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Abstract  

 

Operations success and competitive advantage in the high-stakes mining trade depend 

on teams with outstanding performance. Although high-performance teams offer great 

value, their effectiveness over time may be difficult, especially with knowledge 

management challenges. The study works towards exploring knowledge management 

techniques that can support the mining industry’s high-performance teams in staying 

financially sustainable. 

 

This paper addresses certain aspects of knowledge management, including creativity, 

retention, and information sharing, that promote adaptability and resilience in the area of 

mining highly performing teams. Using a qualitative research approach, semi-structured 

interviews helped to collect information about well-performing teams of Impala 

Rustenburg Operations. Using the thematic analysis method, repeating themes and 

patterns in the answers showed what particular obstacles these teams face and the 

impact effective knowledge management makes in beating these obstacles. 

 

The results reveal that safeguarding team performance in the face of high turnover and 

irregular employment conditions, as well as technological advances change, requires the 

use of organised knowledge handling techniques, such as the development of a sharing 

information culture and effective expertise retention.   

 

The research contributes to a small amount of material on knowledge management in 

the mining industry and gives important suggestions for mining organisations seeking 

techniques to sustain the high performance of teams and productivity over time. 

 

This paper emphasises the advantages of establishing robust knowledge management 

systems specifically for the mining sector, which provide an outlet allowing businesses 

to not only preserve but significantly raise the value of top-performing teams. This study 

also points to future research issues, especially on how current technologies like artificial 

intelligence and data analytics may perhaps improve methods for managing knowledge 

in the mining industry. 
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Chapter 1   

 

1.1 Introduction to the Research Problem 

 
This section lays out the rationale for the study as well as its aims. It is necessary to 

establish the scope of the study and explain how the research problem relates to the 

research objectives. The purpose of this section is to lay forth the background of the 

research, defend the topic selection, and cite relevant literature. This chapter should 

encompass a business need and a theoretical justification for the research conducted.  

 

1.2 The Research Problem 

 

It is becoming increasingly important for sustaining high-performance teams in the 

mining business. Regardless of the impact or advantage, many firms struggle to 

accomplish their targets and maintain high performance for an extended period due to 

unsuccessful knowledge management techniques (Zhang et al., 2023).  

 

This research seeks to resolve the challenge of declining team performance by 

investigating barriers that hinder high-performing teams throughout their lifecycle, such 

as inadequate communication, insufficient sharing of knowledge, and the absence of 

structured knowledge management systems that can disrupt the rhythm of high-

performing teams. 

 

To counterattack the phenomenon of low productivity and poor team performance, not 

enough skill transfer, and not having knowledge management systems in place 

(Mowbray et al., 2020), the study attempts to find critical issues that prevent teams from 

working at their best, like lousy communication, to achieve their full capabilities and 

become the best for a long period. 
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 1.3 Purpose Statement 

 
The study intended to explore the challenges experienced by high-performing mining 

teams and to seek out solutions to these problems through focused knowledge 

management. For South Africa, mining became the heartbeat of the economy and gave 

the country a competitive advantage over other nations. According to all stakeholders, it 

is one of the most resource-rich countries globally and remains a critical economic sector. 

Even in its early years, South Africa was already a world leader in mineral production 

and export   (Okyere et al., 2021).  

 

As mentioned above, mining is part and parcel of South Africa's history. South African 

mining plays a pivotal role locally and benefits local populations. Furthermore, it reduces 

poverty and generates employment opportunities inside the country and in local 

communities. The local communities can directly benefit from these prospects by 

establishing businesses and indirectly by gaining employment in the mining sector 

(Conradie, 2020).  

 

In the mining sector, high-performing teams are essential for attaining operational 

excellence and sustaining a competitive advantage. Many businesses, however, 

encounter difficulties in maintaining the success of such teams throughout the years due 

to inadequate knowledge management strategies (Jyoti & Rani, 2017). 

 

1.4 Business Need for the Research 

 
The ultimate goal was to help these teams continue to perform at a high level. This study 

provides valuable insights for mining organisations looking to enhance team 

performance, reduce attrition, and boost total productivity. It offers techniques for efficient 

knowledge management. 
 

To assist mining firms in increasing team performance, decreasing turnover, and 

boosting organisational efficiency and profitability, this study intends to offer actionable 

insights by studying targeted knowledge management solutions. The findings will assist 

to contextualise how knowledge management can be leveraged to sustain high-

performing teams, ensuring long-term success in a highly competitive industry. 

 

It will look into the possibility of knowledge management by gathering useful information 

that can help mining companies become more productive (Mantje et al., 2023). Thanks 
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to these insights, we will better understand high-performance teams and how to help 

them maintain their performance in a competitive setting. 

 

1.5 Academic Need for the Research 

 

Over some time, high-performance teams tend not to perform as they usually do. This 

phenomenon occurs periodically, and I found it interesting to understand what causes it. 

Based on McGregor, Theory Y, and Theory X, a theory of motivation in human behaviour, 

it is assumed that Theory Y employees are self-driven people who take ownership and 

feel part of and contribute to society. It is believed that most people come to work to do 

good and render a service in exchange for remuneration. Theory X explains that there is 

a certain type of employee that needs to be supervised for them to do their work 

(Simmons, n.d.). 

  

Similarly, through observations, management changes break the momentum of high-

performance teams and lead to underperformance. Adaptive, high-performing teams can 

benefit from leadership's influence on their performance (Asbari, 2020). 

 

Knowledge management may help teams maintain their high performance even when 

members leave for other opportunities, which is especially useful when employees are 

transitioning from one team to another. Nothing or no sign that can reduce performance 

will go unnoticed (Sudiardhita et al., 2018).  

 

Team performance is affected by several factors, including pay, cultural shifts, team 

makeup, leadership, social demands, employee happiness, job satisfaction, and 

ownership (Sudiardhita et al., 2018). With the assistance of effective information 

management, which the study will also uncover, teams may continue to operate correctly 

and keep up their performance. To solve these challenges, teams will need to 

disseminate information and implement efficient knowledge management systems (Jyoti 

& Rani, 2017). Through the application of knowledge management, this study aims to 

pinpoint the elements that impede high-performing teams from continuing their success. 

(Salcinovic et al., 2022). 

 

Through the expansion of his knowledge management expertise, the researcher intends 

to achieve his goal of gaining a greater understanding of high-performing teams and the 

techniques that they employ to maintain high performance during their lifetime. As a 

result, the findings of this study will demonstrate that the performance of teams will be 
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maintained when there is knowledge management in place. The subsequent research 

will investigate a knowledge management plan to gain an understanding of how the 

performance of a team can be maintained over and over again. 

 

The author gathered data to determine if there is a need for knowledge management to 

ensure operational excellence and if knowledge management is the key to sustaining 

the high performance of the team.  

  

1.6 Context & Relevance of the Study 

 
People who want the same things must work together to solve their groups and the 

world’s problems. Teams naturally need to coordinate their efforts, support one another 

in reaching their goals, play it safe, think outside the box, and solve their challenges 

creatively (O’Neill & Salas, 2018). 

The success of mining firms is crucial, as mentioned earlier. The country's economy is 

highly dependent on resource exports. Therefore, companies must ensure the safe and 

efficient mining of these ore deposits (Zhu et al., 2023). For optimal performance, the 

literature also emphasises the crucial need for knowledge management in encouraging 

collaboration, transparency, and idea sharing (Chopra et al., 2021). 

The majority of mining businesses lack a formalised framework for managing their 

expertise. It results in knowledge that is not shared and creates silos that can destroy 

team effectiveness within an organisation (Shujahat et al., 2019). Mining firms need to 

grow more productive and adapt to the ever-changing business environment, and team 

performance is closely tied to that. Therefore, this research problem was chosen for that 

reason (Sung & Choi, 2012).  

 

Inadequate communication, lack of information sharing, bad leadership, and the lack of 

organised knowledge management systems are some of the obstacles that high-

performing teams face throughout their lifespan. Finding these obstacles and offering 

remedies to the issue of declining team performance is the goal of this research. 

 

This research seeks to deliver practical insights through the examination of specific 

knowledge management strategies. It seeks to assist mining firms in augmenting team 

performance, decreasing turnover, and enhancing organisational (O’Neill & Salas, 2018) 

and profitability (Combs et al., 2006a). The results will enhance comprehension of the 
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way knowledge management may be utilised to maintain high-performing teams, 

assuring enduring achievement in a highly competitive sector (Delizonna, 2017). 

 

Furthermore, it is well-established that giving employees more agency in their work 

results in improved output. Employees will be able to make better decisions that are good 

for everyone involved if they are given more information. (Kremer et al., 2019). New 

research also shows that teams with strong knowledge management techniques are 

more cohesive and creative (Hock-Doepgen et al., 2021). Failure to leverage knowledge 

management can lead to huge financial losses in mining, where operational costs have 

very high margins (Sung & Choi, 2012). 

 

 

Therefore, the relevance of this study is to provide potentially actionable insights to 

improve team performance and maintain a competitive advantage. As the mining 

industry frequently faces economic threats and changes in policies that impact 

profitability, hence a need to sustain high performance through effective knowledge 

management for long-term sustainability (Jamshed & Majeed, 2019). 

 

This research is one of its kind that focuses on the mining industry, a sector that is known 

for its slow pace for the adoption of new technology and has not been extensively studied 

in the context of knowledge management and team performance (Onifade et al., 2023).  

 

The workforce can either support or resist innovation based on how it affects their jobs 

and working conditions. Their involvement is crucial for successful technology adoption 

(Gruenhagen & Parker, 2020). Many mining companies do not have adequate strategies 

in place to capture and retain knowledge before employees leave. This includes failing 

to institutionalise a culture that supports knowledge transfer and retention (Makhubela 

& Ngoepe, 2018). 

 

Knowledge management has gained increasing importance and immense research 

interest for its promise to advance sustainability. Despite its proliferation in the literature, 

little is known about the research profile of knowledge management research intertwined 

with sustainability. Given this gap, this research aims to extensively review knowledge 

management for the sustainability of high-performing teams in the mining industry 

(Chopra et al., 2021). 

Although knowledge management research is lacking, information and communication 

technology (ICT) can help address that void in process development (Santoro et al., 
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2018). The opportunity to create an information and communication technology system 

capable of processing data and sharing it with companies in real-time exists (Martins et 

al., 2019). 

 

It is possible, for instance, to build an AI system that can supply businesses with data(Iaia 

et al., 2024). Data can be collected using information technology to help us make 

proactive decisions (Onifade et al., 2023). The method still has some work to do before 

it can be coded, made easily available, and traceable so that everyone can share 

information (Iaia et al., 2024). 

 

This research intends to address a knowledge vacuum and offer mining company 

executives a personalised strategy by collecting first-hand accounts from mining teams 

about the unique difficulties they face on the job (Onifade et al., 2023). The study will 

explore the different dynamics between knowledge management and team performance 

that will contribute to literature within a specific industry context (Salcinovic et al., 2022). 

 

The goal of knowledge management is to improve decision-making by making all 

pertinent information and knowledge easily accessible to those who need it. This leads 

to more informed choices that can enhance strategic direction and operational 

effectiveness, ultimately improving competitiveness (Mantje et al., 2023). 

 

1.7 Conclusion 

 

Supporting high-performance crews and urging excellence and innovation inside these 

organisations, this study highlights the relevance of Knowledge Management in the 

mining industry. Lastly, there is a huge gap and a need to effectively manage this 

knowledge (Mantje et al., 2023). The research project will also delve into knowledge 

management and high performance to better understand what hinders these teams from 

continuously performing and develop practical solutions to assist and ultimately sustain 

their performance and reduce job losses (Sung & Choi, 2012). Additionally, the research 

will address the implications of knowledge management for long-term sustainability and 

competitiveness in the mining sector (Kruger & Johnson, 2010). 
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Chapter 2: Literature Review 

 

2.1.Introduction 

 

Members of high-performance teams complement one another's weaknesses to 

accomplish a shared objective, and they consistently go above and beyond what is 

expected of them (Salcinovic et al., 2022).  According to Sudiardhita et al. (2018), social 

needs, job satisfaction, compensation, leadership, team composition changes, job 

satisfaction, and ownership are all factors that affect how well a team performs.  

 

Teams are becoming more common in today's workplaces across all industries. 

Collaboration among individuals with common objectives is vital due to the complexity of 

the problems facing organisations and the world, among others, have shown that 

cooperation is important since it is associated with creativity, safety, fewer mistakes, and 

the saving of lives. Despite this, high-performance teams are rare, and most teams fall 

short of their goals (O’Neill & Salas, 2018).  In the literature, social network theory is 

discussed in the context of understanding work teams and their interdependencies to 

achieve high performance within teams. The idea may not be explicitly stated in the 

description, but it is implied that when these teams communicate with each other, they 

are influencing team dynamics and output through their connections (Park et al., 2020). 

 

The social network theory provides a framework for understanding how individuals and 

groups function as part of a larger ecosystem. It highlights the significance of the 

relationships between team members and how these interconnections drive behaviours, 

mindsets, and outcomes (Park et al., 2020).  On the other hand, Lencioni’s (2007) 

framework gives the reader insights on diagnosing a team as dysfunctional or an 

effective team. He states that one can easily determine the status of a team by looking 

at the absence of trust, fear of conflict, lack of commitment, avoidance of accountability 

and inattention to results (Mowbray et al., 2020).  

 

Contrary to a dysfunctional team, an effective team is a team that is highly motivated and 

engaged. They avoid poor performance and accept accountability for their actions. They 

have a common and clear goal in what they want to achieve and how they are going to 

do it. They confront problems and issues immediately and develop practical solutions 

and minimal politics. They are speaking up, are not afraid to raise their opinion and are 

keen to help each other. 
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The following is a Lencioni (2005) framework that differentiates high-performing teams 

from dysfunctional teams within the mining sector and all organisations. 

 

Table 1.1:  Overcoming team dysfunction – Source: Lencioni, 2005  

 

High-performance team  Team 
Dysfunction 

Dysfunctional Team 

Excellent recurrent outcomes 

and motivation. 

Centred on Results Poor performance. High 

team turnover 

Failures are managed and 

punished. Everyone follows the 

same rules 

No accountability Failure to meet deadlines 

and deliverables. Poor 

performance is allowed, 

creating animosity. 

Support and agreement on 

goals. Clarity and goal aligned. 

No Commitment Direction and priorities 

unclear. Absenteeism 

Deals with issues immediately. 

Creates practical answers 

Consult team members little 

politics. 

Fear of Conflict Get around issues. Do not 

address difficult topics or 

behaviour. No transparency  

Psychological safe environment 

allow teams to speak freely and 

help each other.  

Absence of Trust Reluctant to ask for help. 

Hide weaknesses, dread 

meetings, shun teammates 

 

Source (Lencioni, 2015) 

 

There are many parts to the concept of high-performance teamwork. At first, teams have 

to meet the highest standards for meeting partner goals. Second, teams need to get 

better over time as the workers on them get better at their jobs. Third, teams must enable 

their members to keep improving and developing their skills over time.  

 

2.1.2 Team Empowerment 

 
The term "empowerment" describes the practice of empowering workers so that they 

may influence their work and the company as a whole through decision-making and 
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action-taking. Employees are inspired to take charge and make decisions, which 

cultivates a sense of responsibility and ownership in their jobs (Abubakar et al., 2019) 

 
This idea of great performance teamwork is meant to be broad and apply to all situations. 

Teams can be productive, but if they can't keep going, their members will eventually get 

burned out (O’Neill & Salas, 2018). Higher work performance is the result of empowering 

people in all businesses to make decisions that are good for them and the organisation. 

More frequent information exchange with employees would enable them to make 

decision-making that benefit all stakeholders (Mowbray et al., 2020).  

 

When leaders provide their people with the freedom, responsibility, and tools they need 

to succeed, they are enabling those individuals to make the most of their expertise 

(Hussain et al., 2018). This empowerment is essential for implementing an enabling 

environment whereby teams can perform at their best, as it encourages employees to 

take initiative and contribute to organisational goals (Combs et al., 2006a). 

 

2.1.3 Psychological Safety 

 

Several aspects of psychological safety contribute to employee empowerment. When 

workers have a good sense of psychological safety, they are less likely to be timid and 

more willing to take charge (Glikson & Erez, 2020). With this level of independence, they 

can take pride in their job. When workers have agency over their work, they are more 

inclined to help one another out, learn from one another, and work together as a team, 

all of which boost productivity (Delizonna, 2017).  

 

Hence, when people in a team can express themselves freely, they are more willing to 

come up with novel ideas and take calculated risks to inspire the exchange of information 

(Shujahat et al., 2019). As a result, they are more invested in taking on challenging 

projects, learn from their failures, become more resilient and ultimately produce better 

results. Subsequently, an atmosphere of psychological safety allows for peak 

performance and increases output (Delizonna, 2017).  

 

2.1.4 Mining Environment 

 

Mining needs a strenuous workforce due to its tough underground conditions. These 

conditions are risky and ever-changing environments. A strong correlation exists 
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between team knowledge management and team outcomes, especially innovation, 

although environmental unpredictability significantly moderates this link (Sung & Choi, 

2012).  

 

Findings indicated that environmental uncertainty decreased the association between 

information utilisation and collaboration and had a negative main effect on collaborative 

innovation itself. In conditions of high uncertainty regarding the environment, teams must 

change with and adapt to evolving demands by making good use of the knowledge at 

their disposal (Sung & Choi, 2012). Therefore, mining is classified as a high-risk 

occupation with many policies, codes of practices, standards and procedures to ensure 

minerals are extracted safely from underground or surface areas (Alliger et al., 2015).  

 

2.2 High-performance Teams 

 

Employees who adopted these high-performance work systems were found to be more 

agile and proactive, with a high adaptability and resilience level that ultimately improved 

their safety performances (Zhu et al., 2023). Ironically, in my experience of over 20 years, 

high-performing teams had the minimum of safety transgressions and incidents.  

 

 2.2.1 Conflict 

 

Normally, when employees are subjected to harsh conditions or strenuous work, conflict 

among team members does exist. According to Lencioni (2007), for a team to be 

effective and functional, some degree of conflict is good for team dynamics. Everyone 

knows that high-performance teams do have healthy disagreements and different 

perspectives, questioning the status quo, and are continuously looking for simpler, 

quicker and easier ways to complete their daily tasks (Deng et al., 2022). 

 

 2.2.2 Knowledge Sharing 

 

Melewar et al., (2017) state that in a conducive environment team members are freely 

communicating and sharing useful knowledge, and the team as a whole benefits from 

trust, loyalty and commitment. Because of the supportive atmosphere in the team, it will 

give a safe place for them to share their feelings (Paul et al., n.d.). In teams, the dominant 

culture has a significant impact on how members act and think, which in turn affects how 

well the team does(Jamshed & Majeed, 2019). 
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Since there are various approaches to completing tasks, which might lead to greater 

innovation, team conflict is inevitable. When conducted in a safe environment where 

participants can elaborate and share relevant information, some research suggests that 

conflict can have a good impact. Because of the potential it has to stifle creativity, some 

research suggests it's not conducive if an unsupportive environment exists. 

Consequently, teams must provide adequate information during task planning to 

capitalise on conflict and foster innovation (Deng et al., 2022). 

 

Hence, information sharing will develop innovative ideas and best practices that provide 

a company with a competitive edge. Human resources may boost creativity and 

performance by sharing knowledge across levels, departments, and the business by 

actively improving employee ability and motivation. Employees sharing their experiences 

can spark innovation and become organisational best practices (Bhatti et al., 2021). 

 

Human resource methods have the power to inspire workers, provide them with avenues 

for public expression, and empower them to reach their full potential, according to the 

Ability, Motivation, and Opportunity (AMO) framework, which aims to enhance employee 

engagement and ultimately share information (Mowbray et al., 2020). Incorporating 

these types of tools into the work environment can improve morale and productivity by 

catering to employees' desire for a sense of community and belonging on the job (Paul 

et al., n.d.). 

 

2.2.3 Trust 

 

One social need among team members is the personal value of trust. High levels of trust 

amongst teams are the leading indicator of high performance and success within an 

organisation. It is a social exchange that facilitates team performance, behaviour, and 

job satisfaction. It enhances individual performances and contributes to the overall 

performance of the team (Soderberg & Romney, 2022). 

 

Trust and effective communication is of paramount importance among team members to 

ensure that they work together as a team, help each other and learn from each other 

(Soderberg & Romney, 2022). Mining has a diversity of cultures, and relationally-

orientated communication was very important at the initial stages of team formation to 

avoid uncertainty and form the trust relationships that were needed for team performance 

(Glikson & Erez, 2020). Team performance is impacted by the knowledge-sharing 
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behaviour that results from a culture of inclusivity and high moral standards inside the 

team. Evidence suggests that team performance improves when members share what 

they know with one another (Kremer et al., 2019). 

 

2.2.4 Knowledge hoarding 

 

It can be defined as keeping information to oneself or acting covertly when asked to do 

so, but it can also be evident when workers inside an organisation opt not to divulge 

sensitive information to their co-workers (de Oliveira et al., 2019). It usually happens 

when team members are afraid of retaliation or feel powerless, which makes them keep 

quiet and stops them from sharing or contributing their knowledge (Sun et al., 2020)  

 

Social exchange theory analyses the pros and cons of this kind of social conduct by 

applying the economic principle of social sharing's cost-benefit analysis. The theory is 

the most widely used technique in knowledge withholding (KW) research because it 

examines emergent features and the anticipation of transactional benefit. It focuses more 

on financial rather than mental aspects of social interaction (Xiao & Cooke, 2019).  

Knowledge is a powerful weapon that can be acquired via experiences and continual 

learning; this way of thinking supports the premise that empirical research can be built 

upon (Gonçalves et al., 2023).  

 

2.2.5 Experience 

 

Experience within a team is also crucial, whereby new team members can learn from the 

experienced team members that was exposed to previous challenges and know how to 

deal with it. To work under these conditions, mining companies need teams that are 

resilient, with a high level of emotional intelligence and can work under pressure (Alliger 

et al., 2015).  

 

2.2.6 Team Culture 

 

When it comes to building emotional intelligence abilities as a team, team culture is 

paramount(Jamshed & Majeed, 2019). An emotionally intelligent team is a 

psychologically safe team, and this is achieved when members can empathise with one 

another. (Pellegrini et al., 2020) 
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Effective cooperation requires a culture that encourages involvement, invention, and 

mutual support(Jamshed & Majeed, 2019). A team's culture has the potential to improve 

team performance and dynamics while simultaneously raising members' emotional 

intelligence (Jamshed & Majeed, 2019). 

 

Team culture has a positive indirect effect on performance by encouraging 

communication and emotional intelligence inside the team. It demonstrates that a highly 

supportive team culture influences members' emotional intelligence and performance 

through effective knowledge sharing (Pellegrini et al., 2020). 

 

Furthermore, increased employee engagement is a direct result of a culture that supports 

its workers. A team's output improves when its members have high levels of intrinsic 

motivation and respect from their superiors (Delizonna, 2017). Moreover, robust team 

culture can alleviate the detrimental impacts of team conflict and collective failure by 

promoting supportive behaviours and accountability among team members (Salcinovic 

et al., 2022). 

 

2.2.7 Leadership 

 

When applied effectively, transformational leadership may boost team performance and 

pave the way for knowledge management (Asbari, 2020). Despite claims to the contrary 

made by another writer, transformational leadership has taken a lot of heat for being 

ineffective. Transformational leadership, the author reasoned, is both anti-democratic 

and elitist (Asbari, 2020). 

 

The capacity of a company's leadership to inspire and enable its workers is a good 

indicator of that workers' inventiveness. Effective leadership is facilitated by an 

environment that encourages and facilitates the sharing of internal knowledge through 

knowledge management. This is because a leadership figure who encourages people to 

use outside knowledge creatively will create a successful knowledge-sharing culture, 

which will promote flexibility (Pellegrini et al., 2020). 

 

Specifically, the study found that a systematic cognitive style among leaders enhances 

the positive effects of team knowledge utilisation on creativity. This means that leaders 

with a systematic approach can effectively organise and manage problem-solving 

processes, which is crucial for fostering creativity within teams, especially in high 

environmental uncertainty (Sung & Choi, 2012). Additionally, the study suggests that 
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intuitive leaders can also contribute positively by encouraging team members to think 

flexibly and explore innovative solutions (Sung & Choi, 2012). 

 

The majority of leaders would prefer that their teams remain unchanged. Members of a 

team are more likely to learn from one another and work together effectively if they have 

been on the same team for a longer period (Kremer et al., 2019). 

 

2.3 Knowledge Management  

 

2.3.1 Definition 

 
The term "knowledge management" refers to the procedures and policies that an 

organisation has in place for dealing with knowledge. This includes all aspects of the 

knowledge life cycle, including generation, acquisition, internal use, and integration. 

Efficacious knowledge collection, sharing, and utilisation to boost business efficiency and 

creativity are all part of it (Pellegrini et al., 2020). 

 

Everyone knows that to stay in business and grow in other markets, companies need to 

find a way to outdo their competitors (Martins et al., 2019). With the help of knowledge 

management, businesses can get an edge in the market by working more efficiently and 

making better use of existing best practices (Abubakar et al., 2019)  

 

A common way to describe knowledge management is that it is the field that encourages 

a unified way of finding, recording, and sharing an organisation's intellectual assets. And 

it includes both the technology and the methods that make managing information more 

efficient (Gaviria-Marin et al., 2019).  

 

2.3.2 Retaining Knowledge 

 
The mining industry needs to implement a strategy to retain knowledge and skills to keep 

experiences within the organisation to deal with the complexity of their working 

environment. Sadly, these abilities are vanishing as a result of mergers and acquisitions, 

competitive recruiting, personnel turnover, reorganisation, restructuring, and natural 

attrition in the workplace (Makhubela & Ngoepe, 2018). Reviewing the relevant literature 

can help you understand what knowledge management is, how it works, and the 

obstacles that high-performing teams face. 
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The study of knowledge management has increased significantly among academics and 

practitioners over the past decade. It has become the most frequent term used in the 

research fraternity (Gaviria-Marin et al., 2019). It was seen as a strategic resource that 

could facilitate knowledge creation, dissemination, and communication to sustain 

business practices (Chopra et al., 2021). 

 

Knowledge can be obtained explicitly, whereby knowledge is accessible through formal 

documentation like standards or tacit knowledge that can be obtained through social 

gatherings, relationships and individual experiences (Hock-Doepgen et al., 2021). The 

main objective of knowledge management is to improve efficiencies, enable innovation, 

enhance competitive advantage, make better decisions to be sustainable and ensure the 

right knowledge is obtainable (Gaviria-Marin et al., 2019). 

 

2.3.3 Knowledge Management Capabilities 

 
According to a study, knowledge management capabilities could be positioned to foster 

innovation, which was deemed crucial for the sustainability of businesses. While the 

study did not find that information sharing mediated the connection between innovation 

and knowledge management processes, it does play a function in improving the 

capabilities of knowledge workers (Shujahat et al., 2019).  

 

Two types of knowledge management capabilities could be used to acquire new 

knowledge. The external knowledge management capabilities from outside apply within 

the organisation and enable business innovation (Hock-Doepgen et al., 2021). Internal 

knowledge management concentrates on exploiting the existing knowledge within a 

company (Hock-Doepgen et al., 2021). 

 

2.3.4 Knowledge Management Innovative Ideas 

 
Innovation within the organisation is fostered by Knowledge Management's promotion of 

a culture of knowledge sharing and cooperation. When workers have access to and can 

expand upon current information, they are more inclined to come up with novel ideas 

and solutions One potential result of this innovation is the development of new products, 

services, or processes that differentiate the company from its competitors (Mantje et al., 

2023).  
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Business model innovation was found to be unrelated to internal knowledge 

management capabilities, according to the study (Hock-Doepgen et al., 2021). Because 

of their lack of expertise, small and medium businesses risk failing if they rely only on 

internal capabilities. This is especially true in the event of a sudden and disruptive 

change to the business model since no fresh ideas will be accessible. In contrast, 

companies can access more extensive knowledge and make the required adjustments 

with the use of external knowledge management skills (Hock-Doepgen et al., 2021). 

 

The overarching goal of knowledge management is to facilitate innovation, increase 

competitive advantage, make more sustainable decisions, and guarantee access to 

relevant information to boost efficiency and effectiveness (Gaviria-Marin et al., 2019). 

Businesses can get an edge in the market by using knowledge management strategies 

that allow them to work more efficiently, adopt best practices, and work smarter  

(Abubakar et al., 2019). 

 

The goal of knowledge management (KM) is to foster creativity in an organisation by 

establishing norms for the exchange and use of information. Having access to and the 

ability to build upon current information increases the likelihood that employees will 

produce new ideas and solutions. A new product, service, or method that sets the 

company apart from its rivals may be the result of this innovation (Mantje et al., 2023). 

 

Rather, the research found that business model innovation was unaffected by internal 

knowledge management skills (Hock-Doepgen et al., 2021). Allowing solely on internal 

capabilities can be detrimental to small and medium enterprises because of limited 

knowledge when there is a sudden disruptive change in the business model, new insights 

will not be available. On the other hand, external knowledge management capabilities 

allow firms to tap into broader knowledge and implement the necessary changes (Hock-

Doepgen et al., 2021).  

 

2.3.5 Knowledge Management Process 

 

According to theory, knowledge management will be illustrated through a knowledge 

process. It states that information is created from gathered data and that knowledge is 

created through use, modification, and application (such as in the case of invention). 

Before knowledge management can occur, an individual-level procedure called the 
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knowledge flow needs to be finished. Knowledge management encompasses creating, 

acquiring, sharing, applying, and transferring knowledge inside and between 

departments and groups within a company (Chopra et al., 2021). 

 

There are four stages of creating new knowledge, according to the 1995 model by 

Nonaka and Takeuchi called SECI (Socialisation, Externalisation, Combination, and 

Internalisation). The first step is through direct interaction; team members share tacit 

information through socialisation. This happens when people chat, exchange 

experiences, and create trust and open communication. Secondly, Externalisation is 

conveying implicit information through writing, drawings, or models. Thirdly, Combination 

is combining specialised knowledge to create new knowledge. Finally, internalisation: 

experience turns formal information into tacit knowledge. The SECI model emphasises 

tacit and explicit knowledge's constant interaction. It also illustrates that knowledge is 

created through learning and interacting (Canonico et al., 2020).  

 

The author has developed group-based approaches for mining information flows. People 

who collaborate on the same or related tasks typically require access to the same 

information to execute their duties. They can work together to facilitate information 

sharing, collaboration, and reuse. The author develops techniques that can analyse the 

information demands listed in the knowledge flow by the workers and create a group-

based knowledge flow model to determine the knowledge of a group of workers (Jyoti & 

Rani, 2017).  

 

Below is a conceptual knowledge flow model (Figure 1) that illustrates the information 

needs of workers, the flow of knowledge, and the various methods by which they can 

locate information pertinent to their professions when collaborating on similar or related 

activities (Jyoti & Rani, 2017). 
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Figure 1.1: Interaction between knowledge management and high-performance work 

systems 

Source: (Jyoti & Rani, 2017). 

   
Source: (Jyoti & Rani, 2017). 

 
Notice: The conceptual model above illustrates the connection between an 

organisation's performance and a high-performing work system, as well as the 

interaction between knowledge management and high-performance work systems (Jyoti 

& Rani, 2017). 

 

 

 

2.3.6 Knowledge Creation 

 

Creating new knowledge management techniques and procedures is necessary while 

evaluating organisational difficulties (Martins et al., 2019). It is still necessary to build the 

approach with simple programming that enables knowledge sharing among all users and 

makes it easily verifiable.   

 

Given the potentially catastrophic effects of factors related to the environment, society, 

and economy in the future, knowledge management procedures and methods must be 

strengthened right away. Future research on sustainability will be prompted to adopt 

novel ways by the need for knowledge management (Martins et al., 2019).  

 

2.3.7 Knowledge sharing 
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Teams can benefit from information sharing and goal and purpose alignment within a 

company. Empowering people leads to better work performance this much is known. 

Regular information sharing with staff members can help them make better decisions 

that are advantageous to all parties involved (Milhil & Klartisiniotis, 2016). 

 

2.3.8 Knowledge Applying 

 

Additionally, empowered workers are self-assured, capable of advancing in society, and 

able to manage both personal and professional issues with ease. Hence, skilled workers 

should be developed to make the most of their potential for effectiveness and innovation, 

as these traits can benefit the company and the economy greatly. Furthermore, 

knowledge management enhances operational performance, which raises productivity 

and boosts the nation's economy and gross domestic production (Abubakar et al., 2019). 

 

2.3.9 Knowledge Transfer 

 

A positive team culture encourages open communication and the exchange of helpful 

information among team members, claim Intetari et al. (2017). Their ability to express 

themselves on an emotional level will be facilitated by the supportive environment that 

exists within the team dynamics. Information Communication Technology (ICT) can be 

considerably more significant in generating strategies to fill up the gaps in knowledge 

management research (Santoro et al., 2018). 

 

An ICT system which analyses data and communicates it with organisations in real time 

is possible. One possible use of artificial intelligence is the creation of information 

delivery systems for enterprises (Iaia et al., 2024). Additionally, we can use information 

technology to gather data that can be used to enable us to take preventative measures 

(Santoro et al., 2018). 

 

To obtain shared benefits from future research, a greater number of companies must be 

involved, and quantitative research needs to be prioritised (Martins et al., 2019). A true 

reflection would be if subsequent research could identify whether the intended aims are 

met in small and large organisations using a quantitative technique.  

  

Most knowledge management articles and journals are doing qualitative research 

instead of quantitative research, where a larger number of organisations are involved in 
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creating value from future research (Martins et al., 2019). These future quantitative 

studies can reflect if companies have reached their goals. 

 

2.4 Mining Industry 

 

2.4.1 Background of South African Mining 

 

Mining played an important role in South Africa's history, and became an industrial 

society in the 1800s. Mining plays a significant role in fostering both local and worldwide 

economic progress. Mining orebodies of high quality were discovered in the country, 

including diamonds in the Northern Cape in 1870 and gold in the Johannesburg area in 

1886 (Cole & Broadhurst, 2022).  

 

Mineral discoveries in the 1870s resulted in a large influx of immigrants, the formation of 

settlements, and substantial financial expenditures to extract minerals from these ore 

deposits (Cole & Broadhurst, 2020). In 1899, most of the gold was produced in South 

Africa, contributing 30% to the global market. The gold mining industry employed over 

100,000 mine workers, and most of them were black people from the neighbouring 

countries (Cole & Broadhurst, 2022).  

 

Additional findings of mining deposits included base metals, coal, and platinum group 

metals (PGMs). Before the Europeans arrived in South Africa to start with large-scale 

mining, the local people of Namaqualand and Limpopo were extracting copper, tin and 

iron commodities on a small scale (Cole & Broadhurst, 2020). 

 

Nearly every major copper mine in the Northern Cape has gone out of business over the 

years, leaving only Limpopo's Phalaborwa mine operating. However, waste processing 

of the dumps is still done in areas around Nababeep. Recently, exploration and 

development projects have been started in search of copper at O’Kiep and Copperton 

(Cole & Broadhurst, 2022). 

 

At the beginning of 1852, copper was commercially extracted in the Northern Cape, and 

soon after that, a mining town named Springbok was established (Cole & Broadhurst, 

2020). Aside from Phalaborwa's last large-scale copper mine, Nababeep processes 

waste, while the O'Kiep district and the area around Copperton are both active areas of 

exploration and development (Cole & Broadhurst, 2022).  
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Mining is an integral and inseparable element of South Africa's history. It has become 

the driving force behind the economy and gives the country a distinct edge over other 

nations. According to all stakeholders, this country is recognised worldwide as having 

abundant resources and playing a crucial role in the economy (Okyere et al., 2021). 

South Africa has consistently maintained its status as a prominent producer and 

worldwide distributor of minerals (Okyere et al., 2021).  

 

Contrary to being an economic injection, more strict legislation needs to be put in place 

to enforce mining activities not to harm our ecosystems. The expansion of mining often 

leads to conflicts over land and water resources, particularly affecting local communities 

that rely on these resources for subsistence. Land loss, water contamination, and cultural 

value degradation as a result of mining operations are some of the challenges that 

environmental justice groups have brought to light (Luckeneder et al., 2021).  

 

Pamodzi Gold (Pty) Ltd.'s (now-liquidated) Orkney and Grootvlei mines are further 

instances of mining's detrimental effects. A legacy of contaminated lands, abandoned 

workings, and ghost towns has been left behind by mine closures, according to 

concordant studies. (Agboola et al., 2020).  

 

The overall impact of mining can lead to substantial changes in land use and ecosystem 

dynamics, which can have long-term consequences for both the environment and local 

communities (Worlanyo & Jiangfeng, 2021).  

 

Despite the negative effects on the environment, mining has many positive aspects, such 

as contributing significantly to GDP and economic growth and providing jobs for millions 

of people around the world. Small-scale mining supports about 13 million people, while 

large-scale mining employs two to three million people and their families. Governments 

can spend the tax and royal revenue they get on public services and infrastructure, and 

it also brings in foreign direct investments, which boosts local businesses (Worlanyo & 

Jiangfeng, 2021). 

 

South Africa has a crucial impact on the local economy and provides advantages such 

as job opportunities to the local communities. Moreover, it diminishes poverty and 

creates job prospects for the nation and local communities (Conradie, 2020). The local 

communities can directly profit from these opportunities by creating enterprises and 

indirectly by securing jobs in the mining sector. To ensure operational excellence, mining 
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companies must have high-performing crews to maintain their competitive edge 

(Conradie, 2020).  

 

Unfortunately, mining businesses struggle to maintain these results over the long term 

because there is a lack of effective procedures for sharing knowledge and capturing a 

successful formula (Bhatti et al., 2021). When considering how African mining 

businesses apply knowledge management, the process of identifying and sharing best 

practices ranks relatively low throughout the industry (Boikanyo, 2016).  

 

2.4.2 Definition of Mining 

 
The term "mining" refers to the numerous processes and tools used to retrieve precious 

minerals from the earth, whether that be below or above ground. These minerals are 

then further processed into valuable materials that are used as parts of automobiles, cell 

phones, medical apparatus and many other applications (Wellmer, 2022). The study will 

explore the different dynamics between knowledge management and team performance 

that will contribute to literature within a specific industrial context (Salcinovic et al., 2022). 

 
The mining sector is highly susceptible to unexpected and catastrophic incidents like the 

COVID-19 epidemic. An unforeseen, extremely disruptive occurrence with far-reaching 

socioeconomic effects is known as a "black swan event." (Yarovaya et al., 2021). With 

commodity prices at an all-time low, this pandemic severely affected financial 

performance and caused havoc in the mining industry. The pandemic wreaked 

devastation on a global scale, jeopardising people's capacity to earn a livelihood and the 

government's tax collection efforts (Laing, 2020). Therefore, teams should be resilient 

so that they can recover quickly when these things happen. Strengthening teams and 

their ability to withstand setbacks is possible through financial investments in training 

and development programs and the promotion of a learning culture (Stoverink et al., 

2020). 

 

Workforce reorganisation and natural attrition contribute to the high turnover rate in the 

mining industry. To keep their businesses afloat, they must hold on to the information 

and expertise that will make them more efficient, secure, and team-oriented in their 

pursuit of goals. (Coetzee et al., 2012). Therefore, high-performance teams are of 

paramount importance to ensure companies keep their business afloat. With an increase 

in performance and sustaining high performance, the mining industry will be profitable 

and contribute to employment and pay taxes. 
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2.4.3 Challenges in Mining 

 
Mining companies experience frequent economic difficulties when policies are changed, 

plummeting off the rand /dollar exchange and globally low economic growth, 

sustainability is then compromised (Jamshed & Majeed, 2019). Companies are, 

therefore, obliged to anticipate these changes and are expected to be ready when such 

conditions occur. 

 
The challenges that the mining industry is facing are the high cost of its operation, its 

inability to be more productive, environmental laws and the lack of capitalising on new 

technology. Improving knowledge management procedures and techniques is becoming 

increasingly important for evaluating social, economic, environmental, and ecological 

implications (Martins et al., 2019). 
 
Globally, we are experiencing an economic slowdown, and the recycling of minerals has 

a huge impact on the sustainability of organisations, eventually leading to decreases in 

commodity prices (Tholana et al., 2013). Mining must be resilient and find other ways to 

sustain itself to remain competitive and make a profit by looking at opportunities such as 

the Fourth Industrial Revolution (4IR) technologies and systems (Zulu et al., 2021). 

 

A world of volatility, uncertainty, complexity and ambiguity (VUCA) needs experienced 

and highly skilled people to survive during times of economic turmoil or unfavourable 

conditions to reach their set targets. It is also known that mining downsizes during 

unfavourable times and needs to retrench people. Doing that causes staff turnover, 

skilled workers leave their jobs, the sharing of knowledge among team members is 

disrupted, and sustainability is compromised due to the lack of knowledge management 

(Lane et al., 2015). This literature review will look at the existing theories and the 

performance of teams to figure out how knowledge management affects teamwork in a 

mining setting (Kumar R, 2022). 

 

2.4.4 Complexity in Mining 

 
Mining is complex, but the country is dependent on mining for economic growth and job 

creation. Accordingly, the mining sector in South Africa is still a major contributor to 

Gross Domestic Product (GDP) and a global leader in mineral exports. To maintain its 
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economic edge, South Africa can take advantage of its abundant natural resources 

(Hock-Doepgen et al., 2021) and remain the lead supplier of minerals to the world 

(Assensoh-Kodua, 2019).  

 

South Africa is well known for its ability to mine minerals and does have the existing skills 

and knowledge to supply minerals to other countries (Okyere et al., 2021). To guarantee 

a steady supply of personnel capable of handling these areas, which can improve team 

effectiveness and performance, mines must consistently provide training and education 

for their employees (O’Neill & Salas, 2018) 

 

2.4.5 Knowledge management in mining 

 

South African mining companies are aware of the importance of knowledge management 

and want to implement more knowledge management strategies within the industry, but 

challenges such as culture, capabilities, maturity levels and resource allocation during 

budgeting remain obstacles to effectively implementing the strategy (Kruger & Johnson, 

2010). 

 

A common way to describe knowledge management is as the field that encourages a 

unified way of finding, recording, and sharing an organisation's intellectual assets. And 

it includes both the technology and the methods that make managing information more 

efficient (Gaviria-Marin et al., 2019).  

 

The mining industry needs to implement a strategy to retain knowledge and skills to keep 

experiences within the organisation to deal with the complexity of their working 

environment. Unfortunately, companies are losing these skills during natural attrition, 

retrenchments, restructuring, staff turnover, mergers and acquisitions and competitive 

recruitments (Makhubela & Ngoepe, 2018). Investing in chances for skill development to 

build loyalty and lower turnover is crucial for firms looking to retain expertise and limit 

personnel churn (O’Neill & Salas, 2018). 

 

To secure their long-term viability, mining businesses aim to establish a competitive 

advantage, be sustainable, expand into other industries, and produce profits (Martins et 

al., 2019). Companies assume that applying the knowledge management process will 

give them a competitive advantage and allow them to operate smarter, faster, and with 

best practices (Abubakar et al., 2019). 
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Research has shown that effective knowledge management practices can enhance 

organisational memory, thereby supporting team performance (Chopra et al., 2021). 

Despite the recognised benefits of knowledge management, many organisations, 

including those in the mining industry, face challenges in implementing effective 

knowledge management. In the mining sector, where operational knowledge is vital, 

fostering a culture of knowledge retention and sharing can significantly impact team 

sustainability. 

 

Most of the studies that use knowledge management in this way are qualitative because 

there isn't much that tries to make tools that can measure how well knowledge 

management is integrated into productivity systems to set long-term goals. It would show 

if future research could come up with a way to use numbers in both small and big 

businesses to check if the goals are being met (Martins et al., 2019). 

 

2.5 Conclusion 

 

In summary, this document serves as a comprehensive literature review that 

underscores the essential elements contributing to the effectiveness of high-

performance teams in the mining sector (Gruenhagen & Parker, 2020). It explores the 

interplay of social network theory, team dynamics, and leadership, emphasising the 

importance of trust, accountability, and psychological safety (Zhang et al., 2023). 

Knowledge management is emphasised as a vital component in maintaining team 

performance, communication, and resilience in the face of industrial problems in the 

review (Stoverink et al., 2020). Readers can expect to gain insights into the 

characteristics of high-performance teams, the significance of effective knowledge 

management practices, and actionable strategies for leaders in the mining industry to 

enhance team performance and drive sustainable growth in a volatile economic 

landscape (Zulu et al., 2021). 

 

 

Chapter 3  

 

3.1 Purpose of Research Questions 
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As was said earlier, the mining industry is in desperate need of knowledge management 

strategies or systems that may assist it in navigating through challenging economic 

conditions (Jamshed & Majeed, 2019). A great number of research has been done on 

the subject of economic volatility in the mining industry (Laing, 2020).  

 

However, there has been a relatively small amount of study conducted on the techniques 

that can assist in maintaining the performance of their teams to increase and maintain 

efficiency (Martins et al., 2019). 

 

Even though numerous mining businesses are still having trouble dealing with social and 

environmental challenges (Martins et al., 2019) and the resulting shortage of skills, 

particularly as a result of high turnover in the industry, very little has been done to ensure 

that these companies can maintain high levels of success in their business activities 

(Chopra et al., 2021).  

 

According to Shujahat et al. (2019), there is still a reluctance among teams to share their 

expertise to gain a better understanding of what triggers this phenomenon and what we 

can acquire from high-performing teams to replicate it while simultaneously improving 

the efficacy of teams. 

 

3.2 Research Objectives 

 
The research objectives for the study are knowledge management strategies to sustain 

high-performing teams in the mining industry. By addressing these shortcomings, it can 

provide us with valuable insights that can lead to operational excellence (Kremer et al., 

2019) and sustainability in the mining sector. 

 

 

3.3 The Research Questions to be addressed by this study are: 

 

1) What characteristics are displayed by high-performing teams to sustain high 

performances?  

This question seeks to determine if there is a distinguishing characteristic shared by 

high-performing teams that other teams lack, the proposition based on the literature is 

that high-performing teams display resilience due to the tough underground working 
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conditions (Alliger et al., 2015) and are highly agile and adaptable to sustain high 

performance due to their team dynamics (Neubauer et al., 2019). 
  

2) What are the strategies utilised by high-performing teams to sustain high 

performance?  

Asking this can help us learn more about the routines and procedures that these teams 

follow regularly, the proposition based on the literature is that mining businesses are 

falling short in their efforts to implement knowledge management strategies due to no 

structured knowledge management systems in place (Shujahat et al., 2019), and which 

involve utilising technology to facilitate the sharing of employees' expertise to sustain 

these performances (Martins et al., 2019).   

 

3) What challenges and barriers do high-performing teams experience to effectively 

share their knowledge?  

Our goal in asking these questions is to gain insight into the challenges individuals face 

daily so that we can better assist them in overcoming these obstacles and achieving their 

full potential, the proposition based on the literature is to comprehend the difficulties of 

their working environment (Onifade et al., 2023) and the difficulties of their teams' culture 

and capabilities (Kruger & Johnson, 2010) and to help implement better strategies and 

methods to improve their performances. 

 

4) How can knowledge management be optimised to ensure the sustainability of high-

performing teams in the mining industry? 

 

The reason for this question is around the improvements in efficiency and having 

knowledge management formulae in the mining industry (Moomen et al., 2020), the 

proposition based on literature to ensure sustainability and the understanding of 

continuous improvement of these high-performance teams (Alliger et al., 2015). 
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Chapter 4 - Research Methodology  

 

4.1 Choice of Methodology  

 

A qualitative method was used by the researcher. In a nutshell, qualitative research is 

an examination of an event's features, manifestations, and interpretations in a certain 

setting (Busetto et al., 2020). Without taking the event's range, frequency, or location 

into account, our method was able to understand its cause and consequence (Busetto 

et al., 2020).   

 

The study questions could not be adequately addressed by relying just on quantitative 

approaches, which led to the selection of this qualitative strategy. The goal of every 

research project, especially one involving hidden or unexpected patterns, is to identify 

and explain those patterns as much as possible. To fully grasp phenomenology, 

qualitative designs were required (Busetto et al., 2020).  

 

 

Knowledge management techniques to sustain high-performing teams in the mining 

industry could be better understood through a qualitative approach, which aims to gain 

a detailed and in-depth knowledge of certain circumstances or phenomena. This 

approach sought out commonalities and evaluated patterns in people's experiences and 

the meanings that individuals or groups ascribed to social or human problems to gather 

exhaustive data for a thorough understanding of the topic under investigation (Chai et 

al., 2021).  

 

The researcher used interpretivism as a research philosophy to examine the subjective 

human experience and social construction of that experience in high-performing teams 

(Alharahsheh & Pius, 2020). The purpose of the research was to learn what makes high-

performing teams tick and what team members value most for achieving and maintaining 

success (Creswell, 2013). The research methodology used was phenomenological, 

which sought to understand how information was acquired, the relevance of an 

experience, and its details through analysis (Chai et al., 2021). Data for the study came 

from semi-structured interviews, in which a central theme and predetermined questions 

let researchers get to the bottom of things (Kallio et al., 2016).  By collecting data at a 

single instant in time, researchers were able to follow the effects of exposures at the 

same moment using the cross-sectional horizon (Wang & Cheng, 2020). Participants 
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were given 30 to 60 minutes to complete the interviews, with the duration determined by 

the amount of information shared during the interview. This approach allowed for a 

deeper understanding of high-performing team dynamics and their experiences 

(Neubauer et al., 2019). 
 

 

4.2 Population  

 

At the Impala Rustenburg Operations in South Africa, data was gathered from a specific 

group of mine workers. The study population, sometimes called the target population, is 

the whole of the people, things, or occurrences that the researcher was interested in 

because of their shared traits. It was a representation of the whole population based on 

a random sample. According to the goals of the study and the characteristics or factors 

being examined, the research population is defined.   

 

4.3 Unit of Analysis  

 

The research was focused on shedding light on the group dynamics of high-performing 

teams by concentrating on participants' personal experiences. Consequently, the team 

level was the primary analytical unit in this study.  

 

The focus of the research was on top-performing mining teams and how knowledge 

management systems affect their lifespan and productivity. Studying teams allowed for 

a deep and context-specific examination of knowledge management strategies, team 

relationships, and performance outcomes. 

 

4.4 Sampling Method and Size   

 

According to Palinkas et al. (2015), researchers use purposeful sampling, a non-

probability strategy, to choose study participants based on their traits and how well they 

relate to the research objectives. Here, the researcher sought out participants with 

backgrounds working in mining and appropriate expertise in leading high-performing 

teams. To gain useful insights into outstanding teams, this method of deliberate sampling 

was suitable (Ganesha & S, 2022). 
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At the 20 shafts of Impala Rustenburg Operations, where mining employees from 

different business units are presently employed, the researcher utilised a sampling frame 

which included a service history, credentials, mining jobs, as well as more than 5 years 

of experience. The Human Resources system was queried for each participant's 

performance history, and those who met their predefined goals were chosen. A 

participant, for instance, was considered eligible if they had consistently demonstrated a 

record of performance for a minimum of six months. The participant was required to 

maintain a minimum attendance rate of 95% during the specified period, as shown in his 

attendance record. Finally, participants should not have had any work-related injuries for 

five years. 

 

The sample size was chosen because it was both easily measurable and pertinent to the 

topic at hand. It was simple to collect data from high-performing teams, and we only 

required their consent form as a kind of authorisation. There is a correlation between the 

phenomenon of interest and the sample size, and the sample aligns with the researcher's 

objectives.  

Various business units' mining workforce at Impala Rustenburg Operations. Every single 

person who took part in the study—supervisors, middle managers, and high-performing 

team members—met the inclusion criteria, which included having a relevant work history, 

appropriate qualifications, a managerial position, and over two years of experience in 

either group. The researcher was required to explain and support the research 

participants under this section of the study protocol (Palinkas et al., 2015). 

 

This study's original plan called for in-depth interviews with 25 shaft team members 

drawn from the five most senior teams of development at Impala Rustenburg. According 

to Palinkas et al. (2015), every member of the five-person team will be interviewed. 

 

 

Participants were selected based on the following inclusion criteria:  

 

• Two more experience working in high-performing teams within the mining 

industry. Participants who have consistently excelled in their safety and 

production goals for more than six months in a row are classified as high-

performing teams.  

• Roles that involve knowledge sharing or management, such as team leaders, 

mine overseers, or key team members.   
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• Willingness to participate in the study and share their experiences.  

 

The study aimed for a sample size of approximately 15-30 participants. Unfortunately, 

one participant’s level of understanding was in such a way that we couldn’t continue. The 

other four invited could not honour their appointment due to unforeseen circumstances. 

Eventually, several 13 employees were interviewed, and the sample size was just right 

to reach data saturation, meaning that no fresh ideas or themes were uncovered 

throughout the interviews. All research participants in the study fulfilled the inclusion 

requirements, Thirteen people representing different sectors of the mining business were 

interviewed by the researcher from the five best teams on the shaft. On the mining team, 

there were five individuals. Not everyone showed up for the interview (Palinkas et al., 

2015).   

 

4.5 Measurement instrument  

 

A semi-structured interview guide was created to make in-person interviews more 

manageable. The open-ended interview questions covered information management 

techniques, obstacles to information sharing, and the function of organisational memory 

in depth. 
 

The interview guide was as follows:  

 

  

Interview Question Reference 
How can knowledge sharing assist other teams to 

enhance their performance?  

(Mantje et al., 2023) 

How will culture and capabilities influence knowledge 

management?  

(Jamshed & Majeed, 2019) 

How can knowledge sharing help with changes in team 

members within a team? 

(Sudiardhita et al., 2018) 

What can be done to improve knowledge sharing?  (Mantje et al.t 2023) 

Can technology assist in managing knowledge in a 

company?  

(Onifade et al., 2023) 

How can employee performance be enhanced?  (Jamshed & Majeed, 2019) 

How can we motivate employees to share their 

knowledge of best practices?  

(Delizonna, 2017) 
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What do you think hinders other employees from doing 

well?  

(Combs et al., 2006b) 

 

Why are other teams not doing well? Combs et al., 2006) 

What can we learn from high performers and how can 

we share it with others?  

(Salcinovic et al., 2022) 

Is teamwork necessary to perform well? (Park et al., 2020)  

How will employee empowerment help with team 

performance? 

(Glikson & Erez, 2020) 

Do you have any ideas that can make other employees 

to perform better?  

(Santoro et al., 2018) 

Is there any plan that you have that can be implemented 

to improve knowledge management within a team and 

company? 

(Martins et al., 2019) 

To whom must this knowledge be available? (Mantje et al., 2023) 

Are team members willing to share knowledge of best 

practices? 

(Chopra et al., 2021) 

What do you think how must knowledge be managed to 

sustain high performance? 

(Zhang et al., 2023) 

 

 

4.6 Data gathering process 

 
Participants' availability and preferences dictated whether data was collected through 

virtual or face-to-face semi-structured interviews. All data was gathered during face-to-

face interviews with the participants' permission; they were voice recorded and 

transcribed each interview.  Human Resources staff and the mining senior managers 

were used to recruit interview participants. The research's goal and the significance of 

the participants' participation were explained in verbal and email invitations to participate. 

The participants were mine employees and members of high-performing teams. It was 

the researcher's responsibility to explain to the people he studied in this section of the 

study procedure (Palinkas et al., 2015).   

 
The interviewer maintained an informal tone and encouraged the participants to freely 

express their thoughts and feelings. Each interview lasted between thirty minutes to an 

hour, and identical questions were posed to each participant. There were no interruptions 

throughout the interview because it took place at a prearranged time and place. Each 
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participant needed to have worked for at least six months either as a member of a high-

performing team or as a supervisor for such a team. 

 

In addition to having a minimum of five years of professional experience. Individual 

invitations were sent via email and delivered verbally to the participants. As part of this 

procedure, we scheduled each interview for a certain day and began doing them at the 

designated time. 

 

 

All participants were informed of the terms under which the interview would proceed, and 

secrecy and confidentiality were assured. 

 

1 First, the interviewees understood why they were being interviewed. 

 

2 The researcher told them that no personal information would be used or 

disclosed in this study effort. 

 

3 They were informed before the interview that they might stop at any point 

without facing any consequences. 

 

4 Their identities would not be associated with the responses they provided. 

 

5 A written consent letter was given to the persons as proof that the researcher 

had permission to conduct interviews on the premises. 

 

  

4.7 Data Analysis Approach   

 

Saunders and Lewis (2018) primarily used qualitative analysis on semi-structured 

interviews to describe knowledge strategies, gain information on the corporate setting, 

and collect individual feedback regarding the efficacy of these techniques. The 

investigator intended to use the six-stage theme analysis framework created by Braun 

and Clarke (2006) for the data that was analysed, which was related to the research 

topic. 
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 A thematic analysis was applied to approach the interview data; we were able to fully 

comprehend the knowledge management procedures (Creswell, 2007) by identifying 

and analysing reoccurring themes and patterns (Braun & Clarke, 2006). As part of this 

strategy, we coded the data in search of commonalities between knowledge 

management approaches and team output. The iterative analysis enabled the detection, 

analysis, and display of patterns within the data, and it also allowed for the refinement of 

key subjects as discoveries arose. 

 

Therefore, in the thematic analysis of (Braun & Clarke, 2006), all clusters of recurring 

codes were organised according to similarity and pattern. In this way, the researcher 

examined the raw data, extracted relevant information, organised it based on similarities, 

and searched for overarching themes or patterns. The following stages were covered 

below: 

 

 

 

4.7.1 Phase1 Know the data (Familiarise yourself with the data)  

 

Before beginning to code, the researcher studied the data set several times to get to 

know it and feel comfortable with it. The researcher read and reread the content 

numerous times to ensure comprehension. Reading the interview transcripts thoroughly 

allowed for a thorough comprehension of the facts offered, and themes and patterns 

were later understood. 

 

4.7.2 Phase 2: Do an initial coding  

 
Sorting through interview transcripts and handwritten notes was the first step in the 

encoding process. The researcher was able to get to know the data and think about its 

significance using this approach. To little bits of data, brief phrases or lines were 

provided. Using the respondent's own words was the main focus of in vivo coding, the 

third level of coding.  

 

The data was analysed by highlighting the words and phrases that stood out. The next 

step of coding involved using a structured approach to organise the data in a way that 

was relevant to the study's goals and theoretical framework. This made it possible to 
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examine the data for patterns, outliers, and correlations in great detail, which aided in 

clarifying the extent to which the participants' experiences matched the study's aims. 
 

After getting to know the data, the researcher started making the codes. To move forward 

with the thematic approach, the codes dictated the interview questionnaire. The data 

was arranged according to the participants' responses during this phase. All of the 

themes' coding was done digitally. Identified the next steps by highlighting the specific 

qualities and providing them with codes at an early stage, allowing them to be grouped 

and organised. 

 

 

4.7.3 Phase 3: Search for themes within the dataset of codes  

 
In this study, the data was coded four times by the researcher. Data points, typically 

about the respondent's mental state or prior experiences, are summarised by "codes" in 

this context, which provide a single word or brief phrase. The intuitive nature of the first 

three stages of coding shows that the researcher approached the material without bias 

or preconceptions. This allowed them more leeway in seeing trends as they emerged in 

the data. The third phase of coding, on the other hand, was far more thorough and 

focused on connecting the data to the study objectives. After coding and identification of 

the theme, the applicable data was extracted from these codes, sorted into smaller 

themes and grouped the data into potential themes.  
 

  

4.7.4 Phase 4: Assessing the Themes (Evaluation)  

 

Reject irrelevant concepts and gather just evidence that will bolster the selected theme. 

During this stage, the researcher was receptive to the possibility that other combinations 

of themes may take shape. Themes were reviewed to determine if they were appropriate 

or if it would be more beneficial to keep them out. After reviewing the coded data, the 

researcher found that the themes made sense and provided an appropriate reflection of 

the facts. When this stage was completed, the researcher could see how all the topics 

related to one another. 

  

4.7.5 Phase 5: Give the names of the themes (Define the themes)  
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Following the completion of the data analysis, the themes were developed and 

completed. In this regard, the researcher had complete faith in the data, and the phase 

in which the relationship between themes was formed was also successful. A name that 

conveyed the spirit of each topic was given to each theme, and the names were 

instructive. 

  

4.7.6 Phase 6: Give a report (generating information)  

 

The reader can gain insight into the data collection process, theme interpretation, and 

response inclusion in the report. Provide a narrative overview of the data and elaborate 

on the analysis while placing the themes in context with the larger literature. 

 

Using themes and groupings of codes that recur due to linkages or connections, this 

approach was organised (Braun & Clarke, 2006). Qualitative data and comprehension 

of the organisation's environment were the primary foci of the semi-structured interviews' 

analysis, which also identified the knowledge tactics and gathered individual viewpoints 

on the efficacy of these approaches. Following Saunders and Lewis (2018), we 

examined data and trends from both commercial divisions and academic theories to 

comprehend the findings and meet the research objectives.  

 

To accomplish your aims and resolve the study's problem, the researcher examined the 

data they have collected. The examination of secondary sources was a crucial step in 

incorporating them into your research project. The researcher was required to be familiar 

with several data analysis approaches, regardless of whether the task at hand was an 

extended piece or an overview of the literature. Furthermore, the researcher possesses 

a strong grasp of data analysis methodologies; they have assessed the impact of 

published research on your project (Saunders & Lewis, 2018) 

4.8 Quality Controls  

 

An audit trail was kept, and triangulation was used to support information from different 

sources of data to make sure the results were legitimate and trustworthy (Elo et al., 2014; 

Noble & Smith, 2015). 

 

Trustworthiness: Watching how someone acts with other people can give you a clue 

as to their level of trustworthiness. 
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Credibility: The use of triangulation, which involves comparing data from multiple 

sources, ensures the dependability of the results. 

Transferability: The research context and participants were described in detail so that 

other settings may be compared.  

Dependability: All choices and steps taken during the study were recorded in an audit 

trail.   

Confirmability: As a form of self-reflection, the researcher considered the potential 

impact of their own biases on the study.  

The researcher achieved internal validity by using a variety of evidence sources, 

including attendance and performance analysis, in addition to formal interviews. When 

the results accurately reflect the data, we say that the study has high internal validity. It 

has to do with the credibility and trustworthiness of the findings by providing evidence 

from different sources. To ensure that the data gathered from interviews with participants 

were an accurate representation of their experiences, it is necessary to examine and 

confirm the acquired information (Noble & Smith, 2015). 

 

Those theories, which were sourced from the literature, informed the question structure. 

The questions were comprehended in the expected manner by researching on a smaller 

scale (Saunders & Lewis, 2018). The researcher interviewed two managers and a high-

performing team as part of a pilot study. During the trial, the researcher adjusted the 

questions to remove any room for interpretation, confirming that the interview's stated 

goals were adequately conveyed. 

 

The researcher would utilise multiple examples to prove the results are externally valid 

when they determine if the results applied to both business divisions. A statistical 

analysis of the interview data is unnecessary because the selected method assesses 

both the practices and the efficacy of those practices. The interviews provided a voice to 

a wider range of people. Every interview will be conducted in a controlled environment 

and will be followed by thorough explanations (Saunders & Lewis, 2018).   

 

This made sure that every single participant had the same experience with the study. 

The research will be conducted in a consistent and regulated manner to guarantee that 

all participants have a consistent level of comprehension. When necessary, clarifications 

will be provided during the interviews (Saunders & Lewis, 2018).  
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4.9 Limitations   

 

The study may have some shortcomings, such as a limited sample size, which may have 

an impact on the findings' capacity to be generalised and may also introduce some 

degree of subjectivity into the interpretation of the data (Chai et al., 2021). Even though 

steps were taken to improve the reliability of the findings, the qualitative character of the 

research may result in the introduction of subjectivity into the interpretation of the data. 

The process of gaining access to busy professionals working in the mining industry may 

present difficulties, which may have an impact on the sample size and diversity 

characteristics. The level of education of the participants is another constraint. It is 

possible that they will not comprehend the questions or will incorrectly interpret them, 

which will result in them providing an answer that is not under the question. To reduce 

the likelihood of misalignment and ambiguity, the interview questions have been 

designed in a manner that makes them simple to comprehend and interpret. 

 

Chapter 5  

 

5.1.1 Introduction 

 

This chapter presents the results and findings of the study. The focus of the chapter is 

on knowledge management strategies for high-performing teams in the mining industry. 

The main objective of this chapter is to show how leadership, communication, trust, and 

knowledge sharing help to sustain high-performance teams. The data presented in this 

chapter is informed through in-depth interviews with key mining team members, whose 

insights form the basis for the identified themes. Quotations from direct participants 

support each theme by illustrating the experiences and strategies used in these 

environments. 

 

Teams within the mining industry will have to continuously perform better due to the high-

stakes, complex operation needs of the trade; their capacity to perform high-quality work 

is becoming increasingly crucial. Considering the type of businesses involved within the 

mining industry, it is of paramount importance that operations are executed with 

excellence and in a competitive manner. Effective knowledge management and 

teamwork are equally critical for teams that always excel more than their counterparts. 

This research has studied the basic processes and obstacles affecting the information 
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flow within those successful teams to identify the tactics that help attain long-term 

success in such a demanding sector. 

 

Conclusions from this chapter are organised around a series of broad themes emerging 

from the data. These themes identify the key domains in which knowledge management 

is central to team effectiveness. Some of the key themes that have emerged so far relate 

to the establishment of a climate of openness and trust, incentives and motivation to 

stimulate sharing, and how obstacles prevent teams from collaborating. It was also 

emphasised that leadership plays an important role in maintaining harmony and 

effectiveness within teams and that technology supports knowledge transfer. 

 

Other obstacles to knowledge sharing include knowledge hoarding, time constraints, and 

fear of job instability; research explored the impact it has on the performance of a team. 

The respondents highlighted the need for specialised structures and mechanisms that 

would be fundamental in supporting uniform knowledge transfer amongst the different 

levels within the organisations, some of the paradigms in this line being regular team 

meetings, performance reviews, and prudent application of technology in gathering and 

preserving information for future use. 

The findings in this chapter will be examined in a way that is consistent with the research 

questions that direct this investigation: 

1. What characteristics are displayed by high-performing teams that sustain high 

performance? 

2. What strategies are utilised by high-performing teams to sustain high 

performance? 

3. What challenges and barriers do high-performing teams experience to effectively 

share their knowledge? 

4. How can knowledge management be optimised to ensure the sustainability of 

high-performing teams in the mining industry? 

By addressing the research questions, the chapter will further provide an in-depth 

overview of the findings about the successes and challenges experienced by high-

performing teams dealing with knowledge management. This chapter also concludes by 

analysing what the implications of these findings are for the mining industry in terms of 

how team performance could be improved by the application of more structured and 

strategic knowledge management practices. 
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5.1.2 Macro Themes and Subthemes 

 

The researcher organised findings into five main macro themes, each encompassing 

multiple subthemes, to give them cohesion and clarity. These themes surfaced after a 

thorough analysis of knowledge management techniques that were thought to be 

essential for sustaining high performance in mining teams. Each theme refers to a key 

area of focus that those surveyed considered to have an impact on the effectiveness, 

flexibility, and cohesiveness of their team. 

 

5.1.3 Coding Process and Frequency Counts 

 

The themes and subthemes were developed by a methodical coding procedure. The 

researcher meticulously examined each interview transcript, uncovering and 

categorising recurring themes which were in line with essential knowledge management 

practices. Each code denotes a distinct notion or pattern observed in participant replies, 

covering multiple facets of knowledge management, such as communication, trust, 

motivation, and technology. 

This coding approach used both open coding (to capture emergent concepts) and axial 

coding (to connect similar codes under larger themes). The researcher kept a detailed 

journal of each code, documenting its frequency and relationship to the macro themes. 

This method provides an objective foundation for the creation of themes, allowing both 

often-expressed and unique ideas to be included in the study. 

 

5.1.4 Classifying Codes into Subthemes and Macro Themes 

 

Thematic coherence and conceptual alignment were used to assist in the grouping of 

codes into subthemes and macro themes. For example, under the subject "Creating a 

Culture of Open Communication and Trust," The researcher organised guidelines about 

open conversation, team meetings, and leadership transparency. These codes point out 

many aspects of how communication and trust develop between teams, leading to an 

integrated narrative under the macro topic. 

 

Similarly, codes reflecting motivational parts, such as personal pleasure, team 

accountability, and reward systems, were classified as "Motivation and Incentives for 

Knowledge Sharing." This grouping method guaranteed that each subtheme covered a 

different but connected component of knowledge management. By putting together 
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identical codes into cohesive subthemes, the researcher was managed to establish an 

ordered structure that pertains individual discoveries to broader knowledge management 

processes. This structure not only symbolises the participants' experiences but also 

gives a clear analytical structure to comprehend all the variables that contribute to great 

performance in mining teams. 

 

The resulting structure, made up of macro themes and subthemes, gives a complete 

framework for examining the intricate nature of knowledge management. The above 

structure establishes the framework for the subsequent extensive thematic analysis, in 

which each theme will be thoroughly investigated and backed up by data from the 

interview data. The following are the primary themes:  

 

5.1.4.1 Creating a Culture of Open Communication and Trust 

  
This theme highlights the value of openness and trust for creating an optimal work 

environment. In mining industries, open dialogue encourages an exchange of knowledge 

while offering a safe environment for teammates to voice problems. Subthemes included 

"The Role of Open Communication in Knowledge Sharing," which highlights the way 

frequent discussions improve teamwork, and "Building Trust to Support Open 

Communication," which highlights the importance of leaders' transparency and mutual 

respect among peers.  

 

5.1.4.2 Motivation and Incentives for Knowledge Sharing  

 

Motivation, both within and outside of oneself, is vital in fostering the exchange of 

knowledge. This theme explores "Intrinsic Motivation: Sense of Belonging and 

Responsibility," which focuses on team members' fulfilment and obligation, and "Extrinsic 

Motivation: Rewards and Recognition," which explores how incentives such as bonuses 

or advancement chances foster a shared culture.  

 

5.1.4.3 Addressing Obstacles and Barriers to Knowledge Sharing.  

 

Despite its advantages, knowledge sharing faces challenges. This theme contains 

"Overcoming Fear of Job Insecurity," which tackles fears about the repercussions of 

sharing information, and "Reducing Knowledge Hoarding Behaviour," which focuses on 
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strategies for deterring knowledge retention for personal gain. Overcoming these 

obstacles proves essential to fostering collaboration.  

 

5.1.4.4 Sustaining High Performance Through Knowledge Management 

 
Excellent performance requires ongoing information retention and transfer. Subthemes 

include "Leadership and Mentorship in Information Management," which focuses on 

leaders' roles in encouraging information sharing, and "Continuous Training and 

Documenting," which underlines the significance of regular learning and recording for 

knowledge preservation. 

 

5.1.4.5 The Role of Technology in Knowledge Sharing and Performance Sustainability 

 

Technology is vital for effective communication and storage. Subthemes include "Digital 

Platforms for Real-time Knowledge Sharing," which examines technologies that enable 

quick access to knowledge, and "Overcoming Technology Resistance," which addresses 

issues encountered by team members who are unfamiliar with digital platforms. 

 
 
 
 
 
 
 
Frequency Distribution of Codes Across Macro Themes and Subthemes in 
Knowledge Management Analysis: 
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The following sections present the results that give valuable insight into the intricacies of 

knowledge management in high-performing teams, bringing to the fore the 

multidimensionality of the knowledge-sharing approach within dynamic and high-

pressure environments and giving practical strategies on how leaders in the mining 

industry could go about it. Each section will expand on a specific theme, with direct 

quotes from the participants to allow voices of their experience to be heard and allow an 

improved understanding of the issues for high-performing teams. This will, in turn, 

enlighten the study on best practices that could be utilised to create a culture of sustained 

high performance while at the same time adding to the academic understanding and 

practical application of knowledge management in the mining industry. 

 

5.2 Theme 1: Creating a Culture of Open Communication and Trust 

 
One of the most prominent themes from the interviews is the importance of cultivating a 

culture of open communication and building trust within high-performing teams. For 

example, in the mining industry, where operations are often high-risk and require careful 

coordination, open communication is crucial in ensuring that critical information is shared 

efficiently and effectively. Participants frequently stressed that trust within a team and 

between management and staff is simply a question of facilitating an open line of 

communication and effective knowledge sharing. 
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5.2.1 The Role of Open Communication in Knowledge Sharing 

 
Effective knowledge management relies heavily on open lines of communication. Many 

participants identified that openly communicating teams are more likely to succeed 

because they can quickly and easily share valuable insights and problem-solving 

techniques. For instance, one participant highlighted the significance of fostering 

continuous dialogue between team members and leadership: 

“If we don’t communicate openly, how do we expect the team to perform? In my 

experience, those who succeed know that communication is key. Every day, we must 

check in with each other—how are things going, what problems are we facing, and how 

can we fix them together?” (Verbatim #2) 

The participant’s observation underscores the necessity of creating regular opportunities 

for communication, such as daily briefings or debriefing sessions at the end of each shift. 

These interactions provide a platform for team members to express concerns, share 

knowledge, and discuss potential performance improvements. 

Additionally, many interviewees noted that consistent communication helps ensure that 

knowledge is not restricted to a few individuals but is disseminated across the entire 

team. Another participant elaborated on how regular meetings and discussions promote 

knowledge flow: 

“We have meetings every week where everyone—miners, supervisors, safety reps—

comes together. These meetings are where knowledge gets shared, and it’s important 

because we all have different things to contribute. If I learn something from my shift, I 

share it with the next group, and we all benefit” (Verbatim #2). 

By promoting a culture of open conversation, teams can avoid the problem of information 

bottlenecks, where only specific individuals or departments have access to knowledge 

that others do not have access to. Instead, these teams function in an environment where 

information flows freely, and all team members are equally informed and empowered to 

act on critical insights. 

 

5.2.2 Building Trust to Support Open Communication 

 
Trust among the members and management is a key facilitator of open communication. 

Several participants reiterated that in the absence of trust, people tend to shy away from 

sharing information, fearing that it may harm their status or even their job security. In the 

words of one participant: 
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“Without trust, it’s hard for people to open. They might think, ‘If I tell them what I know, 

will I lose my job?’ That kind of fear stops people from sharing, and then we all suffer 

because we don’t have the knowledge we need” (Verbatim #5). 

In this case, trust is the base on which a culture of sharing knowledge is built. It is the 

job of the leaders to develop this trust and make the environment friendly enough for 

sharing experiences, problems, and knowledge without any sort of apprehension. One 

participant reflected on the importance of trust in their high-performing team: 

“Our team works well because we trust each other. I know that if I share something with 

my supervisor, they won’t use it against me. Instead, they’ll use it to help the whole team. 

That’s why I’m always open about what’s going on, even if it’s not good news” (Verbatim 

#4). 

This statement gives an excellent example of how trust can relate to sharing knowledge, 

especially the difficult or sensitive, without inhibition. If people can trust that their 

contribution will be valued and that they will not be punished for raising concerns or 

admitting mistakes, they communicate openly. 

 

 

5.2.3 Strategies for Cultivating Trust and Communication 

 

In this regard, participants identified several strategies for developing trust and fostering 

open communications within their teams. Among the first things was transparency on the 

part of the leadership. Leaders who are transparent about their decision—making 

processes and engage regularly with their teams are trusted over time. As one participant 

put it: “When the supervisors are open with us about what’s going on—like why a certain 

decision was made or what the company is facing—it helps us feel included, and like 

we’re all in this together. It makes it easier for us to speak up because we feel like we’re 

part of the process” (Verbatim #3). By being transparent, the leaders create an 

environment where the team know their thoughts and ideas count and, therefore, have 

a more cooperative group. Another way to help make sure open communication is taking 

place is making time for regular, structured opportunities to talk. Several of the 

respondents pointed out how there is set aside time to hold a team meeting in which all 

participants—from the shift supervisors down to the miners—get an opportunity to speak 

about something. One interviewee discussed the practical impact of regular team 

meetings on knowledge sharing: 

“We’ve made it a point to hold meetings at different levels. For example, on Tuesdays, 

the shift supervisors meet, then on Thursdays, it’s the miners’ turn, and finally, on 
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Fridays, the safety reps come together. This way, everyone has a chance to share what 

they know, and we can test how well the information is getting passed on” (Verbatim #2). 

This structured approach creates room for communication and also aids in not letting 

important information get lost or miscommunicated while passing between different 

levels of the team. 

 

5.2.4 Challenges in Establishing Open Communication and Trust 

 
While most participants acknowledged the importance of the free flow of information and 

trust, several barriers were identified that hamper these principles from being fully 

realised by mining teams. One recurring barrier identified in this study is time and 

resource constraints. The hectic, tight schedule in mining activities leaves very little time 

for specific events dedicated to knowledge sharing. This limitation was cited by one 

participant: 

“Time is always an issue. We’re working in tough conditions and have a lot to get done. 

Sometimes it feels like there’s no time to sit down and talk things through” (Verbatim #9). 

To overcome this, according to some participants, structured, scheduled time for 

communication activities should be structured so that they become an integral part of the 

work routine rather than an afterthought. Some participants again pointed out that a lack 

of trust is not always linked to individual relationships but is sometimes a result of broader 

organisational culture: 

“In some places, it’s the culture that gets in the way. If people feel like the company 

doesn’t have their best interests at heart, they won’t be open, no matter how good the 

team is” (Verbatim #5). 

This statement underlines the fact that team-level strategies have to be supplemented 

by organizational-level changes toward creating an environment where communication 

and building of trust come first and foremost. 

 

5.2.5 The Impact of Open Communication and Trust on Team Performance 

 
Ultimately, the final results indicate that if a team can establish an open-communication-

and-trust-based culture, then it can perform at a very high level. The participants reported 

increased sharing of knowledge, effective problem resolution, shorter response times 

and coordination amongst the team members. In short, according to a participant: 
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“When we communicate well and trust each other, things just work better. We don’t have 

to guess what’s going on or what the next step is—everyone knows what they need to 

do, and we all support each other in getting it done” (Verbatim #6). 

Therefore, working in an open and trusting environment greatly assists mining teams in 

getting through the difficulties of the job and maintaining performance over a long period. 

Therein also lies the alignment of trust, communication, and knowledge sharing that 

make the teams high-performing. 

 

5.2.6 Conclusion 

 
In conclusion, this theme bridges the importance of open communication and trust in 

maintaining high-performing teams in mining industries. Through open communication, 

building trust among the different members, and putting in place various strategies that 

facilitate openness, one can work to ensure performance improvement in teams. When 

trust has been achieved, the findings indicate that team members are more open to 

sharing their knowledge. Hence, collaboration and problem-solving capabilities become 

enriched. This theme provides the base for most of the other strategies, which will be 

discussed later in this chapter as contributing to sustaining high performance in the 

industry. 

 

5.3 Theme 2: Motivation and Incentives for Knowledge Sharing 
 
A significant theme that surfaced from the research interviews has to do with the motive-

incentive component, enabling knowledge sharing across high-performing mining teams. 

Positive team culture and great leadership were very often mentioned, yet several 

participants told the researcher that motivating team members to actually share their 

knowledge calls for more than just an open communication environment. Besides 

recognition and rewards, participants listed a sense of shared responsibility as the drive 

that ensures that knowledge flows across teams with ease, at least in terms of best 

practices and operational insights. 

 

5.3.1 Intrinsic and Extrinsic Motivation for Knowledge Sharing 

 
Participants revealed that a combination of intrinsic and extrinsic motivation plays a vital 

role in encouraging knowledge sharing. Intrinsic motivations, such as satisfying oneself 
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by contributing to the success of the team, may lead people to share what they know 

without requiring an added incentive. As one participant shared: 

“For me, it’s not always about the rewards. It’s about knowing that what I’m sharing is 

helping the team. That’s what keeps me motivated—seeing that we’re all benefiting from 

each other’s experiences” (Verbatim #9).This statement highlights that it is very 

important to establish a working environment in which the individual feels that their 

contribution to the success of the whole team is personally fulfilling. When people believe 

their knowledge is valued and will make a difference in the team's performance, they will 

share more of their knowledge freely. 

 

However, intrinsic motivation is seldom enough to maintain knowledge-sharing practices 

for longer terms, especially in high-pressure working environments like the mining 

industry. Several interviewees expressed that there is a need for extrinsic motivators to 

reinforce the importance of knowledge sharing through recognition and tangible rewards. 

As one interviewee said: 

“Recognition is a big thing. When someone shares something valuable, they should be 

acknowledged. It doesn’t have to be a big thing, but even just saying ‘thank you’ in front 

of the team makes a difference” (Verbatim #4). 

This comment of this participant highlights the power of simple public recognition in 

building a knowledge-sharing culture. Leaders can create positive feedback loops where 

sharing becomes the norm through public recognition and appreciation of those who 

contribute to the knowledge base. 

 

5.3.2 Rewards and Incentives as Drivers of Knowledge Sharing 

 

Apart from intrinsic motivation, several participants stressed the role that formal rewards 

and incentives can play in motivating them to share knowledge. Such incentives may 

take many forms: financial benefits or career development opportunities. As one 

participant averred, linking knowledge sharing to some form of gain was very effective: 

“We’ve seen that when we tie knowledge sharing to rewards—whether it’s bonuses, 

promotions, or even just recognition at a company event—it makes a huge difference. 

People are much more likely to share when they know it could lead to something 

concrete for them” (Verbatim #13). 

This insight suggests that organisations can enhance knowledge sharing by tying it to 

measurable outcomes, such as performance bonuses or career advancement 

opportunities. Such incentives provide employees with a clear, direct benefit for their 
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contributions, making knowledge sharing more appealing, especially in competitive work 

environments. 

Another interviewee supported this notion by highlighting how even small incentives can 

have a significant impact on behaviour: 

“It doesn’t always have to be a big reward. Sometimes even small things, like vouchers 

or extra time off, can be enough to motivate people to share their knowledge” (Verbatim 

#8). 

This suggests that although financial incentives and career development remain 

powerful drivers of sharing knowledge, smaller and more immediate rewards may also 

support knowledge sharing in daily practice. The flexibility in the type of incentive allows 

organisations to tailor their reward systems according to the resources that are available 

while still stimulating intended behaviour. 

 

5.3.3 Appealing to Team Spirit and Collective Responsibility 

 
Beyond personal rewards, several participants stressed that information sharing must 

be positioned as a team sport, not an individual activity. The leaders could thus 

encourage an atmosphere where information sharing is key to team survival by calling 

on the responsibility of and shared success within the group. One participant explained 

how this approach works in their team: 

“When we frame it as something that benefits all of us—not just one person—people are 

more likely to participate. We talk a lot about how if one of us succeeds, we all succeed, 

and that’s helped with knowledge sharing” (Verbatim #5). 

This emphasis on collective responsibility also taps the intrinsic motivation of team 

members who are motivated by the urge to see the whole team succeed. People 

contribute to knowledge sharing when doing so is regarded as a means of contributing 

to the success of the whole team, with no direct personal gain in sight. Another 

interviewee discussed how appealing to team spirit helped motivate knowledge sharing 

in their team: 

“We always say, ‘If you know something that can help us, don’t keep it to yourself.’ It’s 

not about you—it’s about all of us working together. That mindset has changed how we 

approach things” (Verbatim #6). 

Emphasis on collective responsibility leans on the intrinsic motivation of the team 

members who derive satisfaction from success at the team level. People will most 

probably share knowledge when it is perceived to be a contribution to the success of the 

team, even without them deriving direct personal benefits. 
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5.3.4 Challenges in Motivating Knowledge-Sharing 

 
While motivating and incentivising factors provide the drive for sharing knowledge, 

participants cited several challenges that may hinder the process. One of the frequent 

challenges is the fear of insecurity or loss of jobs due to the sharing of knowledge. Some 

employees have the notion that once they share expertise in a particular area, then they 

can easily be replaced and hence would hold back useful information. A participant 

voiced this fear: 

“There are people who think, ‘If I share everything I know, what’s left for me?’ They worry 

that if they’re no longer the expert, they’ll be seen as less valuable” (Verbatim #5). 

When job security is uncertain, this may be a big obstacle to sharing knowledge. That is 

where the leaders should step in and reinforce the feeling that sharing knowledge does 

not take away the value of an individual but strengthens it in the success of all. As one 

participant suggested: 

“We have to make it clear that sharing your knowledge doesn’t mean you’re replaceable. 

If anything, it makes you more valuable because you’re seen as someone who helps the 

team” (Verbatim #4). 

By redefining information-sharing activities as a source of strength rather than as a risk, 

organizations can help to encourage more open communication and reduce workers' 

concerns about job security. 

Another challenge identified by participants is the lack of time and resources for 

knowledge-sharing activities. In the fast-paced mining environment, finding time for 

structured knowledge-sharing sessions can be difficult. One participant explained: 

“We’re so busy all the time, and sometimes it feels like there’s no room for anything extra. 

It’s not that people don’t want to share, but finding the time to do it properly is hard” 

(Verbatim #9). 

According to some participants, with a view to overcoming this obstacle, information 

sharing should be inculcated into the ongoing process rather than being an activity in 

itself. Generally speaking, it would be much easier to incorporate knowledge sharing into 

regular daily check-ins or other scheduled meetings than it would be to try to add it 

without taking any extra effort on behalf of the organisation. 

 

 

 

5.3.5 The Role of Leadership in Motivating Knowledge Sharing 
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Leadership inspires team members to contribute by sharing their knowledge. As most of 

the participants indicated, it is when the leaders themselves encourage knowledge 

sharing by example that such practices are encouraged and valued. As one interviewee 

observed: 

“When our leaders are open about what they know and encourage us to do the same, it 

changes the whole dynamic. You see everyone becoming more open and willing to 

share” (Verbatim #4). 

Leaders can further motivate knowledge sharing by recognising and rewarding those 

who contribute to the team’s knowledge base. As mentioned earlier, recognition from 

leaders—whether public or private—serves as a powerful motivator for many employees. 

In addition to setting an example, leaders must also create formal structures for 

knowledge sharing. One participant explained how their supervisor implemented a 

system for recognising and rewarding knowledge sharing: 

“Our supervisor introduced a system where every time someone shares something 

valuable—like a new technique or an improvement—we note it down, and at the end of 

the month, there’s a reward for the top contributors. It’s changed how people approach 

knowledge sharing” (Verbatim #8). 

By institutionalising knowledge-sharing practices and creating formal recognition 

systems, leaders can ensure that knowledge-sharing becomes a regular and valued part 

of the team’s operations. 

 

5.3.6 Conclusion 

 
The theme of motivation and incentives suggests that while most team members appear 

intrinsically motivated to share knowledge, extrinsic rewards and recognition play a 

significant role in sustaining the practices over time. In other words, tangible and 

intangible incentives can facilitate organisations to promote more frequent and broad-

based knowledge sharing. Moreover, framing knowledge-sharing practices as 

everyone's responsibility and appealing to team spirit may further stir the contributions. 

However, for the latter option to constitute effective and sustainable knowledge-sharing 

practices, these obstacles must be addressed, such as fears of job insecurity and time 

constraints. It is expected that leading actors should drive such a practice both by 

example and through recognition or reward formal structures. 
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5.4 Theme 3: Addressing Obstacles and Barriers to Knowledge Sharing 

 
The key challenge that emerged from the interviews was that many hurdles and 

bottlenecks prevent and hamper sharing and spreading the due knowledge in effective 

teams of mining organisations. Almost all participants complained about their 

experiences and problems in establishing a situation in which knowledge flow could be 

facilitated since it is very difficult, particularly in environments where trust issues prevail 

or operational pressures burden people with much work, leaving no space for organised 

communication. The following part of the paper identifies the main barriers to knowledge 

sharing, as reported by the participants, along with possible strategies to overcome 

these. 

 

5.4.1 Barrier 1: Lack of Trust 

 
The respondents also rated the lack of trust among its members as one of the main 

drawbacks to effective knowledge sharing. Along these lines, trust forms the foundation 

upon which an open environment is built where people have the confidence to share 

their expertise without having the fear of being taken advantage of or suffering adverse 

consequences. As one participant put it: 

“There’s this feeling sometimes that if I share too much, someone else might take credit 

for it, or worse, I could be seen as less valuable because I’ve given away all my 

knowledge” (Verbatim #5). 

This attitude reflects the serious, unspoken fear that anything to do with sharing 

knowledge may well play against the position of an individual in the team. Workers might 

refuse to share their expertise if they feel it will make them replaceable or give them an 

unfair advantage over others within the organisation. 

To overcome this risk factor, respondents feel that leaders must be duly instrumental in 

creating an atmosphere of openness and equity. In other words, by ensuring that no 

individual on the team is denied his or her rightful credit and by creating an atmosphere 

of cooperation rather than competition, organisations can minimise the threat of being 

taken advantage of. As one participant succinctly illustrates: 

“Our supervisor is always very fair. They make sure that everyone gets credit for their 

contributions, and that’s built a lot of trust. We all feel like we’re part of the same team, 

not competing against each other” (Verbatim #7). 

This approach underscores the importance of leadership in establishing a team culture 

where trust is prioritised and where team members feel secure enough to share their 

knowledge freely. 
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5.4.2 Barrier 2: Fear of Job Insecurity 

 
Closely connected to the question of trust is another question: job security. Many of the 

respondents mentioned that some staff do not want to share their knowledge because 

they might feel threatened by doing so, becoming superfluous. In an industry where job 

security cannot always be taken for granted, as it rarely can in times of economic turmoil, 

this is one of the greatest barriers to unfettered knowledge sharing. As one respondent 

explained: 

“There’s always that worry—what if I share too much and then they don’t need me 

anymore? Some people hold back because they think that’s the only way to keep their 

jobs safe” (Verbatim #5). 

This has been a particular concern in high-stakes industries such as mining, where 

organisational restructuring or downsizing can be sudden. Leaders need to communicate 

the value proposition of knowledge sharing in a manner that conveys to the employees 

that they are not threatened concerning job security. In that sense, a leader would need 

to convey the idea that sharing expertise adds, and does not subtract from, one's value 

to the team. According to one participant: 

“We need to make it clear that sharing your knowledge makes you more valuable, not 

less. If you’re seen as someone who helps the whole team perform better, that’s a good 

thing” (Verbatim #4). 

By reframing the narrative around job security, organisations can shift employee 

perceptions and encourage more open knowledge-sharing practices. 

 

5.4.3 Barrier 3: Time Constraints and Operational Pressures 

 
It is clearly understood that time for formalised knowledge-sharing activities is usually 

lacking in such a high-paced, demanding industry. Most of the participants told stories 

of how hard it was to find the time to have any real knowledge exchange due to the 

pressures of the day-to-day jobs. In the words of one participant: 

“We’re always so busy trying to meet our targets, and it feels like there’s no time to sit 

down and talk about what we’ve learned or what we could do better. It’s not that people 

don’t want to share—it’s just that the time isn’t there” (Verbatim #9). 

This is often a problem in industries that demand a very high level of operations, whereby 

workers are expected to meet deadlines. Consequently, knowledge sharing goes down 

in the list of priorities, even if the team members come to realise how important it is. 
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Participants indicated that this could be surmounted by incorporating knowledge-sharing 

activities in the usual workflow without setting it apart, for which additional time may have 

to be devoted. One interviewee said that in their team, knowledge sharing had been 

integrated into daily routines: 

“We’ve started including knowledge sharing in our regular safety meetings. It doesn’t 

take extra time because we’re already meeting, but we make sure to spend a few 

minutes talking about what we’ve learned or what improvements we can make” 

(Verbatim #10). 

Furthermore, the embedding of knowledge-sharing practices into current processes 

allows teams to share valuable insights without feeling overwhelmed with extra time 

pressures. Knowledge sharing will turn organic in the flow of the workday, easily enabling 

continuous learning within the teams. 

 

5.4.4 Barrier 4: Knowledge Hoarding 

 
Another limit was to the knowledge hoarding concept, where respondents made a 

conscious decision not to share information. Knowledge will not flow in an organisation 

simply due to employee perceptions of their central position in a team or of having 

perceived power and influence through this source of information. This mechanism is 

believed, through selected control over the valued information, to ensure their 

competitive advantage. This view was shared by one participant who revealed: 

“There are people who keep information to themselves because they think it gives them 

an advantage. It’s like, ‘If I’m the only one who knows this, then I’m more important’” 

(Verbatim #5). 

This behaviour is detrimental because it blocks the free flow of information, which is 

critical for effective collaboration among its members. To avoid knowledge hoarding, 

participants suggested that open discussions regarding negative impacts on the overall 

success of the team should be held. One participant shared how they do it in their 

approach to knowledge hoarding within their team: 

“We’ve had conversations about how hoarding information hurts the team. We try to 

emphasise that we’re all in this together, and if one person is holding back, it affects 

everyone’s performance” (Verbatim #8). 

By addressing this openly and also fostering a collaborative culture, not a competitive 

one, teams will limit the occurrence of knowledge hoarding and motivate equal sharing. 
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5.4.5 Barrier 5: Language and Communication Barriers 

 
In teams with members from different cultural or linguistic backgrounds, language 

barriers can be one of the problems that makes effective knowledge sharing difficult. 

According to the participants, communication of any complex information is difficult when 

the team members belong to different languages or technical jargon. As one participant 

explained: 

“Sometimes the problem isn’t that people don’t want to share—it’s that they don’t 

understand each other. We have people from all over, and language can be a real barrier 

when we’re trying to explain something technical” (Verbatim #2). 

This is particularly applicable in mining, where teams may be drawn from diverse cultural 

and linguistic backgrounds. In interventions to address these barriers, some respondents 

recommended language support, and others suggested training to learn how to speak 

more briefly. One respondent explained this as follows: 

“We’ve started using more visuals in our presentations, like diagrams and pictures, to 

help explain things better. It’s made a big difference in making sure everyone 

understands, even if they don’t speak the same language fluently” (Verbatim #9). 

By adopting this approach, by using visual aids and making technical language simpler-

teams can work around breakdowns in communication to ensure that critical knowledge 

is truly and usefully shared. 

 

5.4.5 Strategies for Overcoming Barriers 

 
The interviews revealed the following strategies that overcome the barriers to sharing 

knowledge. First of all, creating an environment of trust and transparency was one of the 

effective ways. Leaders can build up this environment by showing their example of 

transparency of knowledge and influencing the other team members to do so. According 

to one participant: 

“It starts with the leaders. If they’re open and willing to share, the rest of the team follows. 

It creates a culture where sharing isn’t something we have to do—it’s something we want 

to do” (Verbatim #4). 

Another potent way is structuring opportunities for knowledge sharing with regular team 

meetings or workshops. Such structuring helps a leader make knowledge sharing 

integral to the team's affairs rather than an afterthought. In the words of one of our 

interviewees: 



56 
 

“We’ve introduced weekly workshops where we talk about different things we’ve learned 

or challenges we’ve faced. It’s made a huge difference in how we share knowledge 

across the team” (Verbatim #6). 

Additionally, participants emphasised the importance of recognising and rewarding 

knowledge-sharing behaviours. By tying knowledge sharing to tangible rewards, such as 

bonuses or promotions, organisations can incentivise employees to contribute more 

actively to the team’s knowledge base. 

 

5.4.6 Conclusion 

 
To conclude, any obstacle to knowledge sharing or barrier has to be holistically 

addressed for high-performing teams to continue working effectively and sustain their 

performance over time. The factors identified in this research study as potentially 

impeding the knowledge-sharing process in mining organisations include lack of trust, 

fear of job loss, pressures of time, knowledge hoarding, and communication barriers. 

However, these can be overcome when appropriate strategies for developing trust, 

embedding knowledge sharing into regular workflows, and promoting a culture of 

openness are in place. Leaders will then have to implement such strategies to ensure 

knowledge sharing becomes part and parcel of the team's culture and hence sustains 

long-term success in the organisation. 

 

5.5 Theme 4: Sustaining High Performance Through Knowledge Management 

 
For mining industries, the sustainability of high performance in teams is the central focus 

of organisations. Sustaining over a long period requires more than initial success; rather, 

it involves regular knowledge transfer, leadership support, continuous training, and 

systems that capture and preserve valuable knowledge. The respondents placed greater 

emphasis on a few factors that stand as very important to sustaining high-performing 

teams, especially through effective knowledge management. 

 

5.5.1 Leadership’s Role in Sustaining High Performance 

 
One factor that came up time and again in sustaining high performance within the teams 

was leadership. Participants discussed how strong leadership was necessary to ensure 

that the knowledge-sharing culture that enabled high performance took place. Leaders 

set the mood, not just for the knowledge exchange but also for holding the teams 
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accountable to make sure knowledge is continuously transferred from one generation of 

workers to the next. As one participant summarised: 

“It’s the leaders who make or break a team’s performance. If they’re not pushing us to 

share what we know or providing opportunities to learn, it’s easy for things to fall apart” 

(Verbatim #3). 

This comment highlights how crucial it is for leaders to provide a structured environment 

where information is communicated and expected. In the absence of explicit directions 

and motivation provided by the leadership, it could be extremely challenging for the 

teams to sustain and maintain the level of consistency needed in the role-specific 

activities to be executed by every team member for their long-term success. Another 

participant highlighted how their supervisor's proactive attitude was able to sustain high 

performance: 

“Our supervisor always checks in, not just on the work we’re doing but on how we’re 

sharing knowledge. They’ll ask, ‘Did you teach someone else this skill?’ or ‘Have you 

passed this on to the next shift?’ That kind of leadership makes sure that knowledge 

doesn’t stop with one person” (Verbatim #6). 

This, therefore, reflects that the leaders encourage and inspire people to share 

knowledge, and the high performance is sustained by everyone in the team as part of a 

continuing process. 

 

5.5.2 Continuous Mentoring and Training 

 
Continuous training and mentorship are some of the best ways to keep high performance 

in teams. This is often reiterated by the participants for ongoing learning, particularly if 

some of a team's membership is being constantly turned over or promoted forward. In 

this case, ongoing training allows new employees to integrate into the team faster, 

retaining the collective knowledge of that team in the long term. One participant 

explained the importance of mentoring: 

“We have a mentoring system where the more experienced workers guide the newer 

ones. It’s really helpful because it means that the knowledge doesn’t get lost when 

someone leaves. The new person can step in and keep things running smoothly” 

(Verbatim #2). 

This approach ensures valuable knowledge and skills are not lost but transferred within 

the teams so that they continue performing well even when their membership changes. 

By instituting a mentoring program, teams can develop a consistent stream of talent 

accustomed to the best ways a particular organisation works and does things. Another 

participant shared how mentoring and training were formalised in their team: 
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“We have ongoing training sessions where experienced workers share their insights. We 

also do regular reviews to see who needs more training and who can take on a mentoring 

role. It’s not just about filling a gap—it’s about making sure we’re always learning and 

improving” (Verbatim #9). 

This points out the importance of structured ongoing programs that are not merely 

reactive but proactive in freshening up and enhancing knowledge continuously. The 

programs contribute to teams creating a culture of continuous improvement necessary 

to ensure continued high performance in dynamic work environments such as mining.  

 

 

 

 

5.5.3 Documenting and Capturing Knowledge for Longevity 

 
Other critical factors contributing to the sustainability of high-performing teams include 

the ability to document and capture knowledge. Most participants identified that with the 

absence of formal mechanisms recording critical knowledge, there was a risk of such 

knowledge being lost as experienced workers retired or left the organisations. One such 

participant observed the effect of having in place a more systematic mechanism for 

capturing knowledge: 

“We have a system in place where every important process is documented. It’s not just 

in people’s heads—it’s written down, so anyone can access it when they need to. That 

way, even if someone leaves, the knowledge stays with the company” (Verbatim #2). 

This provides structure to the documentation such that operational knowledge is 

preserved over time and then can be easily transferred to new employees or across 

teams. Another interviewee recalled how capturing knowledge prevented setbacks when 

experienced team members moved on: 

“We’ve had situations where people left, but because we had documented their 

processes, we didn’t experience much of a disruption. The new team members could 

pick up where the others left off” (Verbatim #10). 

This insight highlights how important it is to have an institutional setup that captures and 

stores such critical knowledge. The institutionalisation of this process of documentation 

insulates the team from the inevitable personnel changes and maintains high 

performance with minimum disruption. 
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5.5.4 Performance Monitoring and Feedback 

 
Monitoring performance regularly and giving feedback helps teams maintain their 

performance. In most of the discussions, identification of how performance metrics have 

been put to use within a team in identifying knowledge gaps and areas of improvement 

was made. They said that continuous monitoring and feedback on performance help 

make adjustments that will ensure proper applications of knowledge. One participant 

illustrated how feedback loops create sustainability in high performance: 

“We always review our performance and talk about what we could do better. If there’s 

something that didn’t go well, we try to figure out why and how we can fix it next time. 

It’s all about learning and improving continuously” (Verbatim #6). 

This reflection and adjustment are important in maintaining a high standard of 

performance over a period. Continuous feedback means that teams not only understand 

their current level of performance but are also doing something to improve it. Another 

participant explained how performance reviews help identify gaps in knowledge: 

“We have regular performance reviews where we look at what worked and what didn’t. 

If we notice that someone is struggling, we’ll offer more training or pair them with 

someone who can help. It’s all about making sure everyone is performing at their best” 

(Verbatim #3). 

With performance monitoring added to knowledge management, teams will ensure 

continuous improvement and timely filling of knowledge gaps. That way, the teams will 

maintain a high level of performance and make sure all team members are informed and 

supported to excel. 

 

5.5.5 Systems for Preserving Best Practices 

 
Besides knowledge documentation, the respondents emphasised developing 

mechanisms that would serve to preserve and share best practices. Those teams that 

develop mechanisms for identifying and replicating best practices are more likely to 

sustain high performance over the long run. One participant described how their team 

ensures the best practices are shared across the organisation: 

“Whenever we find a new way of doing things that works well, we make sure to share it 

with everyone. We’ve got a system where we document best practices and make them 

available to other teams, so we’re all learning from each other” (Verbatim #2). 

 

This maintains consistency across teams but also engenders knowledge across the 

broader organisation. Ensure systems are in place to make identification and 
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dissemination of key findings paramount. High-performing teams deserve to stay at the 

top of their game, but success should be replicated across companies. 

 

 

5.5.6 The Role of Technology in Sustaining Knowledge 

 
Technology plays an increasingly important role in high performance by facilitating 

knowledge sharing and preservation. A number of the participants identified that digital 

platforms have been integrated into their team's operations, which makes the 

management of knowledge easier. This platform allows the team to store, access, and 

share information so much more easily; therefore, access to knowledge makes it easier 

for employees to do their work. An interviewee showed the impact of technology on 

knowledge management: 

“We’ve started using a digital platform where we can store and share information. It’s 

been really helpful because now everyone has access to the same information, and we 

can update it in real-time” (Verbatim #8). 

This essentially means that the integration of digital tools in knowledge management 

assists in ensuring that critical information is available to the team members and 

minimises the effect of knowledge silos. Technology can also support monitoring 

performance metrics, using those metrics for improvement, and providing real-time 

feedback factors leading to sustained high performance. 

 

5.5.7 Conclusion 

 
It therefore follows that sustaining high performance in teams will relate to an integrated 

approach: leadership, mentoring, documentation, performance monitoring, and 

leveraging technology. Stronger leadership can ensure a continuous culture of 

knowledge sharing, while ongoing mentoring and training make sure that team members 

learn and improve all the time. In turn, the main possibilities for a team to maintain its 

standards over time include formal systems for capturing and preserving knowledge and 

regular performance reviews. Concluding the points associated with ensuring that high-

performing teams in the mining industry maintain success even in the face of personnel 

changes or operational challenges, a business can centre on these key areas. 
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5.6 Theme 5: The Role of Technology in Knowledge Sharing and Performance 

Sustainability 

 
Technology has become an integral component in knowledge management for most 

industries; the mining industry is no exception. Most of the respondents in this research 

often re-echo how technology provided so much meaning to sharing knowledge for 

sustaining high performance in their respective teams. From digital platforms that allow 

the sharing of information immediately to performance tracking tools, which enable 

follow-up, technology provides solutions on a wide spectrum to support high-performing 

team sustainability. This theme examines how technology is used to enhance knowledge 

sharing for sustaining high performance within teams based on participants' descriptions. 

 

5.6.1 Technology as a Platform for Communication and Knowledge Transfer 

 
One of the prominent uses of technology in high-performing teams would be as a 

communication medium and knowledge transfer platform. In such a fast-paced and 

technical operation as mining, it is priceless to have a real-time information flow that 

allows the operation of teams more efficiently with well-informed decisions (Santoro et 

al., 2018). Most participants showed how digital means enhanced communication in their 

teams for faster dissemination of knowledge and updates. As one of the participants 

pointed out: 

“We’ve started using digital platforms to share information in real-time. It’s been a game-

changer for us because now we don’t have to wait for meetings to pass on important 

information. Everything is right there for everyone to see” (Verbatim #8). 

This statement aptly brings out the way technology advances and expedites the process 

of knowledge availability. Digital platforms enable teams to communicate effectively, 

ensuring proper communication for the correct execution of any particular task on time. 

One participant explained it further; this enhanced their communication among different 

shifts and teams: 

“We use an online system where we can leave updates for the next shift. It’s great 

because it means the next team can pick up where we left off without any gaps in 

knowledge. It keeps things running smoothly” (Verbatim #2). 

This example illustrates how digital platforms have enabled knowledge transfer across 

teams to occur effortlessly, particularly in an environment where continuous operations 

are performed by a sequence of shifts or teams. The technology prevents the loss or 
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miscommunication of knowledge with a centralised platform for communication, keeping 

teams on track and current. 

 

5.6.2 Enhancing Knowledge Preservation Through Digital Documentation 

 
Apart from supporting real-time communication, technology can also provide substantial 

support to capturing information for reuse in later stages. Most participants gave 

examples of how knowledge about important processes, best practices, and lessons 

learned were put into digital forms by their teams so that this is not lost when employees 

change positions or leave the company altogether. In the words of one participant: 

“We’ve moved a lot of our documentation online. Now, whenever someone figures out a 

better way to do something, we record it in our system so that everyone can access it 

later. It’s helped us keep our knowledge intact, even when people leave” (Verbatim #10). 

This is important for industries experiencing high labour turnover, as mining does, 

because when experienced workers are lost, knowledge gaps arise if that knowledge 

has not been documented. In using digital systems to capture and store knowledge, 

teams can carry this information over from one generation to the next. Another 

interviewee explained how this has improved the way that the team learns from 

experience: 

“We have a digital database where we keep all our lessons learned from past projects. 

It’s really useful because we can look back and see what worked and what didn’t, and 

we don’t make the same mistakes twice” (Verbatim #6). 

This example has illustrated how technology could build an organisational knowledge 

base, possibly acting as a source of guidance for future decisions and improved team 

performance. Through the systematic documentation of successes and failures, the 

teams could develop a knowledge base that will grow with time and support sustained 

high performance. 

 

5.6.3 Technology as a Tool for Performance Monitoring and Feedback 

 
Another very significant influence of technology involves performance monitoring. 

Several participants discussed how digital means were employed to monitor and give 

immediate feedback from performance metrics that assist teams in making the 

necessary adjustments. In the words of one participant: 
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“We use a digital system to track our performance on key metrics, like safety and 

productivity. It’s great because we can see in real time how we’re doing and make 

changes if something’s not going well” (Verbatim #4). 

Real-time monitoring is something all high-performing teams will have to do to give 

potential problems an early catch and take corrective action before they escalate into 

bigger problems. In setting targets and monitoring performance, participants gave views 

showing how their team leverages technology. Another participant explained how their 

team uses technology to set performance targets and track progress: 

“We have a system where we set our targets at the beginning of each shift, and the 

system tracks our progress throughout the day. It helps us stay focused and makes sure 

we’re on track to meet our goals” (Verbatim #8). 

This is a good example of how technology will keep the teams accountable and focused 

on attaining their objectives. By availing real-time data on performance, digital tools help 

teams stay in tune with their goals, ensuring that they do their best to maintain high 

performance. 

 

5.6.4 Challenges in Integrating Technology for Knowledge Sharing 

 
While there are lots of technology benefits, participants also had an opportunity to share 

some of the challenges they encountered during the integration process of digital tools 

aimed at facilitating knowledge sharing. Indeed, one problem faced by many is 

resistance; some employees resist adaptation to new technologies, which is especially 

difficult in cases when employees are not comfortable with digital platforms. 

“Not everyone is on board with using the technology. Some of the older guys prefer to 

do things the way they’ve always done them, and it’s hard to get them to change” 

(Verbatim #5). 

This could be one of the significant impediments to the effective introduction of digital 

tools for knowledge management. Participants indicated that this may be addressed 

through training and support, which would put them in better comfort levels with the 

technology. An interviewee even related how his team addressed this issue: 

“We had a lot of pushback at first, but once we started offering training sessions and 

showing people how the system makes their jobs easier, most of them came around” 

(Verbatim #7). 

This also brings to the fore the need for follow-through support and education that 

ensures every team member can engage with the technology. Provided with adequate 



64 
 

resources and drive, teams can surmount resistance toward the deployment of digital 

tools in knowledge-sharing practices. 

 

5.6.5 Leveraging Mobile Technology for Field Operations 

 
Several participants also commented on the role that mobile technologies have played 

in knowledge sharing and monitoring field performance. For example, mining state 

operations are often located remotely or in an environment that is hard to operate in; 

mobile technologies enable the teams to access and share information out in the field. 

The following participant described how mobile devices have enhanced communication 

in the field: 

“We all have tablets that we use to communicate and access the system while we’re out 

in the field. It’s really helpful because we can get updates in real-time and share 

information with the rest of the team, even if we’re not on-site” (Verbatim #9). 

This use of mobile technology ensures that team members are always connected, no 

matter where they are. Mobile technology keeps teams constantly informed and aligned 

with one another, not only during fieldwork but even before heading to the field. This was 

evidenced by another informant who explained how this mobile technology made it 

easier to collect data: 

“We can use our tablets to log data directly into the system, which cuts down on 

paperwork and makes it easier to keep track of everything. It’s been a big improvement 

in how we manage our data” (Verbatim #12). 

This example further reveals how mobile technology could enable knowledge sharing 

and operational efficiency, as it reduces administrative work and ensures information 

gets recorded and made accessible in almost real-time. 

 

5.6.6 The Future of Technology in Knowledge Management 

 
Looking to the future, many of the participants had ideas about what new technologies 

will continue to shape knowledge management within the mining industry. The use of 

artificial intelligence and machine learning was mentioned as allowing teams to analyse 

large volumes of data and identify patterns that may not be immediately obvious. Typical 

of comments about the future of technology in knowledge management was the following 

from one participant: 
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“I think we’re just scratching the surface of what technology can do for us. With AI and 

other tools, we’ll be able to analyse our data in ways we’ve never been able to before 

and use that information to make better decisions” (Verbatim #13). 

This forward-looking perspective suggests that as technology continues to evolve, it will 

play an even greater role in support of high-performing teams and knowledge-sharing 

practices. Another participant discussed the potential for AI to augment decision-making 

in the field: 

“AI could help us make faster, more informed decisions. Imagine being able to get real-

time analysis of our data while we’re out in the field. It could change how we operate” 

(Verbatim #10). 

As these technologies continue to become more available, they hold the possibility of 

entirely upending team knowledge management and communication for even higher 

levels of performance and efficiency. 

 

 

 

5.6.7 Conclusion 

 
Therefore, technology cannot be absent in supporting knowledge sharing and 

maintaining high performance in mining firms. Digital platforms, mobile technology, and 

performance-tracking tools provide the teams with what they need to communicate 

effectively, benefit from rich knowledge retention, and monitor their progress in real-time. 

Of course, obstacles like resistance to change are there, but the advantages of 

integrating technology into knowledge management are very apparent. While newer 

technologies, including AI, are continually in development, promising exciting 

possibilities for even greater knowledge sharing and long-term success, with effective 

use of and support of such new tools(Iaia et al., 2024). High-performing teams will 

continue to thrive in a world where technology and the use of digital space increase. 

 

5.8 Summary of Key Findings 

 
Results from this study offer the necessary insight into the knowledge management 

strategies for sustaining high-performance teams in the mining industry. Drawing 

appropriate conclusions, organised around key themes from these findings, relates 

directly to the research questions posed at the beginning of the study. Such findings 

about communication, motivation, overcoming impediments, leadership, and technology 
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are important for creating an enabling environment where knowledge sharing would lead 

to sustained high performance. 

 

Research Question 1: What characteristics are displayed by high-performing 
teams that sustain high performance? 
The study revealed that high-performing teams in the mining industry are characterised 

by: 

1. Open Communication and Trust: High-performing teams work with even 

consistency when there is open communication among the team - no member 

being fearful of sharing his or her knowledge and experience for any kind of 

retribution. Trust is the base upon which such open communication falls; this 

constituent factor of trust will be central to how effective knowledge transfer is 

achieved. 

2. Strong Leadership: Leadership plays a pivotal role in guiding teams toward 

sustained performance. Leaders will need to facilitate knowledge sharing, 

support and lead by example if their teams are going to be motivated enough to 

contribute insights voluntarily in the form of continuous improvement. 

3. Continuous Learning and Mentorship: The signature of high-performance 

teams is a commitment to continuous learning. Mentorship and frequent training 

ensure that new team members will become productive quickly and that the 

experienced worker's knowledge is transferred and preserved within the 

organisation. 

Research Question 2: What strategies are utilised by high-performing teams to 
ensure the effective sharing of knowledge? 
Participants identified several strategies that enhance knowledge sharing: 

1. Structured Meetings and Feedback Sessions: Regular meetings, 

performance reviews, and feedback sessions create formal opportunities for 

team members to share what they know. These structured sessions ensure that 

knowledge is not only shared but also applied to improve team performance. 

2. Recognition and Incentives: Most often, encouragement to share knowledge 

among employees has taken a tertium quid form, combining intrinsic with 

extrinsic awards. Public recognition, financial incentives, and career 

advancement opportunities were cited as the most relevant incentives. 

3. Documenting Knowledge: When a team documents processes, best practices, 

and lessons learned, it's better set up to retain knowledge and continue 
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performing well. Digital documentation systems facilitate the sharing of 

knowledge across shifts and teams. 

Research Question 3: What are the barriers and challenges to knowledge sharing 
that high-performing teams face? 
Several obstacles to knowledge sharing were identified by participants, including: 

1. Lack of Trust: When there is a lack of trust, a possibility exists that the sharing 

of knowledge won't take place due to some notions of losing a job or place in a 

team. 

2. Fear of Job Insecurity: Some employees are hesitant to share their knowledge 

because they worry that doing so will make them replaceable. 

3. Time Constraints: The nature of work in mining is usually so hectic that hardly 

do miners get any time for knowledge-sharing activities. It is this operational 

pressure that also contributes to teams having limited opportunities for 

meaningful knowledge exchange. 

4. Knowledge Hoarding: Some individuals choose to withhold knowledge in an 

attempt to maintain power or status within the team. 

5. Communication Barriers: Language differences and technical jargon can 

hinder effective communication, particularly in teams with diverse cultural and 

linguistic backgrounds. 

Research Question 4: How can knowledge management be optimised to ensure 
the sustainability of high-performing teams in the mining industry? 
To optimise knowledge management and sustain high-performing teams, several 

suggestions were provided by the participants: 

1. Fostering a Trust-Based Culture: The leaders have to build up trust by being 

transparent, non-discriminatory, and supportive. With the building up of trust, 

team members start to openly share knowledge. 

2. Integrating Knowledge Sharing into Daily Operations: Instead of thinking of 

knowledge sharing as something extra, it should be inlaid into daily workflow. It 

can be done through structured meetings, safety briefings, and other digital 

platforms. 

3. Using Technology to Support Knowledge Management: Digital tools, online 

sites, and mobile devices increase the communication rate, thus helping in 
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knowledge sharing because most of them are real-time access to information that 

allows teams to document and preserve critical knowledge. 

4. Providing Continuous Training and Mentoring: Organizations must invest in 

continuous learning programs that keep employees up to date on the latest best 

practices and ensure that knowledge is passed down to new team members. 

5. Performance Monitoring and Feedback: Regular monitoring of team 

performance and feedback mechanisms can help identify gaps in knowledge and 

provide opportunities for improvement. 

Tables and Figures 
To help visualise the findings and summarise key points, the following tables and figures 

can be used: 

 

Table 1: Key Strategies for Knowledge Sharing 
 

 

 
 

 

Table 2: Barriers to Knowledge Sharing and Suggested Solutions 
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Chapter 6: Discussion of Results 

 

6.1 Introduction 
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This chapter aims to interpret the results of the study regarding the research questions 

and the body of knowledge that had been presented in the literature review. Major 

findings from Chapter 5 are discussed here with a look at implications for the mining 

industry and the greater field of knowledge management. This discussion is therefore 

organised around the research questions guiding this study, and each section discusses 

the findings in terms of how they either confirm, extend, or contradict the literature 

outlined in Chapter 2. 

 

Therefore, this chapter will outline how the findings of this study contribute to the existing 

debate on how knowledge management strategies sustain high-performing teams 

supported by organising the discussion according to the research questions. Further, the 

implications of the research for theory and practice, especially within the mining industry, 

where knowledge sharing is paramount in sustaining performance at optimal levels, will 

be discussed (Zhang et al., 2023). 

 

A major part of this chapter will be used to link the findings of Chapter 5 to the theoretical 

frameworks and empirical studies that were reviewed in the literature review. While doing 

this, the discussion identifies not only those points where the findings of this study 

converge with or complement existing knowledge but also areas where the results 

deviate from established knowledge, thus providing new insights or extensions of the 

established understanding (Pellegrini et al., 2020). The findings are discussed within the 

framework of four key research questions: 

1. Research Question 1: What characteristics are displayed by high-performing 

teams that sustain high performance? 

2. Research Question 2: What strategies are utilised by high-performing teams to 

ensure the effective sharing of knowledge? 

3. Research Question 3: What are the barriers and challenges to knowledge 

sharing that high-performing teams face? 

4. Research Question 4: How can knowledge management be optimised to ensure 

the sustainability of high-performing teams in the mining industry? 

This chapter will provide a detailed discussion for each research question, drawing on 

the data from Chapter 5 and comparing it with the literature to offer a nuanced 

understanding of the study's contributions to knowledge management theory and 

practice. 
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6.2 Research Question 1: What Characteristics Are Displayed by High-Performing 

Teams That Sustain High Performance? 

 
The findings from this study highlighted some of the core characteristics of high-

performance teams that continuously maintain high performance in the mining 

industry(Park et al., 2020). The dominant characteristics included open communication, 

trust, strong leadership, and continuous learning throughout the participant interviews 

(Arieli et al., 2020). This section will analyse the literature related to team performance 

and knowledge management, focusing on points where the findings substantiate or differ 

from the theories. 

 

6.2.1 Open Communication and Trust 
Among the strong points realised during the study is the emphasis on open 

communication and building trust in the teams (Pološki Vokić et al., 2021). The 

participants reiterated that an environment where the team members can speak their 

minds without any kind of fear of retribution is very important in sharing knowledge and 

collaboration (Guest & Conway, 2002). This finding relates to the literature on high-

performing teams, where trust is often highlighted as one of the core elements 

concerning effective communication and teamwork (Ashley Fulmer & Gelfand, 2012). 

For instance, the trust supports teams of sharers who collaborate, reasoning that trust 

minimises perceived risk in information sharing. In the highest-performing teams, trust 

creates openness through which individuals are ready to share successes and failures, 

which brings about continuous improvement (Melewar et al., 2017). Similarly, 

participants in the study confirmed this when they said open communication enables 

teams to address problems well in advance and enables them to innovate more. 

“If we don’t communicate openly, how do we expect the team to perform? In my 

experience, those who succeed know that communication is key” (Verbatim #2). 

This affirmation of the study corroborates what (Delizonna, 2017) described as 

"psychological safety," where members feel confident that "no one will be punished or 

humiliated for speaking up, which is critical for high performance." It fortifies the view that 

trust is not just a nicety but a necessity when sustaining high performance in contexts 

where, more often than not, safety and operational efficiency are critical. 

 

6.2.2 Strong Leadership 

 
From these participants, the other most important characteristic that emerged to make 

teams perform highly was leadership. According to participants, leadership is quite 
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critical in instilling and encouraging trust, communication, and overall performance in the 

team. Effective leaders were described as those who not only encourage knowledge 

sharing but also set expectations and provide regular feedback to ensure continuous 

improvement(Canavesi & Minelli, 2022). 

This would also be supported by the literature regarding the leadership of successful 

teams. For example, Pearce and Sims (2002) have claimed that one positive effect of 

shared leadership, or the dispersion of leadership roles and responsibilities within the 

team, is to foster a sense of ownership and responsibility among team members. This 

conclusion is reinforced by the findings of this study, where respondents noted that those 

leaders who try to engage members of their team in the decision-making process more 

often have more engaged and higher-achieving teams(Asbari, 2020). 

“Our supervisor always checks in, not just on the work we’re doing but on how we’re 

sharing knowledge. That kind of leadership makes sure that knowledge doesn’t stop with 

one person” (Verbatim #6). 

The study observation from this standpoint, therefore, argues that leadership, which 

prioritises knowledge sharing and continuous feedback, affects team performance 

positively (Kremer et al., 2019). The role played by the leadership in sustaining high 

performance is, therefore, not restricted to task management but extends to creating an 

enabling environment that essentially stimulates innovation and the flow of 

knowledge(Canavesi & Minelli, 2022). 

 

6.2.3 Continuous Learning and Mentorship 

 
Another characteristic of high-performing teams established in this study is the 

embedded continuous learning and mentorship. According to the participants, high 

performance is sustained by those teams where knowledge is constantly transferred 

from the experienced workers to newer members of the team (Jamshed & Majeed, 

2019). The mentorship was emphasised time and time again in focus group discussions 

as one mechanism that is necessary for assuring that critical knowledge is not lost, 

especially within such a high-turnover industry like mining. 

This finding is consistent with Nonaka's 1994 theory of organisational knowledge 

creation, which emphasises that there has to be a method of transferring tacit knowledge 

through socialisation(Park et al., 2020). The mentoring relationships described by 

participants have enabled the transfer of knowledge that is usually tacit, knowledge 

which is hard to formalise and is normally gained through experience. By placing 

mentorship within these team structures, the high-performing team ensures that 
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knowledge is passed down and the newer members of the team become productive as 

soon as possible. 

“We have a mentoring system where the more experienced workers guide the newer 

ones. It’s really helpful because it means that the knowledge doesn’t get lost when 

someone leaves” (Verbatim #2). 

The literature corroborates the view that high performance through continuous learning 

is sustained. Garvin (1993) conceptualised the learning organisation as an entity that 

kept constant change occurring with the systematic acquisition and sharing of knowledge 

(Liu & Lai, 2011). This is extended by this study's findings, which emphasise that 

mentorship has a critical role to play in sustaining the continuous process of learning 

within high-performing teams. 

 

 

 

 

6.2.4 Documenting and Capturing Knowledge 

 
The final finding was that high-performing teams undertake the documentation and 

capturing of knowledge proactively, thereby retaining the knowledge (Makhubela & 

Ngoepe, 2018). Participants further emphasised that the documentation of processes, 

best practices, and lessons learned provides sustaining mechanisms for high 

performance in instances when the teams lose experienced members either through 

attrition or when the teams break up (Alliger et al., 2015). This finding is consistent with 

the literature on knowledge management, where the documentation of knowledge is an 

important aspect of organisational learning and continuity (Chopra et al., 2021). 

“We have a system in place where every important process is documented. It’s not just 

in people’s heads—it’s written down, so anyone can access it when they need to” 

(Verbatim #2). 

This reiterates work by Davenport and Prusak (1998), who established that for 

knowledge to be useful to others, it needs to be captured and codified. The high-

performing teams capturing their knowledge in writing sustain consistency in 

performance even when the teams' dynamics change (Iaia et al., 2024). 

 

6.2.5 Comparison with Existing Literature 
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These findings broadly confirm what has been an expanding literature on high-

performance teams and knowledge management, within which the perhaps most popular 

face of high-performing teams underpinned by strong leadership, continuous learning, 

and knowledge documentation is trust (Melewar et al., 2017). This study adds to the 

literature by providing detailed insights into how such characteristics manifest in the 

mining industry, a high-stakes environment where safety and operational efficiency are 

paramount. 

One aspect in which the findings of this study slightly differ from the literature is regarding 

how leadership directly enables knowledge sharing (Jafari Navimipour & Charband, 

2016). While the literature typically frames leaders as facilitators of general team 

performance (Pearce & Sims, 2002; Wang et al., 2014), the emphasis of this study is 

explicitly on how leaders can play a role in encouraging knowledge to be constantly 

shared within the team (Schoemaker et al., 2013). 

 

 

 

 

6.2.6 Implications for Practice 

 
These findings suggest that for mining organisations, the focus should shift to building 

trust, facilitating the free flow of information, and undertaking leadership development 

programs with a serious infusion concerning knowledge-sharing and lifelong learning. 

The establishment of mechanisms to document knowledge would assist in maintaining 

superior performance by facilitating easy access to critical knowledge by members of the 

team. 

 

6.3 Research Question 2: What Strategies Are Utilized by High-Performing Teams 
to Ensure the Effective Sharing of Knowledge? 
 
This section discusses the strategies that emerged from this study to enable effective 

knowledge sharing in high-performing teams: strategies related to an enabling open 

communication culture, recognition and incentives, structured opportunities for 

knowledge sharing, and finally, using technology. Such strategies are also compared 

with the existing literature on knowledge management and organisational behaviour, 

focusing on how the findings converge or diverge (Jyoti & Rani, 2017). 
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6.3.1 Structured Opportunities for Knowledge Sharing 

 
According to the responses, one of the strongest strategies identified included creating 

structured opportunities for sharing knowledge. Regular meetings, workshops, and 

feedback sessions were among the frequent responses in terms of providing the 

necessary venues for insights to be shared, problems to be jointly solved, and assurance 

that knowledge flows within the team (Paolillo & Vitell, 2002). The opportunities should, 

therefore, be formalised so that these teams can embed knowledge sharing into their 

daily operations and make it a routine instead of an occasional activity. 

“We’ve made it a point to hold meetings at different levels. For example, on Tuesdays, 

the shift supervisors meet, and then on Thursdays, it’s the miners’ turn. This way, 

everyone has a chance to share what they know” (Verbatim #2). 

This finding is in support of the literature that maintained that structured knowledge-

sharing sessions form one of the most important mechanisms by which organisational 

learning may be improved. According to Hansen, Nohria, and Tierney (1999), the 

creation of formal opportunities for knowledge sharing would prevent “knowledge silos” 

from emerging and ensure information is effectively distributed across the board. Indeed, 

this research has established that structured meetings are especially apt for mining 

teams where several shifts are operating alongside more than one team (Shujahat et al., 

2019). 

Knowledge sharing, transformation, and use are described by the SECI (Socialization, 

Externalization, Combination, and Internalization) model of Nonaka and Takeuchi 

(1995). In this respect, regular meetings and workshops could be considered part of the 

process of “socialisation”, in which people acquire tacit knowledge through direct 

interaction(Hock-Doepgen et al., 2021). The findings of this study extend this theory by 

showing just how structured meetings assist in overcoming operational challenges in 

high-pressure environments such as mining (Canonico et al., 2020). 

 

6.3.2 Recognition and Incentives 

 
Other means quite often used, as mentioned by respondents, include recognition and 

incentives for encouraging knowledge sharing. Though many employees can be 

intrinsically motivated to share their knowledge, participants emphasised that formal 

rewards-for example, bonuses, public recognition, or career advancement, opportunities 

this behaviour and made it more consistent(Sudiardhita et al., 2018). Public 
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acknowledgement of employees who are active in sharing their knowledge was the kind 

of motivator illustrated (Mowbray et al., 2020). 

“Recognition is a big thing. When someone shares something valuable, they should be 

acknowledged. Even just saying ‘thank you’ in front of the team makes a difference” 

(Verbatim #4). 

This is in line with Herzberg's (1968) two-factor motivation theory, which recognises 

recognition as one such motivating factor that enables or activates employee behaviour 

(Sudiardhita et al., 2018). Recognition and reward in knowledge-sharing behaviours 

serve as an impetus by which employees can begin to view such behaviours as desirable 

but expected It is also supported by the literature that incentives will elicit knowledge-

sharing responses for contingencies when individuals might not be willing to share 

information in a given work environment because of, for example, a penalty or 

punishment for withholding that knowledge or information (Bartol & Srivastava, 2002).  

 

Whereas most of the literature stresses intrinsic motivation in knowledge-

sharing activities (Davenport & Prusak, 1998), the current study has signalled that 

extrinsic motivators can be very enabling of knowledge-sharing practices. Especially in 

high-performing teams who, because of operational demands, have limited time and 

energy to devote to such activities. In linking knowledge sharing with tangible extrinsic 

awards, teams ensure that employees appreciate contributing to the collective 

knowledge base. 

 

6.3.3 Fostering a Culture of Open Communication 

 
The culture of open communication was identified by participants as important in 

promoting knowledge sharing(Jamshed & Majeed, 2019). This is about a team that 

provides comfort for the employees to share their ideas, mistakes, and insights without 

consequences; such a situation has to be made available to allow continuous knowledge 

sharing(Delizonna, 2017). Some participants also drew upon the fact that effective 

communication ensures that knowledge sharing happens automatically. 

“We always say, ‘If you know something that can help us, don’t keep it to yourself.’ It’s 

not about you—it’s about all of us working together” (Verbatim #6). 

The literature is full of the statement that open communication is essential. Senge's 

(1990) theory of the "learning organisation" only reiterates that open communication 

plays an essentially facilitating role in continuous learning and adaptation; this study 

supports his theory by establishing a strong case, especially within high-performing 
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teams. It is here that open communications cease to be merely a facilitator of knowledge 

sharing but become an intrinsic part of daily operations (Zhang et al., 2023). 

Furthermore, Edmondson (1999) introduced the concept of “team psychological safety,” 

where team members feel safe to take risks and share their ideas without fear of being 

ridiculed or reprimanded(Delizonna, 2017). This study extends Edmondson's work by 

demonstrating exactly how psychological safety operates in high-performing teams 

within the mining industry, where the risks of communication breakdowns can have 

serious operational consequences. 

 

6.3.4 Leveraging Technology for Knowledge Sharing 

 
Technology was mentioned as an enabler of sharing knowledge for high-performing 

teams throughout this research. Digital platforms and mobile apps were helpful, enabling 

real-time communication and documentation of knowledge stored in a single place (Iaia 

et al., 2024). Technology has helped the teams overcome some of the key challenges 

posed by shift work and dispersed locations with confidence that all team members have 

access to the same information irrespective of physical location (Santoro et al., 2018). 

“We use an online system where we can leave updates for the next shift. It’s great 

because it means the next team can pick up where we left off without any gaps in 

knowledge” (Verbatim #2). 

This finding is in line with the literature on the role of technology in knowledge 

management. According to Alavi and Leidner (2001), technology plays an important role 

in enabling knowledge creation, storage, and dissemination by providing the 

infrastructure necessary for knowledge sharing. This supports the hypothesis that 

technology is important to business operations in an industry like mining, characterised 

by real-time information updates and rapid knowledge transfer between shifts 

(Makhubela & Ngoepe, 2018). 

Also, technology can capture and codify knowledge, bringing it up to date for access 

(Santoro et al., 2018) results demonstrate the premise that digital means have assisted 

the team in preserving knowledge that might have been lost through turnover or changes 

in the team. High-performing teams ensure through technology that the knowledge is not 

only shared but retained for future use as well. 

 

6.3.5 Comparison with Existing Literature 
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These strategies identified in this study closely complement the existing literature on 

knowledge management and high-performing teams. This is well-supported by previous 

research: there is a need for structured knowledge-sharing opportunities, recognition and 

incentives, open communication, and the use of technology (Sudiardhita et al., 2018). 

This research adds to the literature with specific insights into how these strategies are 

implemented in the mining industry, given the nature of the operations that demand 

customised knowledge-sharing approaches(Martins et al., 2019). 

Thus, one respect in which this study extends the literature is in the area of technology. 

Whereas previous studies, such as Alavi and Leidner (2001)  and Davenport and Prusak 

(1998), have spoken to the importance of technology in knowledge management, the 

specific role played by digital tools highlighted in this study in surmounting the peculiar 

challenges of shift work and geographically dispersed teams in mining (Santoro et al., 

2018). 

 

6.3.6 Implications for Practice 

 
These findings also suggest that the mining organisation must focus on the 

institutionalisation of knowledge-sharing activities through meetings, workshops, and 

feedback sessions. Knowledge-sharing practices should be acknowledged and 

rewarded to prolong such initiatives over time. Lastly, investment in technologies 

supporting real-time communication and knowledge documentation will go a great mile 

in preserving knowledge and making it available to all team members, both at the site 

and working under different shifts (Kruger & Johnson, 2010). 

 

6.4 Research Question 3: What Are the Barriers and Challenges to Knowledge Sharing 

That High-Performing Teams Face? 

 
The main pertinent barriers identified were the lack of trust, job insecurity, time factors, 

knowledge hoarding, and communication barriers (Gonçalves et al., 2023). This section 

will discuss in detail these challenges and compare findings with the existing literature 

by highlighting the degree to which they confirm or challenge previous research. 

 

6.4.1 Lack of Trust 

 
The biggest deterrents to knowledge sharing were noted to be a lack of trust between 

the team members and leadership. When the trust is not there, employees often are 
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afraid to share their knowledge due to uncertainty about what will happen with that 

contribution or how it will even be perceived (Soderberg & Romney, 2022). Several 

participants mentioned that a lack of trust may create an information-hoarding culture: 

members do not want to share their knowledge for fear of losing an advantage in the 

team. 

“Without trust, it’s hard for people to open up. They might think, ‘If I tell them what I know, 

will I lose my job?’ That kind of fear stops people from sharing” (Verbatim #5). 

This is in agreement with the literature, as trust is mentioned among the foundational 

elements that make effective knowledge sharing possible. Mayer et al. (1995) present 

that, in organisational settings, trust diminishes perceived risks and favours collaboration 

(Zhang et al., 2023). In the absence of trust, workers may feel vulnerable or even 

exploited, which dampens the free flow of knowledge (Ashley Fulmer & Gelfand, 2012). 

This study further reiterates that trust is particularly important in high-risk industries such 

as mining, where teams' cohesion and information sharing could be importantly impactful 

on operational performance and safety. 

The findings also agree with the contention of Renzl (2008) that, for an organisation to 

have a knowledge-sharing culture, there has to be some level of trust in the leadership. 

When people trust that their contribution will not fall on deaf ears and will be put to 

appropriate use, they open up and communicate freely (Pološki Vokić et al., 2021). 

Overcoming distrust, as indicated by the participants, suggests that for effective 

knowledge sharing to take place, there is the need for leadership to actively work at 

building and sustaining trust within the team. 

 

 

6.4.2 Fear of Job Insecurity 

 
Another big barrier to knowledge sharing identified by participants was the threat of job 

loss. Some employees would not want to share their knowledge because they perceive 

that in doing so, they become redundant (Zhang et al., 2023). In industries such as 

mining, where economic fluctuation and organisational restructuring might create 

uncertainty, this can be exaggerated. According to one participant: 

“There’s always that worry—what if I share too much and then they don’t need me 

anymore? Some people hold back because they think that’s the only way to keep their 

jobs safe” (Verbatim #5). 

This finding is supported by the literature on knowledge hoarding, where employees tend 

to withhold information because, essentially, it is perceived as job security (Gonçalves 
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et al., 2023). In support, Husted and Michailova (2002) argue that people typically hoard 

knowledge because there is a fear that with any sharing of expertise, one decreases 

their perceived worth to the organisation.  

 

Therefore, this study reinforces the idea that perceived job insecurity may act as one of 

the major barriers to sharing knowledge, especially in those environments where job 

stability is not guaranteed. To overcome this, the literature recommends that 

organisations need to rebrand knowledge sharing as behaviour that adds rather than 

subtracts from an employee's value. For instance, Liebowitz (2009) suggested that 

organisations should celebrate and provide recognition and rewards to the persons who 

will share their knowledge actively, making knowledge-sharing a career-enhancing 

behaviour rather than threatening. The findings of this study support this 

recommendation since participants in the study indicated that offering recognition and 

rewards may reduce fears of job insecurity. 

 

6.4.3 Time Constraints and Operational Pressures 

 
Time for pure knowledge-sharing activities may be limited by the fast pace of work and 

high operational pressures typical of mining (Abubakar et al., 2019). Several participants 

reported that the demands of production targets to be met along with safety protocols 

limited the time available for substantial knowledge exchange (Mantje et al., 2023). One 

participant said: 

“We’re working in tough conditions and have a lot to get done. Sometimes it feels like 

there’s no time to sit down and talk things through” (Verbatim #9). 

 

This is a very relevant barrier within industries like mining, where the nature of the work 

environment usually puts extreme pressure on the workforce to continue with operational 

deadlines (Uhl-Bien & Arena, 2017). The finding herein is supported by the literature 

concerning time constraints and knowledge sharing. 

 

As contended by Cummings & Teng (2003), time pressures result in people not 

participating in knowledge-sharing activities when intellectually they know that they 

should. Knowledge sharing, for instance, becomes a lesser priority when there is a 

shortage of time to attend to other pressing operational issues that must be resolved. 

Thus, the findings of the study support the view that knowledge sharing integrated into 

the workflows helps reduce time constraints. In this case, such knowledge sharing is not 

handled as an extra activity but rather embedded in other routine activities, such as 
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safety briefings or change of shift. This goes in line with the assertions of Hansen, Nohria, 

& Tierney (1999), who purported that knowledge management must be integrated into 

the daily operations of employees so that the culture of knowledge management 

becomes part of the workflow. 

 

6.4.4 Knowledge Hoarding 

 
Information hoarding, or the intentional withholding of information, also emerged from 

participants as a counter to effective sharing (Gonçalves et al., 2023). Valuable 

knowledge is kept by the individual for the perceived power or advantage it gives them 

over other team members. Participants noticed that the results of such an action 

negatively impacted the general performance of the group since important information 

that can be used for improvement is not shared. One participant described it thus: 

“There are people who keep information to themselves because they think it gives them 

an advantage. It’s like, ‘If I’m the only one who knows this, then I’m more important’” 

(Verbatim #5). 

This finding is consistent with the literature on knowledge hoarding. Michailova & Husted 

(2004), through the use of structural equations, established that the primary drivers of 

knowledge hoarding are usually centred on power dynamics between members of a 

team or group who believe that with the control of access to information, their influence 

and power within the group are increased.  

 

This behaviour is very dangerous in high-performing teams since it requires collaboration 

and the sharing of information to maintain the level of performance. These findings of 

the study suggest that knowledge hoarding is an issue of the team's culture. This process 

can be enabled and motivated by the organisation when the benefits of working together 

and the success of the whole team are emphasised and highlighted rather than the 

personal benefits of individuals. According to Renzl (2008), trust and collaboration that 

is built in the knowledge-sharing culture will reduce the incidence of knowledge hoarding, 

as people are much more willing to provide information when it serves a collective 

benefit. 

 

6.4.5 Communication Barriers 

 
The barriers to communication, including language and technical jargon, were mentioned 

very frequently in the challenges against effective knowledge sharing. In teams where 



82 
 

participants had to work with people of diverse membership, either from different cultural 

or linguistic backgrounds, it was noted that misunderstandings could arise, especially 

when some terms were technical (Glikson & Erez, 2020). As one participant illustrated: 

“Sometimes the problem isn’t that people don’t want to share—it’s that they don’t 

understand each other. We have people from all over, and language can be a real barrier 

when we’re trying to explain something technical” (Verbatim #2). 

This finding aligns with the literature on knowledge-sharing communication barriers. 

Carlile (2004) suggested that knowledge boundaries-one source of which is asymmetric 

language, culture, or professional backgrounds exist when team members cannot 

communicate because of varying ways of interpreting and processing information 

(Zakaria & Mohd Yusof, 2020). In high-performing teams, where efficiency and accuracy 

are key, these communication barriers can be a strong determinant of performance 

(Dasgupta et al., 2013). 

Literature has also suggested that organisations can provide language support or 

training to individuals that can help them communicate effectively. Visual aids can be 

provided, and technical terms can be simplified to reduce the communication gap. 

Nonaka & Takeuchi (1995) have also stated that metaphors or analogies can be drawn 

regarding complex technical issues in a style which can be more comprehensible for 

other individuals as well (Pološki Vokić et al., 2021). These are indeed supported by the 

findings from this study, wherein participants identified the use of visual aids and clear 

lines of communication protocols as helpful in mitigating the challenges arising out of 

language barriers (Hedman & Valo, 2015). 

 

6.4.6 Comparison with Existing Literature 

 
The general barriers to knowledge sharing noted in this study have widely been 

confirmed from the literature. Several documented obstacles to effective knowledge 

sharing include trust issues, job security, time constraints, knowledge hoarding, and 

communicating across different lines (Delizonna, 2017). However, this study has given 

specific insights into how such barriers are consequently manifested within the mining 

industry because of the peculiar nature of the operational context and work environment.  

The contribution this study has made to the literature, first and foremost, lies in the 

interrelatedness between trust and job insecurity. While both factors in themselves have 

been considered, this study postulates that they are interlinked and that a lack of trust 

increases the level of fear regarding job loss. Second, it leads to implications for practice 

regarding how to create an environment of knowledge-sharing, addressing both the 

issues of trust and job security (Zhang et al., 2023). 
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6.4.7 Implications for Practice 

 
The mining organisations should develop trust, remove fear of job insecurity, and 

integrate knowledge-sharing practices into daily work routines. Overcoming knowledge 

hoarding requires a level of organisational culture where the success of a team becomes 

more important than the benefits and interests of an individual. Additionally, the 

organisation should provide language support to minimise communication barriers and 

promote the use of visual aids (Zhang et al., 2023). 

 

6.5 Research Question 4: How Can Knowledge Management Be Optimized to 
Ensure the Sustainability of High-Performing Teams in the Mining Industry? 
 
The final research question centres on how knowledge management may best be 

optimised to sustain high-performing teams in the mining industry. Based on the findings, 

several strategies emerged as critical for optimising knowledge management: integrating 

technology, formalising knowledge-sharing practices, enhancing leadership 

involvement, and promoting a culture of continuous learning. The discussion section will 

put these findings into perspective based on the existing literature and discuss their 

contributions to wider knowledge management in high-performing teams (Melewar et al., 

2017). 

 

6.5.1 Integrating Technology to Support Knowledge Management 

 

Of the identified strategies optimised for knowledge management, integration of 

technology is one such strategy. The participants emphasised digital platforms, mobile 

devices, and knowledge management systems that allow for real-time communication, 

documentation, and retrieval of critical knowledge (Glikson & Erez, 2020). Technology 

was very instrumental in making sure knowledge was not lost between shifts or when 

members left the team. As one participant noted: 

“We use a digital system to track our performance and share knowledge. It’s a lifesaver 

because it means nothing gets lost between shifts” (Verbatim #8). 

This is also very well supported by the literature. As Alavi & Leidner (2001) note, 

technology has a great role to play in knowledge creation, storage, and distribution since 

it provides the infrastructure needed to share knowledge efficiently. In industries such as 

mining, where teams operate on a shift basis and most of the time operate in separate 
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locations, knowledge sharing through digital platforms ensures continuity and minimal 

disruptions. 

These findings are in agreement with the "codification strategy," where knowledge is 

identified, stored, and systematically retrieved through technological platforms, as 

Hansen et al. (1999) have reported (Zulu et al., 2021). In this case, integrating technology 

into the team's day-to-day operations ensures that critical knowledge is accessible to 

any member of the team at any location and at any given time, irrespective of a person's 

role within the team. This approach will even enable the teams to preserve institutional 

knowledge, therefore reducing the risk of loss of valuable expertise when employees 

retire or get transferred to other positions. 

 

6.5.2 Formalising Knowledge-Sharing Practices 

 
Participants made it clear that the formalisation of the knowledge-sharing practice, such 

as having regular meetings and workshops on how specific documentation procedures 

are carried out, is the key to sustaining high performance. These practices establish 

regularised occasions at which members of the team can share insights, solve complex 

problems together, and transfer knowledge from one shift or team to another(Canavesi 

& Minelli, 2022) 

 

Indeed, this is supported by the fact that this formal knowledge-sharing practice helps in 

maintaining consistency, as explained by a participant: 

“We hold regular workshops and make sure everything is documented. That way, the 

next team can pick up where we left off, and we don’t miss anything important” (Verbatim 

#6). 

Literature reinforces such a call to formalise knowledge-sharing practices. For example, 

Nonaka and Takeuchi (1995) called for structured processes like "socialisation" and 

"externalisation," whereby the tacit knowledge is first shared through interaction with 

others and then takes explicit forms, which can be documented and transferred. This 

study confirms that this is all the more imperative in high-pressure settings like mining, 

where operational continuity is paramount. Further, the "personalisation strategy" 

explained by Hansen, Nohria, and Tierney (1999) refers to direct contacts, such as 

meetings and workshops; teams can make use of knowledge that is in a nonmodifiable 

format. With the incorporation of both codification and personalisation strategies, 

organisations can develop a type of knowledge management approach that is balanced 

where explicit knowledge can be documented, and the transference of knowledge 

through social interaction can take place. 
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6.5.3 Enhancing Leadership Involvement in Knowledge Management 

 

Good leadership facilitates the best knowledge management, providing the right 

environment for sharing knowledge and ensuring that the knowledge transfer takes place 

in the right form within the organisation. Most participants emphasised that leaders must 

present themselves by encouraging habits of knowledge sharing, regular feedback for 

improvement, and mirroring the same behaviours to maintain high-performing teams. In 

the words of one participant: 

“Our supervisor is always pushing us to share what we know and making sure we’re all 

on the same page. It’s that kind of leadership that keeps the team performing at its best” 

(Verbatim #4). 

This finding is supported by literature on the role of leadership concerning knowledge 

management, that leadership needs to establish a culture that recognises and rewards 

knowledge sharing (Davenport and Prusak, 1998). Knowledge management-oriented 

leaders remove barriers to communication and ensure free knowledge flow across the 

organisation. Similarly, Pearce and Sims (2002) suggested that shared leadership—that 

is, the leading role was distributed across the members of the team—can facilitate 

knowledge sharing via means of enhanced accountability and encouragement of 

collaboration. 

The study also furthers the work of Wang et al. (2014), who found that leaders who 

emphasise knowledge sharing indeed have positive effects on team performance by 

harnessing openness and continuous improvement. In this respect, in an industry like 

mining, where safety and efficiency drive the bottom line, it is the leaders who manage 

and encourage knowledge sharing that hold the key to sustained high performance and 

operational excellence. 

 

6.5.4 Fostering a Culture of Continuous Learning 

 
Participants highlighted the importance of fostering a culture of continuous learning to 

optimise knowledge management. Continuous learning ensures that team members are 

always acquiring new knowledge, updating their skills, and passing on their expertise to 

others. Mentorship and training programs were frequently mentioned as effective 

mechanisms for promoting continuous learning and ensuring that knowledge is 

transferred from experienced workers to newer employees. As one participant noted: 
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“We make sure that every new team member is paired with someone experienced. It’s 

how we pass on what we know and make sure the team keeps improving” (Verbatim #2). 

The literature on organisational learning supports this finding. Garvin (1993) argued that 

learning organisations are those that continually acquire, share, and use knowledge to 

improve their performance. By creating a culture of continuous learning, organisations 

ensure that knowledge is not only retained but also enhanced over time. This study 

extends Garvin’s work by demonstrating how continuous learning is particularly 

important in the mining industry, where operational knowledge is constantly evolving due 

to changing technologies, safety regulations, and best practices. 

 

Additionally, Senge (1990) emphasised the importance of systems thinking in learning 

organisations, where knowledge is viewed as part of a larger system that contributes to 

the organisation’s long-term success. This study’s findings confirm that mining 

organisations that foster a culture of continuous learning are better equipped to sustain 

high performance, as team members are continuously updating their knowledge and 

skills in response to changing operational demands. 

 

6.5.5 Comparison with Existing Literature 

 

Indeed, the results of this study confirm a lot of the existing theories related to knowledge 

management. Integration of technology, formalisation of knowledge-sharing practices, 

involvement of leadership, and continuous learning are well supported by the literature 

as important elements of successful knowledge management (Alavi & Leidner, 2001; 

Davenport & Prusak, 1998; Garvin, 1993). It gives an in-depth description of how such 

strategies are best suited to the mining industry, operational pressures, and safety 

concerns with adapted knowledge management approaches. 

 

The contribution this study makes to existing literature involves an application of 

technology in solving specific problems like shift work and geographically dispersed 

teams. Although previous literature identified the role technology plays in the area of 

knowledge management (Hansen et al., 1999), this study identifies how digital platforms 

and mobile devices have been instrumental in ensuring the continuity of operations 

within industry settings such as mining. 

 

6.5.6 Implications for Practice 
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The findings suggest several practical strategies for optimising knowledge management 

in mining organisations: 

• Invest in Technology: The mining organisations must invest in various aspects 

of digital platforms which allow every procedure to go on with real-time 

communication, documentation, and knowledge retrieval. In turn, this makes sure 

that knowledge is preserved and accessible to every member of the team at every 

moment, whether it be a morning, afternoon, or night shift, or even from home. 

• Formalise Knowledge Sharing: The organisation has to institutionalise 

knowledge sharing through regular meetings, workshops, and documentation. In 

that way, it ensures that within the teams, there are structured opportunities to 

share one's insight in order to transfer certain knowledge from shift to shift. 

• Enhance Leadership Involvement: Leaders foster expertise sharing, provide 

feedback regularly, and model the behaviours they expect of their team. Provide 

knowledge management leadership development programs to ensure the group 

focuses on sharing that expertise. 

• Promote Continuous Learning: The cultural setting should embed mentorship 

and training programs in order to achieve continuous learning. This will ensure 

updated knowledge at all times and passed on to newer members, which may be 

useful so that good performance can be sustained. 

 

 

6.6 Conclusion 

This chapter discusses findings about the research questions and reviews the literature 

on knowledge management and high-performing teams. The results of this study will 

prove that high-performing teams in the mining industry are indeed trusting, with strong 

leadership, open communications, continuous learning, and judicious use of technology. 

These findings confirm much of what is known about high-performing teams while 

offering fresh insights into how these factors manifest in the mining context. 

Research Question 1 indicated that a culture of trust, strong leadership, and continuous 

learning can help sustain a high-performing team. The findings inform the existing 

literature in regard to trust and performance, documented in works such as Mayer, Davis, 

& Schoorman (1995) and Edmondson (1999), but contribute specific insights about the 
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ways that trust and leadership facilitate knowledge sharing in high-stakes environments 

such as mining. 

The key strategies for ensuring effective knowledge sharing, as mentioned in Research 

Question 2, relate to organised knowledge-sharing practices, recognition and incentives, 

and technology usage. These logically emanate from existing literature on knowledge 

management, such as Nonaka and Takeuchi (1995) and Hansen, Nohria and Tierney 

(1999). This research builds upon these works by demonstrating precisely how these 

approaches are applied within a functionally complex industry like mining. 

Research Question 3 identified the bottlenecks to sharing knowledge, including mistrust, 

apprehension of job loss, lack of time, and hoarding of knowledge. These bottlenecks 

align with findings by Michailova and Husted (2004) and Cummings and Teng (2003) in 

knowledge-sharing practices. This study specifically identified how these can be 

minimised in the mining sector by leadership, institutionalisation of processes, and 

integration of technology. 

In this line, Research Question 4 examined ways in which knowledge management could 

be optimised to sustain high-performing teams. These findings highlight the need to 

integrate technology with the formalisation of knowledge-sharing practices, increased 

leadership commitment, and a culture of continuous learning. These strategies confirm 

and extend existing theories of knowledge management by Alavi & Leidner (2001) and 

Davenport & Prusak (1998) since the application of these knowledge management 

techniques has been shown to work practically in a mining setting. 

The discussion of results has indicated knowledge management optimisation in high-

performing teams is a multi-faceted approach toward knowledge sharing across human 

and technological dimensions. By building trust, leveraging leadership, providing 

structured opportunities for knowledge sharing, and integrating technology, 

organisations are better positioned to create an enabling environment where continuous 

learning will be fostered in sustaining performance. 

6.7 Implications for Theory and Practice 

 
The findings of this study contribute to the theoretical understanding and practical 

application of knowledge management in mining. This confirms a great number of 

existing theories on trust, leadership, and knowledge sharing but extends the literature 

on particular insights into how these factors operate in such high-stakes and 
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operationally demanding environments. The study has some very useful suggestions, 

from a practical point of view, as to how mining organisations can sustain high-

performing teams. It would be very relevant to note that investments in technology, 

formalisation of knowledge practices, and continuous learning by team members are 

necessary for preserving the knowledge and making it available to all team members. 

Furthermore, it would also be relevant to note that leadership plays an important role in 

instilling trust and cooperation among a team because there will be a flow of knowledge 

within a team only when its members have mutual trust in each other. 
 

6.8 Limitations and Recommendations for Future Research 

 
While the present study gives a good insight into the knowledge management strategies 

of high-performing teams, there are certain limitations. The study focused on only one 

context: the mining industry, and the findings may, therefore, be difficult to generalise to 

other sectors. Subsequent studies could investigate how these strategies play out in 

various industries or organisational contexts. Future studies could also look into the 

potential long-term effects of these measures and how technology can either be useful 

or an obstacle in knowledge management practices. Other future studies could also 

focus more on a mixed method whereby qualitative and quantitative methods can be 

applied to research on knowledge management strategies to sustain high-performance 

teams in different mining industries. 
 
 
 

Chapter 7: Conclusions and Recommendations 

 

7.1 Introduction 

 
Chapter 7 provides the overall conclusion and recommendations from the study by 

summarising how the findings relate to the literature review, presenting managerial 

implications, and providing recommendations for future research. This chapter has been 

organised around the questions posed so that all aspects of the research will be covered. 

 

7.2 What Did I Study, and Why Does This Matter? 
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This study aimed to investigate the knowledge management strategies that keep high-

performing teams sustainable in the mining industry. The mining industry is 

characterised by very high risks of operation, whose complications highly depend on the 

performance and collaboration of the teams for safety and productivity. Knowledge 

management has been considered critical to ensuring that teams can share information 

efficiently, learn from past experiences, and continuously improve their performance. 

Understanding how high-performing teams manage and share knowledge is critical, as 

the understanding of this will help organisations refine best practices that mitigate 

operational risks and ensure sustained competitive advantage. 

 

7.3 What Was the Research Context and Why Does It Matter? 

 
This study was set in the mining industry, which faces particular operational difficulties: 

shift work, operations often located remotely, and the high turnover of experienced staff 

are quite common in this industry and can act as an obstacle to knowledge retaining. 

This setting is relevant to underlining the pragmatic obstacles for teams when they 

cannot always access or share critical knowledge consistently. Mining is thus the ideal 

domain to study how knowledge management strategies might be optimised to sustain 

high performance because mining depends heavily on teamwork, safety, and continuous 

improvement.  

 

7.4 What Did We Already Know/Not Know? 

 
Literature on high-performing teams and knowledge management was well-known in 

general theories about trust, leadership, and knowledge sharing before this study. With 

these factors already being important in current studies in sustaining team performance, 

as shown by Mayer et al. (1995) and Nonaka & Takeuchi (1995), how these theories 

apply within the context, such as mining industries, remained less well understood. The 

objective of this study was to try and fill this lacuna by studying how knowledge 

management strategies are adapted to the specificities of the mining industry: shift-

driven work, teams scattered across different geographies, and high-stake operational 

settings. 

 

7.5 What Specific Questions Did I Answer? 

 
This study answered the following research questions: 
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1. What characteristics are displayed by high-performing teams that sustain high 

performance? 

2. What strategies are utilised by high-performing teams to ensure the effective 

sharing of knowledge? 

3. What are the barriers and challenges to knowledge sharing that high-performing 

teams face? 

4. How can knowledge management be optimised to ensure the sustainability of 

high-performing teams in the mining industry? 

 

7.6 How Did I Answer These Questions – i.e., Research Methodology? 

 
The approach to these research questions thus called for a qualitative research 

methodology. Semi-structured interviews were conducted with key members of the best-

practice teams in the mining industry. Participants in this study consisted of individuals 

from different layers of an organisation, including miners, supervisors, and safety 

representatives, who could comprehensively deliver knowledge management practices 

within an organisation. Results Thematic analysis was performed to identify recurring 

themes, strategies, and barriers related to knowledge sharing. Conclusions on the 

knowledge management theories applied in mining were drawn by comparing study 

findings with existing literature. 

 

7.7 What Did I Find, and How Did I Interpret What I Found? 

 
The study revealed several key findings: 

• Trust and Leadership: Trust coupled with strong leadership is essential for 

ensuring that there is an enabling environment where knowledge sharing thrives. 

The leaders have a very central role in encouraging the sharing of knowledge as 

well as safeguarding the safety of the team members. 

• Formal Knowledge-Sharing Practices: The high-performing team practices 

include formal knowledge-sharing methods, such as regular meetings and 

workshops and processes of documentation that ensure uninhibited flows of 

information across teams and shifts. 
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• Barriers to Knowledge Sharing: A lack of trust, time constraints, fear of job 

insecurity, and knowledge hoarding are major barriers that reduce knowledge 

sharing. 

• The Role of Technology: Technology plays a significant role in knowledge 

management by offering better opportunities through real-time communication on 

a wider scale, and that knowledge is documented and accessible throughout the 

teams. 

The interpretation of these findings suggests that while the general principles of 

knowledge management are applicable, the mining industry requires tailored strategies 

that address its unique operational challenges. 

 

7.8  How Does this add to the Current Scholarly Debate, i.e.; Relevance/Contributions? 

 

This study contributes to enhancing the existing literature by extending general theories 

of knowledge management into a specific industrial context. It has been proven that the 

principles of trust, leadership, and structured knowledge sharing can and do play a very 

important role even in high-stakes environments such as mining. This paper, therefore 

contributes to a more practical insight into how technology can be utilised to break the 

shackles of shift work and geographical dispersion, an issue which has not been dealt 

with extensively by the prevailing literature. This paper fills such a gap in the scholarly 

debate on how knowledge management strategies should be adapted to diverse 

operational contexts by focusing on the mining industry. The findings also contribute to 

the literature on the role of leadership in knowledge management, underscoring an active 

role on the part of leaders in nurturing an open communication and continuous learning 

culture. 

 

7.9 What Is the Practical/Business Relevance of the Study Findings? 

 
The findings of this study have significant implications for business practice, particularly 

in the mining industry: 

• Building Trust and Leadership: The mining organisations should develop the 

teams for trust and invest in leadership development programs with a strong 

emphasis on knowledge management and team cohesion. 

• Formalizing Knowledge-Sharing Practices: Organisations should formalise 

their knowledge-sharing processes by implementing structured meetings, 
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workshops, and documentation protocols. This will help to ensure that knowledge 

is retained and passed on, even when teams operate across shifts. 

• Leveraging Technology: Mining companies should invest in technologies that 

allow real-time communication and knowledge documentation. Wherever 

possible, more use of digital approaches to platforms expediting information flow 

should be adopted to reduce the impact of labour churn or movement. 

• Addressing Barriers to Knowledge Sharing: Every organisation should try 

removing the fear of job security and withholding knowledge by creating a 

recognition culture and teamwork that makes every employee feel that sharing 

knowledge adds value to the employee in front of the team. 

7.10 What Are the Suggestions for Future Research? 

 
While this study provides valuable insights, there are several areas where future 

research could further expand the understanding of knowledge management in high-

performing teams: 

• Longitudinal Studies: Other studies can be done to look into the after-effects of 

applying knowledge management strategies within high-performing teams, 

especially in the mining industry, to finally come up with the effects of such 

applications over a period of time. 

• Cross-Industry Comparisons: Comparing industries that have quite different 

operational contexts-such as manufacturing versus services, yields a series of 

insights regarding how knowledge management strategies will look quite 

different, yet what can be learned across sectors. 

• Technology and Knowledge Management: The intersection of knowledge 

management and technology that keeps developing, such as in the form of 

artificial intelligence and machine learning, may be an area of future research 

interest. 

• Leadership Styles: The investigation into different styles of leadership and their 

specific impact on knowledge management in high-performing teams may afford 

deeper insights into the role of leadership in sustaining team performance. 
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7.11 Conclusion 

 

Therefore, this forms the efforts invested in this study to explore strategies concerning 

knowledge management adopted by high-performing teams within the mining industry 

for theoretical contribution and practical recommendations. The research confirms such 

aspects that have been considered important in the literature, leadership and structured 

knowledge-sharing practices, thus extending the literature by showing exactly how these 

strategies are applied in the unique context of mining. These findings also extend deeply 

into implications for scholars and practitioners alike in that the actionable insights they 

provide help organisations keep their knowledge management practices optimal to 

sustain high performance. 
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