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ABSTRACT

Gamification is one of the most prevalent and debatable issues in the current era, where
the application of gamification in different organizational processes can be seen as a
normal and common factor in firms. Human resource management practices are vital in
organizations and even the problem of managing employee satisfaction and motivation
has become a significant issue in organizations. To overcome this problem, the
application of gamification can be undertaken in the human resource management
procedure. In the present study, the identification of gamification in human resource
management has been carried out according to previous research. The study has used
thematic analysis. 47 research articles have been compiled on the study and with the use
of the PRISMA model the selection of research papers is being undertaken.
Consequently, the number selected is nine research articles. These works were discussed
in depth to achieve the objectives of the study. According to the documents, gamification
is helping to improve human resource management practices and helping to improve
employee motivation to ensure that the process is carried out optimally. At the same time,
the identification of implementation challenges has also been carried out according to the
literature survey. Appropriate training and development actions for staff will ensure that
recovery is successful in gamification implementations in organizations.
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INTRODUCTION

Human Resource Management (HRM) can be identified as the vital
resource among all organisations' resources. The empowerment of human
resources is one of the main objectives of companies that have been
achieved with gamification (Adeniji & Osibanjo, 2012). Gamification is
the process of using actions related to game and fame in origination duties
to make the work more attractive. It has been considered that employees'
commitment, satisfaction, and motivation is very important to achieve the
success of effectiveness and efficient actions in organizations (Armstrong
& Landers, 2018). Therefore, it becomes essential to investigate how to
allow the human resource to be motivated at work. Gamification may be a
better method that can have both sides, positive and negative (Simpson
and Jenkins, 2015). Thus, the research study has been carried out in order
to understand gamification in HRM and to understand the challenges and
recommendations that may arise for the correct implementation of

gamification in HRM practices.

Problem Statement

Employee motivation is a serious problem in many organizations. At the
same time, the least motivation is due to poor management of human
resources and poor management of work practices in employees (Sarangi
& Shah, 2015). Standardized work methods can sometimes demotivate
and bore employees when maximum performance cannot be achieved.
This has been recorded as a common problem in all organizations (Ferrell
et al., 2016). This problem needed to be overcome with the possible
applications and that is the responsibility of the human resources

management department. Thus, applying the different methods to motivate
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and cheer employees will be the most appropriate solution where

addressing the problem is critical (Cardador et al., 2017).

Research Question

How organizations can link gamification to stimulate user behavior?

Research Objectives

The study's main objective is to identify how the HRM functions of
organizations could be improved to change employee behavior through the
use of gamification. The secondary objective is to identify the benefits and
challenges of integrating gamification into organizational practices and
analyze which areas of gamification can better suit the different needs of

organizations.

LITERATURE REVIEW

Gamification

Gamification has risen to prominence as a trend in the commercial and
marketing sectors in recent years, attracting academics, educators, and
professionals from various disciplines. However, gamification is not a new
idea; it has its origin in marketing initiatives such as point cards and
rewards memberships, educational systems mainly at academic levels,
grades and grades, and efficiency in the workplace (Nelson, 2012). The
growth (or resurgence) of gamification is attributed to a convergence of
variables, including cheaper technology, personal data monitoring, notable

successes, and the ubiquity of the gaming medium (Deterding, 2012).
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Gamification is a persuasion technique that aims to change user behavior
by activating intrinsic motivations through game design features (Petkov
etal., 2011). As a result, this method excludes game design, which can be
broadly described as the conflict resolution process or artificial rule-based
simulations (Deterding et al., 2011; McGonigal, 2011). Therefore,
gamification must be weighed against contemporaries such as "serious
games" and "games with a purpose.” Serious games are associated with a
specific learning objective (Simdes et al., 2013). For example, IBM Innov8
2.0 is a game designed to introduce users to the benefits of business
process management. "Games with a purpose” exemplify a method in
which problems that information systems cannot adequately address are
converted so that humans can solve them in a game-like way (Von Ahn,
2006). For example, ARTigo7 is a game created at the University of
Munich. Two players compete to discover more labels to characterize
images from the Art History Institute's digital collection than their

opponent.

In contrast, gamification refers to the process of creating "gamified"
service packages (Leimeister, 2012). These bundles include a core offering
(aproduct, a service, or an information system) and an I1T-based, gamified
augmentation service for the core offering (Huotari & Hamari, 2012). The
particular use goals for the core offer as specified by core office suppliers
serve as the beginning point for developing gamified improving services.
Such use goals, for example, might be developed from historical user
behaviour research and could define how core offer suppliers want their
core offer to be utilised in the future (Blohm & Leimeister, 2013). These
goals are translated into suitable game design components, then combined
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to create gamified enhancement services. By emulating a game-like
experience, these boosting services hope to elicit individual user
motivations for the main product, thus promoting its consumption (Huotari
& Hamari, 2012). Additionally, combining the core offer with enhancing

services necessitates the core offer's adaptation to the enhancing service.

Gamification can be introduced in numerous methods according to
different scholars. There is no uniform concept of gamification understood
in its entirety, which is why they believe that gamification uses
components of fun and the development of recreation plans in
environments that are not entertainment (Mollick & Werbach, 2015). The
use of game factors and technologies in the organizational process in a
significant way can be considered as what is being done in gamification
(Kumar, 2013). Gamification is very good with things as they are.
"However, focusing on the area of computer games, he argues that
gamification” includes the use of the methodology and components of the
scheme of computer games of scenarios that are not the same as fun
(Seaborn & Fels, 2015).

Benefits of Gamification

Many academics have pointed out the benefits of gamification. Some of
the advantages can be pointed out as the improvement of the productivity
of the employees, the improvement of the motivation of the employees,
the creativity activities are stimulating in the employees, the strengthening
of the communication of the people and better results without errors are
some of the advantages of gamification (Georgiou, et al., 2019;

Armstrong, et al., 2016). Furthermore, fostering innovative skills and
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increasing employee satisfaction can also be seen as the main advantages.
In addition, the development of soft and hard skills and the development

of corporate image can also be identified as advantages (Witt et al., 2011).

Challenges of Gamification

There are also challenges to implementing gamification. When
gamification is more money-oriented, demotivation of employees can
occur (Kim, 2018). This is a negative factor. At the same time, the initial
cost of implementation is also very high. Understanding the costs that are
in operations must have the proper understanding (Landers, 2019).
Software and hardware needs and employee knowledge are also
challenging factors. Training and developments are necessary to ensure

that employees do not resist the use of gamification practices (Wozniak,
2015).

Gamification and HRM

Human resource management (HRM) is a critical management discipline.
It is individuals and groups that have the greatest impact on achieving
goals. HRM focuses on attracting and retaining valuable workers. Modern
human resource management solutions are more dynamic and
technologically sophisticated, with realistic computer images. All games
have one characteristic: computer game players demonstrate their tenacity,
perseverance and participation. In concept, the players' motivation could
be transferred to the real world and used to solve real problems, even at
work. In this way, gamification is emerging as a new management and

marketing trend (Blstakova & Piwowar-Sulej, 2019).

FACULTY OF BUSINESS STUDIES, VAVUNIYA CAMPUS, 6
UNIVERSITY OF JAFFNA



Journal of Business Management, Volume 04, Issue 01, June, 2021

Gamification is consistent with the idea of the Industrial Revolution 4.0
(also known as the Cyber Revolution). The adoption of new technologies
affects people's attitudes and human resource management procedures
(Piwowar-Sulej, 2018). Some HRM ideas align with the Industrial
Revolution, such as e-HRM and HRM 4.0. In EHRM, strategies, policies
and practices are implemented in companies through the deliberate and
directed use of channels based on web technology (Ruel et al., 2006).
HRM 4.0 refers to the digitization of all human resources operations
(Blstakova & Piwowar-Sulej, 2019).

Gamification in the HRM Process

Gamification is primarily used in human resource management (HRM)
sectors such as recruiting and selection, onboarding, training, generally
referred to as employee motivators and corporate culture development.
The recruitment and selection of applicants is the first area of human
resource management where the trends of the fourth Industrial Revolution
have been evidenced over a long period (Perinot, 2015).

Modern hiring technologies make it easy to cultivate a contemporary
employer image. Gamification can be used to represent various elements
of hiring in a company for potential candidates by immersing them in the
business of convincing them to apply for or accept a job offer. As the
Marriott hotel chain shows in their specially tailored “My Marriott Hotel”
game, game-like assessments can be used within the selection processes to
find the best candidates for job openings. Poland also has some interesting
examples of gamification that are used in the recruitment process. The

gamification examples provided by Joy, 2017; Wawer, 2015; indicate that
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the implementation of specific game frameworks can contribute to a
greater improvement in recruitment efficiency, measured mainly by the
quantity and quality of applications received and their acquisition cost, as
well as by a shorter recruitment process (Fitz-enzy, 2000).

Gamification can also significantly improve onboarding efficiency by
motivating applicants to perform different tasks to receive incentives.
Gamified training can motivate new hires to learn more during training,
resulting in long-term benefits for both the individual and the company.
Onboarding is inextricably linked to employee education. According to
Pappas (2015) findings, gamification not only helps in the acquisition of
knowledge and skills, but also helps students retain the material and save

it in long-term memory for future use.

Gamification can be introduced into the HRM process, making the process
more reliable and easier to handle. The most fundamental task of any
human resources specialist is to supply and incorporate workers into the
organization. They have to guarantee that they have champions over the
association (Wanick & Bui, 2019). To do this, they must ensure that the
applicant's skills fit well with the organization's needs and culture. When
gamification is connected to the human resources procedure, it brings
some advantages; the applicant completion procedure is substantially
faster as it allows organizations to test particular skills such as time
management, inventive and creative reasoning, etc. (Huotari and Hamari,
2017). Organizations must approach genuine diversions based on
enrolment and determination uniquely in contrast to the genuine diversions

approach to other management forms such as mastering, preparing and
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improving. There is a part of the spread to the fun of the fun; Subsequently,
an incredible security requirement arises to perform genuine recreations

for enlistment purposes (Saha & Pandita, 2017).

RESEARCH METHODOLOGY

Research Philosophy

There are different research philosophies in the literature, such as
positivism, interpretivism, and realism. The research philosophy of
realism means that the assumptions in scientific approaches and the
author's conclusions are providing the conclusions of the objective
achievement (Hirschman, 1986; Tombs & Pugsley, 2020). Therefore, the

realism approach is being used here.

Research Design

The systematic review is adopted in this study. It is imperative in the
discussion of thematic analysis methods applied in current research
activity. The review analyses all possible ways and reproduces the relevant
factors to produce new insight into the problems and available situations
(Agbo et al., 2019). The appropriate review that is being carried out based
on previous research may be called a systematic review. This can be stated
as a close writing method in which there are several steps in the process,

as explained in the following figure (Munn et al., 2018).

- M [Quality Evaluation [ Sources List [ Descriptives

Source: Author created
Figure 1: Systematic Review Process
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Study Scope

The scope of the study can be identified here as the application of
gamification on human resource management in companies. The study
will provide a holistic view of the selected topic and the objectives have

been discussed accordingly.

Research Process

The research process consists of the selection of cases on the relevant topic
that has been selected here. The selection of research articles and published
resources has been carried out using databases such as Wiley Online
Library, Science Direct, and Emerald Insight. The articles that have been
published on the topic of gamification in human resource management
have been searched with the various keywords relevant to the factors.

At the same time, articles that are in the time span from 2010 to 2020 have
been selected here for study analysis. The criteria in the data sources

selection is provided in table 01.

Table 1: Selection criteria of the data sources

Criteria Description

Database used in | Emerald insight

research article | Science Direct

searching Wiley Online Library

Type of the sources Academic journals
Gamification

Key words used Human Resource Management

Gamified Human Resource Management
The papers have been examined in the year of

Search expanders

2010 — 2020
Search limiters Only Peer-reviewed articles
Source: Author Created
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PRISMA Method

In an evidence base research, the researcher must present the evidence to
the readers and in research where previous literature is reviewed, the
researcher must present a minimum number of evidence that is most
relevant to the study and for that purpose, the PRISMA method can be
used (Moher, 2009).PRISMA stands for Preferred Reporting Items for
Systematic Reviews and Meta-analyses. It is a reporting method that can
be used in systematic reviews. Rather than measuring and reviewing
interventions, it focuses on reviewing goals(Moher,2010).To develop the
PRISMA method for any study, the PRISMA flow chart can be used. The
PRISMA method uses the QUOROM guidelines to evaluate systematic
reviews (Tricco, 2018).).In the PRISMA method, the flowchart includes
27 items on the checklist (Tricco, 2018). The PRISMA flowchart process
is presented as the “Figure 02” section.
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PRISMA 2009 Flow Diagram
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Records identified through database
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other sources
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Full-text articles assessed for
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l
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Source: Adapted from (Hameedul,et al.,2019)

Figure 2: PRISMA Flow Diagram

(n=)

Full-text articles excluded,

with reasons

(n=)

FACULTY OF BUSINESS STUDIES, VAVUNIYA CAMPUS,

UNIVERSITY OF JAFFNA

12



Journal of Business Management, Volume 04, Issue 01, June, 2021

Quality Evaluation

The quality has been investigated according to the credibility of the data
and the relevance of the data to the study. This is one of the best methods
to verify the quality of the evaluation. Therefore, it is essential to have

relevant and credible data.

List of Sources

The sources used for the resources are well described using the PRISMA
model and the following figure provides an overview of the model. The
removal of research articles has been done for a reason and has been

clearly explained in figure 3.

Descriptive
Descriptives are very important for understanding the summary of key
findings in selected research articles. Figure 3 describes the selected

articles with the author, year, title, methodology and findings.

Thematic Analysis
Among the famous analysis types, meta-analysis and thematic analysis are
famous and here, thematic analysis has benefited. The selected research

articles were analyzed in depth to achieve the articulated objectives.
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Selected all number of articles through the data bases = 51

Removing the duplicating articles

Selected articles number = 47

Selection under the abstract and the methodelogy of the
research

The number of removed articles = 8

Selected articles number = 39 I—-{ The number of removed articles = 12

Selection based on deep review with the methodology
and the analysis of the articles since abstract is not clear

l

Selection of the papers removing the manuscripts and
the reports

l

Selected number of articles = 27 ———

The number of removed articles = 8

Selected number of articles = 19 |

|

Mumber of articles selected for the analysis = 9

Source: Adapted from (Moher, et al., 2015)

The number of articles removed = 10

Figure 3: The excluded and the included articles

DISCUSSION OF FINDINGS

The Systematic Literature Review is explained in Table 2 and followed by

the literature on how gamification can be linked to human resource

management practices and its advantages and challenges.
|
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Table 2: Systematic review

Num | Author and | ) o o
Title of the Article Methodology Description in the Findings
ber Year
o ) _ A positive relationship and influence have been found
Use of Gamification | Used data from CAWI interviews o ) ) )
_ ] between gamification and employee job satisfaction, as
(Ergle & | In Human Resource | and number of respondents is 620. _ ST
_ _ ) well as no impact between gamification and employee
1 Ludviga, Management: Impact | Structural. Equation Modelling N
| engagement. The HR process responded positively to
2018) on Engagement and | (PLS-SEM) method with o o _
) ) gamification where team building and internal
Satisfaction smartPLS software has been used o
communication showed better results.
The systematic review of 203 | Many management areas such as marketing, logistics and
Gamification in | papers has been done and the | supply chain, human resource management and
) (Wanick & | Management: holistic view on the management | healthcare have been considered here, where employee
Bui, 2019) analysis and research | practices and the gamification | engagement and motivation has been considered along
directions impacts has been identified in the | with training and development, which are having the
management context positive impacts of gamification processes.
The effects of a | With 398 workers from big and | The results were explaining having significant influences
3 (Silic, et al., gamified human | international businesses, a 12- | for the application of gamification in HRM actions, where
2020) resource management | month longitudinal research was | the notable increase in satisfaction and work engagement
system on job | utilised to examine the effects and | can be seen. The study suggested that the application of
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satisfaction and | relationships of gamification on | gamification will increase the work attitude and balance
engagement job satisfaction and engagement. | of employees.
The key motivational theories and | The results were explaining that the application of
o the holistic view on the | gamification in recruitment, selection, training and
Gamification of o o ] .
(Ferrell, et al., application of the gamification in | performance management is recorded to have positive
4 Human Resource ] _ ]
2016) . the first four stages of the HRM | reactions where the recommendations were made to apply
rocesses
with respect to the different case | the correct and adequate methodologies in the actions in
studies is provided here the organization.
Digitalizing human | The systematic review has been | The results found that gamification is not only a modern
(Sah 2 resources  through | undertaken in order to have the | tool but that it can also reduce the cost and time of the HR
aha
5 pandita, 2017) gamification for | holistic idea of the gamification | process and optimize actions in the process. The best HR
andita, o o ] ) ]
employee application in HRM by the past | process insights can be achieved with the joys at work that
engagement literature employees will be motivated to work for.
Gamifying
recruitment, A systematic review of the ) S
) o Implementing gamification in the HR process has been
selection,  training, | researches has been undertaken as o
(Armstrong, et ) found to have positive impacts on many of the
6 and performance | the case study reviews where the o ) i
al., 2016) o ) organizations, recommendations for future actions were
management: Game- | gamification has been introduced ) ) o o
o ] o provided with game thinking applications.
thinking in human | to get a holistic idea
resource management
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It summarizes the findings of a variety of theoretical and
L The systematic review has been | empirical investigations on gamification from a variety of
_ Gamification: _ ) _
. (Deterding, desiani ; undertaken in order to have the | angles. Integrate the results and compile a list of the
esigning or o o -
2012) ivati holistic idea of gamification and | fundamental components of gamified systems. The
motivation
its application for motivation reward mechanisms of gamified systems are designed
according to basic theories of motivation.
) ) A new definition of gamification was provided. Most
o A systematic review of the o ) ) )
Defining gamification implementations were targeting marketing
) o researches has been undertaken as . ) .
(Huotari & | gamification: a ) goals, which brought into the debate the idea that the
8 ) _ ) the case study reviews Theory, _
Hamari, 2012) | service marketing ) customer / user is always the last producer of value. The
_ design, management of o o
perspective o overlap of objectives and methods of gamification and
gamification. ) ) -
marketing was identified.
o Main research method used for | The results found that gamification as a new tool in HRM
Gamification as an o ) ) ) S )
) gamification as an innovative | proved to be effective. Gamification is part of Industrial
(Blstakova & | Innovative Idea | ) ) )
) o instrument used in HRM is | Revolution 4.0. Due to the lack of data on the use of
9 Piwowar- within Human _ ) L o
) literature studies. A stand-alone | gamification in human resource management, this article
Sulej, 2019) Resources ) ) ) ) o )
review was used to provide an describes the idea, the areas where it is applied and the
Management ) ) o
overview and synthesis future objectives of the study.

Source: Authors created
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The discussion can count on the evidence with the achievement of the objectives articulated
in the study. The key objective was to identify the use of gamification and the benefits of
gamification in Human Resource Management in organizations. This objective has been
achieved by identifying the past literature in depth where human resources have been
reported as the most important resource in companies (Ferrell et al., 2016). In addition,
employee motivation, satisfaction and work commitment can be increased with
gamification actions. At the same time, the productivity of companies with higher
individual productivity of employees can also be achieved with gamification procedures in
companies (Georgiou et al., 2019). Another advantage is identifying the best practices in
the HR process that have been explained by many of the researchers and especially, the
selection, recruitment, training and performance evaluation are being brought to the fore.
Thus, it is clear that gamification provides many advantages in human resource
management (Saha & Pandita, 2017).

Furthermore, the study focused on identifying the challenges of implementing gamification
in human resource management practices. The main challenge that academics have
identified is the misuse of gamification by decision-makers. This will lead to many of the
downsides (Armstrong et al., 2016). The over-justification of gamification is also a
challenge for human resource management processes and will lead to wrong actions (Edson
et al., 2016). The application of gamification can ruin employee motivation if the
application is based on money. Therefore, there needs to be a clear understanding on the
part of the implementers. The cost of implementation (cost of software and hardware,
training and equipment) is another challenge that many companies face and must overcome.
The setup game needs further investigation before implementation, which is time-
consuming and expensive (Ferrell et al., 2016). These challenges have been well

understood by many of the researchers.

Additionally, the study identified recommendations for implementing gamification in
human resource management practices. Most researchers have provided recommendations
to overcome implementation challenges that follow this (Armstrong et al., 2016). For
example, detailed and descriptive research is vital before initiating gamification actions in
companies, which will lead to fewer errors (Mollick & Werbach, 2015). Another

recommendation is the training sessions for the respective employees and decision-makers
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on gamification applications. The investment and return plan must be clear and error-free,
which is another way to overcome challenges and successfully implement gamification
practices (Silic et al., 2020). At the same time, many academics have pointed out that hiring
experienced staff in the implementation process will be beneficial for companies to

overcome many obstacles.

CONCLUSION

The study has been carried out in order to identify gamification in human resource
management practices in organizations. The systematic review has been carried out here
where the selection of past literature and in-depth research has allowed the study objectives
to be achieved. At the same time, the analysis has shown that gamification is widely used
in HRM for various employee developments and the organization. In this sense, the
challenges have also been identified and their overcoming is vital. Thus, recommendations

have been identified to overcome the challenges.

Furthermore, this study demonstrates how contemporary human resource management is
defined through the use of gamification. This involves using game mechanics to solve real-
world workplace problems. Gamification in HRM was found not to be a very popular topic
in high-impact scholarly publications. None of the articles constitutes quantitative research
in the field of gamification in human resource management. It is worth emphasizing that
gamification, like any other HR approach, must be applied with care. The game setting
must be well considered, the technology must be sufficiently developed, and workers must
not feel overloaded with excessive incentives. In addition, special attention should be paid
when designing a system that incorporates gamification features. Finally, the system must
be carefully tested and validated; when combined with the characteristics of contemporary
technology, any mistake can result in an unfavourable reputation that quickly spreads

among recipients.
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Gamification has gained popularity among young people. Studies have highlighted the
importance of creativity, flexibility, and a positive work environment as necessary
prerequisites for successful play methods in the business environment. The notion of the
game allows for multivariance in the formulation of the most rational choices and their
implementation. The study clearly explains that gamification increases employee
satisfaction, motivation and productivity alongside efficient and effective entrepreneurship.
Therefore, proper training and development and awareness actions are significant and
necessary for employees to ensure that the proper use of gamification is taking place.
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