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Abstract. In today’s fast-evolving workplaces, engaging and retaining talent—
particularly among Gen Z professionals—has become one of the most pressing
challenges for organizations worldwide. Traditional motivation techniques
appear to be losing their impact, urging companies to adopt more interactive,
human-centered approaches. Against this backdrop, gamification has emerged as
a strategic tool to make work engaging, purposeful, and rewarding by integrating
elements such as points, badges, and leaderboards into everyday practices.
Recognizing the growing academic and practical interest in this area, this
Systematic Literature Review (SLR) consolidates findings from 45 research
papers. Using the PRISMA framework and rigorous inclusion—exclusion criteria,
studies were drawn from Scopus, Web of Science, and Google Scholar databases.
The review indicates a strong dominance of empirical research in IT and
management sectors, with an upsurge in contributions after 2018. Thematic
synthesis identified five major clusters: motivation and rewards, organizational
culture, teamwork and collaboration, performance enhancement, and job
satisfaction. Evidence suggests that well-structured gamification initiatives boost
engagement and intrinsic motivation while fostering a sense of belonging.
However, the review also notes gaps, including limited longitudinal studies and
minimal focus on ethical or psychological sustainability. Overall, this study
highlights gamification’s transformative potential in addressing contemporary
engagement challenges and provides actionable insights for HR and management
professionals aiming to build adaptive, motivated, and future-ready workforces.

Keywords: Gamification, Employee Engagement, Job Satisfaction, Motivation,
Organizational Culture, Human Resource Management (HRM), Systematic
Literature Review.

1 Introduction

Over the past decade, the world of work has been undergoing a rapid transformation
inspired by digitalization, generational change, and evolving employee aspirations. As
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organizations strive for skilled talent pool, particularly among Millennials and Gener-
ation Z, the capability to create meaningful and engaging workplace moments has be-
come vital. These younger cohorts value purpose, feedback, and opportunities for
growth — elements that traditional management and motivation systems often fail to
deliver (Nguyen, Gardner, & Chen, 2018). Therefore, organizations are seeking crea-
tive methods to boost motivation, foster engagement, and strengthen job satisfaction.
One such approach that has gained strong emphasis on gamification — the use of game
elements and desgin fundamental concept in non-game settings to influence patterns of
action and refine outcomes.

Gamification, as first conceptualized by Deterding et al. (2011), refers to the application
of game mechanics such as points, badges, leaderboards, and challenges to increase
user involvement in contexts beyond entertainment. By introducing elements of fun,
competition, and instant feedback into otherwise routine tasks, gamification appeals to
internal psychological motivators such as competence, achievement, and belongingness
(Chou, 2019). It is grounded in motivational theories like Self-Determination Theory
(Deci & Ryan, 1985), which emphasizes autonomy, mastery, and relatedness, and
Maslow’s Hierarchy of Needs (Maslow, 1943), which positions recognition and self-
actualization as essential motivators. These theoretical roots make gamification a pow-
erful weapon for addressing employee detechment— a challenge faced by organiza-
tions across sectors.

In the field of human resource management (HRM), gamification is more widely to
revive traditional methodologies such as recruitment, onboarding, learning and devel-
opment, and performance appraisal. As an illustration, gamified recruitment platforms
permit candidates to exhibit their skills via interactive simulations rather than standard
procedures of interviews (Koivisto & Hamari, 2019).In the same way, enterprises em-
ploying game based learning systems report increased knowledge, retention and enthu-
siasm among employees (Lee & Hammer, 2020). In performance management, the
blending of leaderboards and progress dashboards aids employees visualize achieve-
ments and maintain healthy competition, contributing to elevate motivation and respon-
siveness (Marczewski, 2018). Jointly, these applications underscore gamification’s po-
tential to enhance not only engagement but also job satisfaction and sustained commit-
ment to the organization.

With rising excitement about gamification carries on to grow research findings remain
mixed. Some studies highlight its ability to encourage internal motivation and a feeling
of achievement (Mekler et al., 2017), whereas others caution against heavy dependence
on extrinsic rewards, which may lead to momentary compliance rather than long term
engagement (Seaborn & Fels, 2015). The success of gamification, hence, depends
largely on how well the design aligns with organizational goals and employee motiva-
tions. Factors such as cultural context, industry type, leadership support, and technol-
ogy readiness significantly influence outcomes (Werbach & Hunter, 2015). This com-
plexity has encouraged scholars to adopt a more refined approach, recognizing gamifi-
cation as both a psychological and managerial implementations.
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The COVID-19 pandemic accelerated the adoption of digital and gamified systems as
organizations transitioned to remote and hybrid models. Gamification became an effec-
tive strategy for maintaining team cohesion, motivation, and communication in dis-
persed workplaces (Johnson, Nguyen, & Lowe, 2021). Therefore, gamification has
evolved from a novel HR innovation to a strategic enabler of digital transformation and
workforce engagement in the post-pandemic era.

Despite increasing academic and practical interest, several research gaps remain. Much
of the existing literature focuses on short-run behavior changes, with minimal investi-
gation of how gamification affects long-term job satisfaction and retention (Koivisto &
Hamari, 2019). Cross-sector analyses are rare, and theoretical integration across studies
also remains irregular. Moreover, concerns around ethical design, data privacy, and
psychological well-being have not been studied so well (Sailer et al., 2017). These gaps
highlight the need for comprehensive systematic reviews that synthesize existing evi-
dence and provide a foundation for future research.

By including insights from multiple genre — psychology, management, and infor-
mation systems — gamification delivers organizations a way to make work more en-
gaging and fulfilling. Yet, its sustainable impact depends on understanding why it
works, how it works, and under what conditions it creates meaningful change. A sys-
tematic literature review can help address these questions by mapping patterns, identi-
fying theoretical linkages, and suggesting evidence-based frameworks and gaps for fu-
ture research and practice. In this context, the current study seeks to bridge theory and
practice by consolidating findings on how gamification influences employee engage-
ment and job satisfaction across various organizational sectors.

1.1 Introduction

This systematic review is guided by four research questions designed to examine both
the conceptual and practical dimensions of gamification in organizational contexts:
RQ1: What types of gamification elements have been most commonly implemented in
workplace settings since 2018?

RQ2: How does gamification influence employee engagement in various industries and
work cultures ?

RQ3: What mechanisms connect gamification to job satisfaction and related organiza-
tional outcomes?

RQ4: What methodological and thematic patterns characterize contemporary research
on gamification, employee engagement, and job satisfaction?

By framing these questions, the review maintains a clear analytical focus and stays
aligned with both theoretical insights and real-world managerial practices.
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1.2 Conceptual Framework

This review is based on a conceptual framework that outlines a sequential connection
between gamification techniques, employee engagement, and job satisfaction. Gamifi-
cation elements—such as points, badges, leaderboards, challenges, and instant feed-
back—activate intrinsic psychological drivers grounded in Self-Determination Theory,
including autonomy, competence, and relatedness. When these needs are fulfilled, em-
ployees exhibit higher levels of engagement, manifested as greater enthusiasm, dedica-
tion, and absorption. Enhanced engagement following that it contributes to greater job
satisfaction, as employees experience a stronger sense of achievement, recognition, and
personal fulfilment. The framework also acknowledges the mediating influence of or-
ganizational culture and teamwork, both of which shape how gamification is perceived
and internalized within the workplace. The model suggests that carefully designed gam-
ification initiatives create a reinforcing cycle: increased motivation enhances engage-
ment, which in turn improves job satisfaction, ultimately contributing to stronger or-
ganizational performance. Figure 1 presents the conceptual framework.

The Power of Gamification in Workplace Motivation

' \ |
1 A \ 2
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Gamification 7 S Employee
Techniques L4 ( Engagement
Motivational (; = - Vigor, dedication,
game elements / \ absorption
Motivated
Participation
Driven by
autonomy,

competence,
relatedness

Fig. 1. Conceptual framework illustrating the influence of gamification techniques on employee
engagement and job satisfaction (self- developed)

1.3 Descriptive Analysis

A descriptive overview of the 45 studies analyzed reveals several important patterns
that reflect current research directions. First, there has been a noticeable rise in gam-
ification-related publications after 2018, with a sharp increase during the COVID-19
pandemic, coinciding with the global shift toward hybrid, remote and digital work en-
vironments.

In terms of sectoral distribution, the IT industry and corporate HR functions dominate
the research landscape, reflecting early adoption of digital engagement tools. Studies
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from logistics, healthcare, education, and service sectors offer additional insights but
remain comparatively fewer.

Methodologically, quantitative studies form the majority, often using surveys, struc-
tural equation modelling, and regression-based approaches. Qualitative and mixed-
method studies exist but remain underrepresented, indicating a need for broader meth-
odological diversity.

Geographically, contributions span Asia, Europe, and North America, with a notable
rise in studies from India, Indonesia, and China. This distribution highlights a growing
global interest in gamification as workplaces adopt more technology-enabled manage-
ment practices.

1.4 Limitations of This Systematic Review

Despite its structured approach, this review has several inherent limitations. First, the
search was restricted to studies published in English and sourced from selected aca-
demic databases, which may have inadvertently excluded relevant regional or non-in-
dexed research. Second, the review focuses on literature published after 2018, ensuring
contemporary relevance but potentially overlooking earlier foundational empirical
work. Third, the thematic synthesis relies on the methodological transparency of the
included studies; papers with incomplete reporting may limit the depth of comparative
analysis. Lastly, this review synthesizes trends descriptively rather than through meta-
analysis, which restricts the ability to quantify effect sizes across studies. These limita-
tions should be considered when interpreting the findings and applying them across
broader organizational contexts.

1.5 Theoretical and Managerial Implications

From a theoretical standpoint, the review reinforces the centrality of Self-Determina-
tion Theory, highlighting how gamification supports psychological needs that drive in-
trinsic motivation and engagement. It also strengthens the relevance of Flow Theory,
demonstrating how well-designed challenges and feedback loops encourage deep focus
and enjoyment. Furthermore, the findings extend Work Engagement Theory, showing
how gamification acts as a motivational and organizational resource that enhances
vigor, dedication, and absorption.

Managerially, the review underscores that gamification is most effective when embed-
ded as a strategic component of HR and organizational design, rather than a superficial
add-on. Leaders should align gamification initiatives with broader goals such as per-
formance improvement, capability development, and cultural cohesion. Ethical consid-
erations—including fairness, privacy, and psychological well-being—must be priori-
tized in system design. Regular evaluation is essential to prevent novelty fade and en-
sure that gamified systems contribute positively to long-term engagement, satisfaction,
and talent retention.
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2. Review Methodology

This study employed the Preferred Reporting Items for Systematic Reviews and Meta-
Analyses (PRISMA) framework to ensure methodological transparency and reproduc-
ibility. The PRISMA approach provides a structured pathway for identifying, screen-
ing, and including research studies, thereby minimizing selection bias and enhancing
validity (Page et al., 2021). Given the expanding body of research on gamification in
organizational contexts, PRISMA was particularly suitable for mapping current trends
and identifying conceptual and empirical gaps. The framework enabled a rigorous syn-
thesis of 45 research articles published after 2018 ensuring that the review process was
systematic, comprehensive, and replicable. Adhering to PRISMA guidelines also aligns
with contemporary research standards in management and social sciences, where struc-
tured reviews are increasingly valued for their credibility and clarity (Moher et al.,
2009). Figure 2 presents review methodology.

Collect and analyze previous literature review
Step 1: Review of literature review articles
about Gamification

Assess and identify research purpose, scope and questions.

Step 2: Literature review on Human N Assess, identify and form an understanding of key findings that answer the
Resource Management approach research questions

Step 3: Systematic Literature review related
to both Gamification and Human Resource |
Management

Collect existing evidence, analyze and synthesize research findings for the research
question

Fig. 2. Review Methodology (Self Develop)

2.1 Search Strategy and Databases

The literature search was conducted using three major academic databases—Scopus,
Web of Science (WoS), and Google Scholar—to ensure broad coverage and inclusion
of both high-impact and emerging studies. The search period was set after 2018 , re-
flecting the recent evolution of gamification as a strategic tool in human resource man-
agement and organizational behavior.

The search employed Boolean combinations of keywords and phrases, such as:
("gamification" OR "game-based motivation") AND ("employee engagement" OR "work en-
gagement") AND ("job satisfaction" OR "organizational commitment") AND ("human re-
source management" OR "workplace performance" OR "digital workplace").

These keywords were derived from common terminology in prior gamification research
(Koivisto & Hamari, 2019; Landers et al., 2020). Reference lists of selected papers were
also examined to identify additional relevant studies (snowballing). This multi-source



Contribution Bridging Theory and Practice: A Multi-Sector ... 209

strategy ensured that the review captured both theoretical models and empirical valida-
tions across HR, management, and IT sectors.

2.2 Inclusion and Exclusion Criteria

The selection of studies followed a predefined set of inclusion and exclusion criteria to
maintain relevance and quality.

Inclusion criteria:

- Peer-reviewed journal articles and full-length conference papers.

- Publications written in English.

- Studies addressing gamification within the contexts of HRM, employee engagement,
or job satisfaction.

- Empirical, conceptual, or mixed-method studies published between 2018 and 2025.

Exclusion criteria:

- Duplicate records and non-English publications.

- Editorials, book chapters, or conference abstracts without full papers.

- Studies focused solely on education or marketing gamification without HR or work-
place relevance.

This filtration ensured that only high-quality, contextually relevant papers were re-
tained for analysis, maintaining academic rigor and thematic consistency (Snyder,
2019).

2.3 Screening and Selection Process

In line with the PRISMA framework, the literature screening process for this study was
carried out in a structured and sequential manner. The initial search generated approx-
imately 400 records from various academic sources. After removing all duplicate en-
tries, the remaining papers were subjected to title and abstract screening. This stage
helped filter out studies that did not correspond with the core themes of gamification,
HR practices, employee engagement, or job satisfaction. As a result, 63 studies were
shortlisted for further consideration.

A more detailed review was then conducted to assess the conceptual alignment and
preliminary relevance of these papers. Those that failed to meet the basic criteria—such
as relevance to the research domain, clarity of context, or foundational methodological
appropriateness—were excluded, reducing the set to 50 full-text articles. These articles
were examined thoroughly, with particular attention to their alignment with the study’s
objectives, the research setting, and the methodological rigor required for inclusion in
a systematic review. Following this comprehensive evaluation, 45 studies were deemed
suitable and were incorporated into the final literature review. These selected papers
form the analytical foundation of the present research and directly support the develop-
ment of the study’s conceptual framework and insights.
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Each study was coded using an Excel-based matrix capturing essential information such
as author(s), year of publication, research objectives, sample characteristics, methodol-
ogy, variables examined, and key findings. This structured approach ensured con-
sistency and comparability across diverse studies (Kitchenham et al., 2010). Figure 3
presents screening and selection process.

.g Record identified through database
E searching (n=400)
= Sources: ResearchGate, Google -
."3 Scholar, Journals Excluded: il
= + Duplicate
! > « Title
& ‘
§ Screening on bgsis Abstract Excluded: 13
3 n=63 —» » Non-relevance
* Other Investigation Objective
:
2
B Screening on basis full text Excluded: 05
=3 n=50 > Other Investigation Objective
m
;
B
2| Screening on basis full text
i n=45
=

Fig. 3. Screening & Selection Process (Self Developed)

2.4 Data Extraction and Analysis

Data extraction focused on systematically retrieving information that aligned with the
research objectives. Key variables extracted included gamification elements (points,
badges, leaderboards, challenges etc), employee outcomes (motivation, engagement,
satisfaction), and organizational impacts (performance, retention, collaboration).

The data were analyzed using thematic and content analysis to identify recurring pat-
terns and theoretical linkages. Emerging themes included the motivational affordances
of gamification, its role in fostering engagement through feedback and recognition, and
its contribution to employee satisfaction in hybrid and digital work environments (Sea-
born & Fels, 2015; Robson et al., 2016). The analysis also highlighted methodological
trends, with a growing shift toward quantitative designs using validated engagement
and satisfaction scales, and a lesser number of longitudinal studies exploring sustained
gamification effects.
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2.5 Quality Assessment

A quality assessment was conducted to evaluate the credibility, rigor, and applicability
of each selected study. Criteria included clarity of objectives, robustness of methodol-
ogy, appropriateness of statistical tools, and alignment with research aims. Studies pub-
lished in Scopus-indexed and ABDC-ranked journals were prioritized to ensure relia-
bility. Each paper was independently assessed, and inter-rater agreement was achieved
through consensus discussions, ensuring unbiased inclusion. This step reinforced the
integrity of the final dataset and validated the robustness of the SLR findings (Tran-
fieldetal.,2003).
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3. Thematic Synthesis

The thematic synthesis of the forty-five reviewed studies revealed five dominant and
interrelated themes—Motivation and Rewards, Organizational Culture, Teamwork and
Collaboration, Performance Improvement, and Job Satisfaction. These themes collec-
tively illustrate how gamification has evolved from a novelty in digital design to a stra-
tegic managerial approach for enhancing engagement, satisfaction, and organizational
productivity. Figure 4 presents the gamification strategic framework.

Gamification's Strategic Framework

; Teamwork and B S
Motivation and Rewards ~ollaborati Job Satisfaction
Collaboration

Organizational Culture Performance
Improvement

Fig. 4. Gamification’s Strategic Framework

The synthesis integrates theoretical underpinnings such as Self-Determination Theory,
Flow Theory, and Work Engagement Theory, providing a multidimensional under-
standing of gamification’s influence across contexts.

3.1 Theme 1: Motivation and Rewards

Motivation lies at the heart of gamification and has emerged as the most frequently
discussed theme in the reviewed literature. Gamified systems leverage both intrinsic
and extrinsic motivators through points, badges, leaderboards, progress bars, and im-
mediate feedback (Koivisto & Hamari, 2019; Landers et al., 2020). Studies consistently
demonstrate that when employees perceive such elements as meaningful, they experi-
ence enhanced task persistence and engagement. This aligns with Self-Determination
Theory (Deci & Ryan, 2000), which posits that motivation thrives when autonomy,
competence, and relatedness are fulfilled.

Post-pandemic digital workplaces have particularly benefited from gamified reward
structures that sustain morale and mitigate remote work disengagement (Chou, 2020).
However, some studies caution against over-reliance on extrinsic incentives, suggesting
that sustainable engagement arises when gamification is tied to personal growth, recog-
nition, and social validation (Seaborn & Fels, 2021). Overall, the evidence underscores
gamification’s potential to transform routine work into intrinsically rewarding experi-
ences.
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3.2 Theme 2: Organizational Culture

The second theme emphasizes gamification’s role in shaping and reinforcing organiza-
tional culture. Several studies argue that gamification fosters transparency, collabora-
tion, and a sense of shared purpose within the workplace (Werbach & Hunter, 2015;
Robson et al., 2016). Gamified dashboards and feedback mechanisms facilitate real-
time recognition, promoting a culture of continuous improvement and participation.
Recent literature (e.g., Mora et al., 2020; Caponetto et al., 2021) notes that as organi-
zations transition to hybrid work models, gamification serves as a social glue—bridging
physical distance through digital engagement platforms. Leaderboards and social
badges have become informal communication channels that convey appreciation and
encourage healthy competition. This shift illustrates that gamification is not merely a
motivational tactic but a cultural catalyst, nurturing innovation and openness. By em-
bedding playfulness into corporate values, organizations strengthen belongingness and
adaptability—key drivers of engagement and satisfaction in contemporary manage-
ment.

3.3 Theme 3: Teamwork and Collaboration

A third dominant theme pertains to gamification’s enhancement of teamwork and col-
laborative engagement. The reviewed studies reveal that gamified systems improve
group performance by encouraging knowledge sharing, peer feedback, and collective
goal attainment (Suh & Wagner, 2017; Xu et al., 2020). For example, leaderboard-
based challenges often increase cross-departmental interaction, while team missions
promote cooperative rather than competitive motivation.

Social comparison and peer recognition mechanisms are critical in stimulating engage-
ment through relatedness, a core construct of Self-Determination Theory (Deci & Ryan,
2000). Collaborative gamification tools, such as reward systems integrated with Slack
or Microsoft Teams, have become common in IT and service industries, reinforcing
teamwork in digital environments (Kim, Song, & Lee, 2022). These findings indicate
that gamification not only energizes individuals but also amplifies collective perfor-
mance by strengthening interpersonal bonds and organizational commitment.

3.4 Theme 4: Performance Improvement

Performance enhancement is one of the most measurable outcomes associated with
gamification. Studies across sectors—from IT and education to healthcare—demon-
strate that gamified environments can improve productivity, learning outcomes, and
goal achievement (Mekler et al., 2017; Nacke & Deterding, 2017). Gamified feedback
loops, performance analytics, and progress visualization provide employees with a clear
sense of achievement, fostering competence and mastery (Koivisto & Hamari, 2019).

Empirical research shows that such mechanisms heighten engagement and accounta-
bility while supporting the alignment of individual and organizational objectives
(Landers et al., 2020). However, researchers also caution that excessive competition or
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constant performance pressure may cause fatigue or diminish intrinsic motivation (Sea-
born & Fels, 2021). The synthesis suggests that the most effective gamified perfor-
mance systems balance challenge and autonomy, ensuring that competition remains
constructive and psychologically rewarding.

Overall, this theme reflects gamification’s capacity to operationalize feedback and
recognition, turning abstract goals into tangible progress markers—an essential ingre-
dient for sustained employee engagement.

3.5 Theme 5: Job Satisfaction

The final theme connects gamification directly to employee job satisfaction, encom-
passing emotional fulfillment, recognition, and sense of belonging. Multiple studies
indicate that gamified HR platforms and performance systems enhance satisfaction by
creating a sense of achievement and enjoyment at work (Schaufeli & Bakker, 2004;
Csikszentmihalyi, 1990). Gamified environments provide feedback and rewards that
affirm employees’ contributions, enhancing their perceived value within the organiza-
tion (Mora et al., 2020).

Moreover, job satisfaction often emerges as a downstream outcome of improved moti-
vation, teamwork, and cultural alignment. Studies in IT and knowledge-based sectors
highlight that gamification fosters flow states, where employees experience deep focus
and enjoyment (Csikszentmihalyi, 1990; Koivisto & Hamari, 2019). Such experiences
not only elevate satisfaction but also reduce turnover intentions and absenteeism. The
evidence indicates that when gamification aligns with employees’ psychological needs,
it serves as a strategic HR tool for long-term well-being and retention.

Although presented separately, the five themes are deeply interwoven. Motivation fuels
collaboration; collaboration nurtures culture; culture supports performance; and perfor-
mance enhances job satisfaction. Together, these elements form a virtuous cycle, illus-
trating gamification’s systemic impact on engagement and workplace fulfillment. This
integrative framework shows that effective gamification extends beyond surface-level
incentives—it strategically aligns psychological, social, and organizational drivers to
foster sustained engagement. The thematic synthesis demonstrates that gamification is
not merely a technological trend but a transformative management strategy. By address-
ing both individual and collective dimensions of work, it enhances engagement and
satisfaction across diverse organizational contexts. The following section delves deeper
into the Discussion and Implications, examining how these themes translate into ac-
tionable insights for HR practitioners, managers, and researchers seeking to bridge the-
ory and practice in the evolving digital workplace. Figure 5 presents interconnected
themes of gamification at workplace.
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Interconnected Themes of Gamification at Workplace
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Fig. 5. Interconnected Themes of Gamification at workplace

4. Discussion

The synthesis of 45 studies reviewed reveals a clear convergence of gamification as
both a theoretical construct and a practical intervention in human resource management
and organizational psychology. Across the literature, gamification consistently emerges
as a mechanism to enhance employee motivation, engagement, and satisfaction through
the structured use of game design elements—such as points, levels, badges, and lead-
erboards—within non-gaming contexts (Koivisto & Hamari, 2019; Landers et al.,
2020). This growing body of research reinforces gamification’s strategic role in bridg-
ing the long-standing gap between theoretical models of motivation and practical HR
implementation.

The reviewed works show that gamification aligns closely with Self-Determination
Theory (SDT), which emphasizes autonomy, competence, and relatedness as key psy-
chological needs that drive engagement (Ryan & Deci, 2000). By fostering intrinsic
motivation through recognition, rewards, and progress feedback, gamified systems en-
hance the sense of achievement and belonging among employees (Kumar & Gupta,
2021). Similarly, Flow Theory underlines how challenge—skill balance and feedback
loops embedded in gamified environments sustain attention and intrinsic satisfaction
(Csikszentmihalyi, 2014). Moreover, the integration of Work Engagement Theory
(Bakker & Demerouti, 2017) provides an additional explanatory framework, suggesting
that gamification operates as a resource that fuels vigor, dedication, and absorption—
three core dimensions of employee engagement.
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The analysis indicates five interconnected dimensions: motivation and rewards, organ-
izational culture, teamwork and collaboration, performance improvement, and job sat-
isfaction. Together, these themes depict gamification as a catalyst for employee-centric
organizational transformation. Importantly, gamification not only enhances short-term
engagement but also nurtures longer-term satisfaction by creating a culture of recogni-
tion and growth (Nguyen et al., 2022). The evidence suggests that, when thoughtfully
implemented, gamification can help organizations move beyond transactional incentive
models toward sustainable engagement frameworks (Koivisto et al., 2021).

4.1 Sector-Wise Findings

Sectoral variation plays a significant role in the nature and depth of gamification’s im-
pact. The IT sector, which dominates the reviewed literature, demonstrates how gami-
fication can drive innovation, productivity, and continuous learning. Studies in this area
show that employees respond positively to gamified dashboards and performance track-
ing systems that reward collaboration and creative problem-solving (Singh & Chatter-
jee, 2021). These findings underscore gamification’s alignment with the digital trans-
formation goals of technology-driven firms.

In the corporate and HR management domains, gamification has been increasingly em-
ployed in recruitment, onboarding, and performance appraisal processes (Bui et al.,
2020). Research indicates that gamified learning platforms foster stronger employee
participation, feedback responsiveness, and goal orientation. These applications appear
to reduce employee turnover intention and enhance organizational commitment, partic-
ularly in remote and hybrid workplaces (Chung et al., 2022).

In the education sector, the literature highlights gamification’s potential to improve
learner engagement and knowledge retention through competition, progress visualiza-
tion, and rewards (Subhash & Cudney, 2018). While the pedagogical intent differs, the
underlying mechanisms—motivation, recognition, and goal achievement—mirror
those observed in organizational contexts. Likewise, healthcare and service industries
use gamification to reinforce behavioral change and commitment, such as through well-
ness programs, performance tracking, and peer challenges (Lopez & Tucker, 2021).
Comparatively, IT-based interventions demonstrate the most measurable performance
outcomes, while HR and education sectors report more qualitative improvements in
motivation and satisfaction. This sectoral contrast suggests that gamification effective-
ness is contingent upon contextual alignment—its success depends not merely on game
elements but on how these elements are embedded within existing organizational sys-
tems and employee values.

4.2 Comparison of Trends and Outcomes

The chronological distribution of the reviewed studies reveals a notable shift in gami-
fication research and practice. Early works (2018—2019) were largely exploratory and
conceptual, focusing on defining gamification and its theoretical alignment with HR
and management principles (Koivisto & Hamari, 2019). By contrast, post-2020 studies
increasingly adopt empirical and cross-sectoral approaches, largely motivated by the
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global digital transformation and the transition to hybrid and remote workplaces during
the COVID-19 pandemic (Landers et al., 2021; Kim & Werbach, 2022). This temporal
shift highlights an evolution from theoretical exploration to data-driven validation of
gamification outcomes.

Recent studies show a trend toward gamified analytics, Al-integrated gamification, and
social leaderboards, emphasizing personalization and behavioral data insights (Raj &
Kumar, 2023). These developments suggest that gamification is moving beyond super-
ficial rewards toward adaptive systems that respond dynamically to user performance
and engagement patterns. The reviewed literature also points to emerging challenges
such as “novelty effects,” competitive stress, and ethical concerns around data trans-
parency and fairness (Chou, 2019; Mekler et al., 2021). While gamification initially
enhances motivation, its long-term sustainability depends on design quality, relevance,
and fairness.

Cross-sector comparisons indicate that intrinsic motivation—the drive to act out of in-
terest and enjoyment—remains the most consistent outcome across all contexts (Ryan
& Deci, 2000). However, the type of engagement varies: in IT, engagement manifests
as innovation and problem-solving; in education, as learning enthusiasm; and in HR, as
commitment and retention. This diversity underscores the adaptable nature of gamifi-
cation—its principles remain universal, but its application requires contextual sensitiv-
ity.

Overall, the discussion reveals that gamification serves as a bridge between behavioral
theory and managerial practice. Its growing adoption across industries indicates not
only its utility but also its role in redefining employee—organization relationships in the
digital era. Nonetheless, the field remains fragmented in terms of longitudinal evidence
and theoretical integration. Future research must move beyond one-time evaluations to
longitudinal, experimental, and comparative designs that can assess sustained behav-
ioral and emotional outcomes.

5. Limitation and Future Directions

Across the 45 studies reviewed, a clear set of limitations emerges, although each study
highlights them in slightly different ways. Many authors acknowledge that their find-
ings are bound by small or highly specific samples, often drawn from a single company,
class, or industry, which restricts how far their conclusions can be applied outside those
narrow settings (Bizzi, 2023; Bahadoran et al., 2023; Ponis et al., 2020). Several schol-
ars also point out that their studies capture only a snapshot in time, making it difficult
to understand whether the positive effects of gamification—such as improved motiva-
tion, participation, or performance—can actually last in the long run (Nair & Mathew,
2023; Saranya, 2022; Tennakoon & Wanninayake, 2020). A recurring methodological
limitation is the heavy reliance on self-reported feedback, which is prone to personal
bias and often fails to reflect real behaviour or performance outcomes accurately
(Gerdenitsch et al., 2020; Prasad et al., 2019). Some researchers further note that with-
out experimental or comparative setups, it becomes challenging to understand which
specific game elements are driving the outcomes or whether alternative approaches
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could have performed better (Ikhide et al., 2022; Girdauskiene et al., 2022). A few pa-
pers attempt to uncover the underlying mechanisms of gamification but admit that their
models do not fully explain how specific game features trigger psychological or behav-
ioural change (Elghadi & Kassim, 2021; Nivedda & Angayarkanni, 2022). Contextual
limitations are also common, as many studies are deeply rooted in either education, IT,
or particular organizational cultures, leaving significant questions about how gamifica-
tion works in different sectors or demographic groups (Hamza et al., 2022; Miciula &
Miluniec, 2019). Some authors raise concerns about cultural and generational varia-
tions, noting that gamified systems may not be interpreted similarly across age groups
or regions, yet these variables remain insufficiently examined (Miri & Macke, 2022;
Mitchell et al., 2020). Ethical concerns—especially around data privacy, surveillance,
and fairness—receive sporadic attention but are rarely investigated in depth, even in
studies exploring Al-driven or technology-intensive gamified systems (El-Menawy,
2022; Shenoy & Bhattacharya, 2020).

Correspondingly, the future research directions presented across these papers call for
more diverse and robust designs. Many authors stress the need for longitudinal and
cross-cultural investigations so that researchers can understand how gamification per-
forms over time, across generations, and within varied workplace environments

Limitations & Future Scope
( at a single glance)

]

Clear set of
Iimitations
Acknowledged by man|
aunthors

° Small samples
© Snapshot in time

© Selfreported feedbad

gt

Insufficiently
examined variables

Cultural and generation

variations

< Caultural variations

< Generational variatio

©
5S))

Diverse and robust

designs

Longitudinal and cross.

cultural investigations

= Longitudinal
investigations

© Cross-cultural
investigations

© Individual difference:

ey
Ethical and privacy
el

Data privacy. surveill ar

and fairness

< Data privacy

© Surveillance

< Fairness

? No experimental setu © Independent effects

° Models do not fully
explain

© Adaptive and intellig
gamification
° Contextual limitation|

© Ethical and privacy-
related studies

© Caltural variations

© Ethical concerns

Fig. 6. Limitation & Future Scope (At a Glance)

(Thomas et al., 2022; Gupta et al., 2022). Another common suggestion is to examine
individual differences more closely — such as personality traits, motivational styles,
and skill levels — to determine which types of users respond best to specific game
mechanics (Wang & Zhao, 2023; Mitchell et al., 2020). Several scholars encourage
researchers to isolate and test the independent effects of points, badges, leaderboards,
narratives, challenges, and collaboration-based elements to build clearer evidence on
what works and why (Mathiyarasan & Reena, 2021; Santos et al., 2021). With technol-
ogy advancing quickly, many papers recommend exploring adaptive and intelligent
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gamification using Al, machine learning, AR, VR, and personalized recommendation
systems (Shenoy & Bhattacharya, 2020; Behl et al., 2021). Ethical and privacy-related
studies are also strongly encouraged, especially as gamified systems increasingly inter-
act with employee data, workplace monitoring, and algorithmic decision-making
(Hamza et al., 2022; EI-Menawy, 2022). Finally, researchers emphasize the importance
of studying long-term organizational impact — not only immediate engagement gains
but also sustained behaviour change, skill development, and return on investment (Po-
nis et al., 2020; Hussain et al., 2018). Collectively, these insights suggest that gamifi-
cation research is evolving but still requires deeper, broader, and more ethically
grounded exploration to fully understand its potential and limitations in real organiza-
tional and educational settings.

6. Conclusion

This systematic literature review highlights that gamification has emerged as a power-
ful strategy to enhance employee engagement and job satisfaction across diverse organ-
izational settings. The reviewed studies consistently show that when thoughtfully de-
signed, gamification stimulates intrinsic motivation by providing employees with a
sense of achievement, autonomy, and purpose. Elements such as points, badges, lead-
erboards, and feedback systems encourage healthy competition and collaboration,
which in turn strengthen teamwork and collective goal achievement. Furthermore, gam-
ified recognition systems create a culture of appreciation and reward, while flexible
participation and progress tracking contribute to improved work-life balance and a
stronger sense of belonging among employees.

From a managerial perspective, the findings suggest that HR professionals and organi-
zational leaders can use gamification as a strategic tool to drive performance, innova-
tion, and employee retention. By aligning game mechanics with business objectives,
managers can foster sustained engagement and ensure that employees remain motivated
beyond routine incentives. Additionally, the integration of gamification into talent man-
agement, training, and performance appraisal processes can help create a more dynamic
and participative work culture. However, its effectiveness depends on understanding
employee preferences, maintaining fairness, and ensuring that competitive elements do
not lead to stress or burnout.

For practical implementation, organizations should adopt a balanced approach that
blends fun with function. Gamified systems must be designed ethically—protecting
user data, ensuring inclusivity, and supporting psychological well-being. HR depart-
ments should regularly evaluate gamified programs to ensure that they contribute pos-
itively to employee morale and do not encourage counterproductive competition. Fu-
ture organizational success lies in embedding gamification as a long-term engagement
framework rather than a short-term motivational tactic. When implemented responsi-
bly, gamification can transform the workplace into a more interactive, rewarding, and
purpose-driven environment.



Contribution Bridging Theory and Practice: A Multi-Sector ... 231

References

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

. Alsawaier, R. S. (2018). The effect of gamification on motivation and engagement. The In-

ternational Journal of Infor-mation and Learning Technology, 35(1), 56-79.

Bahadoran, M. R., Ghasemi, H., Farahani, A., & Hosaini, M. (2023). The effect of gamifi-
cation on improving the per-formance of organizations by mediation of knowledge manage-
ment. Int. J. Hum. Capital Urban Manage, 8(1), 43-54.

Bakker, A. B., & Demerouti, E. (2017). Job demands—resources theory: Taking stock and
looking forward. Journal of Occupational Health Psychology, 22(3), 273-285.

Basit, A., Hassan, Z., Omar, N., Sethumadavan, S., & Jhanjhi, N. Z. (2021). Gamification:
A Tool To Enhance Em-ployee Engagement And Performance. Turkish Online Journal of
Qualitative Inquiry, 12(5).

. Battur, A., & Kandagal, P. B. (2022). Exploring the Concept of Gamification and Employee

Engagement in IT Indus-try. Srusti Management Review, 15(2), 81-94.

Behl, A., Sampat, B., & Raj, S. (2021). Productivity of gig workers on crowdsourcing plat-
forms through artificial in-telligence and gamification: a multi-theoretical approach. The
TQM Journal.

Bizzi, L. (2023). Why to gamify performance management? Consequences of user engage-
ment in gamification. Infor-mation & Management, 60(3), 103762.

Bréuer, P., & Mazarakis, A. (2019). Badges or a leaderboard? How to gamify an augmented
reality warehouse setting. GamiFIN, 2359, 229-240.

Bui, H., Ghosh, R., & Tran, Q. (2020). Gamification in human resource management: A
strategic approach to employ-ee engagement. Human Resource Development Review,
19(4), 377-395.

Caponetto, 1., Earp, J., & Ott, M. (2021). Gamification and learning: A review of issues and
research. International Journal of Serious Games, 8(2), 45-60.

Chou, Y. K. (2019). Actionable gamification: Beyond points, badges, and leaderboards. Oc-
talysis Media.

Chung, H., Lee, S., & Kim, Y. (2022). Gamified performance systems in hybrid workplaces:
Effects on employee mo-tivation and retention. International Journal of Human—Computer
Studies, 165, 102839.

Csikszentmihalyi, M. (1990). Flow: The psychology of optimal experience. Harper & Row.
Csikszentmihalyi, M. (2014). Flow and the foundations of positive psychology. Springer.
Deci, E. L., & Ryan, R. M. (1985). Intrinsic Motivation and Self-Determination in Human
Behavior. Springer.

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs
and the self-determination of behavior. Psychological Inquiry, 11(4), 227-268.

Deterding, S., Dixon, D., Khaled, R., & Nacke, L. (2011, September). From game design
elements to gamefulness: Defining “gamification.” Proceedings of the 15th International
Academic MindTrek Conference, 9-15.

Elghadi, A.M.O., & Kassim, M.S. (2021). Behavioural Psychology concepts and theories
embedded in Gamification. Journal of Management Information and Decision Science,
24(S1), 1-14.

El-Menawy, S. M. A. (2022). Analyzing employees’ perceptions of using artificial intelli-
gence and gamification in HRM practices on employee’s job insecurity. The Business &
Management Review, 13(2), 246-262.

Gaonkar, S., Khan, D., & Manisha, A. S. (2022). Impact of Gamification on Learning and
Development. Journal of Advances in Education and Philosophy, 6, 63-70.



232

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

K. Jangid and S. S. Rathore

Georgiou, K., Gouras, A., & Nikolaou, I. (2019). Gamification in employee selection: The
development of a gamified assessment. International journal of selection and assessment,
27(2), 91-103.

Gerdenitsch, C., Sellitsch, D., Besser, M., Burger, S., Stegmann, C., Tscheligi, M., & Krigl-
stein, S. (2020). Work gam-ification: Effects on enjoyment, productivity and the role of
leadership. Electronic Commerce Research and Applica-tions, 43, 100994.

Girdauskiene, L. (2022). Gamification as an innovative instrument for employee engage-
ment. Marketing i menedzment innovacij.

Gupta, M., Behl, A., & Kumar, Y. (2022). “Prevention is better than cure”: challenges in
engaging employees through gamification. International Journal of Manpower, 43(2), 380—
394. https://doi.org/10.1108/ijm-03-2021-0172

Gupta, P., & Goyal, P. (2022). Is game-based pedagogy just a fad? A self-determination
theory approach to gamifica-tion in higher education. International Journal of Educational
Management, 36(3), 341-356. https://doi.org/10.1108/ijem-04-2021-0126

HAMZA, 1., SAROLTA, T., & SHATILA, K. (2022). The Effect of Gamification on Em-
ployee Behavior: The Mediat-ing Effects of Culture and Engagement. The Journal of Asian
Finance, Economics and Business, 9(5), 213-224.

Hussain, S., Qazi, S., Ahmed, R. R., Streimikiene, D., & Vveinhardt, J. (2018). Employees
management: Evidence from gamification techniques. Montenegrin Journal of Economics,
14(4), 97-107.

Ikhide, J. E., Timur, A. T., & Ogunmokun, O. A. (2022). The potential and constraint of
work gamification for em-ployees’ creative performance. The Service Industries Journal,
42(5-6), 360-382.

Jain, A., & Dutta, D. (2019). Millennials and gamification: Guerilla tactics for making learn-
ing fun. South Asian Jour-nal of Human Resources Management, 6(1), 29-44.

Johnson, M., Nguyen, T., & Lowe, S. (2021). Gamifying virtual collaboration during
COVID-19: Lessons for the digi-tal workplace. Journal of Business Research, 136, 451—
460.

Kim, T., & Werbach, K. (2022). Gamification for the future workplace: Lessons from
COVID-19 transformation. Computers in Human Behavior, 134, 107323.

Kim, T., Song, D., & Lee, K. (2022). Digital gamification in hybrid workplaces: A study on
employee motivation. Journal of Human Resource Innovation, 9(1), 44-59.

Kitchenham, B., Brereton, O. P., Budgen, D., Turner, M., Bailey, J., & Linkman, S. (2010).
Systematic literature re-views in software engineering — A systematic literature review. In-
formation and Software Technology, 51(1), 7-15.

Koivisto, J., & Hamari, J. (2019). The rise of motivational information systems: A review
of gamification research. International Journal of Information Management, 45, 191-210.
Kuepper, D. M., Klein, K., & Voelckner, F. (2021). Gamifying employer branding: An in-
tegrating framework and research propositions for a new HRM approach in the digitized
economy. Human Resource Management Review, 31(1), 100686.

Kumar, P., & Gupta, R. (2021). Gamification and employee engagement: A review of evi-
dence and future directions. Journal of Organizational Behavior Research, 6(2), 56-73.
Landers, R. N., Auer, E. M., & Collmus, A. B. (2020). Gamification science, its history, and
future: Definitions and taxonomy. Simulation & Gaming, 51(1), 26-53.

Landers, R. N., Bauer, K. N., & Callan, R. C. (2020). Gamification of task performance with
leaderboards: A goal-setting experiment. Computers in Human Behavior, 103, 87-95.
Landers, R. N., Tondello, G. F., & Mekler, E. D. (2020). Defining gamification: A service
marketing perspective. Journal of Business Research, 117, 401-408.



40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

Contribution Bridging Theory and Practice: A Multi-Sector ... 233

Lopez, M., & Tucker, S. (2021). Gamified interventions in healthcare and wellness pro-
grams: Evidence from behavior change research. Journal of Health Management, 23(2),
167-184.

Markopoulos, E., Ramirez, A. V., Markopoulos, P., & Vanharanta, H. (2022). Gamification
in a Democratic Pro-Environmental Behaviour Model towards achieving effective ESG cor-
porate strategies. AHFE International. https://doi.org/10.54941/ahfe1001512

Mathiyarasan, M., & Reena, R. (2021). A Study on Upshot of Human Resource Strategy
Gamification in Retention Management. Int. J. of Aquatic Science, 12(2), 339-352.
Mekler, E. D., Brithlmann, F., Tuch, A. N., & Opwis, K. (2017). Towards understanding the
effects of individual gami-fication elements on intrinsic motivation and performance. Com-
puters in Human Behavior, 71, 525-534.

Mekler, E. D., Tuch, A. N., & Opwis, K. (2021). Understanding the effects of gamification
on intrinsic motivation. Computers in Human Behavior, 112, 106509.

Miciula, 1., & Miluniec, A. (2019). Gamification 3.0 for Employees Involvement in the
Company. In ICERI2019 Pro-ceedings (pp. 10878-10884). IATED.

Miri, D.H. and Macke, J. (2022). Gamification, motivation, and engagement at work: a qual-
itative multiple case study. European Business Review, Vol. 34(2), 263-276.

Mitchell, R., Schuster, L., & Jin, H. S. (2020). Gamification and the impact of extrinsic
motivation on needs satisfac-tion: Making work fun?. Journal of Business Research, 106,
323-330.

Moher, D., Liberati, A., Tetzlaff, J., & Altman, D. G. (2009). Preferred Reporting Items for
Systematic Reviews and Meta-Analyses: The PRISMA Statement. PLoS Medicine, 6(7),
€1000097.

Mora, A., Riera, D., Gonzélez, C., & Arnedo-Moreno, J. (2020). Gamification: A systematic
review of design frame-works. Journal of Computing in Higher Education, 32(3), 453—-481.
Murawski, L. (2021). Gamification in human resource management—Status quo and quo
vadis. German Journal of Human Resource Management, 35(3), 337-355.

Nacke, L. E., & Deterding, S. (2017). The maturing of gamification research. Computers in
Human Behavior, 71, 450-454.

Nair, S., & Mathew, J. (2023). Levelling up organisational learning through gamification:
Based on evidence from public sector organisations in India. South Asian Journal of Human
Resources Management, 10(1), 64-84.

Nguyen, M., Das, S., & Zhang, Y. (2022). Digital gamification and employee well-being:
Empirical insights from multinational organizations. Human Resource Management Re-
view, 32(3), 100843.

Nivedda, M. K., & Angayarkanni, R. (2022). Effectiveness of Gamified Work Place on Job
Satisfaction Among IT Employees in Chennai. Specialusis Ugdymas, 1(43), 10087-10097.
Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D.,
... & Moher, D. (2021). The PRISMA 2020 statement: An updated guideline for reporting
systematic reviews. BMJ, 372, n71.

Ponis, S. T., Plakas, G., Agalianos, K., Aretoulaki, E., Gayialis, S. P., & Andrianopoulos,
A. (2020). Augmented reality and gamification to increase productivity and job satisfaction
in the warehouse of the future. Procedia Manufactur-ing, 51, 1621-1628.

Prasad, J. V., Alexander, J., & Misra, S. (2019). Gamification and employees’ perception:
an empirical evaluation using gamification effectiveness Scale. Int. J. Manag. Bus. Re-
search, 9(2), 19-27.

Pura, J. J. (2022). Linking motivation and employee engagement through gamification in
remote working. Internation-al Journal of Academe and Industry Research, 3(1), 52-69.



234

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

76.

77.

78.

79.

K. Jangid and S. S. Rathore

Raj, A., & Kumar, N. (2023). Adaptive gamification in human resource systems: An Al-
based approach. Journal of Business Research, 157, 113532.

Ranganathan, A., & Benson, A. (2020). A numbers game: Quantification of work, auto-
gamification, and worker productivity. American Sociological Review, 85(4), 573-609.
Robson, K., Plangger, K., Kietzmann, J. H., McCarthy, 1., & Pitt, L. (2016). Is it all a game?
Understanding the princi-ples of gamification. Business Horizons, 59(1), 29-36.

Robson, K., Plangger, K., Kietzmann, J. H., McCarthy, 1., & Pitt, L. (2016). Is it all a game?
Understanding the princi-ples of gamification. Business Horizons, 59(4), 411-420.

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic
motivation. American Psychologist, 55(1), 68-78.

Santos, S. A., Trevisan, L. N., Veloso, E. F. R., & Treff, M. A. (2021). Gamification in
training and development pro-cesses: perception on effectiveness and results. Revista de
Gestdo, 28(2), 133-146

SARANYA, P. (2022). Effect of Gamification on Employee Engagement with special
refernce to school teacher. Jour-nal of Xi’an Shiyou University, Natural Science Edition,
18(6), 753-760

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, resources, and their relationship
with burnout and engage-ment. Journal of Organizational Behavior, 25(3), 293-315.
Schlommer, M., SpieB, T., & Schldgl, S. (2021). Leaderboard positions and stress—experi-
mental investigations into an element of gamification. Sustainability, 13(12), 6608.
Seaborn, K., & Fels, D. 1. (2015). Gamification in theory and action: A survey. International
Journal of Human-Computer Studies, 74, 14-31.

Seaborn, K., & Fels, D. I. (2021). Gamification in theory and action: A survey. Human—
Computer Interaction, 36(1), 1-35.

Shenoy, V., & Bhattacharya, D. (2020). Engaging mind chemistry with gamification: HR
practitioners views. Ushus Journal of Business Management, 19(4), 39-48.

Shree, S., & Singh, A. S. (2019). Exploring gamification for recruitment through actor net-
work theory. South Asian Journal of Human Resources Management, 6(2), 242-257.
Singh, S., & Chatterjee, D. (2021). Leveraging gamification for innovation and digital en-
gagement in IT organizations. Information Systems Frontiers, 23(4), 1027-1041.

Sittisom, W. (2020). The impact of human resource practices on organizational commitment
of the pharmacy employ-ees in Thailand. Systematic Review Pharmacy, 11(3), 97-105.
Snyder, H. (2019). Literature review as a research methodology: An overview and guide-
lines. Journal of Business Research, 104, 333-339.

Subhash, S., & Cudney, E. A. (2018). Gamified learning in higher education: A systematic
review. Computers in Hu-man Behavior, 87, 192-206.

Suh, A., & Wagner, C. (2017). How gamification of an enterprise collaboration system in-
creases knowledge contribu-tion. Journal of Knowledge Management, 21(2), 416-431.
Tennakoon, W. D. N. S. M., & Wanninayake, W. M. S. M. (2020). Where play become
effective: The moderating ef-fect of gamification on the relationship between work stress
and employee performance. Sri Lanka Journal of Eco-nomic Research, 7(2), 63-86.
Thomas, N. J., Baral, R., & Crocco, O. S. (2022). Gamification for HRD: Systematic review
and future research direc-tions. Human Resource Development Review, 21(2), 198-224.
Toda, A., Klock, A. C. T., Palomino, P. T., Rodrigues, L., Oliveira, W., Stewart, C., ... &
Isotani, S. (2020). GamiCSM: relating education, culture and gamification-a link between
worlds. In Proceedings of the 19th Brazilian Symposium on Human Factors in Computing
Systems (pp. 1-10).



80.

81.

82.

83.

84.

85.

86.

Contribution Bridging Theory and Practice: A Multi-Sector ... 235

Tranfield, D., Denyer, D., & Smart, P. (2003). Towards a methodology for developing evi-
dence-informed management knowledge by means of systematic review. British Journal of
Management, 14(3), 207-222.

Uppalike, M. (2022). Gamification Impact on Human Aspects of the Organization. Journal
of Games, Game Art, and Gamification, 7(1), 7-14.

Vardarlier, P. (2021). Gamification in human resources management: An agenda suggestion
for gamification in HRM. Research Journal of Business and Management, 8(2), 129-139.
Vivek, Ramakrishnan & Nanthagopan, Yogarajah. (2020). Gamification in Human Re-
source Management. 5. 44-57.

Wang, L., & Zhao, X. (2023). Research on impact of work gamification on employee per-
formance. Academic Journal of Business & Management, 5(26), 95-102.

Werbach, K., & Hunter, D. (2015). For the win: How game thinking can revolutionize your
business. Wharton Digital Press.

Xu, B., Chen, N. S., & Chen, G. (2020). Effects of gamification on learners’ performance
and motivation: A meta-analysis. Educational Technology Research and Development,
68(6), 3503-3526.

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter's

Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.


http://creativecommons.org/licenses/by-nc/4.0/

	Contribution Bridging Theory and Practice: A Multi-Sector Systematic Review of Gamification, Employee Engagement, and Job Satisfaction, A Systematic Literature Review



