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Abstract
This study has been designed to evaluate the impact of gamified recruitment on team effectiveness in the telecom
sector of Pakistan. The sample of 120 respondents was designed to collect the data. This includes 30 respondents
each from 4 telecom sector organizations of Pakistan. 110 responses returned complete feedback which gave the
response rate of 91.66%. The results reveal that there is a positive impact of the gamified recruitment on team
effectiveness at the telecom sector of Pakistan. As the model fitness is highly appreciated which is 0.850 at alpha
is equals to 0.000 while beta is 92.3%. Similarly, the persuasive, economic, and informative value of gamified
recruitment has been tested on virtual teams’ dimension of team effectiveness of the telecom sector of Pakistan.
The model fitness was found 73% and the values found to be significant and influencing to accept the hypothesis.
Moreover, similar results have also been identified after testing the persuasive, economic, and informative value of
the gamified recruitment to the physical and project teams’ effectiveness at the telecom sector of Pakistan.
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1

Research Background

W

ith the rapid and dynamic change in the working environment, organizations are nowadays
facing even harder competition [1][2]. Digitalization
and globalization have set management to think out of
the box in order to get sustainability and profitability
within the markets [2]. The trends have now further
changed with the inclusion of unexpected variables
like a pandemic in the shape of COVID-19 which the
world is still facing and none of the organization can
yet predict the future of the stability of the working
environment [3]. Considering these facts, this study
has been designed to study the latest trends related
to the working environment to recommend better
opportunities which organizations can cope in time
to meet the needs of the customers and have proper
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sustainability and growth in the global and domestic
markets [1][2].
Researchers have suggested that integrating the
gamification in the working environment can enhance
employees participation at the workplace [2], employees’ engagement[4], and employees’ loyalty with the
organization. There are more than 70% of the global
fortune-500 companies who adopt at least one of the
gamification practices at workplace and nearly 40% of
the fortune-1000 companies adopt gamification practices at their workplace [5]. This makes gamification
one of the most important and prominent factors of the
current trends and the need of today’s organizations
[5][6].
Gamification is defined as management’s practices
of using serious games in a non-gaming context at
the workplace [7]. Serious games in the non-gaming
context are created with the help of modern digital
technologies and the fundamentals of the entertainment and brainstorming exercises [2][7]. Using the
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gamification, organizations convey some work-related
messages and want to encourage employees to gain
motivation by competing for the challenging tasks to
reach both personal and organizational-specific objectives [8]. Some of the global fortune-1000 companies
including Cisco, IKEA, Deloitte, etc. are using gamification as their HR processes including recruitment
process, training and development process, assessment
process, and also in the evaluation process of their HR
functions [9][10]. In Pakistan, the gamification process
is only implemented in the banking and telecom sector.
This is now considered to be the part of the recruitment process [10][11]. Therefore, despite an increase
in the adaptation of gamification practices globally,
it is yet lacking in the human resource management
processes particularly when it comes to the markets of
Pakistan [10][12].
The objective of this study is to investigate the
impact of gamified recruitment on team effectiveness
in the telecom sector of Pakistan. The reason behind
studying telecom sector is because this sector is already using gamified recruitment in their selection and
recruitment process. Therefore, employees of this sector in Pakistan are much familiar with the system and
they opine that the system would be much significant,
relevant, and applicable.
1.1 Research Objectives
The main purpose of this study is to evaluate the impact of the gamified recruitment on Team effectiveness
at the telecom sector of Pakistan The sub-objectives of
the study are stated as follows.
1) To evaluate the impact of persuasive value (by
executing gamified recruitment model) on virtual,
physical and project teams at telecom sector of
Pakistan
2) To evaluate the impact of economic value (by
executing gamified recruitment model) on virtual,
physical and project teams at telecom sector of
Pakistan
3) To evaluate the impact of informative value (by
executing gamified recruitment model) on virtual,
physical and project teams at telecom sector of
Pakistan

2

Literature Review

This study has been designed to collect and study
theoretical and empirical evidence of the link between
gamified recruitment on team effectiveness at the telecom sector of Pakistan. gamified recruitment is an
application of game designed elements based on the
serious games related to the defined objectives to be
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achieved which is used to recruit the best possible pool
of the required workforce [8][9].
The gamified recruitment has been used as a
tool for the performance management while using the
modern digital technology to have a best possible
recruiting pool of the candidates before going for the
selection process [8]. These work-related serious games
are developed to provide a cost-effective organizational
orientation helps to enhance the intrinsic motivation of
the individuals/prospects [10].
Fetzer et. al. [1] have identified gamified recruitment as an element of the job predictor for the incumbents at organizational setup. Gamified recruitment
helps employers to attract the best possible pool of
the candidates to get the best out of that pool [4].
Therefore, researchers opine that having the ‘best
employees’ will lead to the team effectiveness and high
profitability [2][6][13].
Three sub-variables have been taken as a dimension of each gamified recruitment and team effectiveness which is also supported by the Signaling theory
[14]. The three dimensions of gamified recruitment
include persuasive value, economic value, and informative value. According to the Signaling theory, in order
to improve the recruitment process, it is important
for employers to link it with the intrinsic motivation
of the incumbents [14]. Gamified recruitment provides
persuasive, economic, and informative value to both
applicants as well as organization at the same time
[15]. Moreover, these values help an employee to increase their intrinsic motivation, leading to better job
performance and team effectiveness [6][15].
Similar to gamified recruitment, there are three
dimensions of the team effectiveness which are undertaken in this study as components of the team
effectiveness [3]. These components include the virtual
team, physical teams, and project team. These are also
three of the most popular types of teams in a workplace
[3][16]. In this study, the impact of the dimensions of
the gamified recruitment will also be measured to find
their impact on all three popular types of the teams
which include virtual team, physical team, and project
team.
The previous studies have identified a positive link
of the gamified recruitment with learning attitudes
[17], efficiency and effectiveness of the individuals[18]
and teams[4]. Along with that, the serious workrelated gamification has also found to have some positive impact on an educational setup, in particular,
students. It has been identified that gamification has
a positive link with the students’ motivation [12], student’s engagement[15], and student’s performance[19].
This makes it a more significant and attractive factor
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for the working organizations to adopt and execute the
practices at the working environment as well [15][19].
It is evident from the relevant literature that
teamwork helps organizations to increase trust and
accountability within the members of a team[3]. The
teamwork has been identified to influence the gamified recruitment because it enhances the effectiveness
and provides a valuable addition in terms of better
employment[20], shared knowledge, and better skills
of the employees working in a team [21]. Therefore,
the literature supports the elements of the gamified recruitment which has a positive link with the physical,
virtual, and project teams’ effectiveness at a workplace
[5][6][20][21].

3

Research Model

Our research model is depicted in Figure 1.

Fig. 1: Research Model
The research hypothesis are as follows.
• H1:There is a positive impact of the gamified
recruitment on team effectiveness in the telecom
sector of Pakistan
• H2: There is a positive impact of persuasive value
(by executing gamified recruitment model) on virtual, physical and project teams in telecom sector
of Pakistan d recruitment model) on project team
at the telecom sector of Pakistan
• H3: There is a positive impact of economic value
(by executing gamified recruitment model) on the
virtual, physical and project teams at telecom
sector of Pakistan
• H4: There is a positive impact of informative
value (by executing gamified recruitment model)
on the virtual, physical and project teams at
telecom sector of Pakistan

4

Research Methodology

This study has been designed to measure the impact
of gamified recruitment on team effectiveness at the
telecom sector of Pakistan. The study is aimed at
testing the nature (type) of the study which has been
adopted to test the hypothesis in [22]. In this case
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study, the research design is set to be a cross-sectional
or one-shot, because the data is collected in a single
shot from the employees of the telecommunication
sector of Pakistan. The population parameter for this
study is the telecom sector of Pakistan. According
to the PTA’s annual report (2019), there are total 4
functional organizations working in the telecom sector
of the country which include Jazz, Ufone, Zong, and
Telenor[11]. since it is not possible to collect the data
from the total population, therefore, a sample has
been designed which rightly represents the population
parameter of this study. Hence, a sample of 120 respondents was designed to collect the data. This includes
30 respondents from each 4 telecom organizations in
Pakistan. 110 responses returned full feedback which
was considered as the response rate of 91.66% which is
a satisfactory value [23].
The sampling technique for collecting the data in
this case study is a systematic random sampling technique which is one of the types of probability sampling
techniques [24]. The subject data of the sample is
generalized, and the data was taken from every fourth
employee of each company (Zong, Mobilink, Telenor,
and Ufone) as also mentioned in the population parameter [24].
According to [23], when the population is complex
or hard to be calculated, there is a minimum and
maximum range of the sample size which is in the
range of 30-500 [23]. Hence, 120 is considered as the
most sufficient and significant sample size for this
particular study. 30 respondents were considered from
each organization of the telecommunication sector of
Pakistan.
The instruments and the scalewere were adopted
from the previous studies. There was a total of 10 items
adopted to measure the overall scale of the gamified
recruitment which is the independent variable of this
study. Gamified recruitment was composed of three
sub-dimensions including persuasive value (4 items),
economic value (3 items), and informative value (3
items) [25][26]. The scale was modified a bit following
the requirement of this particular study. Similarly, the
dependent variables of the study, the team effectiveness having 7 items, is also adopted which is also
composed of its three dimensions includes virtual team
(3 items), the physical team (2 items), and project
team (2 items)[27]. The data was collected using a selfexplanatory questionnaire designed via Google forms.
The data was later converted into a spreadsheet which
was later exported to SPSS software after some processing. The statistical software SPSS was used to test
the hypothesis of the study. Four tests were applied
including Cronbach’s Alpha (to test the reliability of
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Variable
Gamified
Recruitment
Team
Effectiveness
Total

Dimension
Persuasive
Economic
Informative
Virtual
Physical
Project
—

Cronbach’s
Alpha
.935
.932
.929
.942
.944
.940
.939

#Items
3
3
4
3
2
2
17

TABLE 1: Reliability statistics
the scale), descriptive statistics, bivariate correlation
test, and linear regression analysis test using SPSS
[23].

5

Results & Discussion

The reliability of the scale of this study is measured
by Cronbach’s Alpha test by processing the data into
SPSS (25th version). The general criterion for reliability acceptance (as per Cronbach’s Alpha results) is
needed to be 0.5 (50%) or more if the number of items
is less than or and equal to 10. Moreover, the scale
having items greater and equal to 20 would require to
have at least 0.7 (70%) or higher value [22][23].
Table 1 shows the results of the reliability test. It
shows that items are highly reliable and overall scale
has the reliability score of 93.9% which is strongly
accepted to be considered to collect the responses.
The reliability score of the scale of physical teams is
the highest (94.4%). Whereas, the informative value
part of the gamified recruitment which is based on 4
items has the least Cronbach’s Alpha value which is
92.9%. The score is highly acceptable and reliable to
be considered for the study.
Since there are no general acceptance criteria for
the demographics, therefore, an equal opportunity was
given to the participants as it can be seen out of 110
participants. 56 participants are male and 54 participants of the study are females. Meanwhile, most of
the participants are from the age group of 26 to 40
years of age. This age group is mature enough to make
their own decisions and is most active age group in
the workplace. Furthermore, 49.1% of the samples of
the study have a minimum educational qualification of
at least Masters or 16 years of education. Therefore,
the demographics of the study concludes that the
participants are diverse, completely mature who can
make their own decision, and are well qualified.
To measure the relationship between the variables,
a bivariate correlation test has been applied. The
general criteria of the test are to have a significant
value of alpha which is less than 0.05 and the relationship between the variables must be considerable
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(it is acceptable to have more than 15 or 20) [22]. The
results of the test are being displayed in Table 3.
According to the test results of bivariate correlation analysis as per Table 3, it can be seen that both
the variables, i.e., gamified recruitment and team effectiveness along with their dimensions have significant
alpha values, i.e., less than 0.05 and they are highly
correlated to each other. It can be seen in Table 3
that gamified recruitment and team effectiveness are
correlated with 92.3%t, alpha=0.000. This suggests
that variables are highly correlated to one another in
telecom sector of Pakistan.
Table 4 shows the results of the linear regression
analysis of Model 1. our models have been processed.
It is because 4 dependent variables are undertaken in
this study which include team effectiveness and three
are dimensions of team effectiveness including physical
teams, virtual teams, and project teams.
Model 1, as shown in Table 4, shows that model
fitness is highly appreciated which is 0.850 at alpha=0.000, beta is 92.3%. Thus, the empirical evidence accepts the hypothesis 1 of the study which
claims that there is a positive impact of the gamified recruitment on team effectiveness at the telecom
sector of Pakistan. In model 2, the persuasive, economic, and informative value of gamified recruitment
has been tested on virtual teams’ dimension of team
effectiveness of the telecom sector of Pakistan. The
model fitness is 73% (Adjusted R Square = 0.730) and
the values are significant to support and accept the
hypothesis 2 of this study.
In model 3, given in Table 6, the fitness is 65.1%
(Adjusted R Square = 0.651) and the values are significant to support and accept the hypothesis 3 of this
study. In model 4, given in Table 7, the model fitness
is 58.3% (Adjusted R Square = 0.583) and the values
are significant to support and accept the hypothesis 4
of this study.

6

Conclusion & Recommendations

This study has been performed to evaluate the impact
of gamified recruitment on team effectiveness in the
telecom sector of Pakistan. The sample of 120 respondents was designed to collect the data. This includes 30
respondents each from 4 telecom sector organizations
of Pakistan. 110 responses provided complete feedback
which was considered gave the response rate of 91.66%.
Both theoretical and empirical evidence has suggested
that there is a significant and positive impact of
gamified recruitment on team effectiveness. The subdimensions of both gamified recruitment and team
effectiveness have also been tested. The empirical ev-
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Age (years)

Gender

Education

20-25
26-32
33-40
41 & above
Total
Male
Female
Total
Bachelors
Masters
MS/Ph.D.
Total

Frequency
18
42
42
08
110
56
54
110
40
54
16
110

Percent
16.4
38.2
38.2
7.3
100.0
50.9
49.1
100.0
36.4
49.1
14.5
100.0

Valid Percent
16.4
38.2
38.2
7.3
100.0
50.9
49.1
100.0
36.4
49.1
14.5
100.0
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Cumulative Percent
16.4
54.5
92.7
100.0
50.9
100.0
36.4
85.5
100.0

TABLE 2: Demographics
PV
EV
IV
Pearson Correlation
1
.604** .704**
Persuasive Value
Sig. (2-tailed)
.000
.000
N
110
109
109
Pearson Correlation .604**
1
.712**
Economic Value
Sig. (2-tailed)
.000
.000
N
109
109
109
Pearson Correlation .704** .712**
1
Informative Value
Sig. (2-tailed)
.000
.000
N
109
109
109
Pearson Correlation .748** .718** .805**
Virtual Team
Sig. (2-tailed)
.000
.000
.000
N
109
109
109
Pearson Correlation .585** .724** .775**
Physical Team
Sig. (2-tailed)
.000
.000
.000
N
110
109
109
Pearson Correlation .636** .683** .719**
Project Team
Sig. (2-tailed)
.000
.000
.000
N
110
109
109
Pearson Correlation .864** .854** .932**
Gamified Recruitment
Sig. (2-tailed)
.000
.000
.000
N
109
109
109
Pearson Correlation .759** .806** .876**
Team Effectiveness
Sig. (2-tailed)
.000
.000
.000
N
109
109
109
**. Correlation is significant at the 0.01 level (2-tailed).

VT
.748**
.000
109
.718**
.000
109
.805**
.000
109
1
109
.662**
.000
109
.686**
.000
109
.858**
.000
109
.919**
.000
109

PhT
.585**
.000
110
.724**
.000
109
.775**
.000
109
.662**
.000
109
1
110
.602**
.000
110
.791**
.000
109
.845**
.000
109

PT
.636**
.000
110
.683**
.000
109
.719**
.000
109
.686**
.000
109
.602**
.000
110
1

GR
.864**
.000
109
.854**
.000
109
.932**
.000
109
.858**
.000
109
.791**
.000
109
.769**
.000
109
1

110
.769**
.000
109
.860**
.000
109

TE
.759**
.000
109
.806**
.000
109
.876**
.000
109
.919**
.000
109
.845**
.000
109
.860**
.000
109
.923**
.000
109
1

109
.923**
.000
109

109

TABLE 3: Bivariate correlations analysis
Adjusted R Square = 0.850
Unstandardized Coefficients Standardized Coefficients
Model
B
Std. Error
Beta
(Constant)
.568
1.174
1
Gamified Recruitment .681
.027
.923
a. Dependent Variable: Team Effectiveness

T

Sig.

.484
24.749

.629
.000

TABLE 4: Linear regression analysis (Model 1)
Adjusted R Square = 0.730
Unstandardized Coefficients Standardized Coefficients
Model
B
Std. Error
Beta
(Constant)
.040
.757
Persuasive Value
.312
.072
.312
1
Economic Value
.251
.080
.227
Informative Value .319
.061
.424
a. Dependent Variable: Virtual Team

TABLE 5: Linear regression analysis (Model 2)

T

Sig.

.053
4.340
3.124
5.190

.958
.000
.002
.000
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Adjusted R Square = 0.651
Unstandardized Coefficients Standardized Coefficients
Model
B
Std. Error
Beta
(Constant)
.334
.596
Persuasive Value
.239
.057
.314
1
Economic Value
.266
.063
.348
Informative Value .270
.048
.517
a. Dependent Variable: Physical Team
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T

Sig.

.559
4.165
4.203
5.569

.577
.000
.000
.000

T

Sig.

.300
2.182
3.394
3.577

.765
.031
.001
.001

TABLE 6: Linear regression analysis (Model 3)
Adjusted R Square = 0.583
Unstandardized Coefficients Standardized Coefficients
Model
B
Std. Error
Beta
(Constant)
.203
.675
Persuasive Value
.140
.064
.195
1
Economic Value
.243
.072
.307
Informative Value .196
.055
.363
a. Dependent Variable: Project Team

TABLE 7: Linear regression analysis (Model 3)

idence has suggested that the persuasive value, economic value, and informative value created by the
gamified recruitment have a positive impact on the
effectiveness of all three types of teams (physical,
virtual, and project) in telecom sector of Pakistan.
Therefore, it is highly recommended to the telecom
sector of Pakistan to re-evaluate the recruitment process and try to integrate it to the latest gamified recruitment techniques to gain the persuasive, economic,
and informative values which will further boost to the
team effectiveness in terms to their physical, virtual,
and project teams.
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