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Fayrouz Abousweilem (Jordan)

DRIVING REMOTE TEAM

SUCCESS THROUGH KNOWLEDGE

MANAGEMENT PRACTICES
IN THE JORDANIAN HIGH-TECH
INDUSTRY

Abstract

This study aims to investigate the influence of remote work on team effectiveness in

high-tech enterprises in Jordan, specifically focusing on knowledge management as a

mediator. The study utilized a quantitative research design, with 254 participants active-
ly participating in remote work settings across high-tech firms in Jordan. The sample

was chosen based on the participants’ personal experiences with remote work arrange-
ments, which provide valuable insights into the interplay between remote working

conditions and team dynamics. The paper designed a structured questionnaire to elicit
responses from employees about the variables under investigation. The survey data

were analyzed using SmartPLS4 to validate the theoretical framework and research hy-
potheses. The results show a significant positive relationship between remote work and

team effectiveness, as well as an improvement in knowledge management practices

under telework conditions. Knowledge management practices refer to communicative

activities regarding the systematic collection, organization, sharing, and application of
knowledge resources. The importance of effective knowledge management practices is

realized in remote settings, primarily through increased team efficiency and productiv-
ity. These results are statistically significant (p = 0.000), which stresses the importance

of effective remote teamwork with regard to knowledge management.

Keywords digital work environment, virtual team practices,
organizational communication, high-tech industry
JEL Classification M15, M54, 033

INTRODUCTION

The organizational work environment in modern business is chang-
ing, with remote work slowly becoming an adoptable norm. The shift
from geographical dispersion has fundamentally altered team dynam-
ics and organizational operations. Remote work is the act of moving
to a physical location; it greatly affects the interaction of relationships
within the team, the processes of collaboration, and day-to-day busi-
ness in general. The business world is increasingly leveraging oppor-
tunities that enhance flexibility and extend reach, underscoring once
more the criticality of effective teamwork and communication. This
directly affects team productivity and ultimately leads to organiza-
tional success. However, such telecommuting poses challenges, pri-
marily in terms of effective knowledge management and its distribu-
tion between appropriate control and team members.

Knowledge management is broad because it means all possible means
and ways of communication, cooperation, and sharing of knowl-
edge, including databases, intranets, or platforms for collaboration.
An organization, through its effective knowledge management strat-
egy, would bridge the gap of physical distance by motivating staff
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members to share further helpful knowledge and skills and be more productive and innovative. Most
traditional knowledge management strategies prove ineffective in such virtual environments; hence,
new methods are critical if knowledge is to remain a key asset in enhancing team performance. Under
these circumstances, it is essential to determine how remote work environments would influence a
team’s performance and how knowledge management could bridge the gap to enhance its effectiveness.
Papadopoulos and Panakia (2022) and Garro-Abarca et al. (2021) have discussed the dynamics of re-
mote teams and the role played by virtual environments in changing the traditional work process. This
effort underscores the role of knowledge management in supporting the special issues telework raises

and enabling the realization of its potential to boost team performance.

1. LITERATURE REVIEW

AND HYPOTHESES

As remote work settings rise, there is a growing
interest in understanding the effects they have
on team performance. According to Orsini and
Rodrigues (2020), the psychological needs of re-
mote teams need to be addressed for motivation
and well-being. Lang et al. (2022) also highlight
the significance of interventions that enable su-
perior team performance and employee welfare
in distributed virtual teams with an increased
inclination toward remote work. In addition,
virtual teams can improve the learning compe-
tence, creative thinking, and task completion of
team members, thereby increasing remote work.
Furthermore, Kniel and Comi (2021) define as-
pects related to distributed collaboration and the
performance needs of virtual teams that stress
factors influencing the effectiveness or high per-
formance of decentralized groups. Murdoch-Kitt
et al. (2020) highlighted how aspects of the design
process foster teamwork between remote teams
whose systemic thinking and making the invis-
ible visible may lead to higher levels of perfor-
mance within the group. Along with that, Bierly et
al. (2009) highlight the agility of virtual teams in
new product development and innovation and, in
addition, request more adaptable arrangements to
meet performance standards.

The remote work environment can improve team
performance through flexibility and freedom
(Greene & Sanderson, 2023). In this work system,
employees can maximize their productivity dur-
ing their peak hours, irrespective of traditional of-
fice schedules, thereby promoting fairness and effi-
ciency in performance (Afridi et al., 2023; Patanjali
& Bhatta, 2022). In addition, hiring talent from a
worldwide landscape leads to teams that are not on-
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ly competent but also offer diverse viewpoints, im-
proving creativity and innovation potential (Sarkar
& Kedas, 2023). It also eliminates stress and loss of
time due to daily commutes, which improves the
mental health conditions of employees while en-
abling a proper work-life balance (Albreiki et al.,
2023; Emre & De Spiegeleare, 2021). Moreover, or-
ganizations can channel the saved money in terms
of reduced needs for physical office space to re-
sources that support the output of teams direct-
ly (El khatib & Alzoubi, 2022; Ardon et al., 2022).
Properly implemented, this modern form of work-
ing yields more job satisfaction and staff retention,
which then translates to an efficient team.

The reduction of daily commutes also removes
stress and time losses, improving employees’
mental health conditions while enabling a proper
work-life balance (Albreiki et al., 2023; Emre & De
Spiegeleare, 2021). This requirement for suitable
digital communication and collaboration tools in
remote settings also contributes to the streamlin-
ing of processes so that teams stay linked together.
Furthermore, organizations can allocate the cost
savings from reduced physical office requirements
to resources that directly support team output
(El khatib & Alzoubi, 2022; Ardon et al., 2022).
Properly implemented, this contemporary form of
work can result in greater job satisfaction and staft
retention, which translates to an efficient team.

Contrastingly, Agarwal (2022) discusses several
approaches to overcoming challenges with re-
mote work, such as weaving performance reviews
into weekly conversations and setting technology
norms, along with training managers on how they
can organize meetings and projects. This is con-
sistent with the results of Bierly et al. (2009), who
note that goal clarity and familiarity affect team
satisfaction, which may influence virtual teams’
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performance. Remote work environments have
both positive and negative impacts on team per-
formance. Although employer interventions can
be implemented to enable effective team perfor-
mance and the well-being of individual remote
workers (Lang et al., 2022). There are challenges
related to remote work that influence productivity
and communication among employees (Atti et al.,
2022). Communication effectiveness and employ-
ee welfare may decrease in remote work environ-
ments, which can be linked to reduced efficiency
(Fialho, 2022). Moreover, the absence of non-ver-
bal cues during social interactions in remote work
makes it more difficult to establish trust and cred-
ibility, which leads to poor relationship building
within teams. Nevertheless, remote work also has
advantages, including flexibility for employee sat-
isfaction and global talent access.

Different countries and sectors introduce remote
work differently, with a special emphasis on knowl-
edge-based industries like management education
(Iwashita, 2021). Information and communication
technologies have become more popular, as has the
need for e-skills, a prerequisite for successful remote
work (Danielak & Wysocki, 2022). Researchers
have also investigated the psychological well-be-
ing of remote workers, leading to an increased
understanding of certain management practices,
remote work, and crisis management (Bouchard
& Meunier, 2023). Furthermore, practices signifi-
cantly influence the impact of human resource
management policy choices on the sustainabil-
ity of remote workforce (Onnis, 2017). Knowledge
management, as such, refers to the intentional and
systematic alignment of an organization’s people,
technology, processes, and culture to further their
common purpose of creativity and value to the or-
ganization. This management integrates all the ac-
tions involved in identifying, capturing, analyzing,
recovering, and sharing an enterprise’s information
resources using a single approach. These resources
may be in the form of databases, documents, poli-
cies, procedures, or established practices specific to
the rate workers. Dalkir (2013) clearly states that
intellectual assets enhance the competitive edge or
performance of the organization.

The value of middle management leadership mod-

els in preventing psychosocial risks and maintain-
ing work-life balance through remote working
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has been identified as an important contribution
(Aboalganam et al., 2024; Alzghoul et al., 2023a;
Spagnoli et al.,, 2021). Additionally, Sofianti et al.
(2023) highlighted the framework for measuring
remote work benefits and determining factors that
are significantly associated with knowledge man-
agement. This is consistent with the idea that cre-
ating a culture of knowledge sharing by managing
people effectively has become critical in organiza-
tions (E. Cabrera & L. Cabrera, 2005; Khawaldeh
& Alzghoul, 2024). Knowledge sharing has com-
plicated needs that require human resource pro-
fessionals to collaborate with top managers and
line managers in developing practices between
knowledge-sharing activities across functions
(Self et al., 2015). Remote work challenges and dif-
ficulties have been discussed as well, such as the
supervision of remote employees’ performance,
training for those who oversee distant workers,
and a culture that is conducive to telecommuting
(Agarwal, 2022; Alshaar et al., 2023). Furthermore,
Arslan et al. (2021) demonstrated that relationship
management results in better knowledge produc-
tion and dissemination, as well as increased trust
building with a lower level of conflict.

In this respect, sound knowledge management
practices work with better-performing teams. Lee
et al. (2010) established a positive association be-
tween team knowledge sharing and better team
performance. Jamshed and Majeed (2019) found
a significant correlation between the team’s im-
proved performance and knowledge sharing prac-
tices. Moreover, A. Mehta and N. Mehta (2017)
demonstrated that knowledge integration has a
positive impact on team performance. Han et al.
(2018) proved that knowledge sharing mediated
the linkage between shared leadership and team
performance. Besides, Huang et al. (2013) found
that the positive influence of transitive memory
systems on team performance was through knowl-
edge management results. In addition, Shahzad et
al. (2023) integrated the ability-motivation-oppor-
tunity theory with knowledge management litera-
ture, arguing that knowledge-intensive HRM sys-
tems lead to improved performance through team
productive processes like exploration and exploi-
tation of teams’ knowledge bases. Furthermore,
Neto et al. (2019) have demonstrated a connection
between organizational learning and team effec-
tiveness through knowledge management strat-
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egies that support agile teams in acquiring and
sharing performance information. Hu and Randel
(2014) eventually demonstrated the mediation of
social capital and extrinsic incentives into knowl-
edge sharing, which is based on team innovation
and performance.

Recent studies found that knowledge manage-
ment practices improve performance (Alzghoul et
al., 2018; Elrehail et al., 2018). Introducing knowl-
edge-intensive HRM systems may raise the poten-
tial performance due to team reflexivity, knowl-
edge sharing, and adaptability (Shahzad, 2022).
Furthermore, knowledge management in cre-
ation, sharing, acquisition, implementation, and
storage improves overall performance (Sultana,
2023). Moreover, knowledge management prac-
tices influence innovation through top manage-
ment measures, strategic knowledge management,
knowledge-driven learning, and knowledge shar-
ing (Kimani, 2021). Knowledge management prac-
tices positively affect the correlation between team
performance, effective information sharing, inno-
vation, and organizational effectiveness.

Investigating the linkage between remote work
environments and team effectiveness, previous
studies consider knowledge management prac-
tices as an intervening factor. Various earlier
studies have pointed out this relationship. For
example, Jamshed and Majeed (2019) found that
the association between team culture and per-
formance is influenced by knowledge sharing.
Therefor indicating a significant role of knowl-
edge management in improving team productiv-
ity. Monzani et al. (2022) measured positive man-
agement practices against traditional ones in dis-
located work situations and found that the for-
mer led to greater performance, loyalty, and task
efficacy perception, indicating the importance of
good management in remote settings. Adikaram
and Naotunna (2023) further highlighted the im-
portance of HR policies and practices, including
knowledge management, which would support
remote working properly. In addition, Kniel and
Comi (2021) stated that shared understanding
is the key to knowledge management in remote
teams, as it requires trustworthiness, transpar-
ency, and project management. Matikainen et
al. (2023) analyzed knowledge-related tensions
in remote work settings during the COVID-19
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pandemic and extended the understanding of
knowledge work within a distance setting as well
as management of related conflicts. However,
Nyfoudi et al. (2022) revealed that team-level ar-
chitectural knowledge mediated the connection
between managerial coaching skills and team
performance, which highlighted the mediation
role of knowledge in improving remote teams’
performance.

Moreover, Shea et al. (2023) have discovered that
knowledge management is critical in organiza-
tions, especially with regard to innovation and
communication. Whillans et al. (2021) emphasize
experimentation and continuous learning in vir-
tual teams because flexible knowledge manage-
ment can lead to better performance and innova-
tion in remote work. Galanti et al. (2021) demon-
strate how knowledge management can improve
employee experience and minimize the stress of
remote work due to increased productivity and
collaboration. Previous studies have demonstrat-
ed that knowledge management plays a vital role
in employee performance within different indus-
tries, such as digital startups, healthcare, and in-
formation technology. Alzghoul et al. (2023b) have
discovered that knowledge management practices
can reinforce the link between organizational
culture and performance. Thus, knowledge man-
agement practices serve as a mediator between
remote work conditions and team performance
by supporting communication and information
sharing. Thus, the study is to investigate how re-
mote work and knowledge management practices
influence team performance. Based on above, the
following hypotheses are proposed:

HI: Remote work environments are positively as-
sociated with team performance.

H2: Remote work environments are positively as-
sociated with the effective implementation of
knowledge management practices.

H3: Effective knowledge management prac-
tices are positively associated with team
performance.

H4: Knowledge management practices mediate
the relationship between remote work envi-
ronments and team performance.
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2. METHOD

This study utilized a quantitative approach to in-
vestigate and delve into the relationships between
various variables in Jordan’s high-tech sector. The
study collected data from a broad and represen-
tative sample of this industry, making the results
accurate and applicable. Respondents were ran-
domly drawn from the dynamic world of Jordan’s
high-tech companies in Amman, which included
2,718 employees. An official email was sent to 350
employees, inviting them to take part in the study.
The study sampled 259 respondents, of whom 254
were considered suitable for analysis. Ethical con-
siderations guided the entire data collection pro-
cess. Participants’ anonymity was guaranteed, as
was the confidential nature of their answers, cre-
ating a climate of trust and openness. Podsakoff
et al. (2014) recommended this measure to elicit
authentic responses and prevent the tendency to-
ward socially desirable answers.

The study relied on a plethora of empirical evidence
and employed the SEM and PLS methods to ana-
lyze empirical evidence. The questionnaire (Table
Al, Appendix A) was the main way of collecting da-
ta, and it was created based on a Western research
paradigm (Table 1). The questionnaire items were
selected and modified to align with the study objec-
tives; this was done to make sure that respondents
would correspond based on the aim and nature
of this study. Two linguistic experts with a back-
translation method were relied on to maintain the
original meaning and intactness of the questions’
content, ensuring translation accuracy. A pilot sur-
vey of the data collection process was conducted by
testing 20 people on clarity, relevancy, and potency
in questioning. The feedback from this preliminary
stage resulted in rather small yet significant chang-
es to the questionnaire, which increased its consis-
tency with research objectives.

Table 1. Measuring instruments

No.: Construct : Items ! Adapted from
1. Remotework . 7 . . .Inguscietal (2023)
‘ Team 1 ¢ Driskell et al. (2010) and Shiau
Performance vionn.and Huang (2023)
: Knowledge © g Gold et al. (2001) and Shea et
i Management : al. (2023)

Table 2 provides a detailed look at the respondent
demographics. The majority are male, 58.3% (148
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respondents), compared to 41.7% (106 females).
Besides, the majority are in their mid-careers,
particularly those aged 25-35, who account for
37.80% (96 people) of the group. Then, the 36-
45 year age bracket is also well represented, with
33.85% (86 people), while those under 25 and over
45 are less common, at 9.45% and 18.90%, respec-
tively. Regarding education, a large portion of the
respondents, 79.1% (201 people), hold a bachelor’s
degree. This is much higher compared to those
with a diploma or a postgraduate degree, 8.7% (22
people) and 12.2% (31 people), respectively, indi-
cating a strong leaning toward undergraduate ed-
ucation. In terms of years of service, there is a good
mix of experience levels. Those with 4-10 years of
service form the largest group at 38.9% (99 people).
Following them are individuals with more than 10
years of service (34.3%, 87 people) and those with
less than three years (26.8%, 68 people), suggest-
ing a balanced representation of both relatively
new and experienced professionals in the group.

Table 2. Demographics results

Variable Frequency Percentage
Gender
Male : 148 58.3
e e
Age
Less than 25 years ; 24 9.45
2535years 98 3780
36-4syears R O .. I
Above 45 : 48 18.90
Educational level
Diploma degree 2 BT

1

Postgraduate degree o 31
Years of service
Less than 3 years ; 68 26.8
Adoyears 99389
Above 10 years ; 87 34.3
3. RESULTS

The results of the measurement model presented
in Table 3 offer insight into the variables stud-
ied. The item loadings for remote work are suf-
ficiently large, all above 0.7, indicating strong
individual item reliability (Hair et al., 2019). In
addition, the combination of a high Cronbach’s
alpha value (0.91) and a composite reliability
level (0.88) indicates that the remote work scale
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has been confirmed to be a reliable construct, ac-
cording to Hair et al. (2019). Moreover, the AVE
value of 0.72 is above the recommended level of
0.50, and it represents good convergence valid-
ity that a major part of the variance for remote
work items reflects on the latent construct (Hair
et al., 2016). The item loadings for team perfor-
mance are acceptable, with values ranging from
0.709 to 0.833. This suggests an overall solid and
stable association between the items as well as
the construct in question. Although the lowest
among all three constructs, its Cronbach’s alpha
equals 0.75, which indicates reasonably high in-
ternal consistency, whereas composite reliabil-
ity measures 0.82, meaning that this is a reliable
construct. The AVE for team performance is
0.68, which not only fulfills but even overtakes
the criterion. In contrast, the knowledge man-
agement construct identifies some opportuni-
ties for possible further development. However,
the majority of item loadings exceed the accept-
able threshold, resulting in the deletion of three
items due to insufficient loading. However, the
total reliability is high, with a Cronbach’s alpha
of 0.90, and composite reliability is estimated to
be 0.74. With an AVE of 0.63, the threshold is
exceeded, and it can be confirmed that there is a
high shared variance in retained items.

Table 3. Indicator reliability and convergent validity

LatentVariabIe§ Outer :Cronbach’s:Composite:

§ Loading Alpha %Reliability% AVE
Remote Work 0.91 0.88 :0.72
0.75 0.82  0.68

Problems and Perspectives in Management, Volume 22, Issue 2, 2024

0.90 0.63

Knowledge Management

As to discriminant validity, this study adopted the
heterotrait-monotrait ratio (HTMT) approach. The
HTMT is used to show the discriminant validity of
the constructs (Table 4). The values under the catego-
ries of remote work, team performance, and knowl-
edge management are all well below the 0.85 con-
servative threshold to indicate that each construct
clearly differentiates itself from others (Henseler et
al,, 2015). In particular, remote work has low HTMT
values with team performance (0.514) and knowl-
edge management (0.578), while team performance
and knowledge management also show clear dis-
criminant validity with HTMT values of 0.612 and

LS V4 SR S 0.647, respectively. This shows that the measurement
Ei T S e model correctly captures unique components of all
A A constructs without significant cross-loadings.
LS NN i S S Table 4. Discriminant validity by HTMT

TP i 0BT b

TP i OTAS b Variables 1 2 3
e 10833 ¢ o E 1 i Remote Work 0.722

TP10 0.907 2 i Team Performance 0514 | 0623

tp11 . o813 . 3 | Knowledge Management 0578 | 0612 @ 0647
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Table 5 provides an insightful perspective on
structural model testing, primarily focusing on
emancipating the relations between the constructs.
This study used Smart PLS4 to evaluate the struc-
tural model in accordance with the methodology
of Hair et al. (2019). This involved the PLS-SEM
algorithm to validate the proposed model. The
analysis employed the bootstrapping technique
proposed by Preacher and Hayes (2008) as a meth-
od of choice for measuring path coefficients. This
method proves particularly potent in testing the
hypotheses with SEM, yielding a better estimate
of the significance levels for path coefficients. The
bootstrapping method had 5,000 resamples under
the SmartPLS procedure, which is a stringent ap-
proach with arguably better p-values and t-values.

Table 5 shows the results of the hypotheses testing.
The path from remote work to team performance
demonstrates a strong relationship (an original
sample coefficient of 0.584, a t-statistic of 6.328,
and a p-value of 0.000), firmly supporting the first
hypothesis. Similarly, the path from remote work
to knowledge management is also significant, as
evidenced by a high t-statistic of 9.368 and a p-val-
ue of 0.000. Thus, the second hypothesis is sup-
ported. Lastly, the relationship between knowl-
edge management and team performance is also
validated with a t-statistic of 2.104 and a p-value of
0.000; therefore, the third hypothesis is supported.

Table 6 presents the mediating effect analysis, fo-
cusing on the paths involving remote work, knowl-
edge management, and team performance. This
analysis is crucial for understanding how knowl-
edge management may mediate the relationship
between remote work and team performance. The
sample mean of 0.824 and the original sample

Table 5. Hypotheses testing

path coefficient of 0.581 showed that knowledge
management has a strong and positive mediating
effect on the relationship between remote work
and team performance. The standard deviation of
this path is relatively low (0.058), suggesting con-
sistency in the mediation effect across different
samples. The t-statistic value of 2.241, significant-
ly above the commonly accepted threshold of 1.96
for statistical significance, further strengthens the
reliability of this finding. Moreover, a p-value of
0.000 decisively suggests that the mediating effect
of knowledge management in the remote work-to-
team performance relationship is statistically sig-
nificant. Therefore, H4 was supported.

4. DISCUSSION

The study investigated how work environments in-
fluenced team performance, especially through
knowledge management practices. Four hypotheses
about different aspects of this relationship were test-
ed using a structural model analysis in SmartPLS4.
These results help one understand the interactions
between a remote work environment and knowledge
management practices that impact team perfor-
mance. The results validated H1, suggesting a posi-
tive relationship between remote work environments
and team performance. The current result came in
line with Garro-Abarca et al. (2021) and Lang et al.
(2022). The results suggest that remote work arrange-
ments enhance team efliciency since this can add
flexibility and autonomy. Contrary to popular be-
lief, working remotely enhances interactions within
groups. On the other hand, H2 indicated that remote
work settings are positively correlated with efficient
knowledge management practices. It was found that
Sofianti et al. (2021) supported this finding. Probably

Path Original sample Sample mean Standard deviation t-statistic Result
RW = TP 0.497 0.097 6.328 Accepted
RW = 2 5 368 Accept
KM = TP 0.506 0.081 2.104 Accepted
Note: RW = remote work; KM = knowledge management; TP = team performance.
Table 6. Testing the mediating effect
Path . Original sample | Sample mean Standard deviation | t-statistic p-value Result
RW - KM - TP 0.581 0.824 0.058 2.241 0.000 Accepted

Note: RW = remote work; KM = knowledge management; TP = team performance.
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due to the inherent challenges experienced in remote
working, effective communication and sharing of in-
formation are encouraged, hence a culture of knowl-
edge management.

Consistent with the hypothesis H3, positive links be-
tween knowledge management practices and team
performance were identified. This result stresses the
importance of knowledge management in enhanc-
ing team performance (Jamshed & Majeed, 2019;
Neto et al., 2019; Shahzad et al., 2023). One of the
main benefits of successful knowledge management
enables a team to have sufficient information and
expertise. These consequences directly affect their ef-
ficiency as well as effectiveness. Next, H4 was con-
cerned with the mediating role of knowledge man-
agement practices in the relationship between remote
work environments and team performance. The hy-
pothesis was supported: knowledge management
has a significant mediating effect on remote work-
ing that positively influences team performance. The
current findings align with previous ones (Galanti et
al,, 2021; Nyfoudi et al., 2022; Whillans et al., 2021).
Remote work adoption alone would not be sufficient,
as strong knowledge management strategies need
to accompany it so full benefits can be achieved for
team performance.

Problems and Perspectives in Management, Volume 22, Issue 2, 2024

This study illuminates how remote work, knowledge
management, and team performance interact when
time is limited. Future studies can elaborate on the
discussed limitations. The findings™ generalizability
might be flawed because of the limited diversity in
the study sample. In addition, the study design does
not allow one to determine cause and effect over
space or time. The study used self-reported data for
team performance and knowledge management, po-
tentially leading to bias in the conclusions. This study
also paid more attention to some features and pos-
sibly disregarded other critical factors, such as or-
ganizational culture or tech infrastructure. Future
research could take various directions, such as un-
dertaking longitudinal studies to monitor variants,
expanding these dynamics in diverse industries and
cultural settings for generalization purposes, and in-
cluding further dimensions, such as employee satis-
faction levels and leadership styles. Deeper qualita-
tive analyses would provide further insight into the
nature of remote work and knowledge management.
Comparing remote work to fixed places of employ-
ment could also shed more light on how knowledge
management strategies vary depending on work lo-
cations. These studies should also take into account
the rapid evolution of technology and how it influ-
ences these relationships.

CONCLUSION

The current study tested knowledge management practices as a mediator for the relationship between remote
work settings and team performance in the high-tech-based industry of Jordan. Accordingly, rigid quanti-
tative analysis substantiated the hypotheses, indicating that remote work settings are not only effective for
enhancing team performance but also serve as an ideal medium through which effective knowledge man-
agement practices can be implemented. The results emulated how such remote work settings claim to boost
team performance through flexibility, autonomy, and effective collaboration. This is affirmed by a significant
statistical relationship between the implication on the people working remotely from different regions and
team performance, which proves it is a valid claim. The study further confirmed a positive correlation be-
tween remote work environments and the effectiveness of knowledge management practices.

This study stresses the key role of knowledge management in enhancing team performance. From the per-
spective of systemic knowledge sharing, capturing tacit knowledge, and keeping repositories updated, good
practices of knowledge management go directly into the effectiveness and adaptability of the team. Such a
link is vital because it places a lot of focus on managing knowledge as a key strategy resource in the organi-
zation. The study further revealed that knowledge management practices mediate the relationship between
remote work and team performance. This mediation suggests that it is not adequate to just adopt remote
working; instead, knowledge management systems should be generated in organizations to take maximum
advantage of the benefits associated with the remote working environment. Knowledge management prac-
tices have been found to aid a conducive flow of information, foster innovation, and accrue overall team
performance.
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APPENDIX A

Table Al. Study questionnaire

Remote Work Environment

ave the necessary tools and technology to perform my work effectively from a remote location.

eI that communication with my team is cIear and effective in a remote setting.

work schedule can be ﬂe><|bly managed whlle working remotely

e|ve sufﬁcnent support from my organlzatlon to handle remote work chaIIenges

am able to malntaln a healthy work life balance in my remote work arrangement.

emote work has |ncreased my produc‘nwty

i Team coIIaboratlon has remained effective desplte working remotely

Rikipipipip iy

7
Team Performance
.... 1 ur team consistently meets our set goals and targets.
2 here is a strong sense of unlty among team members

3 iTeam members are quick to solve problems when they arise.

here is a high IeveI of mutual respect among my team members.

ur team effectlvely adapts to new challenges and changes.

ommunication W|th|n the team is transparent and effectwe

eam members feeI motivated to contribute to team prOJects

ur team is comm|tted to producmg high- qual|ty work.

he team Ieverages individual strengths to enhance team performance

eedback W|th|n the team is used constructlvely to improve performance

11 ¢ Leadersh|p W|th|n the team effectwely directs and coordinates team achvmes.

Ripipipipipipip iy il i,

Knowledge Management

1 Our organizat‘ion effectively captures tacit knowledge from employees.

here is a systematic approach to sharing knowledge among team members

nowledge management practices contribute to continuous improvement in our orgamzatlon

mployees have access to necessary knowledge bases and databases

he organization regularly updates its knowledge repositories.

mployees are encouraged to share their expertlse and |nS|ghts

nowledge management tools are |ntegrated weII into our da||y work processes

alnlng se55|ons are conducted regularly to enhance knowledge sharing.

w employees are quickly mtegrated into the company through effectlve knowledge transfer

he organlzatlon utlllzes technology to faC|I|tate knowledge management.

here isa cuIture of trust that encourages the sharlng of knowledge

anagement supports and rewards the shanng of knowledge among employees

ployees are prowded with tlme to learn and innovate.

e company has formal processes in place for managing orgamzat]onal knowledge

owledge management practlces helpin reta|n|ng critical knowledge even when employees leave.

Rimpipipipipipipipipip i i i i,

xpertise.

mployees are encouraged to participate in decision-making processes, contributing their knowledge and

.
)
w
~
[,

he organlza‘uon measures the |mpact of knowledge management on performance outcomes

nowledge sharlng is seen as an essentlal part. of daily work routlnes

here are adequate IT systems to support knowledge creatlon and d|ssem|natlon

rossffunctlonal teams are effectlve in creatlng new knowledge.

rganlzatlonal pollcles faulltate the flow of knowledge across all levels.

he ~organization has a dedlcated team or |nd|V|dual responslble for managlng knowledge resources.

essons learned from past prOJects are documented and acce55|ble for future reference.

here are |ncent|ves for employees to engage |n knowledge sharmg act1V|t1es

oIIaboratlon tools are effectlvely used to enhance knowledge exchange.

he organlzatlon has clear strategles for knowledge acqwsmon from external sources.

nowledge management contr|butes to innovation and competitive advantage

i Thereis a clear link between knowledge management practices and the strategic goals of the organlzatlon

Rikpripipipipipipipipip i,
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