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Abstract: This study presents a Systematic Literature Review (SLR) on the application of 
gamification in recruitment and job training. Using the PRISMA method and a literature 
management platform for automated filtering and thematic grouping, 41 Scopus-indexed 
studies published between 2020 and 2025 were analyzed. The findings show a steady increase 
in research activity, with notable peaks in 2020 and 2024, and most studies originating from 
the United States and Europe. Points, Badges, and Leaderboards (PBL) remain the most 
frequently applied game elements, often combined with feedback, avatars, narrative 
components, challenges, and progress bars to enhance engagement and learning outcomes. 
Gamified e-learning platforms were the most common form of implementation, followed by 
serious games, mobile applications, and generic HR dashboards. Most studies (85.4%) targeted 
existing employees, while only 7.3% focused on recruitment, indicating a significant 
opportunity for broader application in this area. As a key contribution, this study proposes a 
three-dimensional taxonomy of gamification in HR systems, categorized by platform type, 
game element depth, and user segmentation. This taxonomy provides a structured framework 
for aligning gamification strategies with organizational objectives and user profiles. The review 
also identifies an emerging shift toward personalized and narrative-driven gamification 
designs, moving beyond conventional PBL-focused approaches. 
 
Keywords: Digital Learning, Employee Motivation, Game Mechanics, Human Resource 
Development, Systematic Review. 

 
 

INTRODUCTION 
Recruitment and employee training are two core functions of human resource 

management that directly influence organizational performance and competitiveness. Effective 
recruitment ensures the acquisition of candidates with the right competencies, while structured 
training supports continuous skill development and long-term employee engagement (Obaid et 
al., 2020). The integration of these functions contributes to improving productivity, efficiency, 
and retention rates in an increasingly digitalized workplace (Kapp et al., 2020). However, 
traditional methods such as classroom-based training, written tests, and structured interviews 
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often fail to provide engaging learning experiences or meaningful recruitment interactions. 
These approaches tend to result in low participation rates, limited engagement, and higher 
operational costs (Iacono et al., 2020). In recruitment contexts, the absence of interactive 
assessment methods can also reduce candidate enthusiasm and may not accurately measure 
essential competencies (Leutner et al., 2023). 

Gamification, defined as the application of game elements in non-game contexts, offers 
a promising alternative to address these challenges (Bitrián et al., 2023). Empirical studies have 
shown that incorporating elements such as points, badges, leaderboards (PBL), feedback, and 
narratives can improve user motivation, task completion rates, and overall satisfaction (Silic et 
al., 2020). For instance, a year-long implementation of gamified training in the retail sector 
increased employee login frequency by nearly 50% and improved voluntary training 
participation and quiz accuracy (Kapp et al., 2020). In recruitment, large-scale trials of game-
based assessments have reported higher predictive validity and candidate satisfaction compared 
to traditional selection methods (Leutner et al., 2023). Despite these benefits, the application 
of gamification in recruitment remains limited compared to its adoption in training (Bitrián et 
al., 2023). Most existing studies focus on enhancing internal workforce capabilities rather than 
improving candidate selection processes. This imbalance suggests an opportunity for deeper 
exploration into the design, implementation, and evaluation of gamification in both domains. 

Based on this context, the present study conducts a Systematic Literature Review (SLR) 
of peer-reviewed articles published between 2020 and 2025. Using the PRISMA method and a 
literature management tool for automated filtering and thematic grouping, the review identifies 
research trends, common game elements, implementation types, target user groups, and the 
comparative focus between recruitment and training. The results not only map the current state 
of gamification in human resource systems but also propose a three dimensional taxonomy 
structured by platform type, game element depth, and user segmentation that aligns 
gamification strategies with organizational objectives and user needs. 
 
METHOD 

The methodology of this study followed the Systematic Literature Review (SLR) 
approach with the Preferred Reporting Items for Systematic Reviews and Meta-Analyses 
(PRISMA) guidelines (Fadillah A. R., 2024). The Watase Uake tool was utilized to identify 
and manage articles indexed in the Scopus database (Q1–Q4), providing automated filtering 
and thematic grouping relevant to gamification in recruitment and training. Watase Uake was 
selected due to its proven efficiency in systematic review workflows  (Fadlillah et al., 2024). 
The process of article identification, selection and inclusion is depicted in the PRISMA 
diagram shown in Figure 1. 

 

 
Figure 1. Literature Review Methodology 

 
Determination of Research Questions and Objectives 

The first step in conducting this SLR was the formulation of research questions (RQs) to 
ensure that the literature search and data analysis process was purposeful and relevant. Five 
questions were formulated in this research to address the main aspects of the gamification 
phenomenon in recruitment and training processes presented in Table 1. The objectives of each 
question were aligned to provide an in-depth mapping of the trends, design and impact of 
gamification in the field of human resources. 
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Table 1. Research Question 
Qs Question Objective 

RQ1 How will gamification research trends in 
recruitment and job training evolve from 
2020-2025? 

Identify the annual growth and publication patterns in 
gamification studies for recruitment and job training. 

RQ2 What are the most common game elements 
used to motivate job candidates in 
gamification solutions? 

Classify the most frequently used game elements in 
the context of training and recruitment. 

RQ3 How are game elements implemented in 
gamification applications for job recruitment 
and training? 

Analyze the forms of gamification implementation, 
including platform types. 

RQ4 Who are the target users focused on in 
studies of gamification for recruitment and 
job training? 

Identify the user groups to focus on, such as new 
employees, permanent company employees, or 
general audiences. 

RQ5 How many studies focus on job training 
compared to job recruitment in the 
application of gamification? 

Comparing the proportion of studies that look at 
training and those that look at recruitment, and 
revealing trends in focus. 

 
Literature Search and Selection Strategy 

The initial analysis with Watase Uake yielded five main keywords that reflect the 
technical and functional dimensions of gamification in human resource management, 
particularly in the context of employee recruitment and training. Details of the keywords and 
the number of articles found are presented in Table 2. 

 
Table 2. Article search keywords with Watase Uake Software 

No Keyword Quantity (Watase Uake) 
1 Gamification Recruitment 82 articles 
2 Gamification Employee Training 67 articles 
3 Gamification Human Resource Development 80 articles 
4 Gamification Workplace Learning 44 articles 
5 Gamification Employee Engagement 95 articles 
 Total 368 articles 

 
Next, the articles collected through the initial identification process were screened based 

on inclusion and exclusion criteria to ensure that only relevant and high-quality articles were 
analyzed further. This process included screening based on publication type, year of 
publication, journal indexing, language of writing, and topic relevance to the research focus. 
The inclusion and exclusion criteria are presented in Table 3. 

 
Table 3. Sorting Inclusion and Exclusion Criteria 

Inclusion Criteria Exclusion Criteria 
Peer-reviewed journal articles Book chapters, proceedings, editorial notes, and review 

articles 
Articles published between 2020–2025 Articles published before 2020 
Articles indexed in Scopus (Q1–Q4) Articles not indexed in Scopus Q1–Q4 
Studies discussing gamification in the context 
of job training or employee recruitment 

Studies not focusing on gamification, or not in the context of 
recruitment or training 

Articles written in English or Bahasa Indonesia Articles written in other languages 
 
The search procedure yielded 368 initial articles. The first stage, the identification 

process, eliminated 45 duplicate articles, 76 articles marked as irrelevant by the automated 
system, and 20 articles that did not meet the publication quality criteria (non-Q1–Q4), as well 
as one article that did not have an abstract. After the initial screening, 226 articles were screened 
based on abstracts and titles, which were then further selected to produce 143 articles included 
in the retrieval stage. Of these, 102 articles could not be retrieved in full text, and 83 articles 
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were excluded for failing to meet content criteria. Finally, 41 articles were classified as suitable 
for comprehensive review and used as the basis for analysis in this study. The entire process is 
illustrated in the flowchart shown in Figure 2. 

 

 
Figure 2. PRISMA Flowchart 

 
Data Extraction 

The data extraction was carried out systematically by collecting key information from 
each selected article, including publication year, authorship, journal, and research method. Key 
variables such as gamification implementation, game elements used, and user targets were 
identified. The data were then categorized according to the five research questions (RQ1–RQ5) 
to enable structured synthesis and inform the development of a taxonomic model for gamified 
HR systems. 

 
Data Analysis and Synthesis of Findings 

The extracted data were analyzed based on RQ1 to RQ5. RQ1 explored temporal trends 
by grouping articles by publication year. RQ2 analyzed the frequency of game elements used. 
RQ3 synthesized the context and issues addressed in implementations. RQ4 identified target 
user profiles, and RQ5 compared the focus on training versus recruitment. The findings were 
presented through tables and graphs to provide a comprehensive understanding of gamification 
adoption and impact in HR development. 
 
RESULT AND DISCUSSION 

This section presents the synthesis and analysis of the systematically reviewed articles, 
along with a summary of the key findings. The results are organized according to the predefined 
research questions, supported by descriptive statistics, visual representations, and thematic 
insights derived from the reviewed studies. 
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Result 
A total of 13 articles were published in 2020, followed by 3 in 2021, 8 in 2022, 6 in 2023, 

9 in 2024, and 2 in 2025. All included articles were analyzed and their data extracted to support 
the synthesis of this study's findings, as shown in Figure 3. 

 

 
Figure 3. Distribution of articles by year 

The United States contributed 10 articles, followed by Germany with 7, India and Italy 
with 5 each, and Pakistan and Sweden with 3 each. This distribution suggests that gamification 
in recruitment and job training has gained significant global attention, particularly in North 
America and Europe, as shown in Figure 4. 

 

 
Figure 4. Distribution of articles by country 

 
Points were the most frequently used game element (25 articles), followed by Badges 

and Leaderboards (24 articles each). These results indicate that classical PBL elements remain 
the core of gamification design, supported by other elements that enhance engagement and 
provide real-time feedback, as shown in Figure 5. 

 
Figure 5. Various implementations of game elements in articles 
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The majority of studies 26.8% implemented gamification through E-learning Systems, 
followed by Generic Implementations 24.4% and Serious Games or Simulations 14.6%, 
indicating a strong preference for structured digital training approaches. In terms of user focus, 
85.4% of the articles targeted existing employees, while only 7.3% addressed new employees 
and another 7.3% addressed the general public, highlighting the dominance of internal training 
applications. Regarding research orientation, 65.9% of the studies focused on job training, 
26.8% had a general scope, and only 7.3% specifically addressed recruitment, as shown in 
Figure 6. 

 

 
Figure 6. Gamification implementation types, target audiences, and research focus areas 

 
The most common forms of gamification implementation are Gamified E-learning 

Systems with 11 studies, Generic Implementation with 10 studies, and Serious Games or 
Simulations with 6 studies. These findings highlight gamified e-learning as the primary choice 
for digital training development in the workplace, as shown in Table 4. 

 
Table 4. Type of gamification implementation 

Type General Job Recruitment Job Training Count 
Gamified E-learning 
System 

  
(Eger et al., 2024), (Capatina 
et al., 2024). (Chen et al., 
2023), (Bitrián et al., 2023), 
(Palmquist, 2023b), (Hamza 
& Tóvölgyi, 2023), 
(Romero-Gazquez et al., 
2022), (Kulkarni et al., 
2022), (Kapp et al., 2020), 
(Obaid et al., 2020), 
(Vanduhe et al., 2020) 

11 

Gamified Interface 
(UI/UX) 

(Putranti et al., 2024), 
(Suh et al., 2022), (Silic 
et al., 2020) 

 
(Lithoxoidou et al., 2020), 
(Passalacqua et al., 2020) 

5 

Gamified Mobile 
Application 

  
(Palmquist, 2023a), (Benitez 
et al., 2022) 

2 

Gamified Quiz / 
Assessment 

 
(Magdalenić & Luić, 
2025), (Leutner et al., 
2023), (Gkorezis et 
al., 2021) 

(Friess, 2025) 4 

Generic 
Implementation 

(Ribeiro et al., 2024), 
(Sam-Epelle et al., 
2022), (Behl et al., 
2021), (Oxarart & 
Houghton, 2021), 
(Mitchell et al., 2020) 

 
(Magioli Sereno & Ang, 
2024), (Mohanty & 
Christopher B, 2024), 
(Torresan & Hinterhuber, 
2023), (Ruggiu et al., 2022), 
(Fathian et al., 2020) 

10 

Narrative-Based 
Experience 

(Grobbelaar & 
Alsemgeest, 2024) 

 
(Dincelli & Chengalur-
Smith, 2020), (Iacono et al., 
2020) 

3 
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Type General Job Recruitment Job Training Count 
Serious Game / 
Simulation 

(Pirta-Dreimane et al., 
2024), (Noorbehbahani 
& Salehi, 2021) 

 
(Haj-Bolouri et al., 2024), 
(Polyanska et al., 2022), 
(Vigoroso et al., 2021), (Van 
der Heijden et al., 2020) 

6 

 
The most commonly used methods were experiments and surveys with 12 studies each, 

followed by systematic reviews with 8 studies and case studies with 7 studies. Most studies 
employed a quantitative approach, followed by qualitative and mixed methods, indicating a 
predominant focus on empirically measuring the impact of gamification, as shown in Table 5. 

 
Table 5. Distribution of research methods used in articles 

Research Method Mixed Methods Qualitative Quantitative Count 
Case Study (Haj-Bolouri et al., 

2024), (Pirta-
Dreimane et al., 
2024), (Hamza & 
Tóvölgyi, 2023) 

(Ribeiro et al., 2024), 
(Van der Heijden et 
al., 2020), (Iacono et 
al., 2020) 

(Polyanska et al., 2022) 7 

Ethnography 
 

(Palmquist, 2023a) 
 

1 
Experiment 

  
(Friess, 2025), (Eger et al., 
2024), (Leutner et al., 2023), 
(Chen et al., 2023), (Kapp et 
al., 2020), (Noorbehbahani & 
Salehi, 2021), (Lithoxoidou 
et al., 2020), (Silic et al., 
2020), (Vanduhe et al., 
2020), (Passalacqua et al., 
2020), (Dincelli & 
Chengalur-Smith, 2020), 
(Gkorezis et al., 2021) 

12 

Interviews 
 

(Magdalenić & Luić, 
2025) 

 
1 

Survey (Palmquist, 
2023b), (Fathian et 
al., 2020) 

 
(Putranti et al., 2024), 
(Magioli Sereno & Ang, 
2024), (Capatina et al., 
2024), (Bitrián et al., 2023), 
(Kulkarni et al., 2022), 
(Romero-Gazquez et al., 
2022), (Suh et al., 2022), 
(Benitez et al., 2022), (Behl 
et al., 2021), (Mitchell et al., 
2020) 

12 

Systematic Review (Mohanty & 
Christopher B, 
2024) 

(Grobbelaar & 
Alsemgeest, 2024), 
(Torresan & 
Hinterhuber, 2023), 
(Sam-Epelle et al., 
2022), (Ruggiu et al., 
2022), (Oxarart & 
Houghton, 2021), 
(Vigoroso et al., 
2021), (Obaid et al., 
2020) 

 
8 
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Discussions 
Research Trends in Gamification for Recruitment and Training (RQ1) 

The analysis of publication trends from 2020 to 2025 shows a consistent increase in 
scholarly attention toward gamification in human resource contexts, with notable peaks in 2020 
and 2024. This growth reflects the acceleration of digital transformation in HR practices 
triggered by the COVID-19 pandemic, as organizations sought innovative ways to maintain 
workforce engagement in remote and hybrid environments. The dominance of research output 
from the United States and European countries highlights the advantage of mature digital 
infrastructures and greater investment in HR technology innovation. However, this geographic 
concentration signals a gap in cross-cultural research, which is essential to understanding the 
adaptability of gamification strategies in regions with different levels of technological 
readiness.  

 
Game Elements Used (RQ2) 

The predominance of Points, Badges, and Leaderboards (PBL) across studies confirms 
their established role as effective extrinsic motivators in gamification design. The frequent 
integration of feedback systems, challenges, narrative components, avatars, and progress bars 
shows a strategic shift toward incorporating intrinsic motivators. This evolution aligns with 
Self Determination Theory, which emphasizes competence (reinforced through feedback and 
challenges), autonomy (supported by interactive choices), and relatedness (enhanced through 
shared narratives and role-play). By combining PBL with narrative-driven and feedback-rich 
mechanics, designers can sustain engagement over longer periods while fostering deeper 
emotional connections between users and the learning or recruitment process. 
 
Implementation in Applications and Platforms (RQ3) 

Gamified e-learning platforms emerged as the most widely adopted implementation type, 
followed by generic HR dashboards and serious games. The preference for e-learning systems 
can be attributed to their scalability, cost efficiency, and compatibility with existing Learning 
Management Systems. Serious games and simulations, while offering immersive and context-
specific training experiences, are less prevalent due to higher development costs and longer 
implementation timelines. The choice of platform is closely linked to the type of game elements 
used and the measurable outcomes desired, underscoring the importance of aligning technology 
selection with organizational goals and the target audience’s learning preferences. 
 
Target User Profile (RQ4) 

The strong focus on internal employees, representing 85.4% of the reviewed studies, 
suggests that gamification is primarily used for continuous professional development, 
performance improvement, and skills retention. This preference for internal training may stem 
from the lower risk and more controlled implementation environment compared to recruitment 
settings. However, the limited use of gamification in recruitment represents a missed 
opportunity. From a human capital theory perspective, gamifying recruitment can enhance 
employer branding, attract high quality talent, and improve candidate experience, ultimately 
reducing long term training costs. The challenge lies in addressing concerns over fairness, 
psychometric validity, and integration with applicant tracking systems. 
 
Focus of Training and Recruitment Studies (RQ5) 

The finding that 65.9% of studies emphasize training, compared to only 7.3% focusing 
on recruitment, highlights the perception that gamification is more suitable for structured 
learning environments. Recruitment processes often carry higher stakes, requiring rigorous 
assessment validity and compliance with hiring regulations. However, the growing empirical 
support for game based assessments, showing high predictive validity and positive candidate 
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perceptions, suggests untapped potential in this area. By integrating gamification into 
recruitment workflows, organizations can address candidate disengagement, improve the 
quality of hires, and modernize their talent acquisition strategies. 
 
CONCLUSION 

This Systematic Literature Review (SLR) analyzed 41 Scopus-indexed studies published 
between 2020 and 2025 on the application of gamification in recruitment and job training. The 
findings reveal that gamification is predominantly applied to internal employee training, with 
limited adoption in recruitment processes. Points, Badges, and Leaderboards (PBL) remain the 
most widely used game elements, increasingly complemented by feedback systems, 
challenges, narratives, avatars, and progress bars. This evolution reflects a shift toward 
balanced designs that integrate extrinsic and intrinsic motivators, consistent with Self 
Determination Theory and Flow Theory. Gamified e-learning platforms are the most common 
implementation, favored for their scalability, cost efficiency, and integration with existing 
learning management systems. The primary focus on internal employees (85.4%) underscores 
the role of gamification in continuous skills development and performance improvement. 
Recruitment-oriented gamification, although underrepresented, demonstrates strong potential 
to enhance candidate engagement, employer branding, and selection accuracy. 

Methodologically, most studies employ quantitative approaches, particularly 
experiments and surveys, to measure concrete impacts on engagement, performance, and 
satisfaction. The review’s key contribution is a three-dimensional taxonomy organized by 
platform type, game element depth, and user segmentation which provides both a theoretical 
framework for academic research and a practical guide for HR practitioners to design targeted, 
adaptable gamification strategies. This review is limited to Scopus-indexed studies from 2020 
to 2025, which may exclude earlier foundational works and emerging innovations from other 
sources. This limitation is important as it narrows the diversity of perspectives and may affect 
the generalizability of the findings. Future research should address this gap through 
longitudinal studies, cross-cultural comparisons, and the integration of adaptive technologies 
such as AI-driven personalization and real-time analytics to enhance the scalability, contextual 
relevance, and effectiveness of gamification in both recruitment and training. 
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