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ABSTRACT 

	Aims: The study examined the demographic profiles of teaching and non-teaching personnel and their connection to knowledge management practices, specifically knowledge generation, in one Philippine state university.
Study design: To determine the level of knowledge generation among employees regarding their demographics, a cross-sectional survey was conducted. The differences in demographics and knowledge-generation practices were determined using nonparametric statistical analysis.
Place and Duration of Study: The study was conducted in June 2022 at Central Bicol State University of Agriculture (CBSUA) in the Philippines.
[bookmark: _GoBack]Methodology: Through a stratified sampling technique, the study identified and selected 123 employees (71 teaching and 52 non-teaching). Demographic information, including gender, age group, level of education, and years of work experience, was collected. A validated survey questionnaire was used to analyse the knowledge management practices under knowledge generation. Mann-Whitney U test (comparing the teaching and non-teaching groups) and the Kruskal-Wallis test (comparing differences among demographic categories) were used as statistical tests. A significance level of P = 0.05, median values, and average ranks were also calculated.
Results: The results showed that 69.01% of teaching staff and 67.31% of non-teaching staff were female. The most common age group, with 36.62%, for faculty was 36-46 years, while for non-teaching employees it was 47-57 years (30.77%). Regarding educational attainment, 52.11% of teaching staff held Master's degrees, compared with 67.31% of non-teaching staff holding Bachelor's degrees. For years of working experience, over 21 years of experience (30.99%) was found for teaching personnel, whereas non-teaching staff had a higher percentage (28.85%) for 11-20 years of experience. No significant difference was found in knowledge generation between teaching employees (Median = 4. 00) and non- teaching employees (Median = 4. 25), as indicated by the Mann- Whitney test (P = 0. 77). The Kruskal- Wallis test approached significance regarding age (P = 0. 07), with younger employees (aged 25-35 years) demonstrating higher scores in knowledge generation. Additionally, no significant difference was observed based on education level (P = .51) or years of experience (P = .015) between the groups with 3-5 and 6-10 years of experience; both groups showed notably higher knowledge levels.
Conclusion: The years of work experience significantly influence knowledge management practices in higher education institutions, especially in generating new knowledge. Middle-aged employees, with 6 to 10 years of work experience, produce more knowledge than their more senior colleagues. HEIS needs to develop specific strategies to enhance employee knowledge generation. Organizations can establish KM frameworks to improve knowledge generation, organizational effectiveness, and sustainability across a diverse workforce.
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1. INTRODUCTION 

The study argues that employee demographics—such as gender, age, experience, and role—directly impact knowledge management (KM) effectiveness in higher education institutions (HEIs). These factors influence processes like knowledge creation and integration. In higher education, institutional performance and continuous improvement depend on recognizing that demographic diversity can impact the implementation of knowledge management, as the study highlights.

Recent research highlights KM's growing importance in academia, especially after the pandemic. Digital transformation and resilience are now top priorities (Ahmad et al., 2023). Adaptive strategies are strongly encouraged in higher education to keep up with changes in the digital landscape for both academic and administrative support services. Employee demographics have a significant effect on the outcomes of knowledge management (KM) (Galgotia & Lakshmi, 2022). Demographics can influence leadership and organizational culture, which, in turn, can affect the adoption of knowledge management practices and learning initiatives (Santos et al., 2024; Sahibzada et al., 2023). In developing countries, there is limited evidence directly linking demographics to knowledge management (KM). The literature highlights the need to focus more on demographic factors that influence knowledge sharing (Fan & Beh, 2024; Ndiege & Backhouse, 2023).

This study states that, alongside well-known factors affecting KM effectiveness such as technological, cost, and cultural elements, demographic traits—especially work experience—are equally important in higher education. Research indicates that organizational culture significantly influences how demographic factors impact knowledge management. Open cultures promote knowledge sharing among younger employees, while traditional cultures tend to depend more on the expertise of experienced staff. Ultimately, the interaction between age, experience, and culture is a crucial factor in driving the success of institutional knowledge management.

Within CBSUA's dynamic environment, this study demonstrates that demographic makeup—defined here as employee age, self-identified gender, highest educational level, and total years at the institution—is crucial for KM effectiveness in state universities. Implementing a digital administrative system increased efficiency by 30%. The research states that diversity in these demographic factors directly supports technology adoption and institutional performance. The results provide important evidence for more than two-thirds of Philippine HEIs. They confirm that demographic diversity influences KM outcomes across the region.

This study has three goals regarding how demographics influence KM. First, it investigates how CBSUA employees' demographics—such as gender, age, education, and experience—affect KM development. Second, it evaluates whether KM practices differ significantly across these demographic groups. Third, it compares KM development practices between teaching and non-teaching staff. By clearly defining these groups, the study provides insights into their essential role in KM effectiveness and informs research and leadership priorities.

2. Materials and methods 

2.1 Research Design  

A cross-sectional survey method was used to examine the influence of gender, age, educational attainment, and years of work experience on employee engagement in knowledge generation. Through this strategy, the study captures knowledge, behaviors, and adaptations of teaching and non-teaching employees in knowledge generation. The study sought to provide significant results on employee engagement in knowledge generation and the influence of demographic factors on knowledge generation.

The cross-sectional method efficiently collects broad data within a limited timeframe, making it suitable for ongoing organizational changes. The researchers collected structured quantitative data on demographics and knowledge practices, using nonparametric statistical methods because of resource limitations and institutional changes.

2.2 Study Setting and Population  

The study was conducted at the Central Bicol State University of Agriculture (CBSUA), an agricultural state university in the Philippines. The university offers a diverse academic program, especially in agriculture, and has a diverse non-teaching staffing personnel, creating an environment that fosters collaboration among offices. The non-teaching staff provide various administrative and technical support services, whereas the faculty play important roles across instruction, research, and extension. Such clearly defined roles can be analyzed through a thorough analysis of knowledge sharing within this particular group.

2.3 Sampling and Participants

Stratified sampling was employed to select a total of 123 employees, which included 71 faculty members and 52 non-teaching staff. This method was chosen to ensure that both groups were adequately represented. The sample was designed to facilitate meaningful comparisons between the faculty and non-teaching staff while meeting the parametric assumptions required for the nonparametric tests typically used in organizational research. 

In finalizing the selection of participants, several factors were considered, including statistical power, available resources, and ethical issues related to participation. All participants volunteered and adhered to the ethical guidelines associated with stratification in the analysis.

2.4 Data Collection Instruments

Data collection utilized structured questionnaires to gather demographic details and assess KM behaviors related to knowledge generation. The demographic information consisted of gender, age, educational background, and years of service. Validated tools assessed knowledge generation with a Likert scale. 

2.5 Statistical Analysis

The researchers employed methods suitable for ordinal variables and non-normal distributions. Independent demographic variables—age, gender, job category, education, and years of service—were analyzed with respect to the dependent knowledge management practices. Nonparametric tests conducted in Minitab 17 used a Likert-type format and maintained analytical rigor. Throughout the analyses, significance was set at 0.05. Average ranks and Z-scores revealed differences between groups.

The Mann-Whitney U Test compared knowledge management scores among staff groups. The researchers presented W statistics, medians, and 95% confidence intervals to highlight differences between groups. Larger W values indicated bigger differences in median scores. These clarified variations for subgroup analysis.

The Kruskal-Wallis H Test assessed knowledge generation based on gender, age, education, and years of employment. The researchers presented H statistics, degrees of freedom, and adjusted p-values to clarify group differences. These findings enhanced the understanding of demographic effects.

2.6 Ethical Considerations

The study adhered to all ethical guidelines. Participants provided informed consent, and their confidentiality was secured by removing personal identifiers. The researchers complied with the protocols of the local Institutional Review Board.

3. results and discussion

3.1 Demographic Profile of CBSUA Employees

Demographic analysis offers key insights into CBSUA's workforce composition, highlighting trends that may impact knowledge management and organizational growth.

3.1.1 Gender Distribution  

The female employee has shown a higher percentage among faculty and non-teaching personnel. Among the seventy-one faculty members, 69.01% were females, while males represented 30.99%. For the fifty-two non-teaching staff, females have a higher percentage (67.31%) than males (32.69%). This higher prevalence of women mirrors broader trends in higher education in the Philippines and is consistent with recent global research.

The 2024 UNESCO Global Education Monitoring Report highlights that women constitute the majority of the teaching workforce in primary and secondary education. Jones-Esan (2024) noted that female representation in organizational leadership roles decreases as educational levels advance. Despite this, the data indicate a strong presence of women among faculty members, which might be influenced by a discipline-specific trend in agricultural sciences and colleges focused on education.

Gender composition has significant implications for knowledge management. Several studies indicate that gender diversity can influence knowledge sharing within organizations. Evidence suggests that women often collaborate more when sharing knowledge, whereas men tend to focus on individual knowledge creation (Ndiege & Backhouse, 2023). Nonetheless, for inclusive knowledge management systems, it is crucial to surpass gender stereotypes and value contributions from every employee.

3.1.2 Age Bracket Distribution  

The age distribution in the teaching and non-teaching staff was analyzed, and the findings showed mixed outcomes. The age group 36-46 years (36.62) had the highest percentage among faculty members, while the 25-35 years age group had the second-highest percentage at 24.65. Such results show that the faculty is comparatively young. In contrast, the age group of 58 to 67 years represented 29.58%, while those aged 58 and above made up only 9.15%.

In contrast, non-teaching staff had a more balanced age distribution, with the 47-57-year age group being the largest (30.77%). The 36-46-year-old group accounted for 26.92%, the 25-35-year-olds for 19.23%, and those aged 58 and above for 23.08%.

The demographics of the faculty greatly influence the knowledge management. Faculty members aged 25-35 are primarily young and bring new ideas, technological skills, and the latest research. Age-mid career faculty are aged 36-46; these faculty members are experienced and innovative. The senior faculty, on the other hand, report that the institution is well equipped to create and disseminate knowledge.

The profile of non-teaching staff tends to be older, suggesting greater institutional memory and better procedural skills. However, this also poses a challenge for succession planning. Hoque and Zheng (2024) observe that the loss of knowledge is likely to be substantial when a transition to new leadership occurs in higher education, unless proper succession planning and knowledge transfer are implemented. Moreover, Villien (2023) found that although higher education administrators' attitudes toward succession planning are usually positive, most institutions lack structured approaches to knowledge transfer when a new leader is appointed. This highlights the need for proactive efforts to preserve knowledge before retirement.

A recent study on generational diversity in the workplace found that a team with diverse age groups can enhance innovation at the organizational level, provided effective knowledge-sharing practices are in place (Sahibzada et al., 2023). The presence of various generational groups at CBSUA offers learning opportunities, with younger employees bringing their technological skills and older employees sharing their wisdom.

3.1.3 Educational Attainment  

The teaching staff had good educational qualifications that matched their job requirements. Interestingly, the highest population of 52.11 percent had Master's degrees. PhD holders constituted 35.21% and those with a Bachelor's degree qualified 12.68%. It is also necessary to add that no teaching staff claimed to possess a diploma only.

The percentage of faculty members with Master's and PhD degrees is high, which proves the relevance of the accreditation requirements and the professional development intent in the Philippine higher education. The Commission on Higher Education (CHED) mandates that faculty members possess at least a Master's degree in their field of specialization, and obtaining a PhD is becoming increasingly important for advancement in academic positions.

The largest group of non-teaching staff holds a Bachelor's degree at 67.31%, followed by those with Master's degrees at 25.00%. The percentage with diplomas is only 1.92%, with 5.77% being with PHD. The profile of the education indicates that the non-teaching staff are highly qualified in their area of education (not basic education), so they can make better contributions to the body of knowledge in the institution.

A study by Galgotia and Lakshmi (2022) indicates that educational qualifications affect engagement in knowledge management, with higher levels of education associated with greater involvement in knowledge creation and sharing. They warn, however, that relying too heavily on formal credentials may overlook the tacit knowledge and experience many long-term employees possess, regardless of their degrees.

3.1.4 Years of Work Experience 

Patterns of work experience indicated that there were significant workplace group variations. The highest number of teaching staff fell within the 21-30 years (30.99) and 11-20 years (29.58) categories, with 6-10 years (21.13), 3-5 years (14.08), and above 30 years (4.23) ranking third to fifth place, respectively. This dispersion implies a mature workforce and one that is well-experienced in the institution.

The pattern among the non-teaching employees was different in that the majority of the employees were in the category of 11-20 years of experience (28.85%), 6-10 years (26.92%), 21-30 years (23.08%), over 30 years (11.54%), and 3-5 years (9.62%). The fact that the number of senior non-teaching staff (more than 30 years) exceeds the number of teaching staff indicates that tenure in administrative positions is longer.

The extensive work experience of the two types of employees acts as a valuable source of knowledge for CBSUA. The majority of employees with 10 to 30 years of experience at the university are familiar with the university, have good professional contacts, and have accumulated their competencies in their respective fields. Nevertheless, Jones-Esan (2023) argues that such institutions ought to put formal mechanisms for knowledge collection and transfer to sustain it as retirees leave the university.

3.2 Knowledge Generation

3.2.1 Comparison Between Teaching and Non-Teaching Employees 

The median scores of knowledge creation (4.00 and 4.25) of teaching and non-teaching staff are almost identical and established using the Mann-Whitney U test as 4.00 and 4.25, respectively. It was found that there was no significant difference in the two groups (n1-n2 = -0.0000, 95% CI: 0.0001, 0.0001; P = .7682). In this way, both groups produce the knowledge on equal levels. Since there is a comparable nature in the creation of knowledge, there is a need to explore further whether standardized initiatives would be efficient in facilitating processes and improving efficiency. However, perceptions and practices regarding knowledge generation may still differ between teaching and non-teaching staff.

Table 1. Knowledge Generation among Teaching and Non-Teaching Employees
	N (Non-Teaching)
	N (Teaching)
	Median (Non-Teaching)
	Median (Teaching)
	Point Estimate for n1-n2
	95.0% CI for n1-n2
	W
	Test of n1=n2 vs n1≠n2
	Significance

	52
	71
	4.2500
	4.0000
	-0.0000
	(0.0001, 0.0001)
	3278.5
	Significant at 0.7822
	Significant at 0.7682 (adjusted for ties)



The fact that knowledge is created in a similar way by both the academic staff and the administrative staff refutes the notion that faculty members create more knowledge than non-teaching staff. The administrative and technical staff have an important role to play in offering valuable input in the form of support roles. Hatamleh (2023) highlights that intrinsic factors, namely, a sense of achievement and more effective supervision, are more effective in terms of knowledge sharing than extrinsic rewards are. Because of this, the reward systems must be centered on intrinsic rewards. Moreover, the relationship between these factors and the SECI cycle shows the influence these factors have on knowledge sharing and creation. Such intrinsic rewards correspond to the SECI model, meaning that the use of intrinsic motivation can potentially enhance the existing reward systems. Subsequent studies uphold such results and emphasize the huge contribution of teaching and non-teaching personnel to organizational knowledge creation.

Faldesiani and Senen (2024) also argue in favor of the notion that teaching and non-teaching personnel also play an important role in knowledge production within higher education institutions. The administrators will give procedural, technical, and institutional information, and academic staff will contribute scholarly information. The interdependence and knowledge management are encouraged as the feedback is provided and received across these spheres. Administrative competencies are used to enhance academic activities, whereas educational understanding promotes administrative creativity. This collaboration results in improved learning outcomes. Since no significant difference is found in the creation of knowledge between the groups, in this case, this study proposes the inclusion of both groups in knowledge management to maximize the institutional benefits. The results highlight that the current knowledge management appreciates the input of every employee. 

Overall, it can be stated that the evidence supports the significance of appreciating both teaching and non-teaching expertise in contemporary knowledge management since both of these groups play a vital part in creating and innovating the knowledge. Paudel (2023) notes that the development of higher education relies on the working relationship of academic and administrative team members, which eventually advances operations and services to the students. Both academic and administrative staff make contributions, as a result of which innovations, including the incorporation of new technologies, appear. Another key point that the authors make is that to implement the entrepreneurial culture, it is essential to have effective leadership and involve the middle managers (Santos et al., 2024). As an example, the Registrar may introduce AI-advising systems at the same time as faculty members remodel the curriculum. Collaboration is necessary in the process. Furthermore, fostering psychological safety encourages open communication, the sharing of insights, and joint innovation.

3.2.2 Knowledge Generation by Gender 

The Mann-Whitney U test indicates no significant difference in knowledge generation between men and women at CBSUA (Table 2). Median scores were 4.5 for males and 4.0 for females, but this difference was not statistically significant (median difference 0, 95.1% CI: 0, 0.5001; W = 2605.0, P = .2284, adjusted for ties). Knowledge generation involves producing, sharing, and utilizing new insights within CBSUA.

Table 2. Knowledge Generation among Teaching and Non-Teaching in Terms of Gender
	Group
	N
	Median

	Male Generation
	39
	4.5000

	Female Generation
	83
	4.0000


Point estimate for η1 - η2 is -0.0000
95.1 Percent CI for η1 - η2 is (-0.0000,0.5001)
W = 2605.0
Test of η1 = η2 vs η1 ≠ η2 is significant at 0.2581
The test is significant at 0.2284 (adjusted for ties)

Although male median scores are higher, this difference is not statistically significant. Both organizational structures and societal expectations shape gender differences in knowledge creation. Power dynamics need careful examination. Structures that promote participation also create barriers. Think about whether gender differences exist in decision-making authority, not just in collaboration. Ndiege and Backhouse (2023) show mixed results regarding gender and knowledge management. Men sometimes make formal knowledge contributions, while women often excel at collaborative sharing.

Minor gender differences may affect opportunities, such as the slightly higher male median score. At the same time, despite gender parity in CBSUA, global data shows that there are still problems, such as women accounting for a higher percentage of research and assuming a larger share of caregiving responsibilities during COVID-19 (Jones-Esan, 2024). 

The policies of the institution should encourage gender equity in knowledge creation, address all forms of inequality, unlock the potential of every employee, provide flexible working hours and family support, regularly review workloads, and encourage leaders to set the example. Always recognize any contribution. Make the knowledge sharing fair. Engage in constant examinations and implementation. According to Galgotia and Lakshmi (2022), various views should be taken seriously. The work of a group can transform CBSUA into an example, and everyone can influence our future research, regardless of gender.

3.2.3 Knowledge Generation Across Age Brackets 

The Kruskal-Wallis test was conducted to evaluate differences in knowledge generation across age groups, revealing insignificant results (see Table 3). The youngest group (ages 25-35) had the highest median score of 5.000 and an average rank of 74.5 (Z = 2.32), while these values decreased gradually in the older adult groups. Knowledge scores gradually reduced in the older age groups. Ages 36-46 had a median of 4.000, a rank of 61.0, and Z = -0.10. The 47-57 group also had a median of 4.000, a rank of 55.2, and a Z score of -1.35. The 58+ group had a median of 4.000, a rank of 51.8, and a Z score of -1.04. The overall H statistic was 7.11 (DF = 3, P = .068, adjusted for ties). Although the p-value was only marginally significant and the effect size was small (0.03), this suggests limited practical importance. Even minor statistical differences could encourage organizations to promote knowledge sharing among different age groups.

Table 3. Knowledge Generation among Teaching and Non-Teaching in Terms of Age Bracket
	Age Bracket
	N
	Median
	Ave Rank
	Z

	1
	30
	5.000
	74.5
	2.32

	2
	40
	4.000
	61.0
	-0.10

	3
	39
	4.000
	55.2
	-1.35

	4
	13
	4.000
	51.8
	-1.04

	Overall
	122
	
	61.5
	


H = 6.27, DF = 3, P = 0.099
H = 7.11, DF = 3, P = 0.068 (adjusted for ties)

Although not statistically significant, the trend suggests that younger employees might produce more knowledge. They may be more familiar with current methods from their recent education and feel pressure to demonstrate their skills with visible results.

Research on generational workplace differences offers context for the observed age-related knowledge trends. Chan and Zhou (2023) discovered that younger professionals (Millennials and Gen Z) are more comfortable with digital tools and collaborative platforms and excel at innovative problem-solving. Technological fluency does not necessarily ensure greater knowledge or wisdom; these qualities often develop through experience.

Lower marks for older employees may be due to their different knowledge-sharing styles and more extensive engagement patterns. Mentoring, consulting, and informal guidance are among the ways senior professionals can share tacit knowledge that formal metrics may fail to measure. They are more selective in their contributions; that is, they do not make small but vital contributions. Through shadowing and storytelling, senior employees will be able to transform personal knowledge into organizational learning. To illustrate, mentoring discussions have a way of transforming personal experience into common sense and assist in charting invisible routes in passing the knowledge. Kaba et al. (2025) found that non-academic staff aged 50+ were more likely to share knowledge than their younger peers. A longer tenure was associated with greater knowledge sharing, underscoring the importance of experience.

The marginally significant finding (P = .068) emphasizes the importance of intergenerational knowledge sharing. This can be fostered in institutions by the use of communities of practice, mentoring, and collaborative projects. These are meant to encourage communication contact between the various age groups, and they can involve problems being solved together to encourage task dependence (Fasbender & Gerpott, 2021). Through such programs, the technological competencies of early-career employees are bridged with the experience of top executives, enhancing organizational performance. To measure program success, organizations are advised to monitor the participation and cross-age co-authored publications. Some of the goals include a 20% growth of collaborations over two years, which leaders should establish. Clearly defined objectives and ongoing monitoring help ensure investments yield measurable improvements and allow timely adjustments.

3.2.4 Knowledge Generation Across Educational Levels 

The Kruskal-Wallis test revealed that levels of education did not significantly influence knowledge generation (H = 2.33, DF = 3, P = .507, ties adjusted). The median scores were consistent across the different educational levels: Baccalaureate (4.000), Master's (4.000), PhD (4.000), and Diploma (5.000). Additionally, the average ranks showed only slight variation: Bachelor's (62.2), Master's (63.7), PhD (56.8), and Diploma (101.0).

Table 4. Knowledge Generation among Teaching and Non-Teaching in Terms of Educational Levels
	Education
	N
	Median
	Ave Rank
	Z

	Bachelors
	43
	4.000
	62.2
	0.16

	Diploma
	1
	5.000
	101.0
	1.12

	Masters
	43
	4.000
	63.7
	0.51

	PhD
	35
	4.000
	56.8
	-0.93

	Overall
	122
	
	61.5
	


H = 2.05, DF = 3, P = 0.562
H = 2.33, DF = 3, P = 0.507 (adjusted for ties)

The interpretation of a diploma holder's high score should be approached with caution, given the small sample size (n=1). Without a defined variance, this outlier cannot be generalized, which highlights a methodological limitation. For other groups, the lack of significant differences suggests that formal education is not the primary driver of knowledge development.

While educational qualifications may shape a person's domain, they do not determine knowledge-creation practices. This demonstrates that expertise should be recognized beyond credentials and emphasizes the need for knowledge management systems that value both formal and informal knowledge. A SECI loop can be observed at all educational levels: knowledge is shared through socialization, articulated through externalization, combined collaboratively, and internalized by individuals in any role, regardless of academic credentials.

This finding challenges the idea that advanced degrees always result in greater knowledge creation. PhD holders possess more extensive research training; however, individuals with Bachelor's or Master's degrees frequently make significant contributions to applied knowledge, innovation, and practical problem-solving.

Jones-Esan (2023) highlighted that KM in HEIs encompasses various types of knowledge, including pedagogical innovation, administrative efficiency, student-support strategies, and community engagement. In these areas, experience, innovation, and organizational loyalty may be prioritized over formal educational qualifications. To help readers visualize specific KM characteristics, we assume the following areas are practice-based design components: micro-repositories with pedagogical tips, workflow automation tools to simplify processes, virtual advisory platforms to provide individual guidance, and online collaboration platforms to implement community projects. The identification of these areas helps institutions develop systems that embrace diverse knowledge practices and foster a more inclusive recognition of expertise.

The results support knowledge systems that value diverse expertise, not just credentials. Paudel (2023) argues that effective organizations value both theoretical knowledge gained from higher education and practical wisdom acquired through experience. Interdisciplinary and cross-functional platforms enable institutions to leverage the full range of employee expertise, regardless of educational background. For example, an institution could establish a monthly interdisciplinary clinic where employees from different departments share insights, strategies, and lessons learned. This initiative promotes collaboration, fosters a learning culture, and maximizes employee potential.

3.2.5 Knowledge Generation Across Years of Experience 

Significant differences were found in the Kruskal-Wallis test assessing knowledge generation among various work experience groups (H = 12.40, DF = 4, P = .015 after adjusting for ties). The only demographic component that had a major impact on knowledge-generation processes was this one. 

With a median score of 5.000, an average rank of 76.0, and a Z-score of 2.47, personnel with 6 to 10 years of experience demonstrated the highest level of engagement in knowledge generation. Employees with three to five years of experience came next, with a median score of 4.750, an average rank of 72.8, and a Z-score of 1.37. 

Individuals in the middle experience groups showed moderate engagement levels: those with 11 to 20 years of experience had a median score of 4.000, an average rank of 56.8, and a Z-score of -0.94, while those with 21 to 30 years of experience also had a median score of 4.000, an average rank of 54.0, and a Z-score of -1.40. 

The most senior group, consisting of individuals aged 30 and over, scored the lowest with a median score of 4.000, an average rank of 43.8, and a Z-score of -1.66.

Table 5. Knowledge Generation among Teaching and Non-Teaching in Terms of Years of Experience
	Years of Experience
	N
	Median
	Ave Rank
	Z

	11 to 20 years
	36
	4.000
	56.8
	-0.94

	21 to 30 years
	32
	4.000
	54.0
	-1.40

	3 to 5 years
	16
	4.750
	72.8
	1.37

	6 to 10 years
	28
	5.000
	76.0
	2.47

	Above 30 years
	10
	4.000
	43.8
	-1.66

	Overall
	122
	4.000
	61.5
	


H = 10.93, DF = 4, P = 0.027
H = 12.40, DF = 4, P = 0.015 (adjusted for ties)

This curvilinear relationship between experience and knowledge generation presents essential insights. The highest level of engagement among workers with six to ten years of experience suggests that this stage is ideal for their careers because it incorporates several factors.

· Foundational Expertise: After 6 to 10 years, employees have gained substantial domain knowledge and a strong understanding of the institution, enabling them to make meaningful contributions to the overall body of knowledge.
· Career Motivation: Professionals in the middle of their careers frequently aim to build a professional reputation and progress in their careers, which encourages active knowledge creation and visibility.
· Technological Proficiency: This cohort likely possesses strong technology skills acquired during their education and early career, facilitating engagement with modern knowledge management platforms.
· Energy and Innovation: Compared with very senior employees, this group may have greater energy for new initiatives and greater openness to innovative approaches.
· Balanced Perspective: They combine fresh perspectives with enough experience to contribute practical, implementable knowledge.

The lower engagement among the most experienced employees (over 30 years old) may reflect several factors. Senior staff members may move into positions of organizational leadership, strategic counseling, and mentoring that involve various types of knowledge contributions that are not as well-represented by formal generation metrics. They may also experience "knowledge fatigue" or feel that their established expertise requires less active demonstration.

However, this pattern also raises concerns about potential knowledge loss as senior employees approach retirement without systematically transferring their accumulated expertise. Sahibzada et al.'s study (2023) highlights that in order to maintain institutional memory, organizations must put proactive knowledge capture strategies into place, such as documentation systems, mentoring programs, and exit interviews. Baltazar et al. (2025) list knowledge transfer as one of six strategic approaches to organizational succession, highlighting the importance of collaborative projects, mentoring programs, and methodical documentation in maintaining institutional knowledge across generational transitions.

It is encouraging to note that employees with three to five years of experience also exhibit relatively high levels of engagement, indicating that institutional onboarding and culture effectively involve new hires in knowledge-based activities. Supporting and sustaining this early career engagement while facilitating progression into the peak engagement phase (6-10 years) should be a strategic priority. Kaba et al. (2025) found that non-academic staff aged 50 and above were more likely to share knowledge than younger colleagues, and those with longer tenure were more likely to do so, corroborating the importance of experience in knowledge management engagement.

For the 11-30 year experience range, where engagement declines somewhat, institutions might consider targeted interventions. These initiatives could include:  a) Recognition Systems that recognize individuals' contributions to knowledge which may help maintain motivation; b) Leadership Opportunities that involve mid- to senior-level employees in the governance of knowledge management; c) Renewal Programs that offer sabbaticals, professional development, and initiatives aimed at re-engagement; d) Intergenerational Projects that facilitate structured collaborations between experienced employees and those in the early stages of their careers; and e) Flexible Contribution Models that provide diverse formats for knowledge sharing that accommodate different stages of a career.

3.3 Implications for Higher Education Institutions

The results of this study have several significant implications for how knowledge management techniques are developed in higher education.

First, the absence of significant differences between teaching and non-teaching employees in knowledge generation validates the importance of inclusive KM strategies that engage all organizational members. According to Faldesiani and Senen (2024), effective knowledge management in HEIs requires recognizing that valuable knowledge exists throughout the organization, not just within academic ranks. In addition to academic scholarship, institutions should create platforms and recognition systems that capture and value administrative, technical, and support knowledge.

Second, the significant effect of work experience, particularly the peak engagement during the 6-10 year career phase, suggests that institutions should implement experience-differentiated knowledge management strategies. Early-career support programs can help sustain new employees' high engagement, while mid-career recognition and leadership opportunities can capitalize on the peak engagement period. For senior employees, institutions should develop knowledge legacy programs, mentoring frameworks, and flexible engagement models that respect their transition toward strategic advisory roles while capturing their invaluable institutional memory.

Third, the marginally significant age trend suggests value in fostering intergenerational knowledge collaboration. Establishing cross-generational project teams, communities of practice, and formal mentoring relationships can aid in bridging disparate organizational perspectives and knowledge forms. According to Paudel (2023), when organizations effectively incorporate different knowledge types and generational perspectives, knowledge management effectiveness rises.

Fourth, the gender findings highlight the need for continued attention to gender equity in knowledge management, even though they do not reveal any significant differences. Institutions should keep an eye on how different demographics contribute to knowledge, make sure that everyone is fairly acknowledged, and deal with any subtle obstacles that may develop over time.

Finally, the educational level findings challenge credential-centric approaches to knowledge management. While educational qualifications remain important for role-specific requirements, they do not determine knowledge generation engagement. Institutions should develop competency-based knowledge management frameworks that recognize diverse expertise forms and create pathways for knowledge contribution regardless of formal credentials.

Recent research by Paola et al. (2025) in Colombian public educational institutions confirms that organizational culture dimensions—particularly recognition, communication, and managerial leadership—significantly influence knowledge management processes, including knowledge creation, transfer, storage, and application.

4. Conclusion

This study offers significant empirical insights into the knowledge management practices and demographics of CBSUA's teaching and non-teaching staff. The results show a workforce that is primarily female, highly qualified, and has extensive institutional knowledge. Knowledge generation practices were comparable between teaching and non-teaching employees, challenging assumptions that academic staff uniquely drive institutional knowledge creation.

The most significant finding was that years of work experience substantially influenced knowledge management practices, with employees in the 6-10 year career phase demonstrating peak engagement. This suggests that career stage may be more influential than position type, gender, or educational level in predicting knowledge generation behavior.

These findings have practical implications for knowledge management strategy development in higher education. Experience-differentiated strategies that encourage early-career engagement, capitalize on mid-career peak productivity, and capture senior-level wisdom through methodical knowledge transfer mechanisms should be implemented by institutions. Creating inclusive knowledge management systems that value diverse knowledge forms across all organizational levels will enhance institutional effectiveness and sustainability.

Future research should examine the specific knowledge management processes (creation, sharing, storage, application) separately to identify whether demographic patterns vary across different KM dimensions. Longitudinal studies could monitor the changes in knowledge engagement over the course of a worker's career. In addition to identifying particular obstacles and enablers at various career stages, qualitative research may offer a deeper comprehension of the mechanisms underlying the experience-engagement relationship.

Expanding this research to multiple institutions would enhance generalizability and enable cross-institutional comparisons. Investigating the quality and impact of knowledge contributions, not just frequency, would provide a more nuanced understanding of knowledge management effectiveness. Finally, examining organizational and cultural factors that moderate the relationship between demographics and knowledge practices would inform more context-sensitive KM strategy development.

Consent

All survey participants provided informed consent prior to participation. Confidentiality and anonymity were maintained throughout the research process. The consent procedure was approved by the CBSUA Research Ethics Committee.
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This study was approved by the Central Bicol State University of Agriculture Research Services Division. All research procedures adhered to ethical standards for human subjects research as outlined in the Declaration of Helsinki and the Philippine ethical guidelines for research.
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