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This thesis clarifies that how the experience knowledge of senior expert employees is transferred to younger
employees in an industry with short technology cycles and what value it has in the firms.

For numerous companies, the transfer of experience knowledge from senior expert employees is essential to
maintain competitiveness. In the IT industry, to which the occupation of systems engineers (SEs) belongs, technology
has been continuously changed in short period of time. Consequently, knowledge of the latest implementation
technologies, such as software development and security, are acquired by younger SEs, not seniors.

The SE sector does business in a project-based organization, which requires experience knowledge that can be
applied even when project characteristics and technologies change. Because of the short technological cycle, there was
no time to externalize experience knowledge, and most of it remains inherent in senior experts as personal knowledge.
Almost all of experiences are organizationally tacit knowledge, which makes the knowledge transfer difficult.

The number of senior experts has been increasing in Japan in recent years as the employment duration is extended.
Because of the extension of the employment period, senior experts will have more opportunities to transfer their
experience knowledge to younger SEs.

This thesis assumed a four-way relationship among the following categories: categories of experience knowledge,
methods of transferring knowledge, co-creation style, and facilitating factors in knowledge transfer. This thesis focuses
on the SE section of Company A in an IT industry that has been practicing knowledge management activities for many
years and has recently measured senior utilization. A unique feature of this thesis is that a questionnaire surveyed good
examples of knowledge transfer from senior experts to younger SEs who are in a relationship of mutual trust,
comparing the responses of both. Several findings have emerged from this research.

Applying the similarity between the concept of knowledge and the classification of skills related to proficiency, this
thesis classifies experience knowledge into three categories (specialist knowledge, conceptual skill, and behavioral
skills). Subsequently, this thesis identifies the types of experience knowledge possessed by senior experts that are
needed by younger SEs. The results reveal that the experience knowledge required to be transferred in the SE sector is
knowledge of "manufacturing" in a wider sense, which is different from the narrower sense, such as product
manufacturing. Next, this thesis clarifies the perception gap that tends to arise between how recipients and providers of

knowledge perceive it. Also, while sharing knowledge, senior experts are supporting the creation of knowledge for



project problem solving by younger SEs. Furthermore, this thesis clarifies that the most important factor in transferring
knowledge to younger SEs is the usual mutual trust. The conclusion of this thesis is that both are co-creating an
intergenerational knowledge succession by responding to requests from the younger SEs for on-demand knowledge
transfer through "problem-solving support™.

This thesis proposes to the executive a strategy that not only contributes to the proficiency of younger SEs by
transferring experience knowledge of senior experts, but also makes senior experts, who will likely continue to increase

in number, more competitive as knowledge workers.
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