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PREFACE 

 
 The transformative impact of Information Technology (IT), Artificial Intelligence 

(AI), and Information and Communication Technologies (ICT) has reshaped the 

dynamics of organizational management in the 21st century. These technological 

forces are not merely tools of efficiency but have evolved into core drivers of 

strategic innovation, decision-making, and value creation across sectors. The 

edited book at hand brings together a rich collection of scholarly perspectives that 

explore the multidimensional role of IT and AI in reshaping management sciences, 

with a focus on theory, practice, and future directions. 

 The book presents a collection of nine peer-reviewed chapters, each offering 

unique insights into how AI and ICT are revolutionizing traditional practices in 

business management, financial decision-making, inclusive entrepreneurship, 

mobile banking, digital media, and education. From exploring gamification 

strategies in employee motivation to analyzing AI’s role in reshaping banking 

systems in regional contexts. 

 First Chapter explores the fundamental differences between human 

intelligence and artificial intelligence (AI) by drawing from history, philosophy, 

linguistics, and cinema. It traces the evolution of human intelligence from 

prehistoric survival strategies to agricultural civilizations, highlighting the role of 

imagination, embodiment, and critical thinking. The article contrasts this with the 

disembodied and programmable nature of AI. Through metaphorical and 

analytical depth, the article presents a compelling case for the continued 

relevance of human intelligence in an AI-dominated world. 

 The second Chapter examines how artificial intelligence (AI), integrated with 

information and communication technology (ICT), is revolutionizing business 

operations and decision-making. It introduces a four-pillar strategic framework. It 

also highlights practical applications of AI in areas like automation, analytics, 

customer engagement, and ethical governance. It further distinguishes semi-

autonomous AI agents from traditional robotic process automation (RPA). The 

study emphasizes that structured AI adoption can lead to sustainable innovation, 

efficiency, and competitive advantage in modern business environments. 

 The third chapter explores how Universal Design for Learning (UDL), when 

enhanced by Information and Communication Technology (ICT), can transform 

inclusive education for learners with disabilities. It highlights global and Indian 

contexts, emphasizing how tools like sign language videos and assistive 

technologies help address learner diversity. Real-world examples, including policy 

milestones and scientific initiatives in accessible education, are discussed. The 

paper presents the principles of UDL multiple means of representation, 

action/expression, and engagement and demonstrates how ICT supports each. It 

concludes by identifying current gaps, challenges, and research-based 

recommendations for creating accessible, equitable, and effective learning 

environments for all. 



 
 

 
 

 The fourth chapter is empirical research, investigates how artificial intelligence 

(AI) technologies specifically Natural Language Processing (NLP), Machine 

Learning Algorithms (MLA), Robotic Process Automation (RPA), and Blockchain 

Technology (BCT) impact financial decision-making in the banking sector. The 

study underscores the potential of AI to improve decision quality, speed, and 

operational efficiency, offering practical implications for regional banks, 

policymakers, and technology leaders.  

 The fifth chapter is comprehensive academic research. This study examines 

how advancements in information technology, particularly mobile banking 

platforms, contribute to enhancing financial inclusion in underserved areas. The 

integration of mobile banking as an ICT innovation demonstrates the 

transformative power of digital tools in bridging financial gaps, especially in rural 

and semi-urban regions. The study emphasizes the need for continued investment 

in IT infrastructure and user education to support inclusive and equitable 

financial ecosystems. 

 The sixth chapter highlights the role of information technology (IT) and digital 

tools in promoting inclusive women entrepreneurship in Sri Lanka's Northern 

Province, a region recovering from prolonged conflict. It explores how digital 

platforms such as e-commerce, mobile banking, and social media are helping 

women entrepreneurs overcome traditional barriers like limited mobility, market 

access, and financial exclusion. The study also discusses key IT-enabled 

opportunities for skill development and visibility, while acknowledging challenges 

like the digital divide, infrastructure gaps, and socio-cultural resistance. 

 The seventh chapter is a comprehensive research study exploring how women-

led micro, small, and medium enterprises (WMSMEs) in Sri Lanka are leveraging 

social media as transformative digital tools in their entrepreneurial journeys. It 

emphasizes the pivotal role of ICT tools and social media analytics in shaping 

digital marketing strategies, customer communication, and business decision-

making. The study also sheds light on digital challenges like poor infrastructure 

and low digital literacy, underscoring the need for gender-sensitive digital literacy 

programs and infrastructure development to enhance digital inclusion. The study 

significantly contributes to understanding how information technology fosters 

inclusive entrepreneurship and empowers women in developing regions. 

 The eighth chapter highlights the growing influence of information technology 

(IT) in transforming workplace learning and employee engagement through 

gamification. By embedding game-like elements such as points, badges, 

challenges, and leaderboards into digital training platforms, organizations can 

make learning more interactive, motivating, and effective. IT enables real-time 

feedback, personalized learning experiences, and measurable progress tracking, 

all of which contribute to enhanced employee motivation and performance. As 

businesses increasingly adopt digital tools for workforce development, 

gamification emerges as a powerful IT-driven strategy to align organizational goals 

with employee satisfaction and continuous learning in a tech-enabled 

environment.  



 
 

 
 

 The nineth chapter explores the rise of automated journalism, often referred to 

as “news without humans,” through the philosophical lens of Deleuze and 

Guattari’s machinic theory. It discusses how artificial intelligence (AI) and 

algorithmic systems are transforming traditional newsrooms into technological 

assemblages, where information is produced not by human journalists alone but 

through complex interactions between data, software, and networked 

infrastructures. Drawing on concepts like deterritorialization, desiring-production, 

and rhizomatic communication, the study positions AI-driven journalism as a 

posthuman cultural shift within the larger domain of digital capitalism. The paper 

critically reflects on the ethical, cognitive, and socio-political implications of this 

transition, emphasizing that automated media is not merely a technical 

advancement, but a profound restructuring of meaning, authorship, and human-

machine collaboration in the digital information ecosystem. 

 I hope this volume will serve as a valuable resource for academics, business 

leaders, and students who are interested in understanding how digital 

technologies can be strategically leveraged for sustainable and inclusive 

development. I extend my heartfelt gratitude to all the researchers and 

contributors who authored the chapters in this edited book. I also wish to express 

my sincere appreciation to the esteemed reviewers from various countries who 

generously contributed their time and expertise to this book. Their dedication, 

intellectual rigor, and insightful analyses have been instrumental in shaping the 

quality and depth of this book. 

 
Dr. Janani Thevananth 
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Abstract 

 Employee motivation is a critical driver of organizational performance, learning 

effectiveness, and long-term competitiveness. In recent years, gamification has gained 

prominence as a strategic approach to enhancing motivation by integrating game design 

elements into non-game contexts, particularly within employee learning and training 

environments. Adopting a conceptual and narrative literature review approach, this chapter 

synthesizes theoretical and empirical research from information systems, organizational 

behaviour, human resource development, and service management to examine how 

gamification influences intrinsic motivation. Grounded in Self-Determination Theory, the 

chapter critically analyses how gamification artifacts, such as points, badges, leaderboards, 

challenges, feedback, and narratives, support or hinder the satisfaction of employees’ 

psychological needs for autonomy, competence, and relatedness. 

 Drawing on cross-sector empirical evidence, the chapter provides a comparative analysis 

of gamification outcomes across knowledge-intensive industries, professional services, 

hospitality and tourism, education, and healthcare. While findings indicate that well-designed 

gamification can enhance engagement, enjoyment, and learning persistence, the review also 

highlights potential risks, including over-reliance on extrinsic rewards, excessive competition, 

and superficial participation. Based on these insights, the chapter proposes theory-informed 

design strategies for implementing gamification as a sustainable motivational support system 

rather than a performance control mechanism. The chapter concludes by outlining future 

research directions, emphasizing the need for longitudinal, cross-cultural, and ethically 
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informed studies to advance understanding of gamification’s long-term impact on employee 

motivation and learning. 

Keywords: Gamification; Employee Motivation; Intrinsic Motivation; Learning and Training; 

Self-Determination Theory; Digital Learning Platforms; Employee Engagement 

  

Introduction 

 Employee motivation is widely recognized as a critical determinant of 

organizational performance, innovation, and long-term sustainability. Motivation 

refers to the internal and external forces that energize, direct, and sustain employee 

behaviour toward achieving individual and organizational goals (Colquitt, et al., 

2015). Broadly, motivation is categorized into intrinsic and extrinsic forms. Intrinsic 

motivation arises from inherent interest, enjoyment, or personal satisfaction 

derived from an activity, whereas extrinsic motivation is driven by external rewards 

such as monetary incentives, promotions, or recognition (Ryan & Deci, 2020). 

 Among these, intrinsic motivation is particularly valuable in organizational 

contexts, as it is strongly associated with creativity, persistence, learning, and job 

satisfaction (Sailer et al., 2017; Xi & Hamari, 2019). Intrinsically motivated 

employees tend to engage deeply with their work, proactively seek skill 

development, and sustain performance even in the absence of external rewards. 

Consequently, organizations increasingly seek innovative approaches to cultivate 

intrinsic motivation, especially in learning and training environments. 

 In recent years, gamification, the application of game design elements in non-

game contexts, has emerged as a prominent strategy to enhance employee 

motivation and engagement (Koivisto & Hamari, 2019; Pasca et al., 2021). By 

integrating elements such as points, badges, leaderboards, challenges, and 

feedback into workplace learning systems, gamification aims to satisfy employees’ 

psychological needs for autonomy, competence, and relatedness, as proposed by 

Self-Determination Theory (Ryan & Deci, 2000; Sailer et al., 2017). 

 Gamification has been widely applied across domains such as education 

(Haruna et al., 2021), workplaces (Garbaya et al., 2019), healthcare (Ouyang et al., 

2022), sports (Bitrián et al., 2020), and crowdsourcing platforms (Feng et al., 2018), 

demonstrating its potential to enhance engagement, participation, and learning 

outcomes (Wesseloh et al., 2021). In organizational learning and training, 

gamification is increasingly delivered through digital platforms and mobile devices, 

enabling continuous, flexible, and scalable employee development (Pasca et al., 

2021). 

 Despite its growing popularity, gamification remains a contested practice. While 

proponents argue that gamification can transform employee engagement, learning 

effectiveness, and innovation (Friedrich et al., 2020; Pasca et al., 2021), critics 

caution that poorly designed gamification initiatives may undermine intrinsic 

motivation, promote superficial engagement, or intensify unhealthy competition 

(Hanus & Fox, 2015; de-Marcos et al., 2014). Therefore, this chapter critically 

examines whether gamification serves as a strategic enabler or a potential threat to 

intrinsic motivation in employee learning and training, and proposes evidence-

based strategies for its effective implementation. 
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Methodology 

 This chapter adopts a conceptual and narrative literature review approach to 

examine the role of gamification in enhancing intrinsic motivation within employee 

learning and training contexts. Rather than conducting a systematic meta-analysis, 

the review synthesizes theoretical perspectives and empirical findings from 

interdisciplinary research streams, including information systems, organizational 

behavior, human resource development, education, and service management. 

 Peer-reviewed journal articles, scholarly books, and high-impact conference 

proceedings published primarily between 2010 and 2025 were sourced from 

established academic databases such as Scopus, Web of Science, Google Scholar, 

and IEEE Xplore. Key search terms included gamification, employee motivation, 

intrinsic motivation, learning and training, digital learning platforms, and Self-

Determination Theory. Seminal works were included to provide theoretical 

grounding, while recent empirical studies were emphasized to capture 

contemporary developments and sectoral applications. 

The reviewed literature was analysed thematically, focusing on: 

(a) foundational definitions and principles of gamification, 

(b) the motivational mechanisms underlying gamified systems, 

(c) empirical evidence on positive and negative outcomes across sectors, and 

(d) strategic design principles for sustainable implementation. 

 By integrating theory-driven insights with empirical evidence, this review 

provides a balanced and critical understanding of how gamification functions as 

both an opportunity and a potential risk in organizational learning and training. 

 

Literature Review 

Foundations of Gamification 

 The growing pervasiveness of digital gaming has influenced organizational 

thinking about motivation and engagement. Contemporary evidence indicates that 

digital gaming is a mainstream activity, with individuals spending substantial time 

engaging in game-based digital experiences (Kemp, 2021). Advances in mobile 

technologies and pervasive computing have further enabled the integration of game-

like experiences into everyday professional contexts (Koivisto & Hamari, 2019). 

 Gamification is commonly defined as the use of game design elements and game-

thinking principles in non-game contexts to influence user behaviour and 

motivation (Deterding et al., 2011; Mazarakis & Bräuer, 2022). Prior research 

emphasizes that gamification is not about creating full-fledged games, but rather 

about embedding specific design elements, referred to as gamification artifacts, to 

shape user experiences and outcomes (Mauroner, 2019). 

 Interest in gamification has grown substantially over the past decade among 

both academics and practitioners (Pasca et al., 2021). The global gamification 

market reflects this trend, with rapid growth driven by applications in human 

resource management, learning and development, and knowledge management 

(Market Research Community, 2022). Within information systems research, 
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gamification is regarded as a significant innovation capable of influencing 

motivation, behaviour, skill development, and knowledge sharing (Veltsos, 2017).  

 From a technology adoption perspective, several studies highlight the role of 

gamification artifacts in shaping users’ intentions to adopt and continue using 

gamified systems. For instance, Baptista and Oliveira (2017) demonstrate that 

gamification dynamics enhance technology acceptance by increasing enjoyment 

and engagement. Similarly, Hamari and Koivisto (2015a, 2015b) show that hedonic 

beliefs, reciprocity, and social appreciation significantly influence continued 

participation in gamified platforms. Recent research further confirms that 

performance expectancy, effort expectancy, social influence, and facilitating 

conditions significantly impact behavioural intention to adopt and use gamified web 

tools, indicating that users are more likely to embrace gamification technologies 

when they perceive them as easy to use, useful, and socially supported (Bayrak & 

Liman-Kaban, 2024). Moreover, studies on post-adoption behaviours reveal that 

motivation and task complexity can significantly influence users’ continued use of 

gamified learning systems beyond initial adoption, underscoring the importance of 

balancing game-like features with core learning tasks to sustain long-term 

engagement (Li et al., 2025). 

 

Gamification Artifacts and Intrinsic Motivation in Learning and Training 

 Gamification artifacts constitute the core design elements through which 

gamified systems influence employee behaviour. Unlike traditional reward systems 

that primarily target extrinsic motivation, gamification artifacts are designed to 

stimulate intrinsic motivation by enhancing psychological need satisfaction 

(Hamari et al., 2015; Morschheuser et al., 2017). 

 Commonly used artifacts include points, badges, leaderboards, progress bars, 

missions, and feedback mechanisms. These elements collectively shape game 

dynamics such as achievement, competition, persistence, and clarity, thereby 

creating engaging learning experiences (Lyons, 2022). When effectively integrated 

into training platforms, these artifacts provide employees with continuous 

feedback, visible progress, and opportunities for mastery. 

 Empirical studies consistently demonstrate that gamification artifacts positively 

influence intrinsic motivational factors such as self-efficacy, playfulness, and 

enjoyment (Sailer et al., 2017; Feng et al., 2018). For example, point systems and 

progress indicators help employees visualize their learning advancement, 

reinforcing perceptions of competence and encouraging sustained engagement (Xi 

& Hamari, 2019). Similarly, badges and levels serve as symbolic representations of 

achievement, enhancing feelings of mastery and recognition. Drawing on Self-

Determination Theory, gamification enhances intrinsic motivation by satisfying 

three core psychological needs: 

 Autonomy, by offering choice and flexibility in task completion (Deterding et 

al., 2011); 

 Competence, through structured challenges, feedback, and progression 

systems (Hamari et al., 2014); 
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 Relatedness, by fostering social interaction, collaboration, and shared 

achievement via leaderboards and team challenges (Sailer et al., 2017). 

 Recent studies confirm that well-designed gamification increases enjoyment, 

engagement, and voluntary participation in learning activities, particularly when 

aligned with meaningful goals and skill development (Xi & Hamari, 2019; Wesseloh 

et al., 2021). 

 
When Gamification Undermines Intrinsic Motivation 

 Despite its benefits, gamification may also produce unintended negative 

consequences. Research cautions that excessive reliance on extrinsic rewards can 

shift employees’ focus from task enjoyment to reward accumulation, thereby 

undermining intrinsic motivation (Hanus & Fox, 2015; Liu & Wang, 2019). This 

phenomenon aligns with earlier findings that controlling rewards can weaken 

autonomy and intrinsic interest (Deci et al., 1999). 

 Furthermore, gamification systems that overemphasize competition may create 

stress, social comparison, and resentment, particularly among lower-ranked 

employees (Massung et al., 2013; Preist et al., 2014). Such environments may 

discourage collaboration and reduce learning-oriented behaviours. Additionally, 

gamification artifacts perceived as irrelevant or disconnected from meaningful work 

outcomes are unlikely to sustain motivation (Andrade et al., 2016). These findings 

highlight that gamification is not inherently motivating; rather, its effectiveness 

depends on thoughtful design that prioritizes psychological need satisfaction over 

superficial engagement. 

 

Strategies for Enhancing Intrinsic Motivation through Gamification 

 To harness the motivational potential of gamification in employee learning and 

training, organizations should adopt the following strategies: 

1. Design meaningful goals and challenges aligned with employees’ professional 

growth and organizational objectives (Ryan & Deci, 2020). 

2. Enhance autonomy by allowing employees to customize learning paths, 

challenges, and avatars (Pink, 2009). 

3. Support competence through instant feedback, visible progress, and mastery-

oriented recognition (Sailer et al., 2017). 

4. Foster relatedness via team-based challenges and collaborative leaderboards 

(Hamari et al., 2014). 

5. Use storytelling and narratives to create immersive and memorable learning 

experiences (Ginting et al., 2024; Reeves & Read, 2009). 

6. Maintain flow by balancing task difficulty with skill progression (Lu et al., 2025; 

Csikszentmihalyi, 1990). 

7. Avoid over-reliance on extrinsic rewards, ensuring that incentives reinforce 

learning and mastery rather than mere performance (Bardach & Murayama, 

2025; Makki & Abid, 2017; Deci et al., 1999). 
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Real-World Applications in Organizational Learning: A Comparative 

Perspective 

 Empirical applications of gamification in organizational learning demonstrate 

varying outcomes across sectors, highlighting the importance of contextual and 

design-sensitive implementation. While gamification is widely associated with 

increased engagement and participation, its motivational effectiveness differs 

depending on industry characteristics, task complexity, and workforce profiles. 

 In knowledge-intensive and professional service sectors, such as information 

technology and consulting, gamification has been shown to support continuous 

learning and knowledge sharing. For instance, SAP’s Community (2025) platforms 

leverage points, badges, and reputation systems to encourage voluntary 

participation and peer learning, reinforcing employees’ sense of competence and 

relatedness (Werbach & Hunter, 2012). Similarly, Deloitte’s Leadership Academy 

integrates gamified learning paths and progress tracking to sustain executive 

engagement, particularly in self-paced leadership development contexts (Deloitte, 

2012). These environments benefit from gamification designs that emphasize 

mastery, autonomy, and long-term skill development rather than short-term 

competition. 

 In contrast, service-oriented sectors such as hospitality and tourism often 

prioritize operational efficiency, service quality, and frontline employee 

performance. Platforms like Lobster Ink (2024) employ microlearning modules 

combined with immediate feedback and progression systems to motivate frontline 

employees (Pasca et al., 2021). Empirical evidence suggests that gamification in 

these contexts is most effective when it focuses on task relevance and practical skill 

acquisition, as excessive competition may negatively affect teamwork and service 

consistency. 

 Comparatively, studies in education and healthcare reveal mixed outcomes. 

While gamification enhances engagement and participation, overemphasis on 

extrinsic rewards has been associated with reduced intrinsic motivation over time, 

particularly in high-pressure or compliance-driven environments (Hanus & Fox, 

2015; Ouyang et al., 2022). These findings underscore that gamification outcomes 

are not universally positive and depend heavily on alignment between game 

mechanics, user needs, and organizational goals. 

 Overall, cross-sector evidence suggests that gamification is most effective when 

designed as a motivational support system rather than a performance control 

mechanism, reinforcing intrinsic motivation through meaningful challenges, 

autonomy, and social connectedness. 

Conclusion 

 Gamification represents a powerful yet context-sensitive strategy for enhancing 

intrinsic motivation in employee learning and training. Grounded in Self-

Determination Theory, this chapter demonstrates that gamification can foster 

autonomy, competence, and relatedness when thoughtfully designed and 

strategically aligned with organizational objectives. However, empirical evidence 
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across sectors cautions against simplistic or reward-driven implementations that 

risk undermining intrinsic motivation and long-term engagement. 

 By adopting theory-informed design principles, critically evaluating sector-

specific outcomes, and addressing emerging ethical and research challenges, 

organizations can move beyond novelty-driven gamification toward sustainable 

motivational systems that support continuous learning, capability development, 

and organizational resilienc 

 

Future Research Implications 

 Despite the growing body of literature on gamification in learning and training, 

several important research gaps remain. First, future studies should move beyond 

short-term engagement metrics and examine the longitudinal effects of gamification 

on intrinsic motivation, skill retention, and employee performance. Long-term 

investigations are particularly needed to understand whether motivational benefits 

persist once novelty effects diminish. 

 Second, more comparative and cross-cultural research is required to explore 

how cultural values, organizational norms, and workforce diversity influence 

responses to gamification. Existing studies are predominantly conducted in 

Western or technologically advanced contexts, limiting the generalizability of 

findings to developing economies and emerging service sectors. 

 Third, future research should examine the interaction effects between specific 

gamification artifacts, for example, leaderboards versus collaborative challenges, 

and individual differences such as personality traits, career stage, and motivational 

orientation. Such work would enable more personalized and adaptive gamification 

designs. 

 Fourth, there is a need for mixed-method and design science research that 

integrates quantitative outcome measures with qualitative insights into employee 

experiences. This approach would deepen understanding of why certain 

gamification designs succeed or fail in practice. 

 Finally, future studies should critically investigate the ethical and managerial 

implications of gamification, including issues related to surveillance, fairness, data 

privacy, and psychological pressure. Addressing these concerns is essential for 

ensuring that gamification remains a sustainable and responsible strategy for 

employee learning and development. 
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