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Abstract

Gamification, which includes game components in non-gaming environments, has gained
popularity across various organizations to enhance training and development. This study aims
to explore the literature on the potential elements influencing employees ‘acceptance of
gamification in training settings. Key variables explored include social influence,
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performance expectancy, self-efficacy, and age. By examining these factors, this conceptual
study offers valuable insights for organizations aiming to implement gamification strategies
effectively. The study provides a theoretical foundation for organizations to leverage
gamification and highlights its role in fostering continuous professional development,
inspiring organizations to embrace this innovative approach. Furthermore, the study
highlights potential areas for future empirical research.
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1. Introduction

The rapid advancement of technology in recent years has completely revolutionized our daily
routines and brought about significant transformations in various aspects of life. This has
been made possible through the availability of sophisticated systems and tools that simplify
even the most complex of everyday tasks (Latip et al., 2020). These technological
advancements have catalyzed widespread changes in traditional sectors such as education and
entrepreneurship and have greatly influenced how we approach and engage with these areas.
One particularly noteworthy technological trend that has been gaining traction is gamification,
which involves the integration of game elements into non-game contexts. This approach has
been increasingly utilized across various fields to enhance user engagement and motivation,
driving a shift in how we interact with technology in many settings (Deterding,2012).
Gamification has been the subject of extensive research and implementation in various
industries. This innovative approach has been mainly explored in the field of education,
where it has been utilized to enhance learning experiences (Johan et al., 2023; Khan & Zaheer,
2023; Silva et al., 2020; Tamrin et al., 2022; Wan Ishak & Yamin, 2020), as well as in
banking and healthcare, where it has been used to improve customer engagement and
motivate healthier behaviors, respectively (Cera et al., 2020; Nasirzadeh & Fathian, 2020).

In the rapidly evolving and competitive contemporary business landscape, organizations must
prioritize continually enhancing their employees’ knowledge and skills. Companies can
ensure that their employees understand their roles and responsibilities by investing in
comprehensive training and development activities. To optimize the efficacy of these
initiatives, numerous organizations spanning diverse sectors have integrated e-training and
gamification methods into their learning programs (Latip et al., 2024). Notably, the global
market for corporate training is expected to experience substantial growth, driven by the
increasing recognition of the value of ongoing employee development (Newswire, 2023).
This underscores the urgency for organizations to adopt innovative approaches like
gamification. Furthermore, the study highlights potential areas for future empirical research.

In Malaysia, e-training has been embraced and more accepted, particularly after COVID-19.
Its widespread adoption is attributed to its convenience, allowing individuals to access
learning materials at their own pace and from any location. This flexibility has significantly
contributed to the increasing popularity of e-training (Rawashdeh et al., 2021). Furthermore,
the advantages of e-training, such as its ability to present material engagingly, have played a
pivotal role in its widespread acceptance (Mokmin & Neoh, 2023). Another benefit is that it
fosters employee commitment due to its user-friendly nature. Moreover, e-training has
enhanced employee performance, making it a valuable tool for learning and development
within the Malaysian context (Eng et al., 2024).

From the perspective of the human resources (HR) department, gamification is currently
considered a pivotal and innovative technique for enhancing the efficacy of training and
development initiatives within organizations. This approach involves utilizing game-like
elements and strategies to engage employees in learning and development activities. By
incorporating gamification, HR departments can better monitor employee performance,
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provide constructive feedback, administer incentive structures, and streamline recruitment
(Wiinderlich et al., 2020).

Furthermore, the gamification market is experiencing rapid growth and is projected to reach
an estimated $ 70.4 billion by 2030, reflecting its increasing acceptance and utilization in
various business contexts (Hernandez, 2021). Despite the popularity of gamification in the
workplace, there still needs to be a greater understanding of the factors that encourage
employees to accept gamification in their training and development programs (Latip et al.,
2024). Consequently, further research is needed to understand what motivates employees to
embrace gamified training approaches. The study conceptualizes potential factors influencing
employee acceptance of gamification as a training method.

2. Literature Review
2.1 Unified Theory of Acceptance and Use of Technology Model (UTAUT)

The Unified Theory of Acceptance and Use of Technology (UTAUT), developed by
Venkatesh et al. (2003), builds upon eight earlier technology acceptance models. It identifies
four key determinants influencing technology acceptance: performance expectancy, effort
expectancy, social influence, and facilitating conditions. These determinants are moderated

by four variables: gender, age, experience, and voluntariness of use (Viswanath Venkatesh et
al., 2003).

The UTAUT model has been extensively applied in various contexts, including academic
settings (Khan & Zaheer, 2023; Kumar & Kumar, 2024) and workplace environments
(Moughal et al., 2023; Puspitawati et al.,2023). This conceptual paper focuses on two
fundamental variables, namely, social influence and performance expectancy, in the context
of gamification acceptance within employee training environments. By theoretically
exploring these factors, the paper aims to provide a comprehensive understanding of how
social influence and performance expectancy conceptually affect the adoption and
effectiveness of gamification strategies. The insights generated are intended to guide
organizations in effectively integrating gamification into their training programs, enhancing
employee engagement and optimizing training outcomes. This conceptual analysis also sets
the stage for future empirical research by identifying critical areas for further investigation
and theoretical development.

2.2 Gamification

Gamification can be described as “the integration of game design elements into non-gaming
Settings” (Zimmerling et al., 2019). In recent years, gamification has experienced a notable
increase in popularity, resulting in a swift growth of related academic literature (Wiinderlich
et al., 2020). Gamification strategically incorporates elements from games, including game
mechanics and cognitive frameworks, boosts motivation, fosters meaningful interaction and
enhances the learning environment (Latip et al., 2023).

Gamification tools, such as storytelling, point systems, badges, feedback mechanisms, avatars,
and progress bars, are increasingly employed to boost motivation and engagement in
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employee training and development (Wiseman, 2022). These tools have gained traction in
various workplace applications, including recruitment (Buil et al., 2020; Leutner et al., 2023)
and training and development programs (Hoffmann, 2023; Klaiber & Kok, 2022). For
gamification to yield effective results, it is essential to focus on two critical elements: a deep
understanding of the target audience and a clear articulation of the desired outcomes (Latip,
2020). Addressing these factors helps ensure that gamification strategies are tailored to meet
employees' specific needs and achieve the intended objectives.

2.3 Social Influence

Social influence encompasses how individuals' behaviours and attitudes are shaped by
observing and reacting to the actions and responses of others (Latip et al., 2023). According
to Sweet and Andhikari (2023), social influence involves the impact of others’ opinions and
pressures—both positive and negative—on an individual's behaviour. This influence can arise
from various sources, including peer pressure, familial expectations, cultural norms, and
societal values. Social influence’s complex and pervasive nature highlights its substantial role
in shaping individuals’ thoughts, decisions, and actions across different social contexts (Latip
etal., 2023).

Empirical research underscores the importance of social influence in gamification adoption.
For instance, Vanduhe et al. (2020) investigated factors affecting employees’ intentions to
use gamification in higher education settings and identified social influence as a critical
determinant. The study found that employees tend to view gamification favourably when
endorsed by respected figures. This conclusion is echoed by Chung et al. (2019) and Mastor
et al. (2023), who reported that social influence positively impacts students’ use of
gamification in learning environments. Further supporting this, Dahri et al. (2023) explored
the acceptance of mobile learning technology among teachers and found a positive
relationship between social influence and the adoption of mobile learning. In contrast, Tamrin
et al. (2022) reported that social influence did not significantly affect students' acceptance of
gamification in learning.

These varying results suggest that while social influence is generally a significant factor in
the acceptance of new technologies, its impact may differ based on context and specific
conditions. For employees, encouragement from employers or peers could enhance the
likelihood of adopting gamification strategies in training. Thus, understanding the role of
social influence is crucial for organizations aiming to implement gamification effectively.
Based on these insights, the following hypothesis is proposed for further investigation.

H1: Social influence positively affects gamification acceptance among employees in training.
2.4 Performance Expectancy

Performance expectancy represents an individual's belief in a technology or system's potential
benefits and utility, reflecting their confidence in its advantages (Latip et al., 2022). This
concept is built on several foundational components, including perceived usefulness,
alignment with job requirements, comparative advantage, extrinsic motivation, and
anticipated outcomes (Venkatesh et al., 2003).
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The critical role of performance expectancy in technology adoption is well-documented in the
literature. Mastor et al. (2023) demonstrate that performance expectancy is a pivotal factor
influencing students’ decisions to engage with gamification in educational settings. Students
who believe that gamification will enhance their learning outcomes are more inclined to
adopt and integrate this technology into their studies. This aligns with findings from Latip et
al. (2022), who similarly report that performance expectancy positively affects students'
engagement with e-learning platforms.

Furthermore, Minh et al. (2023) highlight that in the context of Vietnamese users,
performance expectancy significantly shapes their attitudes towards gamification. The
positive correlation suggests that individuals are more likely to embrace gamification if they
perceive it as beneficial for achieving specific outcomes. These findings underscore the
importance of performance expectancy in educational technology and broader technology
adoption contexts. The consistent positive impact of performance expectancy across different
studies suggests that perceived benefits drive technology acceptance. If employees perceive
gamification as a tool to enhance their performance and productivity, they are more likely to
adopt and effectively utilize it in their training.

Therefore, it is essential to consider performance expectancy when implementing
gamification strategies. To investigate this further, the following hypothesis is proposed for
empirical testing:

H2: Performance expectancy positively affects gamification acceptance among employees in
training.

2.5 Self- Efficacy

Self-efficacy, introduced by Albert Bandura (1997), refers to an individual's assessment of
their ability to perform tasks effectively to achieve desired outcomes. It is defined as one's
belief in one's capability to execute actions required for success. In online learning and
gamification, self-efficacy is influenced by access to necessary resources such as the internet,
computers, and digital learning tools (Latip et al., 2020). Individuals with high confidence in
their technological skills are generally more receptive to e-training and gamification.

Moreover, previous research underscores the significant role of self-efficacy in adopting
gamification. Polo-Pefia et al. (2020) found a positive relationship between individuals'
experiences with gamification and their self-efficacy, indicating that successful interactions
with gamification can enhance one's confidence in their abilities. This finding is corroborated
by Biltrian et al. (2024), who demonstrated that gamification in e-training boosts employees’
security self-efficacy, suggesting an improvement in their confidence regarding
security-related tasks.

Additionally, Hoffmann (2023) explored the impact of gamification on managers'
self-efficacy and found that gamification effectively increased self-efficacy among managers.
This suggests that incorporating gamification into training programs can enhance individuals'
confidence in their skills and capabilities.
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These studies highlight that self-efficacy plays a crucial role in the effectiveness of
gamification. Individuals who believe in their ability to succeed with gamification are likelier
to engage with and benefit from such interventions. Therefore, understanding and enhancing
self-efficacy is vital for successfully implementing gamification in training contexts. Based
on this reasoning, the following hypothesis is proposed for empirical testing.

H3: Self- efficacy positively affects gamification acceptance among employees in training.
2.6 Age

Age cohort refers to individuals born within the same period who typically experience similar
historical events and societal conditions throughout their lives (Kenton, 2019). Adulthood is
often divided into three main phases: young adulthood (approximately 20-39 years), middle
adulthood (40-59 years), and older adulthood (60 years and older). Within older adulthood,
further distinctions are made: young old (60—75 years) and elderly old (75 years and older)
(Lachman, 2001).

Research on the impact of age on technology adoption, including gamification, presents
varied findings. For instance, Alosaimi et al. (2021) investigated factors influencing teachers’
behavioural intentions to use gamification in learning management systems and found a
negative moderation effect of age. Specifically, older teachers showed less intention to
engage with gamification, suggesting that age may limit enthusiasm or perceived utility of
such technologies.

Conversely, Cera et al.(2020) examined the moderating role of age on the relationship
between gamification intention and mobile banking usage. Their study revealed that
individuals born before 1996 had lower scores on gamification and demonstrated reduced
engagement with mobile banking. This finding implies that older age groups might have a
lower acceptance of gamification and related digital innovations.

These mixed results highlight the complex relationship between age and technology adoption.
While some studies suggest that older individuals may be less inclined to embrace
gamification, other research indicates that age-related factors can influence the extent of
technology use. Understanding these nuances is crucial for tailoring gamification strategies to
different age cohorts and ensuring their effectiveness across diverse age groups.

Based on these insights, further empirical research is warranted to explore how age influences
gamification adoption and to develop targeted strategies for different age groups, particularly
within employee training and development. Thus, based on the literature above, the following
hypothesis is proposed:

H4a: The relationship between social influence and gamification acceptance in training
development will be stronger among young employees

H4b: The relationship between performance expectancy and gamification acceptance in
training will be stronger among young employees.

H4c: The relationship between self-efficacy and gamification acceptance in training will be
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stronger among young employees.
3. Proposed Methodology

Future research is encouraged to adopt a quantitative methodology with a correlational design
to explore the relationships between variables. This approach enables the examination of how
different factors interact without implying causation. A cross-sectional design is
recommended for collecting data from respondents simultaneously, providing a snapshot of
current perceptions and attitudes.

The study population can vary based on the focus of future research. For example,
investigations could target employees within higher education institutions to assess the
acceptance of gamification in training among teaching staff. Alternatively, research could
extend to other industries, such as hospitality or retail, to explore how gamification is
received in different contexts. Expanding the target populations to include diverse settings
and sectors can enhance the generalizability of the findings. Future studies could examine
these relationships across various industries, educational levels, or geographical regions to
gain broader insights.

Data collection should involve structured questionnaire surveys to capture detailed responses.
Analytical tools such as the Statistical Package for the Social Sciences (SPSS) and Partial
Least Squares Structural Equation Modeling (PLS-SEM) are recommended for conducting
reliability tests, identifying outliers, assessing normality, and evaluating model validity.

Future research should include critical evaluations, such as reliability and validity tests,
assessments of data normality, and outlier detection, to ensure robust and reliable findings.
These steps are essential for verifying the accuracy and credibility of the results and
contributing to a solid evidence base.

Implementing these suggestions will provide a comprehensive understanding of the
relationships between the studied variables and valuable insights across various populations
and contexts.

4. Conclusion

A study on gamification primarily focuses on its impact on students in higher education,
particularly in learning and student performance. However, more research is needed on using
gamification in training and development, especially in diverse human resources contexts.

The technological environment and the increasing presence of younger employees influence
training preferences. The younger generation, in particular, is more inclined toward using
technology daily. Integrating gamification into training and development, which aligns with
their technological preferences, may facilitate the more effective achievement of training
objectives. Since gamification has been shown to enhance performance and improve learning
outcomes, it is a promising method for modern training environments.

Future research should aim to apply these insights broadly, exploring how gamification can
enhance employee development in various settings and industries. By tailoring training
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approaches to meet the needs of diverse populations, organizations can better support
professional growth and drive success in a dynamic landscape.
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