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Perspectives of Learning and Training Practitioners on Gamification
Abstract

United States’ information technology (IT) training professionals provided perspectives regarding the gamification
of employee training to address turnover and reskilling needs. Participants (N = 9) aged 23 or above, with 5 years
of training experience, provided their perceptions about gamified training during semi-structured interviews. A
generic qualitative inquiry data analysis technique led to five themes: gamification is for onboarding and skills
development and meets a variety of training needs,; going beyond characteristics and elements of the game
motivates employees, keeping the training end goal in mind is vital; gamification reduces time and resources by
creating auto-nudges which track and remind employees to complete training; and, gamification assists with team
building and collaboration, career development, and employee retention. Gamification can provide varied training,
including compliance, onboarding, technical, and career training. Gamification training costs could be offset by
reduced employee travel or location costs of live training.
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Introduction

The United States’ (U.S.) information technology (IT) industry has changed postpandemic: The great resignation,
combined with the silver tsunami (retiring boomers) have resulted in organizations scrambling for talent (Maurer &
Miza, 2021). Skills gaps need filling as technology changes require updated knowledge to keep employees able to
complete tasks. As employees become more technically savvy, they reject traditional types of training strategies,
leading to frustrated managers with employees needing reskilled (Bujang et al., 2021; Nair & Sadasivan, 2019).

Gaming has become an addiction for all generations, but especially for millennials and Generation Z, who clearly
prefer to learn while playing games (Nair & Sadasivan, 2019). Fortunately, the Fourth Industrial Revolution is
offering enterprises digital tools for training. Kar (2018) recommended that IT managers should harness the
creativity of their entire workforce by welcoming and valuing their familiarity with information technology by using
gamification for training. Whether and how this is happening in the workforce remained unknown.
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In order to learn more regarding how the IT training industry perceives gamification’s role in training, this study
interviewed industry experts to answer one project question: What are the perspectives of experienced learning and
training professionals in the U.S. IT industry regarding gamification for the training of employees? This article
provides the background of the study, the project question, the business problem and gap in practice, a literature
review, the process used to collect and analyze data, and the findings, discussion, and implications of the study.

Background

The IT industry has been inundated with workers from the millennial demographic (Hollman & Luthans, 2020).
Although changing jobs is commonplace among IT employees (Hollman & Luthans, 2020), Nivedhan and
Priyadarshini (2018) claimed that attrition in the IT industry is partly due to the lack of professional growth
opportunities and inadequate training. According to Murray et al. (2017), engaging training programs help
employees develop an attachment to the organization, which can reduce turnover intention and improving the
general problem of employee and skills shortages.

The IT industry provides solutions to improve internal and external processes (Gilbert, 2021). Often the jobs are
tailored to the client’s needs, including supporting the online shopping trend by adapting IT solutions like voice
assistance and mobile apps (Gilbert, 2021). With a global budget of $3.92 trillion, Gilbert (2021) asserted the
projected global value of the IT market in 2021 would be $5.2 trillion; instead, spending for 2021 ended up being
significantly less than that due to the pandemic, but 2022 predictions at $4.45 trillion would be a 5% increase from
2021 (Sava, 2022).

The key drivers of IT industry growth until 2026 are the vast amount of worldwide data, the increasing number of
mobile internet connections, and the increased threat to security, vis-a-vis data breaches (Moses, 2021). Talent
retention continues to be a struggle for many enterprises and is key in maintaining competitive advantage.

Business Problem and Gap in Practice

The specific business problem facing the IT industry is that a significant number of employees have rejected
traditional types of training strategies, leading to unmet needs and a pool of employees with limited experience
(Bujang et al., 2021; Nair & Sadasivan, 2019). Millennials and Generation Zers, comprising approximately 40% of
the U.S. workforce (Desilver, 2019), have openly disclosed a disdain for traditional training methods (Bujang et al.,
2021; Nair & Sadasivan, 2019). Baer (2021) noted that baby boomers are gaining proficiency in technology and also
prefer gamified learning instead of traditional training methods. Employers cannot legally differentiate training
strategies and methods based on employees’ age or generational cohort (U.S. Equal Employment Opportunity
Commission, 2009), and thus, when providing training to boomers and Gen Z alike, training leaders should consider
gamification as an option. Coppens (2022), a gamification expert, predicted that 2022 will become a pivotal year for
the inclusion of gamification into training and organizational learning due to the increased interest in and use of the
metaverse, virtual, and augmented reality tools.

Literature Review, Theory, and Framework

This study relied on a review of both scholarly and practitioner literature related to gamification of training and
learning. An applied framework guided the study.

Gamification Learning Theory and Framework

Gamification learning theory (Landers, 2014) constructs combined with the business problem and practice gap made
up the study’s applied framework (see Figure 1). This framework formed the basis of the interview protocol which
aligned data collection with the purpose and goals of the study.

Landers (2014) outlined a theory of gamification learning as separated from serious gaming theories. Relying on
Bedwell et al.’s (2012) previous work, Landers aligned selected gaming constructs with learning. Landers proposed
a gamification learning model where a game player’s behavior and attitude influenced the instructional content and
the learning outcomes of the game and the game’s characteristics mediate the gamer’s behavior and the learning
outcomes. His model portrayed a causal and systemic effect where all of the attributes work in a cyclic fashion to
lead to the desired learning. Figure 1 shows this study’s application of his model: the rejection of training by
employees (behavior and attitude) and the failure to use games (gap in practice). The study assumptions included
that instructional content and learning outcomes would remain the same regardless of training modality.
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Figure 1. Applied Framework

Theory of gamified learning
Gamification &
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. — reject
Not using Game characteristics traditional
gamification
as a tool for
training

training
strategies,
leading to
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and limited
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Note. Center boxes identify the constructs of the theory of gamified learning. Diagram adapted from “Developing a
theory of gamified learning: Linking serious games and gamification of learning” by R. N. Landers (2014),
Simulation & Gaming, 45(6), 752-768. https://doi.org/10.1177/1046878114563660

Workplace Learning

Most adult learning theories and processes rely on Knowles’ model of andragogy from 1970. Knowles explained
that adult learners rely on life experiences and can direct their own learning. However, a gap in the literature exists
where andragogy leaves the classroom and enters the workplace (Yang, 2004). Woodard’s (2007) research showed
that employees who could self-direct their new hire training had nearly 20% higher engagement and satisfaction
scores with training than those who could not. While self-determination theory (SDT) as proposed by Deci et al.
(2017) and experiential learning theory could explain how gamified learning could better appeal to employees, the
role of an organization’s learning climate (OLC) was also found to be crucial to whether people accept and transfer
training to the workplace (Potnuru et al., 2021). Social cognitive theory (SCT) also plays a critical role, especially
for older adults and using smart devices or gamification (Choudrie et al., 2021). SCT includes a “confidence in task
performance” element which will dictate whether a person might continue to use a game to learn even if the skills
required in the game are difficult to perform. What types of feedback lead to that level of confidence is part of the
equation as well (Ozyilmaz et al., 2018).

Practitioners have explained that the millennial employees reject traditional training, and thus have skills gaps that
impact workplace outcomes (Bujang et al., 2021). Companies rank IT talent, skills shortage, and retention as their
top three concerns to remaining competitive (Kappelman et al., 2019). Employees are requesting professional
development training (Lee et al., 2016) and linkages from training to retention and job satisfaction have been
empirically made (Kappelman et al., 2019; Miller et al., 2018).

Simulations and web-based training have been part of the IT training process for at least two decades (Harvey &
Mejias, 2002; Roberts, 1998). Simulations allow for mistakes to be made without affecting the organization’s
outputs or data (Harvey & Mejias, 2002). Other older training methods included mentoring, apprenticeships, and
certification processes, which can be time consuming, expensive, and reliant on external access for the potential
learners. Nondigital gamification has been available for decades in nonemployee settings where behaviors by
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customers or members derive feedback in the way of rewards (e.g., collecting Green Stamps); the move to
industrialized gamification in the past decade has grown it into a multi-billion-dollar business (Shannon, 2019).
Figure 2 shows a timeline of the move towards gamification since 1973’s book by Coonradt. In “The Game of
Work”, Coonradt suggested that leaders embrace the “motivation of recreation” in order to improve motivation,
engagement and enthusiasm across all generations of employees (Coonradt, 1973).

Figure 2. Timeline of Gamification Movement

Gamification

Despite its lengthy history, researchers disagree about the definition and use of the term “game” (Landers, 2014).
Table 1 provides gamification terms. In education and employee training, typical game elements, such as points,
badges, levels, challenges, rewards, leader boards, time and feedback must be present, along with rules disallowing
freeform play (Armstrong & Landers, 2018; Deterding et al., 2011; Kapp, 2012; Werbach & Hunter, 2012);
Wozniak, 2020). Game elements such as chance (luck) should not be part of training games (Deterding et al., 2011).

Serious games are built for educational purposes and not entertainment (Landers, 2014; Michael & Chen, 2005; Susi
et al., 2007). Serious games have several elements in common with normal games, such as assessment,
conflict/challenge, control, immersion, and rules/goals (de Freitas & Jarvis, 2007; Kapp, 2012; Landers, 2014).

Skill development should be part of workplace gamification. Kapp (2012) provided ideas regarding guidelines for
gamifying training, such as including collaboration, conflict, and goals; ensuring rules exist with motivational
rewards; stories and appealing visuals help retention of learning and feedback will provide the ability to gain skills
and advance through levels.

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com
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Table 1. Gamification Common Terms Defined

Term Definition Source
Game A system in which players engage in an artificial conflict, (Kapp, 2012)
defined by rules, that results in a quantifiable outcome is a
game.
Serious Games Games in which various forms of education, rather than (Michael & Chen, 2005)

entertainment, are the primary goal are serious games.

Gamification Gamification is using game-like elements in a Schobel et al., 2020)
nonentertainment setting with the goal of changing the user’s
behavior.
Points, badges, Points and badges are rewards for completing tasks. The (Kapp, 2012; Werbach &
leaderboard leaderboard tracks and displays the players’ scores. Hunter, 2012)
Elements The 12 common learning elements were designed to keep (Boller, 2013)

learners on task and engaged. They are conflict, collaboration,
competition, strategy, chance, aesthetics, theme, story,
resources, time, rewards/scoring, and levels.

Miller et al.’s (2018) 2-year study found gamified training positively affected employee motivation and engagement
and increased customer satisfaction. A training industry report by Freifeld (2020) showed that the most often used
online or “gamified” type of employee training is for mandatory or compliance training. Figure 3 shows percentages
from the report.

Figure 3. Percentages of Types of Workplace Training

Onboarding 18% 59%
Sales Training 15% 60%
Customer Service Training 18% 61%
Desktop Application Training 9% 53%
Mandatory Compliance Training T
Profession/Industry Specific Training = =
IT/Systems Training (i.e., software) 10% 50%
Interpersonal Skills (i.e., communication)
Management/Supervisory Training 7% 72%
Executive Development 21% 64%
0% 20% 40% 60% 80% 100%
m No Online = Some Online m Mostly Online

Note. Adapted from “Training industry report” by L. Freifeld (2020),
(https://pubs.royle.com/publication/?m=20617&i=678873 &p=28&ver=html5).
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IT Skills Gaps and Gamification

Learning and development departments faced increased challenges during the pandemic with work-from-home
environments leading to a need for online training (Taylor & Eggleston Schwartz, 2020). Leopold (2020) reported
an increase in interactive training platform use by organizations. Daniel (2020) predicted that over half the
workforce will need reskilled by 2025.

Instructional Content

For gamification to work for training, the content must relate to the outcomes desired. This requires a subject matter
expert in the content be part of the creation process (Garris et al., 2002; Landers, 2014). The use of personal avatars
has been linked to motivation and engagement (Rapp, 2017). The ideas regarding instructional content within
gamification have not been well-developed in the literature.

Summary of Literature

The pandemic and growth of the millennial and Generation Z workforce have contributed to a need to update,
innovate, and modernize training processes. Research on gamification showed that simulations are currently one of
the more developed ways of providing training; however, true gamification requires more than simply simulating
reality and the other elements of rules, feedback, etc. must be present. Training budgets, too, are a constantly
moving target; the use of gamification is expensive and therefore, proper utilization is needed to avoid wasting
resources (Bujang et al., 2021). Reduction in travel costs can offset the technology and gamification costs, however
(Freifeld, 2020). Overall, the literature shows a dearth in practitioner-related ideas, findings, or proven methods for
gamifying training.

Research Technique

A qualitative methodology using the generic qualitative inquiry technique allowed for exploring the perspectives of
learning and training professionals regarding gamification as a tool for training in the IT industry.

Sampling Strategy

This study used purposive sampling. Selection bias, which can impact transferability (Rivera, 2019) was mitigated
through the use of participant panel vendors.

Participant Selection

The Capella University IRB approved all recruitment documents and the use of UserInterviews, Respondent.io, and
LinkedIn to find them. Selection criteria included:

Being aged 23 or older;

Having knowledge and experience in gamification;

Having experience working in the IT industry;

Having at least 5 years of experience in HR, L&D, or training.

Exclusion criteria included:

e Being a non-U.S. resident or
e  Speaking English as a nonprimary language.

Participants who responded to the recruitment outreach were vetted using LinkedIn to validate their stated
backgrounds.

Date Collection and Analysis

Appendix A includes the semi-structured interview questions, allowing for open-ended and follow-up questions,
used with each participant interview. The protocol was vetted by two expert reviewers prior to use. Zoom was used
to conduct the interviews, using the embedded recording and transcription features. Data were analyzed using Clarke
and Braun’s (2016) six-step thematic analysis process, including (a) familiarization of the data, (b) generation of
codes, (c) searching for themes, (d) reviewing themes, (e) defining and naming themes, and (f) concluding data
findings and results.

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com
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Participants

Nine participants were vetted and interviewed. Table 2 provides participant information. Interview time averaged
47.5 minutes for the participants, leading to over 94 pages of transcribed data.

Table 2. Demographics of Participants

Participant ~ Experience Title Industry Validated
code in years

P1 14 VP of HR IT/healthcare N
P2 3 L&D Specialist IT/software SAAS Y
P3 3 UX Researcher IT/software SAAS N
P4 8 Trainer IT/ERP/software SAAS Y
P5 7 Dir. of Training IT/automotive/SAAS Y
P6 2 People Ops. Generalist IT/cyber security Y
P7 8 HR manager IT/content moderation Y
P8 4 VP of HR IT/software SAAS Y
P9 4 Dir. of HR IT/software engineering Y

Note. All participants met inclusion criteria and represented a diverse pool of learning and training professionals in
the IT industry. The validated column represents the member-checking results (Y = transcript accuracy was
confirmed by participant; N = it was not confirmed [no response received]).

Coding

A preliminary codebook (Table 3) allowed for manually coding the data. After reviewing the transcripts for these
ideas and codes, the data were imported into Atlas.ti for technological analysis.

Table 3. Preliminary Codebook

Attitudes/Behaviors Characteristics Content Outcomes Perspectives
complaints points content games training generations
compliments badges input to change metrics IT training
attitudes leaderboard retention
behaviors elements

After word count and multiple manual reviews, a final codebook was created (Table 4).

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com
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Table 4. Final Codes with Word Counts

Final codes Reoccurrence Final codes Reoccurrence
word count word count
Complaint 29 Instructional content 145
Compliment 21 Input to change 14
Engagement 137 Game 236
Motivation 70 Elements 40
Competition 46 Learning 257
Collaboration 13 Training 373
Behavior 27 Metrics 36
Attitude 13 Tool 57
Reward 74 Completion 157
Points 205 Generations 39
Badges 90 Perspectives 28
Leaderboard 69 Retention 20
Fun 124 Careers 19
Certification 20 Team Building 8
Characteristics 29

Manual coding helped overcome issues such as taking the term “gift cards” and relating that to “rewards”. This
increased the number of “reward” terms in the manual process, although not in the word count from the automated
counting process. A final winnowing occurred by ensuring that each of the codes were mentioned or used by at least

one of the participants.
While only 7 of the 9 participants mentioned generations, following an interview, P6 said:
I feel like you wanted me to be specific with the generations, boomers, millennials, etc, but [ can’t. We

have been trained by our DEI department to not target them by name, all I can tell you is they are the older
or younger demographic.

Future researchers may want to rephrase their discussions and interviews to avoid generational specific terms such
as “boomers” etc.

Table 5 shows the final codes with representative participant quotes.

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com
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Table 5. Final Codes and Supporting Representative Quotes

Final code Supporting examples from participants Participant

count

Complaint P1: “Someone else had a better team.” 9

Compliment P2: “This is so great!” 9

Engagement P4: “Participants were more engaged.” 9

Motivation P2: “Seeing progress is what really helps motivate people.” 9

Competition P9: “I think the gamification creates inherently this competition or this skill 8
battle that now pulls people in . . .”

Collaboration ~ P1:“. .. and then leader boarding is going to be, you are building your network 1
and you’re collaborating.”

Behavior P8: “I would say we have so far since we launched this, it’s only been three 9
months, we’ve had 100% participation, people are eager, the behavior we’re
trying to drive about learning more about the company before you get here
getting through your checklist so that you’re to productivity faster.”

Attitude P7: “Some of them were always moaning and groaning about having to take 5
required trainings.”

Points P9: “There are points awarded to participants and employees for completing 9
certain content items there.”

Badges P8: “The badges became a source of pride.” 9

Leaderboard P8: “Yeah, so the leaderboards definitely had a competitive effect in a nice way.” 7

Fun P3: “Without making it fun, we’re not going to keep people, so I think it’s 9
everything.”

Certification P1: “You don’t have to participate and you certainly don’t have to go after one of 2
the hot skills certifications.”

Characteristics ~ P3: “The storytelling still has to be good.” 9

Elements P9: “The element of fun is important.” 8

Reward P1: “Make sure you’re giving people what they’ve earned.” 9

Instructional P2: “Gamification always needs to be a supplement to the learning content.” 9

content

Input to change P4: “When you make it a little more difficult to achieve points, then it really 8

Game starts to get competitive and people are talking.”

P7: . .. the Jeopardy style and the Wheel of Fortune . . .” 9

Learning P3: “. .. the stickiness, like helping it stay in my mind . . .” 9

Training P7: . .. sexual harassment, prevention, security, social media policy ethics, 9
training. . .”

Metrics P5: “. .. what percentage of the population actually attended or completed a 9
gamified training.”

Tool P8: “I think it’s a fantastic tool to get engagement.” 4

Completion P4: “From my own viewing, the completion time went from maybe a week to 8
two or three days.”

Generations P5: . .. and then like 50 to maybe 65 ish or 68 ish 52 retirement age, they 7
actually see that this, the value that we’re bringing the organization in this in this
endeavor.”

Perspectives P3: “I think having some gamification is necessary to get the harder to grasp 9
terminology and other things across.”

Retention P2: “It can certainly be used as a retention tool.” 4

Careers P6: “We’ve created career development plans that employees can launch.” 2

Team building  P8: “Values and team building was more the key of it.” 5

Categories and Themes

The final codes were collapsed into eight categories (Table 6).

© 2023 Authors & C'JAR | CC BY-NC-SA
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Table 6. Codes into Categories
Codes Category Definition Number of  Number of
participants _occurrences

Attitudes, behaviors, complaints, Attitudes and  Attitudes toward the game 9 172
compliments, generations generations vary across generations
Badges, certification, Beyond Effective gamification 9 405
characteristics, competition, characteristics depends on more than just
elements, fun, leaderboard, points, and elements  characteristics and elements
recognizes, reward of the game
Certification, characteristics, Content Designing content with the 9 179
elements, input to change, needed for end goal of completing
meaningful, reward completion training
Collaboration, competition, Tool for Using gamification as an 9 327
engaging, learning, tool, training training engaging tool to decrease the

time for training.
Careers, fails, fun, perspectives, Gamification  Using gamification for team 9 147
retaining, team building and IT building and collaboration,

employees career development and

employee retention.
Completion, engaging, motivating  Metrics Tracking metrics such as 9 259

training rates and training

return on investment
Badges, characteristics, fun, Psychology Making games fun and 9 412
leaderboard, motivating, of gaming engaging improves
motivators, points, reward motivation
Training, motivating, completing,  Helicopter Using gamification to 9 177
metrics training increase autonomy in

compliance training

Categories were then built into themes (Figure 4).

© 2023 Authors & C'JAR | CC BY-NC-SA
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Figure 4. Theme Construction

From onboarding to skills Tool for Training (883)
development, gamification is a tool

for a variety of training needs
(1,588) More than characteristics (705)

Going beyond characteristics and More than characteristics (705) Psychology of gaming (661)
elements of the game to motivate
employees (1,543) Content (177)

Designing engaging content with More than characteristics (705) Tool for Training (883)
the end goal of completing training

is the key (1,543

i thekey (1,543) Content (177)

Reducing t'in'le and money needed Metrics (400) Psychology of gaming (661)
to track training by giving

employees the autonomy to ) »

complete mandated training (1,324) Helicopter Training (263)

Gamiﬁcat%on O EAT, Gamification and IT employees (208)

collaboration, career development

and employee retention tool

(1,091) Tool for training (883)

Note. The word count is shown in brackets, demonstrating the strength of each theme.

Data Support for Themes

Tables 7 through 11 provide examples from participant interviews supporting the themes.

Table 7. Theme 1: From Onboarding to Skills Development, Gamification is a Tool for Training

Participant quote
P1: “We also use some gamification on our annual security, training so security awareness is huge in the
technology field.”

P2: “So the first one, I keep talking about is coach training it’s a particular workshop series that we offer.”

P3: “Yeah, so, broad general HR, I.T./security, we use gamification internally, it just depends on the person
who’s doing some type of share out, if it’s an example that Dev team who’s trying to share their board game
of the security journey,they decided to use gamification because they know that’s going to keep people
engaged.”

P4: “Yes, mostly for training purposes, not really in a general LMS, users go through these modules. I mean
there was some microlearning that we were experimenting with but didn’t really take hold and that project was
kind of abandoned but mostly in that new hire, onboarding orientation process, but also continuous learning
whether a new product was launched or a new program was launched, then it was employed again.”

Other examples for Theme 1 included P1 stating, “On our security awareness training, you actually see a few people
having to take the test fewer times in the ones that are gamified than the ones that aren’t.” P2 discussed a writing
workshop. “The other pin that people can earn off the top of my head one is called powerful writing, it’s just our
business writing course that we offer.” P6 talked about “employees when they first launch and onboard in there,
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because we give them access to gamification just to complete their paperwork to onboarding paperwork, they love
it.” P1 shared “as they’re learning that content, as they go through in terms of prepping them for their certification
programs.” P1’s employees needed to know a large quantity of technical knowledge, culminating in a certification
exam. P4 reinforced learning concepts with gamified microlearning. “So you’ll get, on your phone, it’ll be a
question every so often and you’ll just answer.” P7 said “it’s so much more fun that [employees] enjoy playing the
games on it, that it makes the mandatory trainings a lot more fun, that departments are using it to compete friendly,
compete amongst themselves.”

And, a long-term gamer, P5 said:

that’s kind of the point of gamification right .... that creates a desire for getting better, for moving forward.
And so that’s really what gamification allows us to do it allows us to put boosts in our learning games in
our learning platforms that encourage people to propel ahead.

Theme 2 emerged from the ideas about what motivates employees to complete and learn from the training. This
theme, supported with comments shown in Table 8, cemented the idea that game elements, such as tangible rewards
and fun best motivate employees.

Table 8. Theme 2: Motivate Employees With Fun Training and Tangible Rewards

Participant quote

P8: “It’s working and it’s just simply literally throwing in a five-dollar shirt, I mean it’s really kind of crazy when
you think about what little it takes for people’s competitive, instincts to kick in and be motivated to overachieve.”

P2: “We see progress by every time we meet during this program, we let you know how far you are and your
progress, we kind of like help you see the end of this experience. I think that’s really effective for reminding people
what they’re working towards.”

P3: “They were like really fun, you know much better than just like a typical here’s your certificate and you got
points, everybody was wanting these prizes.”

P4: “Actually when we included the reward milestones, whether it would be gift cards or a grand prize, etc., that’s
when they liked it, like that’s when the older age group actually liked it, because they’re getting motivated”

P1: You have to, I think, with gamification, you’ve got to make it okay for people to want to participate, and so with
that, you either need to make it really fun and demonstrate - oh, this is really fun, here’s how we’re going to do it,
here’s how you’re going to learn from it.

P7: “I think it being something fun and motivational is really important.”

P5: [Fun] is huge. Here’s a good example when I was working as the training and development manager, about five
years ago, I created a video training on anti-harassment and sexual discrimination and all those things, and I made it
silly. I mean I had some silly elements and some comedic elements in there, and some people, especially you know,
more seasoned HR professionals were not happy about that. But the comment time and time again was, that was the
best sexual harassment and anti-discrimination training I’ve ever experienced, and people said, for the first time, I
actually get it, I understand it. Yeah, I think fun is critical.

Many participants shared that their organizations partnered with a third party to convert points to rewards. But, P6
warned “If you don’t... [upload points] in a timely manner, ... people get anxious, because they want their points
because they want to go to Bonusly [an online rewards system] and they want to redeem their gear, they want their
stuff.” While participants noted that badges are nice, they must tie to a reward. Rewards can erase generational
biases; P4 volunteered, “whether it would be gift cards or a grand prize, that’s when the older age group actually
liked it, because they’re getting motivated.”

Theme 3 (Table 9) emerged from the goals, content, and engagement perspectives.
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Table 9. Theme 3: Designing Engaging Content With the end Goal of Completing Training

Participant quote
P5: And we saw, whereas it may have taken two to five days to get all of that knowledge into an employee,
they were getting all that knowledge in two to five hours.”

P1: “If it’s easy and engaging they’re going to complete it faster than if it’s not.”

P2: “Gamification is encouraging more people to sign up for these workshops and encouraging more people to
complete these workshops, because they see that they can get this pin that’s fun and exciting.”

P6: “It’s holding each other accountable when it’s in that competition as well. So, because you definitely don’t
want to be last, I mean it is what it is you just don’t want to be the last person [to complete training].”

Tying content to completing the training was an overarching theme. P9 shared “you do have to be clear of what’s the
ultimate goal is trying to achieve” and then added, “an element of skill that has to be there, ... can somebody get
better over time?” and said that gamified training should “encourage some self-intrinsic motivation to complete
certain tasks.”

P7 noted that content “needs to be very clear and I think it needs to be concise, I think it because the types of
instructional content that we’re using gamification for it are things like annual training that happens yearly.” P7 also
tied content to completion rates, saying “finish rates go up, speed rates go up; it’s pretty rewarding I think as an HR
person.” P5’s response to a question about what gamified content can do for training was:

So, we went from new hire orientation being live and manager run, kind of, in person experience to
funneling a lot of that into gamified video, and the retention rates were actually much more quantifiable.
And so, we saw a much higher retention rate in that, in that environment.

P5’s organization gamified the Maxwell Training Solution leadership training, after which “the retention of that
knowledge increased pretty significantly.”

All the best planning for content will not matter if the content does not engage or motivate. P1 mentioned, “it has to
be engaging, it has to be something that I am having fun when I’'m doing, it can’t be really, really hard because we
find that people aren’t persistent.” P3 shared “the content itself still has to be engaging enough for me to want to
continue in the game.” P9 shared that “when we did not have [gamification] the completion rates were hovering
around 50%, which is a huge risk actually. I’'m kind of now transitioning [to gamification], they hover around 80 to
85%.” P9 explained that “the compliance portions of our work are actually federally mandated, I mean we get fined
and lose our work if people don’t [complete them].”

Theme 4 (Table 10) discussed how gamification reduced tracking and nudging requirements.

Table 10. Theme 4. Training Tracking and Nudging Reduced with Gamification

Participant and Their Quote

P6: “We still want the employee to be able to have the autonomy to manage their own time and their own
gamification.”

P4: “For the new hires it the speed of of the completion of the modules went up, it was noticeable.”

P5: “Prior to doing the gamified training, for a certain type of user, our completion rates were low, it was like 20 to
30%. And now our completion rates . . . are in the 70% range.”

P7: “We’ve had a lot less trouble maintaining that I guess and a lot less of the having to stand over shoulders and
force it.”

Some of the participants noted that less nudging reduced costs indirectly. P7 said, “we would have the supervisor
stand over them and have them complete it ...you know I am on salary, making X amount of money this year and
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how many hours, am I spending doing this, so how many how much money per hour are we wasting?” With the
gamified system, P6 added “it’s less work for us on the people team to track.” P5 stated:

Normally without gamification, by that 30-day mark on average, I’'m lucky if I'm at 35-37% and, barely ever had
half, and that’s with nudges and pinging and all that stuff right. So it ends up being that the vast majority I'm
chasing after the deadline. With gamification, that first, you know get it done on time, is more in the 60 to 70%, so
dramatically different.

Theme 5 (Table 11) was how gamifying training leads to team building and other benefits.

Table 11. Theme 5: Gamification Increases Collaboration, Career Development, and Retention

Participant and Their Quote

P3: “If we do things in a stuffy corporate way without making it fun, we’re not going to keep people.”

P2: “So any benefit or fun or interesting thing you can offer to your employees that could help retain them and
keep them around and save the company money. In some ways, you could argue, is just the right thing to do.”

And “What helps you feel satisfied in your job, it’s like your manager, and if you’re learning and growing, are
big factors, and so I think of the larger landscape, it can certainly be used as a retention tool.”

P6: “Working on career development is what we call it.”

P1: “I think it has some great opportunities from an engagement perspective, from a collaboration and team
building perspective.” And “We’ve definitely seen people from a career navigation perspective who say “Okay,
I now understand what skills I can build to take me to that next level or to help me to get from a system
engineer to a site reliability engineer.”

P7: We’re able to show this is the engagement that we are seeing, and this is the engagement that’s given back,
and this was our retention, you know this year, and this was our retention, two years later, after implementing
[gamification] and, these were our engagement scores on their employee survey that one year and then here
were the engagement scores, two years later, and we firmly believe that it was partially because of this, because
of the verbatim that were given on those employee engagement scores, and so that’s the type of ROI that we
can give back to senior leadership when they ask those questions.

Summary of Themes and Answer to Project Question

The project question What are the perspectives of learning and training professionals in the IT industry regarding
gamification as a tool for training? was answered with the overarching themes. Experts in the learning field
perceived gamification as a benefit to training when it was fun, content-worthy, and cost-effective. They found that
training completion increased and manager oversight requirements decreased when gamification existed. Tying
tangible rewards to the gamified training motived employees to do training, and increased compliance-required
training significantly. Theme 5 showed that gamification could be the solution to the stated business problem of
getting employees to complete training. Since the gap in practice was noted as not using gamification, it is possible
the results and findings could help convince other learning professionals to implement gamified training.

Discussion and Implications

The study added to the theory of gamified learning by confirming that content, characteristics, attitudes and
behaviors, and learning outcomes remain important to gamification, although learning outcomes were not a literal
theme within the study. The practitioner participants did not seem to understand many of the theoretical terms or
definitions. Further, comments made showed that gamification of training is in its infancy. P5 stated, “when I first
started in training, this idea of gamification seven years ago, it was very young, and not as well adopted.” P6 added,
“since we started this two years ago . . . gamification is doing great.”

The data demonstrated the use of gamified training for onboarding and compliance training by all participants. In
addition, all participants utilized rewards as a main motivator. These data confirmed earlier findings by Landers
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(2014) and Miller et al. (2018). Further, P2 stated, “people said it [gamification] got them excited to show up the
training that day,” confirming ideas that Nacke and Deterding (2017) had found in their research.

Talent retention continues to be a struggle for most enterprises. Because a significant number of employees have
rejected traditional types of training strategies, the need for new training strategies is critical. From a practitioner’s
point of view, this study may contribute to the overall understanding of gamification as a tool for training. Nivedhan
and Priyadarshini (2018) claimed that attrition in the IT industry is partly due to the lack of professional growth
opportunities and inadequate training. The study’s data indicated that gamification offers value in professional
growth opportunities, thus improving job satisfaction. As P2 stated on the topic of job satisfaction and the benefits
of gamification, “[it’s] the right thing to do to make sure that you’re helping people grow their skills and careers.”

A Practical Framework

Future researchers or gamification learning teams may consider the following as a practical framework to guide
implementation. This framework (Figure 5) was designed based first on the original applied framework and contains
relevant findings from the data and themes.

Figure 5 - A Framework for Gamification as a Tool for Training

Gamification is a tool for a variety of training needs
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that are engaging and motivational

Content
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Note. Small blue boxes identify the constructs of the theory of gamified learning, adapted from “Developing a
theory of gamified learning: Linking serious games and gamification of learning” by R. N. Landers (2014),
Simulation & Gaming, 45(6), 752-768. https://doi.org/10.1177/1046878114563660 The green boxes are informed
from the study’s data.
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Area for Additional Studies

A significant dearth of research on gamification and training exists. Researchers are encouraged to delve into the
many areas that could help learning and development professionals accomplish more with less in their training
departments. Examples could be asking employees what they like most or least about gamified training; further,
quantitative analysis regarding return on investments, costs of gamifying training, or content ideas would be helpful
for department heads. Tutorials, examples, and ideas about how to convert traditional training into gamified training
are needed.

Conclusion

Research showed that IT employees, and especially millennials and Gen Zers, have rejected traditional training
strategies, leading to unmet needs and a pool of employees with limited experience (Bujang et al., 2021; Nair &
Sadasivan, 2019). In 2022 and 2023, as businesses begin the Great Renegotiation with their employees, talent
retention will be a competitive advantage (Jones, 2022). The learning and training professionals in this study
perceived that gamification could help retain and reskill their employees.

Gamification satisfies a variety of training needs, from compliance and onboarding to technical training, to career
development and navigation. Organizations using gamified training may see a reduction in completion time and
training costs. This study’s practical framework for using gamification as a tool for training should be useful for
practitioners and future researchers.

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com




Tanner & Preiksaitis (2023) Gamified Training 17

References

Armstrong, M. B., & Landers, R. N. (2018). Gamification of employee training and development. International
Journal of Training and Development, 22(2), 162—169. https://doi.org/10.1111/ijtd. 12124

Baer, S. (2021). How to make gamified training work for baby boomers.
https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/02/22/how-to-make-gamified-training-
work-for-baby-boomers/

Bedwell, W. L., Pavlas, D., Heyne, K., Lazzara, E. H., & Salas, E. (2012). Toward a taxonomy linking game
attributes to learning: An empirical study. Simulation & Gaming: An Interdisciplinary Journal, 43, 729-
760. https://doi.org/10.1177/1046878112439444

Boller, S. (2013). Learning game design: Game elements. http://www.theknowledgeguru.com/learning-game-
design-game-elements/

Bujang, N., Paramsivam, M., Dasril, Y., & Basar, A. (2021). Training method transformation for millennials
employees. Research in Management of Technology and Business, 2(1), 1473-1483.
https://publisher.uthm.edu.my/periodicals/index.php/rmtb/article/download/2045/781

Choudrie, J., Zamani, E., & Obuekwe, C. (2021). Bridging the digital divide in ethnic minority older adults: An
organisational qualitative study. Information Systems Frontiers, 1-21. https://doi.org/10.1007/s10796-021-
10126-8

Clarke, V., & Braun, V. (2016). Thematic analysis. Qualitative Positive Psychology, 12(3), 297-298.
https://www.researchgate.net/publication/311801765 Thematic analysis

Coonradt, C. A. (1984). The game of work. Gibbs Smith.

Coppens, A. (2022). Gamification trends for 2022. Gamification Nation.
https://www.gamificationnation.com/blog/gamification-trends-for-2022/

Daniel, M. (2020). Skills aren’t soft or hard - they 're durable or perishable.
https://www.talentmgt.com/articles/2020/10/29/skills-arent-soft-or-hard-theyre-durable-or-perishable/

Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work organizations: The state of a
science. Annual Review of Organizational Psychology and Organizational Behavior, 4, 19—43.
https://doi.org/10.1146/annurev-orgpsych-032516-113108

de Freitas, S., & Jarvis, S. (2007). Serious games—engaging training solutions: A research and development project
for supporting training needs. British Journal of Educational Technology, 38(3), 523-525.
https://doi.org/10.1111/j.1467-8535.2007.00716.x

Desilver, D. (2019). 10 facts about American workers. https://www.pewresearch.org/fact-tank/2019/08/29/facts-
about-american-workers/

Deterding, S., Sicart, M., Nacke, L., O’Hara, K., & Dixon, D. (2011). Gamification. Using game-design elements in
non-gaming contexts. In CHI’ 11 extended abstracts on human factors in computing systems (2425-2428).
ACM. https://doi.org/10.1145/1979742. 1979575

Freifeld, L. (2020). 2020 Training industry report.
https://pubs.royle.com/publication/?m=20617&i=678873 &p=28 &ver=html5

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com




Tanner & Preiksaitis (2023) Gamified Training 18

Garris, R., Ahlers, R., & Driskell, J. E. (2002). Games, motivation, and learning: A research and practice model.
Simulation & Gaming: An Interdisciplinary Journal, 33, 441-467.
https://doi.org/10.1177/1046878102238607

Gilbert, N. (2021). 50 crucial IT statistics you must know. 2020/2021data analysis and market share.
https://financesonline.com/it-statistics/

Harvey, M., & Megjias, R. (2002). Addressing the United States IT manpower shortage: The role of inpatriates and
technical training. Journal of Information Technology Management, 13(3-4), 1-14.
https://www.researchgate.net/profile/michael-harvey-
17/publication/242140366 addressing the united states it manpower shortage the role of inpatriates a
nd technical training/links/00b7d528a295a41e0d000000/addressing-the-united-states-it-manpower-
shortage-the-role-of-inpatriates-and-technical-training.pdf

Hollman, T. J., & Luthans, K. W. (2020). Managing millennial turnover in the IT industry: Leading with an “inside-
outfluence” approach. Mountain Plains Journal of Business and Technology, 21(1), 6.
https://openspaces.unk.edu/mpjbt/vol21/iss1/6/

Jones, S. (2022, March 23). HR 2022: Attracting today’s new workforce after the resignation tsunami and the Great
Renegotiation. VRM intel. https://vrmintel.com/hr-2022-attracting-todays-new-workforce-after-the-
resignation-tsunami-and-the-great-renegotiation/

Kapp, K. (2012). The gamification of learning and instruction: Game-based methods and strategies for training and
education. Pfeiffer.

Kappelman, L., Torres, R., McLean, E., Maurer, C., Johnson, V., & Kim, K. (2019). The 2018 SIM IT trends study.
MIS Quarterly Executive, 18, 51-84. https://doi.org/10.17705/2msqe.00008

Kar, S. (2018). Managing generation y employees-HR challenges and opportunities. Sambrham Academy and
Management Studies. https://www.researchgate.net/profile/Subhasree-
Kar/publication/326548102 Managing Generation Y Employees -
_HR Challenges and Opportunities/links/5c10e37ba6fdcc494fede451/Managing-Generation-Y -
Employees-HR-Challenges-and-Opportunities

Knowles, M. S. (1970). The modern practice of adult education; andragogy versus pedagogy. Associated Press.

Landers, R. N. (2014). Developing a theory of gamified learning: Linking serious games and gamification of
learning. Simulation & Gaming, 45(6), 752-768. https://doi.org/10.1177/1046878114563660

Lee, A., Alonso, A., Esen, E., Coombs, J., Mulvey, T., Victor, J., Wessels, K., & Ng, H. (2016). Employee jobs
satisfaction and engagement: Revitalizing a changing workforce. Society of Human Resource Management.
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2016-Employee-
Job-Satisfaction-and-Engagement-Report.pdf

Leopold, T. (2020). Closing the skills gap: Key insights and metrics. World Economic Forum, (November), pp. 1-
20. https://www.weforum.org/whitepapers/closing-the-skills-gap-key-insights-and-success-metrics

Maurer, R., & Miza, B. (2021). Deconstructing the great resignation. SHRM. https://www.shrm.org/hr-
today/news/hr-news/pages/deconstructing-the-great-resignation.aspx

Michael, D., & Chen, S. (2005). Serious games.: Games that educate, train, and inform. Thomson Course
Technology.

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com




Tanner & Preiksaitis (2023) Gamified Training 19

Miller, C. L., Grooms, J. C., & King, H. (2018). To infinity and beyond—gamifying IT service-desk training: A case
study. Performance Improvement Quarterly, 31(3), 249-268. https://doi.org/10.1002/piq.21263

Moses, J. (2021). IT consulting in the U.S. [IBISWorld U.S. industry (NAICS) report 54151]. https://my-ibisworld-
com.library.capella.edu/us/en/industry/54151/industry-at-a-glance

Murray, W. C., Elliot, S., Simmonds, K., Madeley, D., & Taller, M. (2017). Human resource challenges in Canada’s
hospitality and tourism industry: Finding innovative solutions. Worldwide Hospitality and Tourism Themes,
9(4), 391-401. https://doi.org/10.1108/WHATT-04-2017-0022

Nacke, L. E., & Deterding, C. S. (2017). The maturing of gamification research. Computers in Human Behaviour,
450-454. https://doi.org/10.1016/j.chb.2016.11.062

Nair, A., & Sadasivan, R. (2019). Winning the talent game: HR gamification experience for Generation
Z. International Journal on Leadership, 7(1), 44-49. https://www.researchgate.net/profile/aradhna-yadav-
2/publication/341727724 new age transportation system for a smart city/links/5ed0f40845851529451b
89c8/new-age-transportation-system-for-a-smart-city.pdf#page=493

Nivedhan, S. S., & Priyadarshini, R. G. (2018). Gamification elements used in employee retention and enhancing
employee productivity. In IOP Conference Series: Materials Science and Engineering, 390(1), 1-6.
https://iopscience.iop.org/article/10.1088/1757-899X/390/1/012039/pdf

Ozyilmaz, A., Erdogan, B., & Karaeminogullari, A. (2018). Trust in organization as a moderator of the relationship
between self-efficacy and workplace outcomes: A social cognitive theory-based examination. Journal of
Occupational and Organizational Psychology, 91(1), 181-204. https://doi.org/10.1111/joop.12189

Potnuru, R. K. G., Sahoo, C. K., & Parle, K. C. (2021). HRD practices, employee competencies and organizational
effectiveness: Role of organizational learning culture. Journal of Asia Business Studies, 15(3), 401-419.
https://doi.org/10.1108/JABS-06-2020-0237

Rapp, A. (2017). Designing interactive systems through a game lens: An ethnographic approach. Computers in
Human Behavior, 71, 455-468. https://doi.org/10.1016/j.chb.2015.02.048

Rivera, J. D. (2019). When attaining the best sample is out of reach: Nonprobability alternatives when engaging in
public administration research. Journal of Public Affairs Education: J-PAE., 25(3), 314-
342. https://doi.org/10.1080/15236803.2018.1429821

Roberts, B. (1998). Training via the desktop: Web-based training is helping employers maximize their training
dollars-and their employees’ time. HR Magazine, 43, 98-104.

Sava, J. (2022). Global IT spending 2003-2023. Statista. https://www.statista.com/statistics/203935/overall-it-
spending-worldwide/#statisticContainer

Schobel, S. M., Janson, A., & Sollner, M. (2020). Capturing the complexity of gamification elements: A holistic
approach for analysing existing and deriving novel gamification designs. European Journal of Information
Systems, 29(6), 641-668. https://doi.org/10.1080/0960085X.2020.1796531

Shannon, J. (2019). The history of gamification - journey from 1896 to the 21st century.
https://www.gamify.com/gamification-blog/the-history-of-gamification

Susi, T., Johannesson, M., & Backlund, P. (2007). Serious games — an overview. Elearning, 73(10), 28.
https://doi.org/10.1.1.105.7828

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com




Tanner & Preiksaitis (2023) Gamified Training 20

Tanner, A. (2022). Perspectives of learning and training practitioners regarding gamification [Doctoral Capstone,
unpublished]. School of Business, Technology, and Health Care Administration, Capella University.

Taylor, K., & Eggleston Schwartz, M. (2020). Trends 2021 planning for the future of learning. Training Industry
Magazine. https://trainingindustry.com/magazine/nov-dec-2020/trends-202 1 -planning-for-the-future-of-
learning/

U.S. Equal Employment Opportunity Commission. (2009). Federal laws prohibiting job discrimination questions
and answers. Washington, DC: U.S. Equal Employment Opportunity Commission.
https://www.eeoc.gov/fact-sheet/federal-laws-prohibiting-job-discrimination-questions-and-answers

Werbach, K., & Hunter, D. (2012). For the win: How game thinking can revolutionize your business. Wharton
Digital Press.

Woodard, C. A. (2007). Using adult learning theory for new-hire training. Journal of Adult Education, 36(1), 44-47.
https://files.eric.ed.gov/fulltext/EJ891064.pdf

Wozniak, J. (2017). Some factors hindering acceptance of three gamification solutions in motivation systems, in
small and medium enterprises. Management Dynamics in the Knowledge Economy, 5(4), 663-680.
https://doi.org/10.25019/mdke/5.4.11

Wozniak, J. (2020). Gamification for sales incentives. Contemporary Economics, 14(2), 144-161.
https://doi.org/10.5709/ce.1897-9254.337

Yang, B. (2004). Can adult learning theory provide a foundation for human resource development? Advances in
Developing Human Resources, 6(2), 129—145. https://doi.org/10.1177/1523422304263325

© 2023 Authors & C'JAR | CC BY-NC-SA http://www.coralsllc.com




