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Abstract

The purpose of this study is to investigate the factors that influence the knowledge-
sharing behavior of 250 employees at branches of a joint stock commercial bank
system owned by one of Vietnam’s big four (VietinBank). In this study, descriptive
statistical approaches, Cronbach’s alpha, EFA exploratory factor analysis, and
multivariate regression were used. According to the study's findings, five variables
positively influence employees’ knowledge-sharing behavior: trust, communication,
leadership attention, rewards, and information technology. The study's findings have
made an academic contribution by providing empirical data and enriching theory on
knowledge-sharing behavior in the banking sector. Furthermore, the research has
offered a number of management implications to encourage knowledge-sharing
behavior among employees in the VietinBank system in particular and may offer, in
general, tentative insights for state-owned commercial banks operating in similar
institutional environments

Keywords: Knowledge Sharing Behavior, Banking Sector, Vietnam.
JEL: D83, M10. G21


mailto:lttthuan@ctu.edu.vn
https://orcid.org/0000-0002-1513-3362
mailto:bem1418002@gstudent.ctu.edu.vn
https://orcid.org/0009-0004-9823-8099
mailto:ntntrang@ctu.edu.vn
https://orcid.org/0000-0001-9419-2434
mailto:phuongdung@ctu.edu.vn
https://orcid.org/0000-0001-8191-4370
mailto:ltttrang@ctu.edu.vn
https://orcid.org/0009-0005-4855-7566

148 Knowledge-Sharing Behavior in the Banking Sector-Empirical Evidence from a ...

Introduction

As Vietnam's economy transitioned from a centrally planned system to a market-based
economy, the banking sector's role became increasingly important. According to Cetkovié
(2015) and Nguyen (2022), the banking sector is a key driver of economic development in any
country. Indeed, in the current context of Vietnam's economy, which is experiencing a range of
fluctuations, including inflation and natural disasters, the banking system's role has become
increasingly important. According to the Tiép (2024) Banking Task Deployment Conference
eport - the banking sector has contributed to stabilizing the Vietnamese macro-economy by
keeping inflation at around 3.2-3.4% and flexibly managing exchange rates in response to both
domestic and international conditions. Furthermore, this sector has implemented a variety of
solutions, policies, and credit programs to ensure an adequate supply of capital to the economy.

The banking system has traditionally played an essential role in the national economy, with
its core functions being money, credit, and payment. The banking system is seen as the economy's
lifeblood, including all socioeconomic activities, and serves as an intermediary activity in the
movement of the entire economy. The banking industry must also update, capture, and share a
large amount of intellectual information about the business environment, the state's macro
policies, customers, and other information with internal personnel. As a result, each bank
employee must have excellent communication skills, specific knowledge, and the ability to
handle tasks with professionalism and accuracy. They must be dynamic, creative, and capable of
capturing and forecasting market information to advise each customer on the most suitable
products and services (Lin, 2007). To compete with local and foreign banks and financial
institutions, commercial banks should efficiently deploy knowledge resources. Although
knowledge sharing is crucial in today's world, Vietnamese banks have yet to focus on expanding
it; currently, it occurs only through short seminars and training sessions between leaders and
staff.

To maintain and strengthen their position in a country's economic development, banks must
improve the quality of their human resources. Each bank employee should have excellent
communication skills, professional knowledge, and a high level of professionalism and accuracy
when performing tasks. Furthermore, they must be dynamic, creative, and capable of
understanding and forecasting market trends to provide the best product and service advice to
each customer (Lin, 2007). As a result, banks should pay more attention to the knowledge issue,
particularly knowledge sharing, because it is one of the most effective ways to improve human
resource expertise (Bhatti, Zaheer & Rehman, 2011; Cham, Lim, Cheng & Lee, 2016)

There are several studies on enhancing knowledge-sharing behavior worldwide, including
Al-Alawi, Al-Marzooqi and Mohammed (2007), Lin (2007), Skyrme (2002), and Wei, Teh &
Asmawi (2012). Although there have been some related studies in Vietnamese research, there is
little specific background in the banking sector, especially the big four banks, such as Vietin
Bank. Knowledge sharing is critical; however, many banks have not developed it adequately,
with short-term seminars and training sessions between leaders and employees being the norm.
As aresult, this research is required to identify and assess factors influencing knowledge-sharing
behavior and to propose policy implications for improving it in Big Four state-owned commercial
banks, with findings that may provide contextually bounded insights for similar banking
institutions in Vietnam.
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Background Framework

Nonaka and Takeuchi (1995) define "knowledge sharing" as the process of exchanging
knowledge, contingent on individuals' deliberate efforts to facilitate it. Tsui, Chapman, Schnirer,
and Stewart (2006) characterized knowledge-sharing behavior as the transfer of knowledge
(skills, experience, and comprehension) among individuals within an organization. Blau (1964)
posits that social exchange theory indicates that disseminating knowledge fosters feelings of
gratitude, trust, and obligation, thereby facilitating the formation of positive social relationships
with the knowledge recipients.

In Vietnam, Tién, Thdm and Chién (2026) conducted a study examining the factors that
affect knowledge-sharing behavior among university lecturers. The objective of the study was to
comprehend the determinants influencing knowledge-sharing behavior. The results identified
five principal factors that affect knowledge-sharing behavior among university lecturers: 1.
Reward systems, 2. Direct leadership, 3. Organizational culture, 4. Emotional trust, 5.
Organizational commitment. Thuy and Huyen (2026) employs an integrated approach combining
the Theory of Planned Behavior (TPB) with elements from the Value-Belief-Norm (VBN) theory
to examine the factors influencing the sustainable consumption behavior of university students
in Ho Chi Minh City. Based on a survey of 326 students, the results indicate that six factors—
knowledge, environmental concern, attitude, perceived behavioral control, subjective norms, and
perceived self-efficacy—positively influence sustainable consumption behavior, with subjective
norms exerting the strongest impact. Consequently, the study recommends enhancing education
and reinforcing positive attitudes and beliefs to foster sustainable consumption behavior among
students in Ho Chi Minh City.

Following an examination of pertinent literature and initial research results, this study
formulated a research model (Figure 1) comprising five determinants influencing knowledge-
sharing behavior: (1) Trust, (2) Communication, (3) Leadership, (4) Rewards, and (5)
Information Technology. A theoretical perspective relevant to banking is the distinction between
tacit and explicit knowledge (Nonaka & Takeuchi, 1995). Codifiability—Explicit knowledge,
which consists of documented procedures, product specifications, and regulatory guidelines, can
be relatively easily codified and transferred through formal information systems/channels. Tacit
knowledge, on the other hand, includes judgment based upon experience, such as interactions
with clients and implicitly understood aspects of credit scoring, which cannot easily be
formalized in rules. Among the other factors that made knowledge sharing more difficult,
especially regarding banking secrecy and data confidentiality in the capital market of the
Vietnamese commercial banking environment, are the complex legal regulations. The other side
of the fence is that employees need to learn what operational knowledge can be shared publicly
and what information is protected by banking secrecy law. This regulatory environment makes
trust a particularly key variable: when staff trusts their peers and the leadership team, they feel
confident that any shared information will be managed appropriately and that a disclosure will
not endanger them professionally or legally. The SECI model (Nonaka & Takeuchi, 1995)-in
particular, the socialization and internalization processes-offers a theoretical foundation for
understanding how tacit knowledge flows across the bank’s branches, thereby justifying the
inclusion of communication and leadership attention as key enablers in the current research
framework.
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Figure 1: Research model

Materials and Methods

This study employs a quantitative research methodology comprising two phases:
preliminary research and formal research. The initial research (qualitative method) was carried
out via group discussions and expert interviews to refine the research model and measurement
scales to align with the practical context of the study. The measurement instrument is a 7-level
Likert scale, adapted from relevant research, comprising 19 indicators for five independent
variables and 3 indicators for the dependent variable. The sample size for this study, based on
the estimation formula by Hair, Anderson, Tatham and Black (1998), and Tabachnick and Fidell
(1996), exceeds 10 times the number of observed variables, yielding 220 observations (22*10 =
220). It should be noted that this minimum sample size was determined prior to data collection
based on the initial scale of 22 observed indicators; the subsequent exclusion of one item during
reliability testing does not affect the adequacy of the achieved sample. The author conducted a
survey of 250 employees at VietinBank branches located in the Mekong Delta region. These
employees occupy professional banking positions, excluding drivers, security personnel, and
custodial staff.

The research implemented Cronbach’s alpha test, exploratory factor analysis (EFA), and
linear regression models through Stata 17 to examine the determinants of knowledge-sharing
behavior among employees at VietinBank in the Mekong Delta region.

Results
Sample characteristics
The survey of 250 VietinBank employees revealed that over 62% were female, and nearly
70% were married. All employees had at least a university degree, with more than 72% holding
a university degree and the rest having postgraduate qualifications (Table 1).
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Table 1
Overall description
Indicator Frequency Percentage (%)
Male 94 37.60
Gender
Female 156 62.40
Single 76 30. 40
Marital status Married 172 68.80
Other 2 0.80
. Bachelor 182 72, 80
Education level
Postgraduate 68 27.20
Total 250 100

Source: survey results from 250 respondents

The majority of employees had long tenure (an average of over 20 years), with an average
age of 46 years and an average monthly income of 20 million VND. The employees who
participated in the bank had average seniority (> 20 years), an average age of 46 years, and an
average monthly income of 20 million VND (Table 2). As the largest state-owned commercial
bank (SOCB) in Vietnam, it is not surprising that it supports our finding of an average tenure of
22.38 years, which is relatively high and also aligns with more general features of this sector's
structure toward long-term labor relations in SOCBs. However, state-owned banks have been
able to retain lower labor turnover than private commercial banks in Vietnam, an illustration of
the legacy norms on employment security and seniority-based pay (Nguyen, 2022).

Table 2
Personal characteristic
Indicator Mean Standard Deviation Min Max
Age 46.00 5.53 23 55
Tenure (year) 22.38 8.22 01 33
Income (million VND) 20.07 8.95 10 45

Source: survey results from 250 respondents

Scale reliability testing

For the independent variables, after removing one observed variable related to “leadership
attention” (Leadership 4.4) (which did not reach the item-total correlation minimum) in round 4
of reliability testing, another test of reliability was conducted on the other variables. Specifically,
Leadership 4.4 asked employees to assess the statement: “Leaders actively motivate employees
to share their knowledge by setting a personal example of knowledge-sharing behavior.” This
item was excluded because its item-total correlation (0.318) fell below the acceptable threshold
of 0.40. suggesting it measured a distinct construct (leader role-modeling) not sufficiently aligned
with the remaining items capturing leaders’ cognitive and structural support for knowledge
sharing. Notably, this exclusion at the level of individual items does not remove the leadership
factor itself; it was retained in the research model, with three remaining items showing adequate
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reliability (Cronbach's alpha = 0.806; see Table 3). As shown in Table 3, it was found that the
decent ranges of Cronbach’s Alpha values confirmed that all retained scales were greater than
0.6 and item-total correlations ranged > 0.4 (minimum of 0.470). As a result, the 5 factors were
retained for further exploratory factor analysis (EFA).

Table 3
Cronbach’s alpha reliability test for independent variables
No Factors Item-rf?st Alpha
correlation

LT Trust (Cronbach’s Alpha = 0.850)

2.1 Colleagues always keep their promises. 0.685 0.814

2.2 Colleagues behave appropriately 0.714 0.800

2.3 Colleagues were honest when dealing with me. 0.719 0.799

24 Colleagues trust my expertise. 0.657 0.827

GT Communication (Cronbach’s Alpha = 0.796)

3.1 I have a close relationship with my colleagues. 0.642 0.721

3.2 I talk to my colleagues regularly. 0.650 0.719

33 I share my problems with colleagues. 0.636 0.728

LD Leadership (Cronbach’s Alpha = 0.806)

4.1 Leaders believe it is beneficial to share knowledge together. 0.605 0.783

42 Leaders believe that knowledge sharing increases the bank's 0.654 0.734
profits.

43 Leaders provide most c?f the information resources, enabling 0.703 0.680
employees to share their knowledge.

KT Rewards (Cronbach’s Alpha = 0.805)

5.1 The organization encourages knowledge sharing. 0.471 0.821

52 Knowledge sharing will result in future promotions. 0.664 0.740

53 Managers will recognize and appreciate those who share their 0.738 0.694
knowledge.

54 I'm satisfied with the bonus I received. 0.644 0.748

CNTT Information technology (Cronbach’s Alpha = 0.800)

6.1 Employees make extensive use of information to gain 0.544 0.790
knowledge.

6.2 Employees are allowed to use information technology to 0.573 0.769
share knowledge.

6.3 Employees are regularl.y trained in information technology so 0.707 0.709
that they can share their knowledge.

6.4 Employees use kngwledge systems (software, intranets, etc.) 0.651 0.732
to communicate with colleagues.

Source: survey results from 250 respondents
Similarly, for the dependent variable, the reliability test results in Table 4 confirm that the

scales meet the requirements. Therefore, no variables were excluded from the research model,
and these scales were used in the subsequent EFA analysis.
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Table 4
Cronbach's alpha reliability test for dependent variable
No Factors Itern-re?st Alpha
correlation
HVCS Knowledge sharing behavior (Cronbach’s Alpha = 0.902)
11 I am willing to share my knowledge and information with 0.842 0.837
colleagues.
12 I collaborate with my colleagues in the same department to 0736 0.877
share knowledge.
13 I collaborate with colleagues in other departments to share 0.812 0.862
knowledge.

Source: survey results from 250 respondents

Exploratory factor analysis EFA

The EFA results for the independent variables identified five factors from 19 observed
variables. The KMO value is 0.832 (meeting the condition of 0.5 < KMO < 1), indicating that
the EFA analysis is appropriate for the data. Bartlett’s test is significant (Sig. = 0.000 < 0.05),
showing that the observed variables are correlated. The cumulative variance of the factors is
68.62% (> 50%), meaning the five factors explain 68.62% of the variation in the observed
variables. These factors were named "Trust," "Communication," "Leadership," "Rewards," and
"Information Technology." Similarly, the EFA results for the dependent variable (knowledge-
sharing) show one factor formed with three observed variables, meeting the requirements (KMO
= (.746, Bartlett’s test Sig. = 0.000. cumulative variance = 84.12%).

Linear regression analysis

Ordinary least squares (OLS) linear regression analysis was used to analyze the influence
of the five factors, including trust, communication, leadership, rewards, and information
technology, on the knowledge-sharing behavior of employees at VietinBank in the Mekong Delta
region. Following established practice in organizational behavior research, the effects of personal
characteristic control variables (gender, age, marital status, education level, tenure, and income)
on knowledge-sharing behavior were examined separately through ANOVA difference testing
(Section 4.5) rather than being entered directly into the primary OLS model. This two-stage
analytical approach allows for a cleaner estimation of the main factor effects while enabling
subgroup comparisons attributable to respondents’ demographic characteristics. The regression
results are shown in Table 5.

Table 5
Regression model results
Variable Reg. Cofficient Standard Error P-value
Constant 0.2870 0.2116 0.176
Trust 0.3900 0.0400 0.000
Communication 0.1126 0.0247 0.000
Leadership 0.1162 0.0398 0.004
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Variable Reg. Cofficient Standard Error P-value
Rewards 0.1795 0.0319 0.000
Information technology 0.1407 0.0354 0.000
Observations 250
R-quare 0.6433
F-value 85.32
Prob >F 0.000

Source: survey results from 250 respondents. Coefficient

The regression results show that the five factors positively influence knowledge-sharing
behavior. The model’s R-squared value is 0.6433, indicating that 64.33% of the variation in
knowledge-sharing behavior can be explained by these factors.

As a robustness check, the six demographic variables were additionally entered as controls
in the OLS regression alongside the five main factors. The coefficients for all five main factors
remained directionally unchanged and statistically significant, with magnitudes varying by no
more than 0.02 from those in Table 5. Among demographic controls, education level (f =-0.168,
p = 0.003) and marital status (B = -0.143, p = 0.065) were statistically significant (Table 6),
consistent with the ANOVA finding. The overall model R-squared increased marginally from
0.643 to 0.674. These results confirm the robustness of the main OLS estimates.

Table 6
Robustness check Reg. Coefficient
Variable Reg.Cofficient Standard Error P-value
Constant 0.672 0.335 0.046
Trust 0.385 0.042 0.000
Communication 0.109 0.031 0.000
Leadership 0.121 0.038 0.002
Rewards 0.189 0.033 0.000
Information technology 0.133 0.029 0.000
Gender -0.026 0.075 0.726
Age -0.006 0.004 0.160
Marital -0.143 0.077 0.065
Tenure 0.003 0.003 0.403
Income 0.002 0.003 0.374
Education level -0.168 0.057 0.003
Observations 250
RTrinh-quare 0.674
F-value 44.322
Prob >F 0.000

Source: survey results from 250 respondents
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Difference testing
The results of the ANOVA test examining differences in the factors affecting knowledge-
sharing behavior based on personal characteristics are shown in Table 7.

Table 7
ANOVA results
Indicator Sum of df Mean square F F-test value| P-value
square
Between 13,678 1 1,3678
Gender Within | 103,4059 | 248 0.41695 328 | 00713 0.213
Between 17.5518 18 0.9751
Age Within | 87,2219 | 231 03775 2.58 | 0.0006 0.000
. Between 2.2045 2 1,1022
Marital status Within 1025691 247 04152 2.65 0.0723 0.167
Education Between 0.2162 1 0.2162
level Within 104,5575 248 0.4216 0.51 0.4745 0.142
Between 5,1511 26 0.1981
Tenure Within | 99.6226 | 223 0.4467 044 1 0.9920 0.332
Between 83,5879 15 5,5725
Income Within 21,1858 234 0.0905 61.55 0.0000 0.000

Source: survey results from 250 respondents

Table 7 shows no significant differences in knowledge-sharing behavior by gender, marital
status, education level, or tenure among VietinBank employees (since the p-values are> 5%).
However, there are significant differences based on age and income, as the p-value is less than
5%. Further ANOVA revealed that employees aged 30 to 45 exhibit higher knowledge-sharing
behavior than those over 45. Additionally, employees earning between 15 million VND and 35
million VND show higher knowledge-sharing behavior than other employees. This can be
explained by the fact that employees in these age and income groups typically hold leadership or
team leader positions, which entail more years of experience and accumulated knowledge.
Consequently, they are more likely to share knowledge to support less experienced colleagues.

Discussion

Based on the research results, trust positively affects employees' knowledge-sharing
behavior, with statistical significance at the 1% level. When trust between employees is
strengthened, they are more likely to share knowledge with their colleagues. This finding carries
particular theoretical weight in the banking sector, where employees must constantly navigate
the boundary between shareable operational knowledge and information protected under banking
confidentiality regulations. In this context, trust serves as a key mechanism that mitigates
employees’ concerns about sharing tacit knowledge-such as client insights, risk assessment
heuristics, or product advisory strategies-that could lead to misuse or regulatory violations. In
other words, trust functions not merely as a social lubricant but as a perceived safeguard that
enables employees to distinguish between legitimate knowledge exchange and potentially
impermissible disclosure. This dimension of trust aligns with the socialization stage of Nonaka
and Takeuchi's (1995) SECI model, in which tacit-to-tacit knowledge transfer depends
fundamentally on interpersonal confidence and psychological safety. These results align with the
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findings of Islam, Hasan and Ahmed (2011), and Thuy and Huyen (2026).

Trust, however, appears to be the strongest predictor in this research (regression coefficient
= 0.390-about three times greater than that for communication (0.113), leadership (0.116), and
IT (0.141), and more than twice that of rewards as well [0.180]). This finding warrants careful
interpretation. On the one hand, this represents a substantively meaningful pattern: in the closed
world of Vietnamese state-owned banking, employees are intertwined in long-term hierarchical
employment relationships and constitute a tightly structured sector governed by stringent
banking confidentiality rules. Every type of knowledge exchange between bank staff hinges on
interpersonal trust as its basic precondition. Therefore, trust helps address the challenges posed
by the regulatory environment and the high intensity of tacit knowledge in banking work, because
without sufficient trust, employees face real professional and legal risks from inadvertent leaks.
On the other hand, this objective should account for the potential limitation of social desirability
bias. In an organizational culture where loyalty to leadership and collegial harmony are
paramount, survey respondents may chronically overreport trust-related attitudes relative to their
actual behavioral dispositions. If there is such bias, it would inflate the estimated trust relative to
the other factors. Future research using multi-source or behavioral trust measures could help
disentangle these competing claims.

Another factor that impacts knowledge-sharing behavior positively is leadership attention,
with a significance level of 1%. In creating knowledge-driven values, managers can influence
their employees by fostering and maintaining positive organizational values and beliefs.
According to Islam et al. (2011), managers play a crucial role in modeling and promoting
knowledge-sharing as a cultural norm. The role of leadership in promoting knowledge sharing
within organizations is evident in how they enable knowledge to be shared both internally and
externally. These results are consistent with the findings of Islam et al. (2011).

Rewards significantly influence knowledge-sharing behavior at the 1% significance level.
Encouraging and rewarding employees is essential to foster knowledge-sharing behavior.
Rewards motivate employees to share knowledge (Al-Alawi et al., 2007). Employees are more
inclined to share knowledge when an incentive is in place. These findings align with the studies
of Al-Alawi et al. (2007), and Thuy and Huyen (2026). Information technology positively affects
knowledge-sharing behavior. Well-organized information systems, supported by modern
technology, facilitate interaction and daily activities within the organization. When employees
have access to accurate information systems, their knowledge-sharing behavior is enhanced.
Information technology, therefore, plays a vital role in facilitating knowledge exchange in
organizations by enabling employees to share knowledge more efficiently. The results are
consistent with the studies of Al-Alawi et al. (2007), and Thuy and Huyen (2026).

Conclusion

Research on the knowledge-sharing behavior of VietinBank employees in the Mekong Delta
region is crucial, especially given the rapid economic and social development today. Knowledge
sharing helps reduce difficulties and saves time in acquiring and understanding new knowledge.
The results of this study reveal five factors that positively influence employees' knowledge-
sharing behavior: trust, communication, leadership, rewards, and information technology. The
regression model explains 64.33% of the variance in knowledge-sharing behavior, indicating a
good fit between the theoretical model and the actual data. Besides providing practical
contributions through the proposed managerial implications, this study strengthens the empirical
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evidence and enriches the theoretical understanding of knowledge-sharing behavior. Based on
the analysis results, the following managerial implications are proposed:

Enhance Knowledge-Sharing Behavior Among Employees Aged 30-45 and Employees
Earning Between 15-35 million VND: These employees are often experienced and hold
leadership or team leader positions, making them essential to promoting knowledge-sharing
behavior. It is recommended to organize regular knowledge-sharing sessions within departments
and across branches. These sessions should be scheduled monthly on weekends to establish a
continuous and consistent knowledge-sharing culture. Employees aged 30-45 and those earning
between 15 and 35 million VND should be assigned as rotating leaders for these sessions. This
approach would help raise awareness of knowledge-sharing behavior among all employees,
thereby improving overall performance at each VietinBank branch and throughout the
VietinBank system.

Provide Regular Material and Non-Material Rewards: Regular rewards play a vital role in
positively impacting knowledge-sharing behavior. Besides financial incentives, non-material
rewards such as recognition, promotion opportunities, and the chance to contribute to the bank
would help employees feel secure in sharing their knowledge and expertise with others. To foster
a culture of knowledge sharing, banks need to develop a robust reward system. Strengthen Trust
Among Employees: Trust is the glue that holds employees together, enabling them to act
collectively and share knowledge. Without trust, employees may hoard knowledge for personal
benefit, hindering problem-solving and preventing learning from one another. Therefore,
managers should create opportunities for employees to communicate openly, fostering an
environment in which they can voice their concerns without fear of judgment. This practice
would help improve listening skills and encourage employees to share their thoughts in a non-
judgmental atmosphere.

Implement Effective Reward Systems: Including knowledge-sharing behavior in employee
evaluations would not only motivate employees to share information but also ensure that they
understand the bank’s vision. However, managers should be cautious about reward systems, as
inappropriate structures could negatively affect employees, especially during difficult times for
the bank. A lack of proper reward policies may lead employees to feel their contributions are
undervalued and to fear that their ideas could be stolen by colleagues. Thus, it is essential to
clearly distinguish the rewards related to knowledge sharing within the bank. Increase Leadership
Focus on Knowledge Sharing: The primary role of managers is not just to share knowledge
themselves but to create an environment that encourages knowledge sharing among all
employees. Leaders should develop mechanisms to ensure knowledge is effectively distributed
across the organization.

Improve Communication Skills: Communication is a fundamental way for people to
exchange and share ideas. Effective communication is crucial for successful knowledge sharing.
The bank should train employees to communicate knowledge clearly and concisely. improving
their ability to share it through activities such as public speaking, presentations, and discussions.
Leverage Information Technology: Information technology is critical to the success or failure of
knowledge sharing within the bank. Managers should establish clear policies on data security
and information sharing to ensure employees understand which information can be shared
internally and what should remain confidential.
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