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ABSTRACT

This research examines the relationship between social capital, information sharing, and innova-
tion potential in Vietnam's small and medium-sized firms (SMEs). Utilizing social capital theory,
the study formulates a conceptual framework to investigate how characteristics of social capital
influence information exchange behaviors, hence promoting creativity at both individual and col-
lective levels. The empirical research relies on survey data from 787 office personnel employed
in Vietnamese SMEs. The study utilizes exploratory factor analysis (EFA), confirmatory factor anal-
ysis (CFA), and structural equation modeling (SEM) to authenticate the measurement constructs
and examine the proposed correlations. The results indicate that several aspects of social capital,
specifically social interaction links, trust, norms of reciprocity, group identification, and shared ob-
jectives, positively influence knowledge donation and knowledge acquisition. These knowledge-
sharing systems subsequently augment organizations' innovative capacity, underscoring the piv-
otal importance of social capital in knowledge-driven organizational advancement. Among these
aspects, trust stands out as a particularly complex factor. Findings indicate trust significantly en-
hances knowledge acquisition by reducing communication obstacles and fostering transparent
information exchange. Nonetheless, its impact on knowledge donation is statistically negligible.
This paradox is likely due to competitive organizational dynamics that hinder individuals' inclina-
tion to share knowledge, despite existing interpersonal trust voluntarily. This study enhances the
theoretical comprehension of social capital's role as a catalyst for innovation by contextualizing
the investigation within the framework of SMEs in developing countries. It emphasizes the signif-
icance of fostering robust social connections, rules of reciprocity, and common goals to cultivate
a collaborative culture. The findings provide managerial insights for SME leaders: fostering mutual
trust, creating incentives for information exchange, and enhancing group identity can substantially
enhance sustainable innovation capability. This research enhances theoretical and managerial per-
spectives by elucidating how social capital converts into innovative outcomes in resource-limited

organizational settings.
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INTRODUCTION

Business organization and management are dynamic
fields that continue to evolve in response to the de-
mands of an increasingly competitive global econ-
omy. In this environment, managers seek effective
strategies to improve performance, ensure long-term
sustainability, and maintain a competitive edge. As a
rapidly developing economy in Southeast Asia, Viet-
nam is actively engaged in this process. Vietnamese
business leaders have consistently pursued advance-
ment by drawing on global best practices and lessons
from successful domestic enterprises. Their priori-
ties include organizational design, resource efficiency,
human resource development, financial management,
marketing, internal communication, and the adop-
tion of technological innovations.

While practical experience is vital, scientific research
provides the theoretical foundation that informs and

strengthens managerial decision-making. Academic
insights into business organization and management
are typically acquired through formal education or
continuous self-learning by current and future lead-
ers. In response to the need for evidence-based
knowledge, this study explores a specific but essen-
tial aspect of business management: the interplay be-
tween social capital, knowledge sharing, and innova-
tion capability.

The research focuses particularly on office staff within
Vietnamese enterprises, defined as employees re-
sponsible for administrative, operational, and sup-
port functions critical to an organization’s day-to-day
functioning. This group includes positions such as ad-
ministrative assistants, human resources personnel,
accountants, customer service representatives, and
middle-level professionals involved in coordination,
documentation, internal communication, and infor-
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mation processing. By examining how social capital
influences knowledge-sharing behaviors and innova-
tion capability among these roles, the study aims to
provide theoretical insights and practical implications
for fostering innovation through stronger social and
knowledge networks in the workplace.

LITERATURE REVIEW

Social capital

According to Coleman and Portes L2 the notion of so-
cial capital was first articulated by Hanifan in 1916 and
has subsequently been elaborated upon and under-
stood by other scholars across diverse fields, including
education and development economics. Social capital
includes actual and potential internal resources inher-
ent in the network of an individual or social entity’s
ties. Nahapiet and colleagues® classify social capital
into three interconnected dimensions: structural, re-
lational, and cognitive, each serving a unique function
in the development and application of social capital.
The structural dimension of social capital primarily
concerns the relationships among network members,
emphasizing the frequency of interactions and the ex-
change of information between them. This dimen-
sion encompasses the arrangement of an individual’s
or group’s social connections, comprising both direct
and indirect relationships that enable the transfer of
resources and information. It illustrates the overar-
ching structure governing social interactions, particu-
larly highlighting these social relationships’ existence,
intensity, and patterns. Research has investigated how
this structural characteristic facilitates effective com-
munication and coordination, emphasizing the im-
portance of interaction frequency and the quality of
information exchange as critical components*~7.
Conversely, the relational component emphasizes the
personal connections individuals develop via contin-
uous interactions. It highlights the emotional dimen-
sions of social capital, including trust, reciprocity, and
recognition, which are essential for forming robust
interpersonal relationships. This component empha-
sizes the significance of collective history and recur-
rent interactions, through which individuals culti-
vate trust and mutual support. These relational traits
are crucial for establishing dependable social con-
nections, enhancing cohesiveness and collaboration
within a social unit. The relational dimension has
been extensively examined within networks and com-
munities, where trust and reciprocity are essential for
maintaining enduring relationships®°.

The cognitive aspect of social capital relates to the
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shared understandings, ideals, and objectives among
social network members. This dimension represents
the shared understanding of norms and behaviors that
dictate acceptable acts within a community or organi-
zation. Cognitive social capital includes characteris-
tics like a common language, shared aims, and a uni-
fied sense of purpose, which facilitate the alignment of
individual activities with collective goals. This align-
ment cultivates a sense of belonging and enhances co-
ordination, since members function based on a shared
comprehension of anticipated behaviors and objec-
tives. Cognitive social capital establishes a common
framework of meaning and interpretation, facilitating
coherent social interactions 10~12,

The three dimensions—structural, relational, and
cognitive—constitute a complete paradigm for com-
prehending social capital, emphasizing the diverse
ways in which interactions within a network facilitate
resource accessibility and collective action. This com-
prehensive perspective highlights the necessity of an-
alyzing the interconnections among persons and the
level of shared knowledge inherent in these relation-
ships, each crucial for the proper operation of social
capital across many contexts.

Knowledge sharing

Knowledge sharing denotes the process by which in-
dividuals exchange pertinent information, ideas, pro-
posals, experiences, expertise, or skills relevant to

13, Lin'* characterizes knowledge

the organization
sharing as a reciprocal transaction involving at least
two participants: one who disseminates knowledge
(knowledge donating) and another who receives or
documents this knowledge (knowledge collecting).
This communication is essential for sharing individ-
ual thoughts and promoting collective learning within
an organization.

Kamasak and Bulutlar!® investigate the correlation
between knowledge acquisition and knowledge dis-
semination concerning organizational innovation ca-
pacities. Their findings indicate that knowledge ac-
quisition favorably influences both exploratory and
exploitative innovation.  Exploratory innovation
emphasizes creating novel processes or products,
whereas exploitative innovation improves and opti-
mizes current ones. Conversely, knowledge donation
facilitate exploitative innovation, primarily fostering
incremental improvements within existing structures.
These findings highlight the importance of informa-
tion sharing as a catalyst for innovation, whereby
the proactive accumulation of knowledge expands the
spectrum of possible inventive endeavors, and knowl-
edge donation enhances existing competencies and
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resources. Raykov 1° asserts that additional empirical
study is necessary to comprehensively comprehend
the effects of information sharing on innovation and
employee skill enhancement. Comprehending how
these activities convert into improved skills and com-
petencies for personnel is crucial for maximizing in-
formation sharing as a means of organizational devel-

opment and flexibility.

Innovation capability

Innovation capability is critical for organizations
seeking long-term sustainability and competitive ad-
vantage in dynamic markets!”. Lawson and Sam-
son'® define innovation capability as transforming
knowledge into new products or processes that deliver
enhanced value for the organization and its stakehold-
ers.

This study investigates innovation capability at both
the individual and organizational levels. At the per-
sonal level, it is assessed through traits, behaviors, and
performance outcomes associated with creativity. At
the organizational level, it reflects a firm’s capacity to
develop new products, adapt to technological change,

14 Given its

and maintain industry competitivenes
strategic importance, innovation capability requires
a comprehensive evaluation across multiple levels of
analysis.

While prior studies in Vietnam have explored the in-
fluence of social capital on knowledge sharing and
employee performance in the public sector, research
integrating social capital, knowledge sharing, and in-
novation capability—especially at both the individ-
ual and organizational levels—remains scarce. This
study addresses this gap by systematically examining
how social capital facilitates knowledge sharing and,
in turn, drives innovation among office employees in
Vietnamese SMEs.

The research is guided by two key questions: (1) What
conditions enable social capital, knowledge sharing,
and innovation capability among office workers in
Vietnam, individually and collectively? (2) How do
these factors interact to influence innovation out-
comes? The findings clarify how social capital and
knowledge sharing contribute to building innovation
capability, thereby enhancing organizational growth
and competitiveness in Vietnam’s evolving business
environment.

HYPOTHESIS DEVELOPMENT

Social interaction for Knowledge sharing

Chua!® posits that social interactions enhance the
quality of knowledge generated within organizations.

Knowledge sharing is more likely to occur when net-
work members are familiar with each other?’ and
engage in regular interaction. The depth of under-
standing between parties often influences the deci-
sion to trust another individual and share knowledge
with them. In a study on academic social networks,
Chiu and colleagues® operationalized social interac-
tion through dimensions such as relationships, time
spent, and frequency of interactions among mem-
bers, finding that these interactions positively impact
knowledge sharing behavior. Mu and colleagues?!
similarly emphasize that close, interactive relation-
ships are conducive to knowledge sharing, particu-
larly in knowledge collecting and donating knowl-
edge. In line with these findings, Akhavan and col-
leagues®? identify social interaction as a key factor
in facilitating knowledge sharing. Their research un-
derscores the role of social interaction in fostering
knowledge-sharing activities, including knowledge
collecting and knowledge donating. Together, these
studies indicate that frequent and meaningful inter-
actions between network members contribute signif-
icantly to the effective knowledge exchange, strength-
ening organizational knowledge creation and collab-
oration. Indeed, in the daily production activities of
office staff in Vietnam in general and in Ho Chi Minh
City in particular, the frequency or time of communi-
cation at work is very important, as it helps Individ-
uals e aware of the need to exchange knowledge with
each other for professional development. From here,
we have the following hypothesis:

Hypothesis H1: Social interactions will positively im-
pact the office staff’s knowledge collection.
Hypothesis H2: Social interactions will positively im-
pact office staft’s knowledge donation.

Trust, Reciprocity, and lIdentification for
Knowledge Sharing

In modern knowledge-based economies, trust is a
critical component of organizational coordination,
facilitating effective social interactions, transparency,
and collaboration. It plays a foundational role in en-
abling the free flow of knowledge by reducing fears of
opportunism and misuse. When individuals within a
social network share mutual trust, they are more in-
clined to exchange knowledge and resources, as trust
mitigates concerns over potential exploitation and
promotes a sense of psychological safety. Moreover,
network members continuously assess and share per-
ceptions of each other’s credibility and reliability, re-
inforcing group-wide trus?. This collective trust fos-
ters a cooperative atmosphere, enhancing individuals’
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willingness to participate in knowledge-sharing activ-
ities and supporting the formation of productive and
sustainable knowledge-sharing partnerships.

In the Vietnamese context, trust is often viewed as the
foundation of professional relationships. Especially in
private enterprises, individuals or organizations’ rep-
utation and perceived reliability are critical to initiat-
ing and maintaining cooperation. In such environ-
ments, trust reflects cultural norms and determines
the success of collaborative efforts. Accordingly, the
following research hypothesis is proposed:
Hypothesis H3: Trust will positively impact the office
staft’s knowledge collection.

Hypothesis H4: Trust will positively impact office
staff’s knowledge donation.

The norm of reciprocity, which emphasizes the mu-
tual exchange of knowledge, is perceived by partic-
ipants as fair and equitable. In this context, social
capital functions similarly to monetary capital, where
trust and obligation are key mechanisms of exchange.
According to Coleman! , when an individual offers
assistance with the expectation of future reciproca-
tion, it generates both a commitment on the recipi-
ent’s part and a sense of trust for the initiator. Em-
pirical evidence has consistently shown that norms of
reciprocity significantly influence knowledge-sharing
behaviors—both in terms of knowledge donating and

8.22-24 " These norms facilitate

knowledge collecting
balanced and sustained exchanges, strengthen coop-
erative relationships within networks, and promote
the efficient flow of knowledge and resources.

In alignment with global research, reciprocity is crit-
ical in knowledge sharing within the Vietnamese
business environment. In the context of produc-
tion and commercial operations in Vietnamese en-
terprises, reciprocity that yields mutual benefits is of-
ten viewed as a foundation for collaboration and sus-
tained knowledge exchange. Based on this theoretical
and contextual grounding, we propose the following
hypotheses:

Hypothesis H5: The norm of reciprocity will posi-
tively impact the office staff’s knowledge collecting.
Hypothesis H6: The norm of reciprocity will posi-
tively impact office staft’s knowledge donation.
Identification refers to how individuals perceive
themselves as part of a group, shaping their percep-
tion of the benefits associated with knowledge ex-
change?. This sense of affiliation fosters a feeling of
belonging and positive emotional attachment to the
social network, increasing individuals’ willingness to
engage in knowledge-sharing activities. Chiu and col-
leagues® note that people are generally reluctant to
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share knowledge unless they strongly identify with
their team or organization.

In the Vietnamese context, particularly within the dy-
namic and competitive private sector in Ho Chi Minh
City, organizational identification plays a critical role.
When employees feel satisfied with and connected to
their organization or workgroup, they are more likely
to express pride, trust, and a commitment to shared
success. Such identification enhances collaborative
behaviors, including knowledge sharing, vital for in-
novation and long-term organizational development.
In environments characterized by diverse business
models and competitive pressure, a strong sense of
team or organizational identity significantly increases
the likelihood of active participation in knowledge-
sharing practices. Based on this reasoning, we pro-
pose the following hypotheses:

Hypothesis H7: Identification will positively impact
the office staff’s knowledge collection.

Hypothesis H8: Identification will positively impact
the office staff’s knowledge of donating.

Shared Goal for knowledge sharing

A mutual comprehension of interaction standards
within a network enhances the efficiency of resource
exchange, reducing the likelihood of misunderstand-
ings. Common objectives allow network participants
to anticipate the advantages of their interactions, ren-
dering a unified vision essential for promoting re-
source sharing.

These collective objectives and standards function as
unifying elements, fostering trust among members
and promoting knowledge exchange. Empirical re-
search demonstrates that shared objectives markedly
improve information sharing, encompassing knowl-
edge acquisition and contribution among individu-
als!®!!. In Ho Chi Minh City and throughout Viet-
nam, the organization’s collective goals are of ut-
most importance; people are expected to conform and
strive towards these shared aims. Organizations fre-
quently foster awareness, collaboration, and involve-
ment to reinforce alignment with their overarching
objectives. The shared ambitions of individuals fos-
ter a unified group dynamic, propelling advancement
and growth. Therefore, the subsequent hypotheses are
posited to investigate these dynamics in further depth.
Hypothesis H9: Sharing the shared goals in so-
cial networks will positively impact the office staff’s
knowledge collecting.

Hypothesis H10: Sharing the shared goals in social
networks will positively impact office staft’s knowl-
edge donation.
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Knowledge Sharing and Individual Innova-
tion Capability

Knowledge dissemination inside firms frequently
transpires through routine encounters and informal
dialogues, substantially influencing individual inno-
vation potential. Research indicates that knowl-
edge sharing improves employees’ critical thinking
and creativity, positively impacting their innova-
tion potential>>?, Holub?’ posits that enhanced
knowledge sharing among personnel fosters creative
thinking and idea generation, a perspective corrob-
orated by Anwahi?®, who determined that success-
ful knowledge-sharing procedures augment employ-
ees’ innovative capabilities.

Ologbo?° suggested a model connecting information
sharing to employee motivation, revealing that in-
creased engagement in knowledge-sharing activities
is associated with a stronger propensity for idea pro-
duction among workers. This discovery underscores
the importance of knowledge sharing as a catalyst for
individual innovative capabilities. Similarly, Yu and
colleagues® discovered in their examination of Tai-
wan's finance and insurance sector that knowledge-
sharing contacts favorably affect employees’ innova-
tive behaviors and overall innovation capability.
Subsequent studies have demonstrated a correlation
between the practices of information acquisition and
knowledge contribution and employee innovation ca-
pacity **. Based on these findings, information shar-
ing, including knowledge acquisition and dissemina-
tion, is essential for enhancing innovative capacities
among employees. This premise establishes the basis
for other hypotheses examining these linkages.
Hypothesis H11: Knowledge collecting has a positive
impact on Individual innovation capability.
Hypothesis H12: Knowledge donating has a positive
impact on Individual innovation capability.

Knowledge Sharing and Organizational In-
novation Capability

Organizational innovation capacity denotes the capa-
bility to swiftly adjust to new knowledge, effectively
tackle obstacles, and cultivate a culture that embraces
novel ideas!. Knowledge sharing inside an organi-
zation is crucial for optimizing its capacity to produce
solutions and initiatives, enhancing its ability to inno-
vate and secure a competitive advantage 2,

Burgelman and Wheelwright >* define innovation ca-
pability as a holistic set of organizational attributes
that facilitate and propel innovation strategies. Lin !4

underscores that cultivating an atmosphere that pro-
motes knowledge sharing among employees facili-
tates the conversion of individual knowledge into col-
lective or organizational knowledge, hence augment-
ing the organization’s knowledge repository. This
comprehensive knowledge resource facilitates idea
generation and the investigation of new business op-
portunities, fostering innovation.

Furthermore, Lin'4 emphasizes that internalized
knowledge acquisition and socialization processes fa-
cilitate organizational knowledge transfer into in-
dividual and collective expertise, thereby signifi-
cantly influencing a company’s capacity for innova-
tion. The interplay between organizational knowl-
edge processes and individual contributions is essen-
tial for maintaining innovative activities within the
firm.

Based on these discoveries, final hypotheses are es-
tablished to investigate the relationships between
knowledge-sharing practices and organizational in-
novation capability. These theories elucidate how
information sharing fosters a dynamic, innovation-
driven company culture.

Hypothesis H13: Knowledge collecting positively
impacts the office staff’s Organizational innovation
capability.

Hypothesis H14: Knowledge donating positively im-
pacts the office staff’s Organizational innovation ca-
pability.

Relationship between Individual Innova-
tion Capability and Organizational Innova-
tion Capability

Organizational innovation activities are heavily influ-
enced by the CEO’s expertise and innovative capac-
ity, as noted by Burton® . Andries and Czarnitzki >’
expanded on this view, highlighting that employees
play a substantial role in driving organizational in-
novation beyond the CEO and managers. Liao and
colleagues *® argue that for knowledge sharing among
employees to benefit the organization, it must be ef-
fectively transformed into competencies relevant to
staff roles, ultimately enhancing the organization’s ca-
pacity for innovation.

According to Ologbo2°, an organization’s overall in-
novation capacity cannot be realized without cultivat-
ing the innovative capabilities of individual employ-
ees. They propose that the organization’s innovation
potential is the cumulative result of individual capaci-
ties. Consequently, building platforms for knowledge
exchange among employees is crucial. Such platforms
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foster individual innovation and amplify the organi-
zation’s overall innovation capability by facilitating
skill development and creative thinking among staff.

Therefore, establishing supportive environments for
knowledge exchange among employees directly con-
tributes to enhancing individual innovation capacity,
which drives the organization’s collective innovation
capacity. ‘This hypothesis explores how employee-
focused knowledge-sharing initiatives contribute to
broader organizational innovation outcomes.

H15: Individual innovation capacity has a positive
impact on Organizational innovation capacity.

Conceptual model
METHODOLOGY

The study used a convenience sampling method. The
survey questionnaire was sent to staff (including the
board of directors and organizational units) of the of-
fice sector currently working at private businesses and
companies in central provinces/cities of Vietnam, in-
cluding Hanoi City, Ho Chi Minh City, Da Nang, Hai
Phong, Khanh Hoa, Can Tho, etc., by distributing
in-person surveys and online surveys using Google
Forms. The minimum sample size is not less than 200,
and the minimum for the SEM model will be 5 times
the number of observed variables "%, This research
model has eight latent variables with 27 observed vari-
ables, so the number of samples must be at least 200.
To achieve this minimum sample size, the author sent
the survey to 95 in-person participants and 721 sur-
veys online. The survey was conducted in late 2023,
resulting in 75 valid paper responses and 712 valid on-
line responses.

A survey of small and medium enterprises in Vietnam
was conducted. The respondents were directors and
managers, the study’s most significant sources of in-
formation. All respondents were between the ages of
30 and 45. Men and women accounted for 58% and
42% of the total. The questionnaire was created using
established scales to ensure content validity. Since the
survey questions were mainly contextual in Vietnam,
they were translated into Vietnamese with the help of
two academic experts fluent in Vietnamese and En-
glish. The questionnaire was pre-tested in meetings
with ten academic experts and ten managers.

The study uses a 5-level Likert scale to measure ob-
served variables. The measurement scales are refer-
enced from previous research works in the same field.
Specifically, the scale of social capital includes social
interaction (SI) with three observed variables; Trust
(TR) with three observed variables; Reciprocity (RE)
with three observed variables; Identification (ID) with
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three observed variables; Shared goal (SG) with four
observed variables; Knowledge collecting (KC) with
three observed variables; Knowledge donating (KD)
with three observed variables; Individual innovation
capability (IC ) with five observed variables; organiza-
tional innovation capability (ICT) with four observed
variables. These variables are inherited from the liter-
ature studies that the authors have referred to in pre-
vious studies 22263639,

The study will perform three testing steps with SPSS
26 and AMOS 20 for Structural Equation Modeling
(SEM). In the first step, a reliability check was per-
formed to ensure internal consistency between items
measuring the same construct (Cronbach’s Alpha).
The second step is to test how well the model concept
fits the data using exploratory factor analysis (EFA)
and confirmatory factor analysis (CFA). EFA is rec-
ommended when there are no prior hypotheses about
the factors or patterns of measured variables. The
most common way to satisfy EFA is to use SPSS along
with the “Dimension Reduction” technique with the
“Principal Component Analysis” extraction method
and “Varimax with Kaiser normalization”. The third
step is to perform a structural evaluation of the model
by performing a path analysis to validate a set of hy-
potheses (SEM). According to Hair 3%, Cronbach’s Al-
pha coefficient >= 0.6 and Composite Reliability (CR)
>= 0.7, AVE (average variance extracted) coefficient
>= 0.5 to ensure a convergent value.

DATA AND RESULTS

Data
Description of the Sample

Table 1 describes the demographic characteristics of
office staff at organizations and businesses in Viet-
nam, including gender, age, qualifications, job posi-
tion, work experience, and type and size of business.

Scale Testing

Table 2 shows that the scales have a Cronbach’s Alpha
reliability index and composite reliability (CR) greater
than 0.8 according to Nunnally and Bernstein *°; Av-
erage Variance Extracted (AVE) is greater than 0.6.
Thus, all observed variables are accepted, and the con-
cepts achieve reliable and convergent values.
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Table 1: Description of the survey sample
(Source: Compiled by the authors)

Sample characteristics No.  Percent
Gender

Male 409  52%
Female 378  48%
Age

Under 30 years old 165 21%

From 31 to 40 years old 252 32%

From 41 to 50 years old 331 42%

Over 50 years old 39 5%
Qualifications

College and lower 197 25%
Graduate 409  52%
Post-graduate 157 20%

Doctoral level and higher 24 3%

Job position

Staff/specialist 645  82%
Head of department 110 14%
Leader 31 4%
Experience

Less than 5 years 87 11%
From 5 to 10 years 338  43%
From 11 to 15 years 307 39%
More than 15 years 55 7%
Type of business

Coporation, group 94 12%
Enterprise 693  88%

Size of business

Less than 100 employees 338 43%

101-200 268  36%
200-300 126 16%
301-500 47 6%

More than 500 employees 8 1%
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capability
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Figure 1: Conceptual Model (Source: proposed by the authors)

6453



VNUHCM Journal of Economics, Business and Law 2026, 10(1): 6446-6463

Table 2: Scale,reliability, and convergent validity (Source: Compiled by theauthors)

Concept

Scales

Coefficient of
correlation of
total variables

Composite Average

reliability Variance

(CR) Extracted
(AVE)

Social
interaction
(8D

(ox =0.885)

Trust (TR)
(o = 0.833)

Reciprocity
(RE)
(o =0.883)

Identification
(ID)

Shared Goal
(SG)
(a0 = 0.906)

I always maintain
close social rela-
tionships with my
colleagues

I spend a lot of time
interacting with my
colleagues

I am in regular
contact with my
colleagues

My colleagues will
always keep their
promise to support
each other at work
My colleagues are
very honest when
discussing work with
each other

If ’'m having trouble
at work, I trust my
colleagues to try and
help me

I determine it is only
fair to help my col-
leagues at work.

I know that my col-
leagues will help me,
so it's only fair that
I help them.

I believe that my col-
leagues will help me
when I need them.

I feel like I belong to
my team

I have a strong pos-
itive feeling towards
my team

I am proud to be a
member of my team
My colleagues in
my agency share the
same aspirations and
vision.

SI1

SI2

SI3

TR1

TR2

TR3

RE1

RE2

RE3

ID1

ID2

ID3

SG1

0.772

0.798

0.761

0.673

0.739

0.676

0.765

0.789

0.764

0.630

0.647

0.666

0.771

0.886 0.722

0.837 0.632

0.883 0.716

0.802 0.574

0.864 0.679

Continued on next page
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Table 2 continued

Knowledge
collecting
(KC)

(v = 0.805)

Knowledge
donating
(KD)

(a0 = 0.856)

Individual

Colleagues in my
agency are always
concerned about risks
and uncertainties in
other agencies.
Colleagues in my of-
fice spend their re-
sources (money, time,
etc.) to help each
other.

Colleagues in my of-
fice always create op-
portunities for every-
one to mingle with
each other.

I often proactively
gather  information
and skills from my
colleagues.

My colleagues share
their knowledge and
skills with me when
I ask them to

I asked my colleagues
to share with me their
experiences and ex-
pertise

When I learn some-
thing new, I'm will-
ing to share it with my
colleagues.

When my colleagues
learn something new,
they share with me
about it.
Knowledge sharing
between colleagues is
considered normal in
my team

I like to try new ideas
I'm eager for explo-
ration that leads to
new ideas

Ilook for new ways to
do things
I often improvise
methods to solve a
problem when the
answer is not obvious

SG2

SG3

SG4

KC1

KC2

KC3

KD1

KD2

KD3

ICP1

ICP2

ICP3

ICP4

0.818

0.839

0.725

0.648

0.631

0.676

0.740

0.738

0.709

0.699

0.730

0.738

0.625

0.806

0.857

0.863

0.581

0.666

0.561
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Table 2 continued

Organizational
innovation
capability
(ICT)

I consider myself cre-
ative and unique in
my thoughts and be-
havior.

My colleagues and
I regularly discuss
to find and test new
ideas in every task.
My colleagues and
I exchange with each
other to find new
methods, processes
and techniques.

Our team is the first to
bring new products to
market

Our team’s new prod-
ucts introduced to the
market have been in-
creasing over the past
5 years

ICP5

ICT6

ICT7

ICT8

ICT9

0.613

0.774

0.785

0.788

0.764

0.901

0.694
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The authors use the EFA method to perform di-
mensional assessment, represented by factor loading
scores. The general objective of EFA techniques is
to compress the information in an original construct
into a smaller number of new aggregate dimensions
or components 38,

- Results from the rotation matrix show that 16 ob-
served variables (independent variables) with 05 fac-
tors were extracted at eigenvalue values stopping at
1,281 (>1), and the total variance extracted reached
77.892% (>50%). The results show that KMO = 0.845
> 0.5, Bartlett has sig. = 0.000 (<0.05) is statisti-
cally significant, the total variance extracted reaches
71.58% (>50%). Analytical results are consistent with
research data.

- Results from the rotated matrix for 15 intermediate
and dependent variables all have factor loadings > 0.5.
Confirmatory factor analysis (CFA) is a technical sta-
tistical method used to verify the factor structure of
a set of observed variables. All average variance ex-
tracted (AVE) and Composite Reliabilities (CRs) val-
ues and results are shown in Table 3. All AVEs were
above the recommended level of 0.5, and all CRs were
greater than the recommended level of 0.73%. The re-
sults show that the concepts have full discriminant
value.

Measurement Model

Figure 2 shows a measurement model of study, the
results of testing the indexes are as follows: ad-
justed degrees of freedom Chi-square/df = 1.845<2,
TLI = 0.972>0.9, CFI = 0.976>0.9, RMSEA = 0.033
<0.08, the indexes have satisfactory values with suit-
able model conditions. Conclusion: the model is con-
sidered consistent with market data.

Structural Model

From the results of CFA analysis to evaluate the suit-
ability of the entire model, the authors proceeded to
put 31 satisfied observed variables into the model for
The au-
thors analyze SEM from the initially proposed re-

SEM analysis and tested the hypotheses.

search model, then calibrate the model to get a bet-
ter model. The official theoretical model proposed
includes 5 independent variables: SI, RE, ID, TR, SG
affecting 2 intermediate variables KC and KD, from
2 intermediate variables affecting the dependent vari-
ables ICP and ICT.

Results of Hypotheses Testing

Table 4 shows that the four hypotheses H4 and H9
have P-values of 0.144 and 0.559, respectively, all >
0.05, so they will be rejected from the model.
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- Hypothesis H4: Trust between social network mem-
bers will negatively impact the staff’s knowledge dona-
tion.

- Hypothesis H9: Sharing a common vision in social
networks will negatively impact the staft’s knowledge
collection.

Vietnam’s social environment, shaped by an Eastern
cultural heritage deeply influenced by Confucian phi-
losophy, reflects longstanding societal values such as
respect for hierarchy, social harmony, modesty, and
emotional restraint. In this context, individuals are
socialized to avoid confrontation, suppress personal
opinions in public settings, and prioritize group con-
sensus over individual expression“!. These cultural
norms permeate professional environments, foster-
ing a workplace atmosphere where employees may be
hesitant to share knowledge or speak up, especially in
hierarchical or formal organizational structures.
Within organizations, particularly among office-
based staff, these cultural tendencies manifest in
limited knowledge-sharing behaviors. Several fac-
tors contribute to this constraint, including low self-
confidence in one’s expertise, introverted communi-
cation preferences, and an internalized fear of caus-
ing disharmony or being perceived as boastful. Com-
pounding these cultural influences is the presence of
intra-firm competition. In many Vietnamese orga-
nizations, individual performance is closely tied to
recognition, promotion, and job security. As a re-
sult, knowledge is often viewed as personal capital,
and withholding information becomes a strategic be-
havior to maintain one’s advantage or visibility within
ateam or department*2.

This interplay between cultural inhibition and inter-
nal competitiveness presents significant challenges to
developing a robust knowledge-sharing culture. De-
spite the growing recognition of knowledge as a strate-
gic resource, many organizations in Vietnam still treat
learning orientation and knowledge management as
abstract ideals. In practice, initiatives that promote
knowledge sharing often remain superficial, driven by
slogans or policy declarations rather than embedded
in daily routines or incentivized structures. This dis-
connect between intention and implementation hin-
ders organizational learning and contributes to frag-
mented development across teams.

Descriptive statistics from the current sample indicate
that survey respondents are primarily at the stafflevel,
which may not capture the perspectives or behaviors
of managerial or leadership groups. Consequently,
hypotheses H4 and H9, which are likely designed to
test dynamics more applicable to higher-level employ-
ees, should be excluded from the analytical model.
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Table 3: Discriminant Validity (Source: Data
processing results from AMOS)

CR AVE MSV  MaxR(H)
KC 0.806 0.581 0.166  0.808
SG 0.864 0.679 0.163 0.874
SI 0.886 0.722 0379  0.888
RE 0.883 0.716 0.570 0.884
ID 0.802 0.574 0.258  0.807
TR 0.837 0.632 0.108 0.847
KD 0.857 0.666 0.487 0.857
ICT 0901 0.694 0570 0.901
ICP 0.863 0.561 0.417 0.875
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Figure 2: Testing model (Source: Data processing results from AMOS)

Chi-square/df=1.845
GFI=.942

CFI=.976

TLI=.972
RMSEA=.033
PCLOSE=1.000
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Figure 3: Results of SEM model (Source: Data processing results from AMOS)

Table 4: Standardized regressionweights in the SEM model (Source: Data
processing results from AMOS)

Hypothesis
H1
H2
H3
H4
H5
Hé6
H7
H8
H9
H10
HI11
Hi12
H13
H14

H15

Relationship
KC <—SI
KD <— SI
KC <— TR
KD <— TR
KC <—RE
KD <—RE
KC <—ID
KD <—ID
KC <—S§G
KD <—SG
ICP <—KC
ICP <— KD
ICT <—KC
ICT <— KD

ICT <— ICP

Weight  S.E.

0.142 0.041
0.289 0.033
0.184 0.039
-0.043 0.03

0.127 0.042
0.358 0.035
0.211 0.049
0.211 0.039
0.018 0.03

0.102 0.024
0.044 0.032
0.534 0.039
0.175 0.037
0.691 0.054
0.026 0.058

CR.

3.462

8.725

4.777

-1.461

3.009

10.252

4.301

5.447

0.585

4.251

1.384

13.673

4.675

12.822

3.449

*%

*h%

%%

*ho%

*h%

Result
Accepted
Accepted
Accepted
Rejected
Accepted
Accepted
Accepted
Accepted
Rejected
Accepted
Accepted
Accepted
Accepted
Accepted

Accepted
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The model should then be re-estimated and iteratively
refined until all remaining variables demonstrate sta-
tistical significance (P-value < 0.05), ensuring that the
findings accurately reflect the realities and constraints
experienced by the target respondent group.

Results

The results indicate that social interaction, reci-
procity, group identification, trust, and shared goals
significantly influence knowledge collecting and do-
nating knowledge, thereby enhancing the office staft’s
innovation capability. Social interaction, in particu-
lar, positively impacts both forms of knowledge shar-
ing, suggesting that Vietnamese employees are more
likely to exchange ideas in open, collaborative envi-
ronments. Organizations increasingly support this
through initiatives such as team-building activities,
training programs, and seminars.

The study reveals several nuanced insights into the dy-
namics between social capital dimensions and knowl-
edge sharing in Vietnamese SMEs. Notably, Trust
among team members does not positively impact
knowledge donating, although it does positively influ-
ence knowledge collecting. Additionally, trust helps
reduce both tangible and intangible barriers between
individuals, facilitating open communication about
challenges and enabling employees to acquire new
knowledge or enhance existing expertise. However,
this study finds that the level of trust among staff
within the same department or organization does
not significantly promote mutual knowledge dona-
This
unexpected result may be explained by the generally

tion within Vietnamese office environments.

low mutual trust in Vietnamese workplaces, primar-
ily driven by competitive pressures related to job se-
curity, revenue targets, and individual contributions
to organizational profit.

Reciprocity proves to be a strong motivator for knowl-
edge sharing. When reciprocal norms are present,
employees feel obliged to give back after receiv-
ing support, fostering a two-way exchange culture.
Similarly, employees with a strong emotional con-
nection to their organization—reflected in group
identification—are more likely to share knowledge,
driven by pride and a desire to contribute to collec-
tive success.

Shared goals support knowledge donating, as aligned
objectives encourage cooperation and mutual sup-
port. These factors collectively strengthen both indi-
vidual and organizational development.

Finally, the study confirms that knowledge sharing—
donating and collecting—enhances innovation. In-
ternal knowledge exchange is essential in competitive

Vietnamese enterprises, especially in the private sec-
tor. Organizations that foster a culture of collabora-
tion and continuous learning, often supported by KPI
systems, are better positioned for innovation and sus-
tainable growth.

CONCLUSION

This study reaffirms that core dimensions of social
capital—social interaction, trust, reciprocity, group
identification, and shared goals—significantly influ-
ence knowledge donating and knowledge collecting
behaviors, aligning with the foundational framework
proposed by Nahapiet and Ghoshal®. The research
uncovers important contextual nuances by applying
and extending this framework in the relatively under-
explored context of Vietnamese SMEs. Most notably,
it challenges the prevailing assumption that trust uni-
formly promotes knowledge donating. The findings
reveal that trust may facilitate knowledge collecting in
organizational environments characterized by inter-
nal competition and low institutional trust but does
not necessarily encourage knowledge donating.
Theoretically, this study contributes in two significant
ways. First, it refines the Nahapiet and Ghoshal model
by highlighting that the effects of social capital di-
mensions are not universally symmetrical. Specifi-
cally, it demonstrates that trust, often regarded as a
universally positive driver of knowledge sharing, can
exhibit differentiated impacts depending on socio-
cultural and organizational conditions. This context-
contingent insight calls for a more nuanced applica-
tion of social capital theory in emerging and transi-
tional economies, where informal norms and work-
place dynamics may diverge from those in developed
contexts.

Second, the study advances theoretical integration by
employing a structural equation modeling (SEM) ap-
proach that connects social capital, knowledge shar-
ing behaviors, and innovation outcomes. By empiri-
cally linking knowledge donating and collecting to in-
dividual and collective innovation capabilities >, the
study bridges micro-level behavioral constructs with
macro-level organizational performance, offering a
more holistic and granular understanding of how so-
cial capital drives innovation in SMEs.

Furthermore, the research underscores the pivotal
role of reciprocal norms and shared goals in fostering
a sustained knowledge-sharing culture. These find-
ings enrich the theoretical discourse on social capital
and knowledge management and lay the groundwork
for adapting innovation-oriented SEM models to cul-
turally and economically diverse organizational envi-
ronments.
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From a practical standpoint, the results emphasize the
strategic value of cultivating social capital in the work-
place. Organizations aiming to enhance innovation
should promote interpersonal connectivity, shared vi-
sion, and mutual trust among employees. This can
be achieved by fostering inclusive and collaborative
cultures, implementing transparent communication
strategies, and designing incentive systems recogniz-
ing and rewarding knowledge-sharing behaviors 4.
In addition, ongoing internal training and develop-
ment programs are essential to facilitate continuous
knowledge flow and learning. Team-based rewards
or individual recognition for consistent engagement
in knowledge-sharing practices can reinforce mutual
support and collective learning norms. Ultimately,
for firms operating in dynamic and competitive envi-
ronments, understanding and leveraging the strategic
role of social capital is critical to unlocking innovation
potential and sustaining organizational growth.
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Ma&i quan hé giita vén xa hdi, chia sé kién thuc va nang luc déi méi:
Nghién ctitu truang hop nhan vién van phong tai Viét Nam

Duong Thé Duy', Té Sanya Minh Kha?, Tran Tién Quang3”
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o Nghién cru nay phét trién va kiém dinh thuc nghiém moét mé hinh ly thuyét xem xét méi quan

Use s Elaz';l” = e he gitra vén xa hoi, chia sé kién thuc va ndng luc déi méi & cd cdp do ca nhan va tap thé trong s6

se your smartphone to scan this nhan vién van phong tai cdc doanh nghiép vita va nho ctia Viét Nam. Dua trén dir liéu khdo sat tir

QR code and download this article 787 nhan vién va dugc phan tich bang EFA, CFA va SEM, cac phat hién nhan manh réng cac chiéu

hudng chinh ctia vén xa héi, bao gébm cac maéi quan hé tuong tac xa haoi, long tin, chudn muc vé su
6 di ¢6 lai, nhan dang nhém va muc tiéu chung, lam tang déang ké ca viec dong gép kién thiic va
thu thap kién thic, do dé thic ddy nang luc d6i mdi. Dang chi y, long tin dong mot vai trod phiic
tap: no tao diéu kién thuan lgi dang ké cho viéc thu thap kién thic. N6 lam gidm céc rao can giao
tiép nhung khéng anh hudng dang ké dén viec dong gop kién thic, cé thé 1a do long tin 1&n nhau
thap hinh thanh bai &p luc canh tranh tai noi lam viéc. Bang cach ap dung ly thuyét vén xa hoi
trong béi canh d6i mdi clia cac doanh nghiép vita va nhd & cac nudce dang phét trién, nghién ctu
nay thuc ddy nhimg hiéu biét ly thuyét va dua ra huéng dan thuc té dé thic ddy van hoa chia sé
kién thic hop tac, thic ddy déi mdi.
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