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Abstract
In any organiaztion, irrespective of its employees' diverse social or cultural backgrounds, there is an expectation for all to contribute. With its deep-rooted norms and cultural values, the societal context significantly influences organizational behaviour, particularly in how it intersects with gender issues. The essence of national culture, deeply intertwined with personal identity, plays a pivotal role in shaping behaviours within an organization, including sharing knowledge and innovation, which are crucial for organizational success. While the study acknowledges cultural and societal biases that may hinder women's visibility and voice, it also explores additional factors that could obstruct the flow of ideas. This research delves into how women in Lagos State, Nigeria's public and private sectors, navigate cultural contexts to share knowledge. Through a survey of 200 respondents selected via non-probability sampling methods, the study found a general willingness among participants to collaborate with colleagues from different cultural backgrounds, with communication predominantly occurring in the official language. It was noted that sharing ideas was more straightforward among coworkers of the same ethnicity and religion. The study recommends fostering teamwork to enhance knowledge sharing, mainly as many respondents reported difficulties seeking help with challenging tasks from their colleagues.
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Introduction

The global economy's evolution has spurred both public and private entities to adopt practices focused on knowledge creation, transfer, and sharing to enhance operational efficiency and sustainability. In the competitive landscape, particularly within the private sector, the imperative to outmaneuver competitors has never been more critical (Abdulwase, Ahmed, Nasr, et al., 2020). This era underscores the significance of knowledge as a pivotal asset, propelling institutions and organizations to prioritize its acquisition and application. Abubakar, Hamzah, Maher, & Alev (2019) emphasize that knowledge has ascended as a paramount asset in driving profit for businesses, outstripping other production factors due to its inherent human origin, as noted by Thomas & Gupta (2022). The maximization of employee potential to harness and deploy this asset towards achieving organizational goals underscores the importance of human resources above all others, necessitating effective management and utilization of personnel within organizations. 

Thus, it becomes imperative for public and private sectors alike to foster innovation and generate both implicit and explicit knowledge, which, when shared, significantly enhances organizational value. Effective communication and knowledge transfer among staff is facilitated through collaborative efforts such as teamwork and mentoring, employing various channels, including information and communication technology (ICT). The challenges of knowledge loss, driven by workforce mobility, retirement, turnover, and disability, are well-documented (Bratianu, 2018; Massingham, 2018), reinforcing the argument by Muhammad, Eric, Ricky & Eric (2018) regarding the organizational impact of knowledge attrition due to downsizing, death, transfers, or retirement of key personnel.

The role of information communication technology (ICT) in knowledge dissemination, while rooted in Western culture, is gradually gaining ground in developing nations, albeit at a slower pace compared to its prevalence in the developed world. Traditional oral communication methods remain predominant in these contexts. The drive for innovation within organizations is fueled by the generation and implementation of new ideas, necessitating a culture that encourages the sharing and nurturing of these insights.

The dissemination of knowledge among employees is greatly enhanced when shared and transferred, with various media, including information communication technology (ICT) tools, playing a pivotal role in this process, as noted by Savolainen (2017). Adopting information communication tools for knowledge sharing is deeply rooted in Western culture. Despite the increasing familiarity with these tools in developing nations, their prevalence is less common than in the developed world, where oral communication methods have traditionally being preferred. Through the conception and implementation of ideas and innovations, employees strive to improve the products and services within an organization. Awareness of these processes encourages individuals to embrace and develop their ideas and innovations.

It represents an intricate organizational challenge (Owusu & Louw, 2017). Nevertheless, grasping the nuances of NC is essential for employees to comprehend both themselves and their colleagues. Moreover, employers need to be aware of the political, social, and economic contexts of their employees, particularly those from diverse cultural backgrounds (Shafaat, 2018); recognizing the importance of this issue can enhance collaboration and teamwork, thereby facilitating the effective exchange of innovation and ideas.

Numerous factors influence knowledge sharing within organizations, and some studies have empirically shown that incentives can play a significant role in facilitating the exchange of ideas, experiences, and expertise (Fisher, 2020; Alves & Pinheiro, 2022; Opeke & Ajayi, 2017). Moreover, the cultural background of individuals in professional settings can have a considerable impact. This notion is supported by research from Matijevic, Raguz & Filipovic (2015), who argue that navigating cultural nuances (NC) is increasingly vital in contemporary business operations. Consequently, recognizing and embracing the diverse cultures and values within organizations is essential. Hofstede (1980) describes culture as the unique mental programming that differentiates one group of people from another, suggesting that cultural differences (NC) can profoundly affect an organization's knowledge-sharing culture.

Statement of the problem

Employees in PPs are of different backgrounds and cultures; therefore, it is not unlikely that their culture will influence their work. In the developing world, women are greatly influenced by the stereotypical nature of society, which affects them. Stereotypes, according to Naznin & Bhabani (2021), have put labels on how individuals should live and act according to their sex in society. Knowledge sharing for organizational growth can be hindered by many factors, including organizational factors and individual traits. Cooperation bias (Asrar-ul-Hoq & Anwar, 2016), organizational trust (Lužar & Gorenc (2020), knowledge hoarding and personal relationship (Plínio, Mírian & Kathryn, 2022), pride and empathy (Amitabh, Isabelle & andra, 2019) and social-cultural barriers were identified as part of the challenges and barriers to knowledge sharing. 

National culture is a factor that can affect the effective sharing of knowledge among employees. Nigeria is a country with different ethnic groups, and each is identified by its culture. Suppose culture is assumed to play a vital role in the people's behavior. In that case, it is important to investigate how the sharing of knowledge by women in PPs will be influenced by the NC, considering the stereotypical society in which they live. It is necessary for the organization, as posited by Rianne, Mathieu & Marko (2018), to manage the employees' attitude as it relates to KS because of cultural diversity. 

Objectives
The study, therefore, aimed at investigating : 

1. The influence of  NC on KS behaviour of female workers in PPs 

2. knowledge sharing pattern among women in PP sectors. 

Research questions

1. How does NC influence the KS behavior of female workers in PPs?

2. What is the KS pattern of female workers in PPs?
Knowledge Sharing
Knowledge is pivotal in shaping policies and delivering public services, as highlighted by Bleeker (2019). It is crucial for both maintaining competitiveness in the private sector and ensuring the public sector's offerings, such as healthcare, education, moderate taxation, reliable electricity, infrastructure, waste management, and other societal benefits, are well-received and beneficial to the community. According to Ayodotun, Kolawole, Olokundun, and Ogbari (2020), the ever-growing demand for innovative solutions in service delivery underscores the necessity of knowledge. It must be disseminated to foster success across various domains.

Davenport and Nonaka (1998), described knowledge as an amalgamation of experiences, values, situational data, and expert insights, forming a base for assimilating and integrating new information and experiences. Van-DenHoof, Elving, Meeuwsen, and Dumoulin (2003), conceptualized Knowledge Sharing (KS) as a critical mechanism for the exchange of ideas that spurs the creation of new knowledge. Similarly, Plinio and colleagues in 2022 saw KS as the dissemination of knowledge, skills, and experiences at both individual and organizational tiers. According to Steffen (2016), KS serves as a vital channel for the transfer of solutions from one point to another. Amitabh and co-authors in 2019 viewed it from an interpersonal angle, emphasizing KS as the act of sharing skills, expertise, and information through communication and interaction among individuals.

Mahfodh & Obeidat (2020) argued that knowledge sharing is considered the most challenging aspect of knowledge management, largely because it relies on the personal willingness of individuals and is influenced by cultural factors. Ayodotun et al. (2020) pointed out that when knowledge is shared, employees are more likely to enhance their capacity for innovation rapidly. Easterby-Smith & Marjorie (2011) also emphasized the importance of collaboration among employees, highlighting that they do not operate in isolation but rather depend on and interact with each other. Given Nigeria's cultural diversity, it's important to recognize that employee behavior is intertwined with cultural backgrounds, as culture embodies the lifestyle of any community (Essay UK, 2018). This viewpoint is reinforced by Hofstede (1984), who noted that organizational culture is deeply embedded within national culture. Janius (2016) recommended that to effectively encourage knowledge sharing, organizations need to understand the impact of culture on individuals' behaviors within the workplace, facilitating better planning and promotion of knowledge and experience sharing among employees.

Information technology is regarded as a key tool for effective knowledge sharing (KS), as discussed by Mahfodh & Obeidat (2020). However, they note that additional elements are essential for its successful implementation in the public sector. The impact of information technology on the maturity and willingness of employees to share knowledge has been further explored by Ahrend, Pittke, & Leopold (2014). Furthermore, Mallasi & Ainin (2015) identified several factors that influence the behavior towards knowledge sharing, including the enjoyment derived from assisting others, self-efficacy, the quality of interpersonal relationships, and trust. These elements are crucial in fostering an environment where staff members feel encouraged to collaborate and exchange knowledge.
Castaneda and Ramirez (2021) emphasized the significance of focusing on how cultural groups within an organization share knowledge. They argue that a deep understanding of normative communication (NC) plays a critical role in enhancing organizational operations. This comprehension aids in improving employee interactions, supports effective communication, and helps to reduce knowledge sharing (KS) obstacles. Additionally, the process of knowledge exchange in professional practices (PPs) extends beyond conventional methods such as emails, memos, official correspondences, and meeting minutes. Alternative approaches like face-to-face conversations, sign language, mentoring, coaching, training sessions, workshops, as well as individual and group discussions, dialogues, and chats are also valuable for disseminating ideas and knowledge, as noted by Van de-Hoof and Huysman (2009).
National culture and knowledge sharing

Culture, from an anthropological viewpoint as outlined by Taylor (1871) and later referenced by Jabour Ai Hazmi in 2016, encompasses the entirety of knowledge, beliefs, arts, morals, laws, customs, and various other skills and habits that individuals gain as members of society. Handoyo (2018) defined National Culture (NC) as a specific, evolving set of values, ethics, rules, and knowledge systems created to achieve collective objectives. Easterby-Smith & Lyles, (2011), described culture as a comprehensive, life-encompassing mental framework influenced by group membership, which people adopt early on through their affiliation with a specific ethnic group or culture.

Culture encompasses both organizational and national aspects. Organizational culture is defined by the unique traditions, values, policies, beliefs, and attitudes that shape the environment of a workplace, as described by Khan & Panarina (2017). This specific culture differentiates one organization from another and is embraced by employees through daily practices and the management's approach. On the other hand, national culture stems from values instilled during early childhood, from ages 1 to 10. This shared mindset, which Rubin (2017) notes is transmitted across generations through parental guidance, manifests in various aspects of life. It is through learning that individuals connect with their culture, which in turn provides structure and significance to a society's social, political, economic, aesthetic, and religious norms and values, setting it apart from other cultures.

NC may not be straightforward to implement, but it's essential for both the public and private sectors to embrace it as a fundamental aspect of their organizational culture, as argued by Naznin & Bhabani (2021). This is particularly crucial as these sectors operate within the national context. For the successful integration of NC into the fabric of organizational culture, the cultural competency of managers plays a vital role. As employees strive for organizational success, Flemming (2016) highlighted that leadership significantly influences their performance. This view is supported by Laintinen & Pawolowski (2015), who noted that managers' cultural competencies can enhance knowledge sharing among employees from diverse cultural backgrounds. Although having a common language facilitates knowledge sharing, understanding cultural differences is paramount.
Castaneda & Ramirez (2021) highlighted cultural differences as a significant barrier to knowledge sharing (KS), noting that these differences affect communication, a key component in KS. They also pointed out that an individual's cultural background plays a crucial role. Additionally, conventional views on gender roles, categorized as feminine and masculine, play a significant role in the dynamics of KS within Public-Private Partnerships (PPPs) across different societies. Eastby-Smith & Lyles (2011) further elaborated that stereotypes regarding gender expectations influence the process of knowledge sharing and information communication, as they can hinder one's ability to be properly heard and evaluated.
Previous research has demonstrated that gender differences and stereotypes can either benefit men or women (Kurgat & Omuya, 2011; Naznin & Bhabani, 2022). Hall & Ellis (2022) discovered that women tend to view knowledge sharing (KS) more favorably, contributing to their greater success in knowledge transfer situations (Badawy & Magdy, 2015). This contrasts with Baotang's (2015) findings, which suggest that male employees are more likely to share knowledge than their female counterparts. Additionally, Morouf (2015) explored other socio-economic factors beyond gender, such as education and age, which also influence the extent of KS among male and female employees in an organization.
It is commonly held that men and women exhibit different reactions to situations, leading to observable gender differences within organizational settings. According to Hall & Ellis (2022), women tend to share knowledge more frequently than their male counterparts in environments that support such activities. Despite this, women are often more sensitive to interpersonal dynamics at work, a difference that can sometimes be attributed to male ego or chauvinism. Additionally, the advent of social networking technology has facilitated knowledge sharing and learning among employees. It has been observed that challenges such as staying relevant to the organization, a lack of awareness, and organizational culture can impede knowledge sharing. However, factors like gender or cultural background were not found to significantly affect this process.
Methodology

The research adopted a descriptive study approach, focusing on women in PPs. It utilized a non-probability sampling method, specifically convenience sampling, to select participants from both the private and public sectors across various service industries, including finance, telecommunications, and education. Due to the lack of a precise sampling frame and the fluctuating number of women in these organizations, questionnaires were distributed according to the female staff count in each sector, as suggested by Kish (1995). A self-designed questionnaire served as the primary tool for data collection. Out of 200 questionnaires distributed, 182 were completed and returned. The selection of 180 respondents ensured a balanced representation from the specified sectors. Data analysis was performed using simple percentage calculations based on the responses received.
The response rate from the respondents are shown below. 1 indicate strongly agreed, 2 = agreed, 3= undecided, 4 = disagreed and 5 = strongly disagreed

	SN
	Survey statement
	1
	2
	3
	4
	5

	1
	I can work in a sector with people from different cultural background.
	54%
	74%
	18%
	126%
	108%



	2
	I easily share my ideas and knowledge with colleagues from other tribe.
	54%
	18%
	54%
	144%
	54%

	3
	I am comfortable working with my boss from other cultural background.
	36%
	18%
	00
	108%
	144%



	4
	I speak more often in my dialect than the official language in my office.
	126%
	90%
	18%
	74%
	18%

	5


	I feel free to share my ideas with co-workers from my ethnic group.
	  00
	00
	18%
	110
	108%

	6
	I prefer sharing information with colleagues of same faith.
	74%
	54%
	18%
	90%
	90%

	
	knowledge sharing 
	
	
	
	
	

	7
	Sharing of all knowledge and idea is officially done.
	18%
	36%
	53%
	108%
	90%

	8
	Sharing my knowledge with my colleagues earn me prestige.
	18%
	00
	90%
	126%
	90%

	9
	I feel free to ask any of my colleagues that knows.
	00
	00
	54%
	144%
	126%

	10
	I prefer and use only information technology tools to share my knowledge and other information.
	108%
	54%
	54%
	74%
	36%

	11
	I prefer formal way of sharing knowledge.
	18%
	54%
	54%
	126%
	54%

	12.
	I share with my co-workers anytime I learnt something new.
	00
	00
	36%
	126%
	144%

	13.
	Difference in my role as a woman is a factor that hinders my sharing of knowledge.
	108%
	54%
	36%
	36%
	90%

	14.
	My religious belief guides my actions and reactions to all things. 
	36%
	54%
	74%
	54%
	90%

	15.
	My male boss share information more than my female boss. 
	90%
	36%
	54%
	36%
	74%

	16.
	I learnt more from my female boss.
	108%
	36%
	74%
	36%
	36%

	17.
	My organisation is gender bias.
	144%
	36%
	90%
	18%
	36%

	18
	I do not think that sharing my knowledge should start from me. 
	126%
	36%
	90%
	18%
	36%

	19
	My culture does not allow me to share my knowledge with the opposite sex
	120
	36%
	54%
	00
	00

	20
	I decide not to share my knowledge to avoid being label talkative in my office.
	90%
	36%
	74%
	00
	18%


Source: field survey 2022

Research question 1: 

The majority of surveyed individuals expressed comfort in collaborating with colleagues from diverse cultural backgrounds, indicating that such differences do not negatively impact their teamwork. Most respondents also reported ease in sharing knowledge, noting that ideas are readily exchanged with employees who speak different languages and come from various tribes. Furthermore, the comfort level in communicating with a supervisor from a different tribe supports Flemming's (2016) findings. Interestingly, the survey revealed that more respondents avoid using their native dialects at work, preferring instead the official language for communication. This suggests that the official language is the most favored medium for workplace interactions.
The majority of survey participants indicated a preference for sharing their knowledge and ideas with colleagues of the same ethnic background, and a similarly high preference was observed for sharing with those of the same faith. These findings align with Bordia's (2006) research, which suggests that employees are more inclined to exchange knowledge with others who share their socio-economic characteristics, such as faith and ethnicity.
Research question 2:
The majority of respondents confirmed that knowledge and idea sharing mostly occurs through official channels, with prestige being a significant motivator for sharing their ideas. However, it was noted that seeking help from knowledgeable colleagues when faced with difficulties is often challenging for many. The findings also highlighted that information technology tools are not the sole means of communication for knowledge sharing within these sectors, with a preference for formal methods of dissemination. It was observed that when individuals acquire new knowledge, they tend to share it with their peers, indicating the use of various strategies such as mentoring, training, and workshops to facilitate the exchange of ideas, aligning with the viewpoints of Mallasi & Ainin (2015). The study revealed that feminism does not hinder knowledge sharing among the majority of respondents, though their religious beliefs significantly influence their actions. Contrary to the belief that male bosses are more forthcoming with knowledge sharing, the respondents did not perceive a significant difference based on the gender of their boss, nor did they find their organizations to be gender-biased, challenging the assertions made by Easterby-Smith & Marjonie (2011). Additionally, there was a consensus among respondents against the notion that initiating the sharing of ideas and knowledge should be discouraged. For the majority of respondents, culture does not relate to withholding information from the opposite sex, and being labeled as talkative does not prevent them from sharing knowledge.

Conclusion

In conclusion, the effect of cultural norms on knowledge sharing is significantly impactful, especially since professional practices are deeply rooted in a society that values its cultural traditions. These cultural values permeate every aspect of life and profoundly influence the sharing of knowledge among employees, with a particular focus on professional practices. It's a common belief that the public sector does not require the same level of dedication as the private sector, which is in a constant battle for survival against its competitors. A key finding of the study is that the socio-cultural background of employees plays a crucial role in shaping their approach to knowledge sharing.
Recommendations 

The study underscores the importance of giving careful consideration to diverse religious backgrounds and other socio-cultural differences to enhance knowledge sharing, as these factors significantly impact the majority. Additionally, it's crucial for managers to recognize and prioritize the socio-economic characteristics of candidates during the hiring process, although this should not overshadow the candidates' skillful competencies. The adoption of ICT tools is strongly advocated to facilitate the sharing of knowledge, ideas, and innovations. Furthermore, implementing PPs as a policy should promote thorough documentation of records for future reference, addressing the challenge employees face in collaborating with colleagues on complex tasks.
References

Ahrend, N, Pittke, F.& Leopold, H. (2014). Barriers and strategies of process knowledge

sharing in public sectors organisation. MultikonferenzWirtscaftsinformatik www.

Alves, R. B. C., & Pinheiro, P. (2022). Factors influencing tacit knowledge sharing inresearch groups in higher education institutions. Administrative Sciences, 12(3), 89.         MDPI AG. Retrieved from http://dx.doi.org/10.3390/admsci12030089
Anand,A., Walsh,I., & Moffett, S. (2019). Does humility facilitate knowledgesharing? Investigating the role of humble knowledge inquiry and response.Journal of Knowledge Management, 23 (6), pp.1218-1244.ff10.1108/JKM-06-2018-0353ff.

Andolsek, D.M. (2015).In an organisation from the perspective of the individual.InternationalJournal of Cognitive Research in Science, Engineering and Education 3(2) http://zenodo.org.

Appel-Meulenbroek, R., Weggeman, M.&Torkkeli, M. (2018). Knowledge sharing behaviour within organisations; a diary-based study of unplanned meetingsbetween researchers, Knowledge Management Research & Practice, 16(2), pp. 267-279, DOI: 10.1080/14778238.2018.1459254.
Assefa, T., Garfield, M. & Mashesha, M. (2013). Barriers of knowledge management amongemployes: the case study of commercial bank in Ethiopia. Journal of Information andKnowledge Management 12(2). 1350014-24. www.worldscientific.com
Badawy, T.A & Magdy, M. M. (2015). The practice of knowledge management in privatehigher education in knowledge sharing in public sectors organisationstutionsin Egypt: the demographics effect. International Journal of Business Administration,6(2), Pp 96-105
Bart, V.H., Alexander, P. S. & Stojan, S. (2012). What one feels and what one knows; the information emotions on attitude and intention towards knowledge sharing. Journal of         Knowledge Management, 16(1) 148-158.

Berrell, M. (2021). National culture and the social relations of anywhere workingWADEmatheson, Australia.DOI: 10.4018/978-1-7998-4159-3.ch002

Blackman, D., Kennedy, M., Burford, S. & Ferguson, S. (2013). Introduction to the specialsymposiumon knowledge management and public administration: good bedfellows orpotential sparringpartners. International Journal of Public Administration, 36(3). pp. 151-154.

Bleeker, A. (2019). Strengthening ICT and knowledge management capacity in support of the sustainable development of multi-island Caribbean SIDS”, Studies and Perspectives series-ECLAC Subregional Headquarters for the Caribbean, No. 81 (LC/TS.2019/115 –LC/CAR/TS.2019/4), Santiago, Economic Commission for Latin America and theCaribbean (ECLAC), 2019.

Boatang, H., Dzandu, M. D., & Agyemang, F. G. (2015).The effect of demographic variableson knowledge sharing.Library Review, 64(3), 216-228.

Bordia, P., Irmer, B. E., & Abusah, D. (2006). Differences in sharing knowledgeinterpersonally and via databases: The role of evaluation apprehension and perceived benefits. European Journal of Work and Organisational Psychology, 15(3), 262-280.

Bratianu, C. (2019). Exploring knowledge entropy in organisations.Management Dynamic in 

the Knowledge Economy, 7(3), pp. 353–366.

https://dx.doi.org/10.25019/MDKE/7.3.05
Castaneda, Delio& Ramirez, Camilo.(2021). Cultural Values and Knowledge Sharing in the Context of Sustainable Organizations. Sustainability.13(14). 7819.

https://www.mdpi.com/journal/sustainability
Castaneda, D.I. & Toulson, P. (2021), Is it possible to share tacit knowledge using information and communication technology tools?. Global Knowledge, Memory andCommunication, 70 (8/9), pp. 673-683. https://doi.org/10.1108/GKMC-07-2020-0102
Chaiyabut, P. (2013). The effect of the national culture on the international business. International Scholarly andScientific Researcch & Innovation (8). 2013.

Dawes, S.S., Cresswell, A.M., and Pardo, T.A. (2009). “From need to Know” to “Need to Share”: tangled problems, information boundaries, and the building of public sector        knowledge networks," Public Administration Review (69:3), pp. 392-402.

Essay, U. K. (2018).importance of culture essay. http://wwwukessays.com
Feyen, E.,  Frost, J., Gambacorta, L., Natarajan, H. &Saal, M. (2021). Fintech and the digital transformation of financial services: implications for marketstructure and public policy. BIS Papers No 117, Monetary and Economic Department. www.worldbank.org
Fischer, C. (2020). Incentives can't buy me knowledge: The missing effects of appreciation and aligned performance appraisals on knowledge sharing of publicemployees. Review of Public Personnel Administration (forthcoming)

Flemming, P. (2016). Similarities and differences between public and private sectorsleadershipstrategies in the Carribean: empirical findings on the link between leadership,culture and performance. http://www.researchgate.net.
Galan, N. (2023). Knowledge loss induced by organisational member turnover: a review of

empirical literature, synthesis and future research directions (Part I), The Learning Organisation, Vol. 30,  No. 2, pp. 117-136. https://doi.org/10.1108/TLO-09-2022-0107.
Hall, Paula & Ellis, Debbie (2022)Knowledge sharing enablers in small business networks.

International Journal of Knowledge Management 18(1).

http://creativecommons.org/licenses/by/4.0/
Handoyo, S. (2018).The role of national culture in national innovative capacity.TheAsian Journal of Technology Management (AJTM). 11. 137-149.10.12695/ajtm.2018.11.2.6.

Hodger, A. (2017). Opportunities for women: challenging harmful social norms andgender stereotypes to unlock women’s potentials. http://www.unilever.com.
Hofstsede, G. (1984). Cultures consequences: international differences in work-related values.Beverly Hills, C.A: Sage publication.
Hofstede, G. (1980). Culture’s consequences: International differences in work-related values. Beverly Hills, CA: Sage

Ibidunni, A. S., Kolawole,A. I., Olokundun,M. A., &Ogbari, M. E. (2020). Knowledge transfer and innovationperformance of small and medium enterprises (SMEs): An informal economy analysis, Heliyon,6(8).

https://www.sciencedirect.com/science/article/pii/S2405844020315838
Khan, M. & Panarina, E. (2017). The role of national cultures in shaping  the corporate management cultures: a four countries theoretical analysis. Journal of Eastern European and Central Asian Research.4(1). 10.15549/jeecar.v4i1.152.

Kish, L. (1995).Survey sampling.Wiley, New York.Lužar, Magda &Gorenc Z, Annmarie. (2020). Trust and Knowledge Sharing of Employees in Organizations. Revijazauniverzalnoodličnost. 9. 211-224. 10.37886/ruo.2020.013.

Mahfodh, A. B. S. B., &Obeidat, A. M. (2020).Knowledge sharing tools and their impactonenhancing organizational performance.International Journal of Academic Researchin Business and SocialSciences. 10(9), 91-112

http://dx.doi.org/10.6007/IJARBSS/v10-i9/7708
Mallasi, H. & Ainin, S. (2015). Investigating knowledge sharing behaviour in academicenvironment.Journal of Organisational Knowledge Management, 2015.

http://www.ibimapublishing.com/journals/JOKM.html
Marouf, L. (2015). Employee perception of the knowledge sharing culture in Kuwaiti        companies: effect of demographic characteristics.Libres 25(2) 105-118.

Massingham, P. R. (2018). Measuring the impact of knowledge loss: A longitudinal study.Journal of Knowledge Management, 22(4), 721–758. https://doi.org/10.1108/JKM-08-2016-0338.

Matijević, S., Raguž, I. V &Filipovıć, D. (2015).The role of national culture in contemporary business environment.

Muhammad, S. S., Eric, T., Cheong,R.,& Eric W.K., (2018). Criticalareas of knowledge loss when employees leave in the oil and gas industry, Journal of Knowledge Management,https://doi.org/10.1108/JKM-08-2017-0373
Naznin, T. & Bhabani, S. N.(202). Gender stereotypes and their impact on women’s career progressions from a managerial perspective.IIM Kozhikode Society &Management Review 10(2) pp 192–208. Journals.Sagepub.Com.
Nonaka, I. (1991). The knowledge creating company.Harvard Business Review, 69(6), 96-104

Olowodunoye, S. A. (2015). Knowledge sharing behavior: the role of the self-efficacy, organisational justice and organisational tenure. European Scientific Journal 11(17) pp.254-264

Opeke, R. O & Ajayi, T. B (2017). Identifying knowledge sharing enabler in a knowledge 

intensive insurance company in Lagos State. Lagos Journal of Library andInformation Science 4(1&2) pp. 54-66.

Owusu, A., Martin & Louw, L. (2017). The influence of national culture onorganisational culture of multinational companies. African Journal of Business and Economic Research.5.(10).1080/23311886.2019.1623648.

Pee, L.G & Kankanhalli, A. (2016). Interactions among factors influencing knowledgemanagement in public-sector organisations: A Resource-Based View, Government Information Quarterly, 33 (1), pp. 188-199

Praveen, J. & Ravi, K. (2013).Understanding the knowledge sharing barriers in organisation: afuzzy AHP approach.

Plínio Silva de Garcia, Oliveira, M.&Brohman, K. (2022). Knowledge sharing,hiding and hoarding: how are they related?,Knowledge Management Research & Practice, 20(3), pp. 339-351, https://doi.org/10.1080/14778238.2020.1774434.
Rubin, O. (2017).National culture, organisational culture and the role of the management.http://bbvaopenmind.com.
Savolainen, R. (2017). Information sharing and knowledge sharing as communicativ activities. Information Research, 22(3), paper 767.

http://www.webcitation.org/6tTRz0IcS).

Shafaat, H. (2018). Managing Communication Challenges in Multicultural Organisations".International Journal of Media, Journalism and Mass Communications(IJMJMC), 4(2), pp. 44- 49. http://dx.doi.org/10. 20431/2455-0043.0402005.
Steffen, S. J.  (2016). Becoming a knowledge-sharing organisations: A handbook forscaling up solution through knowledge capturing and sharing.http://openknowledge.worldbank.org.
Thomas, A., & Vikas G. (2022). Tacit Knowledge in Organizations: Bibliometrics anda Framework-Based Systematic Review of Antecedents, Outcomes, Theories, Methods and Future Directions. Journal of Knowledge Management 26: 1014–41.
Tohidi, H. & Jabbari, M. M. (2012).The importance of innovation and its crucial role in growth, survival and success of organisations. Procedia Technologi 1. 535-538 ppwww.sciencedirect.com.

Van den Hooff, B., Elving, W. J. L., Meeuwsen, J. M., & Dumoulin, C. M. (2003). Knowledge sharing in knowledge communities. In M. H. Huysman, E. Wenger, & V.Wulf (Eds.), Communities and technologies (pp. 119-142). 

15

