tails forming groups and alliances of qualified per-268

sons who possess the necessary competencies to im-269

plement these ideas. The third phase involves imple-270

menting the developed idea as the main driving force271

in the day-to-day operations of a group or organiza-272

tion28.273

Cummings: also separates innovative work behavior274

into three phases: the initiation phase, which involves275

understanding problems and generating ideas or so-276

lutions, and the second phase which employees try to277

promote ideas and build relationships with colleagues278

to support them; the third stage, employees imple-279

ment ideas by creating new metrics from previous ex-280

perience20.281

De Jong andDenHartog also studied innovative work282

behavior and acknowledged that innovative work be-283

havior consists of three stages34,35. Therefore, this284

study applied the structure of innovative work behav-285

ior in three stages: idea creation, idea promotion, and286

idea realization.287

Based on the analysis into stages, the innovative work288

behavior scale has been developed by some schol-289

ars such as Janssen, De Jong and Den Hartog, and290

Bysted 28,35,36. All scales refer to the proposal, seeking291

support and implementation of innovative ideas of in-292

dividual employees. However, inmost research on in-293

novative work behavior from 1980 to 2009, the effect294

of innovative work behavior has been studied exten-295

sively at the individual level37. Therefore, the mean-296

ing and complexity of innovative work behavior in297

organizations at other levels are not well understood 298

and studied. Employees and their colleagues can gen- 299

erate innovative ideas, although fundamental break- 300

throughs are typically achieved by individuals. How- 301

ever, accomplishing more intricate inventions often 302

necessitates cooperation that draws upon a variety of 303

knowledge, skills, and job responsibilities28. 304

The relationship between innovative work 305

behavior and knowledge-sharing 306

Knowledge-sharing is one of the important processes 307

of knowledgemanagement systems because it is a way 308

of trans parenting hidden knowledge and an increas- 309

ing basis for new intellectual creativity 38. Von Krogh 310

et.al, pointed out that the stage of knowledge creation 311

is the next step and is related to the need for innova- 312

tion39. 313

The process of creating knowledge takes place 314

through transformation, which is a process in which 315

one person reveals and shares with others they know. 316

People with limited knowledge of some difficulties 317

from which history captures knowledge from others. 318

King describes the socialization and externalization 319

processes in the theory of knowledge creation as so- 320

cial processes that allow people to interact and share 321

knowledge, resulting in the creation of new knowl- 322

edge31. 323

Darroch and McNaughton assert that enhancing 324

knowledge-sharing between companies fosters cre- 325

ativity and innovation, enabling the development of 326

novel work methods, procedures, and the transfor- 327

mation of conventional approaches40. Moreover, this 328

facilitates organizational growth and improved func- 329

tioning. Knowledge dissemination is a crucial deter- 330

minant of organizational innovation. While explicit 331

information has a direct impact on the pace of inno- 332

vation, tacit knowledge influences the caliber of in- 333

vention. 334

Information-sharing is a catalyst that motivates indi- 335

viduals to generate information and convert it into en- 336

hanced influence41. When employees engage in ac- 337

tive information sharing, they learn knowledge and 338

create situations that foster their inventive behav- 339

ior. Holub highlighted that the process of sharing 340

knowledge facilitates the rapid development of critical 341

thinking and creativity 42. The SECImodel, consisting 342

of the processes of socialization, externalization, com- 343

bination, and acquisition, has been identified as ben- 344

eficial for both knowledge creation and exchange43. 345

Sharing knowledge has the ability to help create and 346

put into action the ideas of those who receive the 347

knowledge (Mura et al., 2013). Sharing knowledge 348
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with colleagues enables individuals to engage in com-349

munication, exchange ideas, highlight the advan-350

tages of concepts, and convert them into practical351

solutions44. According to Wang and Noe, persons352

engaged in knowledge-sharing anticipate that their353

ideas will be endorsed by their colleagues in the fu-354

ture, leading to the advancement or execution of new355

ideas45. These individuals experience higher job sat-356

isfaction by placing trust in their supervisors and357

coworkers46. Employee knowledge-sharing enhances358

response time and fosters creativity 47.359

Knowledge-sharing is fundamentally linked to the en-360

hancement of creativity and the promotion of inno-361

vation within organizations. This relationship is un-362

derscored by the fact that when individuals exchange363

knowledge, they not only broaden their own exper-364

tise but also contribute to a collective pool of insights365

that can spark innovative ideas. Devi highlights that366

knowledge sharing significantly enhances employees’367

skill sets, thereby fostering creativity as individuals368

become more adept in their fields48. Furthermore,369

Jo and Joo assert that knowledge sharing is crucial370

for transforming individual knowledge into organi-371

zational knowledge, which is essential for continuous372

learning and adaptation49. Moreover, Islam andAsad373

emphasize that employees with strong knowledge ties374

are more receptive to innovative concepts, suggest-375

ing that knowledge sharing acts as a catalyst for cre-376

ativity41. This is reinforced by Zhou and Li, who ar-377

gue that effective internal knowledge sharing is vital378

for facilitating product innovation, as it allows for the379

integration of diverse perspectives and expertise 19.380

Collectively, these studies illustrate that knowledge-381

sharing not only enhances individual innovative work382

behavior but also cultivates an organizational culture383

that prioritizes creativity and innovation.384

ResearchModel385

The author constructs a research model for the386

paper- based on Lin’s research model on knowledge-387

sharing8. This model builds on the overall model of388

the strategic decision-making process with three as-389

pects: impact factors, processes, and outcomes. It390

analyzes the influence of three groups of individual391

factors (interest in helping others, knowledge auton-392

omy), organizational factors (support of senior ad-393

ministrators and organizations), and technology fac-394

tors (using information and communication technol-395

ogy) on knowledge-sharing and its processes. As a re-396

sult, there is a relationship with knowledge-sharing.397

The author is based on Lin’s research model as this398

model has been verified in many studies, including399

Podrug et. al. on information and communication 400

technology company employees, and the research of 401

this study is also cited in 1,197 articles on the Google 402

Scholar system50. Therefore, it is a trust model that 403

can be used for empirical research on knowledge- 404

sharing in organizations (Figure 1). 405

Hypothesis 406

The influence of personal factors in the pro- 407

cess of knowledge-sharing 408

Enjoyment in helping others 409

Self-determination theory, as proposed by Deci and 410

Ryan, explores the internal drive that motivates an in- 411

dividual, independent of any external influences or 412

forces51. The enjoyment derived from assisting oth- 413

ers is a manifestation of self-regulation that is influ- 414

enced by the gratification experienced via engaging in 415

and accomplishing a task. The pleasure derived from 416

assisting others is based on the principle of altruism, 417

which stands in contrast to selfishness, characterized 418

by a commitment to unbiased behavior and selfless 419

care for the well-being of others. Lin contended that 420

knowledge-sharing is driven by the sharers’ intrinsic 421

incentives8. Wolfe, C., & Loraas, T. also showed that 422

individuals have an inherent motivation to share in- 423

formation since they derive pleasure from assisting 424

others52. Altruism can drive an individual to share 425

knowledge with others, regardless of the personal re- 426

wards they may obtain53. Thus, the author posits the 427

following hypotheses: 428

Hypothesis H1: The enjoyment of helping others has a 429

positive effect on the process of knowledge-sharing. 430

Knowledge self-efficacy 431

According to Janssen’s social cognitive theory, indi- 432

vidual autonomy is influenced by the capacity to ar- 433

range certain behaviors, enabling people to gain au- 434

tonomy and communicate information through col- 435

laboration. The self-determination hypothesis, as 436

proposed by Deci and Ryan in 2008, defines the de- 437

mand for competence as the desire to possess con- 438

fidence, a clear understanding of what needs to be 439

done, and the ability to independently do tasks51. 440

Knowledge autonomy refers to an individual’s ability 441

to independently utilize their own knowledge to solve 442

work-related challenges. This skill has been demon- 443

strated to have a positive impact on the sharing of 444

knowledge. Employees who believe that their exper- 445

tise may enhance job efficiency and boost production 446

are more likely to adopt a positive attitude towards 447

knowledge-sharing, leading them to actively engage 448

in sharing knowledge with others52. Autonomy can 449
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Figure 1: Proposed Research model

foster a culture where individuals are motivated to ac-450

tively disseminate information to their peers46. Mul-451

tiple studies have demonstrated a positive correlation452

between employees’ confidence in their expertise and453

their willingness to share that knowledge in order to454

complete their assigned duties21,53,54. Having knowl-455

edge autonomy enhances work performance and fa-456

cilitates the resolution of work-related challenges16.457

Consequently, some possibilities are suggested as fol-458

lows:459

Hypothesis 2: Knowledge autonomy has a positive ef-460

fect on the knowledge-sharing process.461

The influence of organizational factors462

on knowledge transfer and acquisition463

processes464

The impact of extrinsic motivation on an individ-465

ual’s behavior is determined by Self-determination466

theory 51 and motivation theory. These theories pro-467

pose that extrinsic motivation arises from external468

pressure43. Hence, the external factors that drive469

individuals to engage in behaviors like knowledge-470

sharing can include the endorsement of a supervisor,471

the prospect of getting a reward, and so on.472

Top Management support473

The extent to which employees actively engage in474

knowledge-sharing is contingent upon the level of475

support provided by management inside the busi-476

ness53. The influence of management assistance on477

knowledge-sharing among employees is widely rec-478

ognized23. Islam et al. highlighted the significance479

of administrator support in facilitating knowledge- 480

sharing55. They noted that leaders play a crucial role 481

in promoting employee learning through the sharing 482

of individual experiences and encouraging employees 483

to transfer knowledge in order to create new knowl- 484

edge. The research hypotheses that have been sug- 485

gested are as follows: 486

Hypothesis 3: Administrator support has a positive ef- 487

fect on the knowledge-sharing process. 488

Organizational reward 489

Organizational rewards have been argued to be useful 490

in encouraging individuals to do what they want38. 491

Organizational rewards include salaries, financial 492

fee bonuses, as well as promotions, and employ- 493

ment security. Islam presented results suggesting 494

that the reward mechanism has a more significant 495

role than technical support in promoting knowledge- 496

sharing41. Bartol and Srivastava proposed that fi- 497

nancial incentives can promote knowledge-sharing 498

by motivating individuals to make personal con- 499

tributions to databases, engage in formal contacts 500

within and between groups, and share knowledge 501

across different working units39. According to Wolfe 502

and Loraas, incentives have the ability to encourage 503

knowledge-sharing, regardless of its nature, funding, 504

and associated costs52. According to Bock and Part- 505

ners, several studies indicate that knowledge-sharing 506

is more probable when individuals believe that the 507

advantages they gain are greater than the disadvan- 508

tages they perceive56. Hansen and Avital conducted 509

study that posited formal incentives or prizes as the 510
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primary variables shaping an employee’s perception511

of knowledge-sharing57. They suggest that an orga-512

nization’s formal incentive strategy directly impacts513

an employee’s perspective on knowledge-sharing. Ac-514

cording to Connelly and Kelloway, incentives serve515

as motivating factors for knowledge-sharing32. Em-516

ployees in a business consistently anticipate acknowl-517

edgment and compensation for sharing their knowl-518

edge and skills with others. Therefore, the author pro-519

poses the following hypotheses:520

Hypothesis 4: Organizational rewards have a positive521

effect on knowledge-sharing.522

The influence of technological factors on the523

process of knowledge transmission and ac-524

quisition525

The utilization of information and communication526

technology. The Technology Acceptance Model527

(TAM) posits that the utilization of technology in528

everyday tasks, relationships, and communication529

among individuals or members of a group or soci-530

ety has an impact on behavior, such as the sharing of531

knowledge. Enhancing knowledge accessibility and532

eliminating geographical and temporal obstacles for533

knowledge workers can enhance the efficacy of infor-534

mation and communication technology (ICT) in fa-535

cilitating knowledge-sharing. According to Hendrik’s536

study, information and communication technology,537

with its capacity to disseminate knowledge through-538

out many departments of a business, might facilitate539

improved comprehension within the intricate organi-540

zational setting58,59. Information technology is often541

regarded as an essential instrument for facilitating the542

acquisition of valuable knowledge47. Collaboration543

technologies, including internal network systems, fa-544

cilitate cooperation and knowledge sharing among545

individuals. This collective knowledge is then inte-546

grated into the organization’s overall knowledge base,547

enhancing its effectiveness. According to Zhao and548

Luo, information technology has a significant role in549

reducing barriers to knowledge-sharing37. Teece also550

emphasized the importance of information and com-551

munication technology in this regard60. Identifying552

pertinent knowledge acrossmany departmentswithin553

an organization is crucial for establishing a technical554

framework that facilitates the sharing and distribution555

of knowledge. Subsequently, the author puts forward556

the subsequent hypotheses:557

Hypothesis 5: The use of information and communi-558

cation technology has a positive effect on knowledge-559

sharing.560

The relationship between trust and 561

knowledge-sharing 562

Trust 563

Trust is an optimistic anticipation of an individual’s 564

integrity, competence, and benevolence towards the 565

capabilities of their fellow colleagues within the busi- 566

ness. Trust is a significant factor in social connections, 567

as opposed to commercial transactions38. Therefore, 568

trust will facilitate knowledge-sharing, as voluntary 569

sharing of one’s knowledge with another is social ex- 570

change theory. A study conducted by Conner and 571

Prahalad reinforced the assumption that knowledge- 572

sharing is easier if there is mutual trust between 573

companies61. Trust plays a very important role in 574

knowledge-sharing7. The higher the trust, the eas- 575

ier it is to accept knowledge from our peers because 576

we believe that knowledge is beneficial to ourselves. 577

According to Von Krogh et al., trust and openness in 578

the organization promote knowledge-sharing behav- 579

iors of employees39. In communication, conversa- 580

tion and collaboration among colleagues, managers, 581

leaders, encouragement and encouragement of pub- 582

lic officials to participate in knowledge activities are 583

important. Formal, social, and collaborative relation- 584

ships are important in sharing different perspectives 585

and knowledge in the workplace. The author agrees 586

with the previous study and thinks that in the work- 587

place if lecturers have confidence in the experience 588

and working capacity of their colleagues, it will moti- 589

vate them to share knowledge. Therefore, hypothesis 590

H6 is proposed as follows: 591

Hypothesis H6: If lecturer s receive trust from col- 592

leagues, they will have more knowledge-sharing behav- 593

ior. 594

The relationship between the knowledge- 595

sharing process and innovative working be- 596

havior. 597

Innovative work behavior is defined as ”an individ- 598

ual’s act of achieving purposeful initiative and rec- 599

ommendation (in a job role, group or organization) 600

of new and useful ideas, processes, products or pro- 601

cedures”40. The act of creative work consists of 602

three distinct tasks: idea generation, the develop- 603

ment of new ideas; promoting ideas, getting outside 604

support; and idea application, the production of a 605

model or prototype of an idea 28,35. Therefore, pre- 606

vious studies have suggested that individuals with 607

goodwill and innovative abilities should expand their 608

contributions beyond their job requirements and at 609

the same time recognize a continuous stream of in- 610

novation62. Knowledge-sharing is a factor that en- 611

courages individuals to create knowledge and turn it 612

7
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into greater power. As employees become more in-613

volved in the knowledge-sharing process, they acquire614

a greater amount of knowledge. These conditions fa-615

cilitate employees’ innovative behavior. Therefore, we616

believe that knowledge-sharing behaviors have a sig-617

nificant impact on individuals’ innovation behaviors:618

Hypothesis 7: Knowledge-sharing process has a positive619

effect on innovative work behavior.620

RESEARCH METHODOLOGY621

Research design622

Using two tools: focus group interview and question-623

naire test interview 63. The first phase of this research624

is to uncover insights into the enjoyment scale, knowl-625

edge efficiency, top management support, organiza-626

tional rewards, use of information and communica-627

tion technologies, and knowledge-sharing and poten-628

tial for innovation, and discussion will comment on629

preliminary scales. The questionnaire was then sent630

directly to university lecturers in Ho Chi Minh City,631

Vietnam.632

Variable measurement633

The study mainly used a 7-degree Likert scale to mea-634

sure observation variables, where ”1” is ” Strongly dis-635

agree ” and ”7” is ”strongly agree”. The scales are ref-636

erenced from previous studies in the same field.637

The research was conducted in a group discussion638

with a panel of 08 experts in the field of education639

management, principals, vice principals, department640

heads and central directors of universities and colleges641

located in Ho Chi Minh City.642

Scale calibration results643

All 8/8 experts interviewed said that the same influ-644

encing factors as well as observed variables. However,645

it is necessary to adjust the subject/name to suit the re-646

search objectives at universities in Vietnam (Table 1).647

Depending on the complexity of the model and the648

basic characteristics of the measurement model, Hair649

et al, propose the following minimum sample sizes:650

Sample size can affect several aspects. of the SEM,651

including the model’s parameter estimation, suitabil-652

ity, and statistical capacity. In principle, the larger the653

sample size, the better, but not less than 200 and the654

minimum for the SEMmodel will be 5 times the num-655

ber of observed variables66. In the research model of656

this topic, there are 31 observed variables, so the min-657

imum number of samples must be 200. Based on the658

overall research in Ho Chi Minh City, Vietnam has659

63 universities (39 public universities, 16 non-public660

universities and 8 institutes); The author directly dis- 661

tributed 350 questionnaires to the lecturers and staff 662

of universities inHoChiMinhCity for a period of two 663

weeks to achieve this minimum sample size. 664

RESEARCH RESULTS 665

Demographic analysis result 666

In the preliminary quantitative study (Table 2), con- 667

ducting the process with 383 sample questionnaires, 668

the number of votes collected was 361 votes (94.25%), 669

after data processing, the number of votes was used 670

to analyze 350 votes (91.38%), the votes were eligi- 671

ble to perform the standard research set. Statistics of 672

350 observations in quantitative research show that 673

in the sample of lecturers from universities in Ho 674

Chi Minh City, male and female genders are similar 675

(male accounted for 55.14% and female accounted for 676

44.85%); in which the majority are in the age group 677

from 36 to 45 (accounting for 33.42%), followed by 678

the age group of 45 and older (accounting for 32.57%); 679

Theeducational level of the lecturers who participated 680

in the survey mainly graduated with a master’s de- 681

gree or higher (accounting for 95.15 %); the number 682

of trainers with 1 to 5 years of working experience ac- 683

counted for 26.00% of the total observations, followed 684

by 6 to 10 years of experience accounting for 24.57% 685

of the total observations. 686

Reliability analysis result: 687

The reliability of the questionnaire scale was tested us- 688

ing Cronbach’s alpha for the entire 32-item measure- 689

ment system divided into 8 factors. Cronbach’s alpha 690

for scales ranging from 0.771 to 0.861 in the model. 691

Since all measurement confidences are greater than 692

0.7, all results show that the measurements for the 693

scale are reliable. Therefore, the data were explored 694

to be suitable for further analyses. The results of the 695

reliability analysis for each factor are presented in Ta- 696

ble 3. 697

Hypothesis testing result 698

From the results of performing CFA analysis to as- 699

sess the suitability of the wholemodel, the author pro- 700

ceeded to put 32 observed variables that were satis- 701

fied into the model for SEM analysis and hypothe- 702

sis testing. The author performs SEM analysis from 703

the originally proposed research model and then per- 704

forms model correction to obtain a better model. The 705

official theoretical model proposed by the author in- 706

cludes 6 independent variables: EH, KE, TS, OR, IT, 707

and TR affect an intermediate variable KS, from the 708

variable KS affecting the dependent variable PI. 709

8
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Table 1: Variable measurement

Variable Measurement Items Previous
research

Enjoyment in
helping others
(EHOs)

EHO1. I enjoy sharing my knowledge with colleagues.
EHO2. I enjoy helping colleagues by sharing my knowledge
EHO3. It is gratifying to assist someone by imparting my expertise.
EHO4. It brings me great pleasure to share my knowledge with my colleagues.

8,24

Knowledge
self-efficacy
(KSE)

KSE1. I possess a strong belief in my capacity to offer significant knowledge that is
highly regarded by my peers at the institution. KSE2. I possess the requisite profi-
ciency to offer significant insights to my university. KSE3. Sharing my expertise with
coworkers (reversed coded) has no impact. KSE4. I have less valuable knowledge
compared to most other employees (reversed coded).

8,24

Top manage-
ment support
(TMS)

TMS1. Senior executives believe that promoting the exchange of knowledge among
colleagues is advantageous. TMS2. Senior executives consistently endorse and moti-
vate staff to disseminate their expertise among their peers. TMS3. Top managers have
a crucial role in providing the required assistance and resources to facilitate the shar-
ing of information among lecturers. TMS4. Senior executives are eager to ensure that
the instructors are willing to share their expertise with their peers.

8,24

Expected
organiza-
tional rewards
(EORs)

EOR1. Compensating me with a higher wage for sharing my knowledge with col-
leagues is appropriate. EOR2. Compensating me with a bigger incentive for sharing
my knowledge with colleagues is appropriate. EOR3. Getting promoted for imparting
my knowledge to colleagues ought to be the result. EOR4. Increasing my job stability
should be a reward for imparting knowledge to colleagues.

8,54

the usefulness
of ICT(ICT)

ICT1. Lecturers utilize electronic storage, such as online databases and data ware-
housing, to efficiently access knowledge. ICT2. Lecturers utilize knowledge networks
(including intranets, groupware, and virtual communities) to communicate with their
colleagues. ICT3. My university makes use of technology that enables staff members
to exchange knowledge within the company. ICT4. Thanks to technology, teachers at
my university may disseminate their expertise to those outside the institution.

8,54

Trust Trust1. I believe that I am treated fairly in an organization.
Trust2. I believe I am not harmed when I share my knowledge with my colleagues.
Trust3. I believe that other teachers in the school will help me when needed.
Trust4. Lectures trust each other at my university.

54,64,65

Knowledge-
sharing (KS)

KS1. The knowledge shared by the lectures at my university is accurate
KS2. The knowledge shared by the instructors at my university is complete.
KS3. The knowledge shared by members of my school is reliable.
KS4. The knowledge which is shared by the lecturers of my university is always up-to-
date.

65

Innovative
work behavior
(IWB)

IWB1. I create new ideas for improvements
IWB2. I often search for new working methods, techniques, or instruments.
IWB3. I’m always working hard to test new ideas.
IWB4. I transform innovative ideas into University work.

26,28,34

9



Science & Technology Development Journal – Economics - Law andManagement 2025, ():1-15

Table 2: Demographic profile of respondents

Item Frequency analysis

Frequency Percent (%)

Gender

Male 193 55.14

Female 157 44.85

Total 350 100

Age

Under 25 17 4.85

26 - 35 102 29.14

36 - 45 117 33.42

More than 45 114 32.57

Total 350 100

Education

University Graduated student 52 4.85

Master 131 29.14

Ph.D 101 33.42

Associate Professor/ Professor 33 32.57

Total 350 100

Working experience

Under 1 year 32 9.14

1 - 5 year 91 26.00

6 - 10 year 86 24.57

More than10 year 141 40.28

Total 350 100

Table 3: Reliabilities analysis result

Factor Cronbach’s alpha

Enjoyment in helping others 0.803

Knowledge self-efficacy 0.830

Top management support 0.840

Organizational rewards 0.836

ICT use 0.804

Trust 0.771

Knowledge-sharing 0.847

Individual innovative behavior 0.861

10
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Figure 2: SEM Results of the ResearchModel

Indicators from the results of the first linear structural710

model analysis in Figure 2 show that: it can be con-711

cluded that the model fits the survey data.712

The test results have the following indicators:713

CONCLUSION ANDDISCUSSION714

Research summary715

Share knowledge with the influence of indi-716

vidual factors717

Knowledge-sharing is concluded to be influenced by718

the enjoyment of helping others. Many authors agree719

with this statement, including19. To share knowledge720

or not share knowledge depends on the personality721

and emotional state of each lecturer. Knowledge is an722

individual asset, so when they enjoy sharing, they feel723

comfortable with knowledge-sharing, and theywill be724

willing to pass on their knowledge to their colleagues725

and acquire knowledge from their colleagues. This726

enjoyment comes from each lecturer, but it cannot be727

denied that the surrounding environment has a signif-728

icant impact on each individual’s mood and feelings.729

Thus, in addition to the enjoyment of helping oth-730

ers, other factors belonging to the organization and731

technology can promote knowledge-sharing among 732

instructors at universities in Ho Chi Minh City, Viet- 733

nam. 734

Share knowledge with the influence of orga- 735

nizational factors 736

Knowledge efficiency andOrganizational rewards: As 737

a result of quantitative analysis, it was found that 738

the organization’s reward and knowledge effect af- 739

fect knowledge-sharing. Many authors also agree 740

with this statement such as Han and Anantatmula, 741

Al-Qadhi et al., Podrug et al., and even Lin con- 742

cluded that knowledge effectiveness and school re- 743

wards influence both central processes of knowledge- 744

sharing, namely, knowledge transmission and acqui- 745

sition8,50,53,67. 746

Share knowledgewith the impact of technol- 747

ogy factors 748

Using Information and Communication Technology: 749

Information and communication technology is a fac- 750

tor influencing knowledge-sharing. This conclusion 751

coincides with many studies, including those by Bock 752

et al; Podrug et al.50,56. However, when studying the 753

11
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Table 4: Hypothesis testing result

Estimate (β ) S.E. C.R. H-test

KS <— TS .060 .031 1.913 .056 Rejected

KS <— RO .149 .033 4.519 *** Supported

KS <— KE .199 .034 5.800 *** Supported

KS <— EH .129 .034 3.819 *** Supported

KS <— IT .129 .032 3.999 *** Supported

KS <— TR 1.648 .285 5.789 *** Supported

PI <— KS .886 .089 9.922 *** Supported

impact of information and communication technol-754

ogy use on the two processes of knowledge transmis-755

sion and acquisition, the author Lin concluded that756

the use of information and communication technol-757

ogy only affects knowledge acquisition but not knowl-758

edge transmission8. Lin argued that in employee or-759

ganizations, knowledge tends to be used to an indi-760

vidual’s advantage, not as an organization’s resources,761

so knowledge cannot be shared simply through online762

databases or internal networks8. By the Structural763

Equation Modeling of Analysis (SEM) with the ob-764

served sample of university lecturers in Ho Chi Minh765

City, the author affirms that the use of information766

and communication technology supports knowledge-767

sharing. This conclusion was derived from quanti-768

tative research and proved by many scholars around769

the world. Universities in Ho Chi Minh City have770

paid much attention to technology investment, espe-771

cially during the Covid-19 pandemic that has taken772

place over the past 2 years, in which universities have773

actively invested in technology; use, maintain and774

regularly update critical information infrastructure;775

actively invest in building a social network system,776

group software system, and an intranet system that777

will create conditions for lecturers to actively share778

knowledge.779

Effect of Trust on Knowledge-Sharing780

Research results suggest that knowledge-sharing is in-781

fluenced by the trust of instructors. This conclusion782

aligns with the findings of several investigations, in-783

cluding the research conducted by Davenport and784

Prusak, Costa et al., and Zárraga and Bonache7,68,69.785

Exploitation of trust will be prevented, and teachers 786

will actively share knowledge by relying on trust in 787

the honesty, responsibility, and credibility of their col- 788

leagues. They will impart their expertise and abil- 789

ities to their colleagues only if they trust that their 790

colleagues will not exploit that knowledge and talents 791

to challenge them or feign closeness solely to benefit 792

from their generosity. In this study, in order to en- 793

hance knowledge-sharing in universities in Vietnam, 794

the university administrators need a solution to influ- 795

ence the trust of each lecturer. 796

Knowledge sharing and innovative work be- 797

havior 798

Numerous research have examined the correlation 799

between knowledge-sharing and innovative work be- 800

havior. Several studies that recognize this correla- 801

tion include the research conducted by Radaelli et 802

al, Jaberi, and Akram et al.43,70,71. According to re- 803

search conducted at universities in Ho ChiMinh City, 804

the author has determined that there is a correlation 805

between knowledge-sharing and individual inventive 806

work behavior. The rigorous quantitative investiga- 807

tion revealed a statistically significant association be- 808

tween knowledge-sharing and individual innovative 809

work behavior. The interpretation of these data is 810

based on the findings from the interview with the lec- 811

turer. During the interview, the author observed that 812

instructors who engage in proactive communication 813

and seek knowledge tend to be highly involved in col- 814

laborating with colleagues to provide innovative ideas 815

for practical implementation. 816

12



Science & Technology Development Journal – Economics - Law andManagement 2025, ():1-15

Limitations and directions for further re-817

search818

Limitations819

In this study, we conducted only a small survey820

of instructors working in HCMC, Vietnam, and we821

have not yet been able to deploy widely across Viet-822

namese countries. Based on the theoretical model823

of knowledge-sharing by Lin, Linh et.al, etc., pro-824

posed, we only conduct empirical verification to see825

the model. This is suitable for the teaching commu-826

nity of universities in Vietnam, without looking for827

other variables that may affect knowledge-sharing as828

well as individual innovation ability.829

Directions for further research830

In order to enhance the quality of the data acquired,831

we want to broaden the survey coverage in various832

university sites in Vietnam by conducting a greater833

number of surveys. Furthermore, apart from the834

characteristics suggested by Lin, Linh et.al, and oth-835

ers, wewill broaden our investigation to identify addi-836

tional factors that impact the knowledge-sharing pro-837

cess and innovation skills of university professors in838

Vietnam.839
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TÓM TẮT
Mục đích của nghiên cứu này là tìm hiểu các yếu tố ảnh hưởng đến quá trình chia sẻ kiến thức
và năng lực đổi mới của giảng viên đại học tại Việt Nam. Mô hình phương trình cấu trúc dựa trên
hiệp phương sai (CB-SEM) đã được sử dụng trong quá trình tiến hành phân tích dữ liệu, được thực
hiện với sự hỗ trợ của phần mềm SPSS và AMOS. Nghiên cứu dựa trên dữ liệu khảo sát thu thập
được từ 380 giảng viên, tất cả đều có ít nhất bằng thạc sĩ về các môn học có liên quan đến các
khóa học mà họ giảng dạy cho sinh viên. Có năm đặc điểm chính đã được xác định, cùng với hệ
số tương quan tương ứng của chúng, liên quan đến việc chia sẻ kiến thức và tác động tiếp theo
của nó đối với khả năng đổi mới của giảng viên. Theo dữ liệu, có mối tương quan đáng kể giữa
việc chia sẻ kiến thức và nhiều yếu tố, bao gồm lòng tin, tiện ích được nhận thức của công nghệ
thông tin và truyền thông (ICT), niềm vui khi giúp đỡ người khác, hiệu quả kiến thức, phần thưởng
của tổ chức và những điều đã đề cập ở trên. Hơn nữa, nghiên cứu đã chứng minh rằng bản thân
hành động chia sẻ kiến thức có ảnh hưởng đáng kể đến hành vi đổi mới của từng giảng viên. Rõ
ràng từ những phát hiện này rằng việc tạo ra bầu không khí khuyến khích sự hợp tác và tin tưởng
là điều cần thiết, cũng như sử dụng các công cụ công nghệ thông tin và truyền thông để việc chia
sẻ thông tin trở nên dễ dàng hơn. Xem xét những phát hiện này, nghiên cứu đưa ra các khuyến
nghị có thể đưa vào thực tế với mục đích cải thiện cách thức giảng viên đại học tại Việt Nam chia
sẻ kiến thức của họ. Những khuyến nghị này nhấn mạnh vào việc thiết lập văn hóa hỗ trợ, thúc
đẩy các nỗ lực xây dựng lòng tin và cung cấp đủ nguồn lực và động lực. Thông qua kết quả nghiên
cứu này, giảng viên không chỉ có khả năng nâng cao hoạt động chia sẻ kiến thức củamìnhmà còn
liên tục đổi mới phương pháp giảng dạy, qua đó đóng góp vào sự phát triển chung của giáo dục
đại học tại Việt Nam.
Từ khoá: Chia sẻ kiến thức, Hành vi đổi mới công việc, Giảng viên

Trích dẫn bài báo này: Duy D T, Thy D A. Nguyên nhân nào dẫn đến hành vi chia sẻ kiến thức và làm
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():1-1.

1


	Which causes knowledge-sharing and innovative work behavior? The case of Vietnamese university lecturers 
	Introduction 
	Theoretical Background for the Study  
	Knowledge Sharing  
	Relationship between innovative work behavior and knowledge-sharing
	Stages of innovative work behavior
	The relationship between innovative work behavior and knowledge-sharing

	Research Model 
	Hypothesis
	The influence of personal factors in the process of knowledge-sharing  
	Enjoyment in helping others
	Knowledge self-efficacy

	The influence of organizational factors on knowledge transfer and acquisition processes
	 Top Management support
	Organizational reward

	The influence of technological factors on the process of knowledge transmission and acquisition
	The relationship between trust and knowledge-sharing
	The relationship between the knowledge-sharing process and innovative working behavior.


	Research  Methodology
	Research design  
	Variable measurement  
	Scale calibration results

	Research results 
	Demographic analysis result  
	Reliability  analysis result:
	Hypothesis testing result

	Conclusion and discussion
	Research summary  
	Share knowledge with the influence of individual factors  
	Share knowledge with the influence of organizational factors
	Share knowledge with the impact of technology factors
	Effect of Trust on Knowledge-Sharing
	Knowledge sharing and innovative work behavior

	Limitations and directions for further research 
	Limitations 
	Directions for further research 


	ABBREVIATIONS
	CONFLICT OF INTEREST STATEMENT  
	AUTHOR CONTRIBUTIONS  
	References


