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Abstract - This analytical study looks at how
gamification might be used to draw in, keep, and engage
Generation Z (born around 1997-2012) workers in
Coimbatore's I'T/ITeS industries while coordinating these
interventions with organizational and urban sustainability
objectives. Opportunities and competition for entry-level
tech talent are created by Coimbatore's quick
transformation into a tier-2 IT hub. At the same time, Gen
Z brings unique values, such as a preference for digital,
experiential hiring, clear career routes, flexibility, and
environmental and social purpose. This study synthesizes
information on what works, why, and how, drawing on
recent empirical literature on gamified learning and
recruitment, meta-analyses of workplace gamification,
green-IT research, and local-level indicators of
Coimbatore's IT growth. It offers a design framework
transparent ~ metrics, skills-linked
sustainability-linked mechanics (green gamification), and

progression,

purposeful mechanics and converts it into workable
solutions for performance evaluation, learning and
development, hiring, on boarding, and sustainability
engagement. Along with limits and suggestions for
additional empirical validation, the research concludes
with practical advice for Coimbatore's employers,
legislators, and ecosystem participants.

Key Words: Gamification, Generation Z, Talent
Attraction and Retention, Sustainability, IT/ITeS Sector
Etc.

1.INTRODUCTION

As a significant employment and source of export
income, India's information technology and information
technology enabled services (IT/ITeS) sector has become
one of the main drivers of the country's economy. Tier-2
cities have played a bigger role in this economic story
over the past ten years, with Coimbatore emerging as a
hub. With better
infrastructure, lower operating costs, a robust educational

rapidly changing technological

system, and the rise of technology parks and start-ups,
Coimbatore once known mostly for its textile industry has
evolved into a vibrant IT destination. With the help of
proactive state policies, the growth of IT parks like
TIDEL and ELCOT, and an increase in job prospects,
Thirvusoft.com reports that the city's IT exports have
reached important milestones. The demand for early-
career individuals in the IT/ITeS ecosystem is rising as a
result of Coimbatore's establishment as a viable hub for
both product development and service delivery.

In conjunction with this economic shift, a significant
number of members of Generation Z those born between
the late 1990s and the early 2010s are joining the
workforce. This generation values authenticity, growth
opportunity, and purpose-driven work environments
greatly and is naturally digital and adaptable. According
to IT Pro, Gen Z workers typically anticipate open
communication, quick skill growth, adaptability, and
significant involvement from their employers. They are
more attracted to companies that share their values and
provide possibilities for experiential learning, and they
are less inclined to be inspired by conventional reward
schemes. Studies also show that there is a growing
disconnect between Gen Z's preferences and traditional
organizational recruitment and retention strategies.
Maintaining a sustainable talent pipeline in the IT/ITeS
industry, where employee turnover is already a major
challenge, requires an understanding of and response to
this generational shift.

One promising way to narrow this engagement gap is
through gamification. Gamification takes advantage of
intrinsic motivators like achievement, autonomy, and
social recognition by applying game design elements—
including points, badges, leader boards, narratives, and
progression systems—to non-gaming environments.
Well-crafted gamification interventions dramatically
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improve employee engagement, learning results, and
retention levels, according to research published by PMC.
Gamification has been successfully incorporated into HR
procedures for performance management (via reward-
based progress tracking), on boarding (through goal-
based missions), and recruitment (through interactive
tests and simulation-based challenges). However, careful
planning, contextual adaptability, and alignment with
company culture and employee expectations are critical
to the success of such projects.

At the sustainability which includes

environmental, social, and governance (ESG) aspects has

same time,

emerged as a key component of contemporary business
strategy. Energy efficiency, e-waste management, green
procurement, and employee-driven environmental
frequently the main focusses of
sustainability programs for IT companies. Gamification
has two benefits when incorporated into sustainability
practices: it helps businesses reach quantifiable
environmental goals and inspires workers through
interactive engagement. According to Research Gate,
"green gamification,” which links incentives and
recognition to environmentally beneficial behaviors like

activities are

cutting back on energy use, driving more responsibly, and
minimizing waste, establishes a concrete connection
between sustainable corporate citizenship and employee
engagement.

In light of this, the current study investigates how
gamification, Gen Z talent management, and
sustainability connect in Coimbatore's IT/ITeS industry.
It aims to address a key query: How can Coimbatore's
IT/ITeS companies strategically develop and apply
gamification to draw in and keep Gen Z talent while also
promoting sustainability objectives? The study examines
synthesizes
theoretical and empirical literature, and offers a thorough
design framework for gamification-driven talent and

the local industry situation, pertinent

sustainability strategies in order to solve this.

2. Literature Review:

Gen Z at Work: Expectations and Features

Born approximately between 1997 and 2012, Generation
Z is bringing a distinct set of skills to the workplace,
including digital fluency, adaptability, and elevated
expectations for authenticity and career advancement.

"IT Pro. (2023). Understanding Gen Z in the workplace:
Digital natives and evolving expectations.

2 Taylor & Francis Online. (2022). Gamification and self-
determination theory: Motivation through design.

Compared to previous cohorts, they prioritise open
communication, ongoing feedback, and work that is
driven by a purpose, and they show shorter tenure
intentions. Research shows that Gen Z prioritises
diversity, mental health, and ethical alignment with
businesses. When company culture or pay structures don't
meet their expectations, they quickly disconnect and seek
out experiential learning venues for rapid skill
development.! These traits influence organisational
recruiting and retention methods in IT/ITES contexts,
highlighting ecosystems that are rich in interaction and
feedback.
Theoretical Framework and Mechanisms of
Gamification:

Self-Determination Theory (SDT), which emphasises
autonomy, competence, and relatedness, and Operant
Conditioning, which supports reinforcement learning, are
the main sources of inspiration for gamification, which is
the application of game design principles in non-gaming
Progression systems (levels, badges,
instant feedback loops (scoreboards,

environments.
leader boards),
awards), and social interaction tools that foster motivation
and teamwork are all integrated into effective
gamification.” Empirical studies show that when
gamification promotes autonomy and mastery instead
than only offering extrinsic rewards, it increases intrinsic
drive. On the other hand, badly designed systems might
result in less happiness and superficial involvement,
particularly if they are
inauthentic.?
Gamification of Employment and Recruitment:
Gamified hiring and on boarding procedures have
become cutting-edge strategies for luring digital native

seen as manipulative or

applicants, especially Gen Z and Millennials. Research
shows that branded challenges, interactive simulations,
and problem-solving activities not only keep candidates
interested but also provide the impression that the
company is creative and inclusive*. Gamified evaluations,
for instance, enhance predictive validity and fairness by
enabling employers to assess talents using realistic
simulations as opposed to static resumes. But there are
still challenges with accessibility, data privacy, and
scoring algorithm transparency all of which are crucial for
preserving confidence with young applicants who are

3 Deterding, S., Dixon, D., Khaled, R., & Nacke, L. (2011).
From game design elements to gamefulness: Defining
gamification. MindTrek Proceedings, ACM Press.

4 Allied Business Academies. (2021). Gamified recruitment
and the millennial workforce. Innovation in HR practices.
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very conscious about using technology in an ethical
manner.’

Gamification of Performance and Learning:
Gamified modules, particularly micro learning systems,
improve employee engagement and skill retention in
organisational learning contexts. Combining leader
boards, badges, and real-time feedback systems
encourages teamwork as well as competitiveness.
According to research on corporate learning and
development (L&D) systems, gamification improves
performance outcomes when combined with defined
progression pathways and individualised mentorship.
®Long-term motivation and organisational loyalty are
strengthened by recognition systems that tie
accomplishments to material benefits like project
eligibility or promotions factors that are particularly
important for Gen Z retention in IT/ITES companies.

Integration of Green IT and Sustainability:

Corporate strategy now includes sustainability, especially
in the energy-intensive IT/ITES industries. It has been
demonstrated that green IT methods, such as
virtualisation, efficient data centre management, e-waste
reduction, and sustainable procurement, lessen their
negative effects on the environment. New research
investigates how gamification might encourage
sustainable behaviour among workers by rewarding eco-
friendly behaviour and visualising individual
contributions through digital dashboards. These systems
take advantage of identification and social recognition to

encourage group involvement in sustainability projects.’

Synthesis and Gaps:

Few studies combine these areas into a single people
management strategy, despite strong evidence that
gamification is successful in raising engagement and
encouraging the adoption of sustainable practices.
Empirical research is still scarce, especially in tier-2
technology clusters like Coimbatore, where IT/ITES
sectors must strike a balance between rapid digitization
and sustainability objectives. A promising but little-

5 Werbach, K., & Hunter, D. (2015). For the win: How game
thinking can revolutionize your business. Wharton Digital
Press.

6 ScienceDirect. (2022). Gamified learning and employee
performance: Evidence from corporate L&D programs.

7 Hamari, J., Koivisto, J., & Sarsa, H. (2014). Does
gamification work? A literature review of empirical studies on
gamification. Proceedings of the 47th HICSS.

8 Coimbatore IT Association Report. (2023). Sustainability
and talent transformation in Coimbatore’s IT/ITES sector.

studied research area is the confluence of sustainability-
focused branding, Gen Z workforce integration, and
gamified engagement.?

Coimbatore Context: I'T/ITeS Landscape and Talent
Dynamics:

Over the past 20 years, Coimbatore, sometimes known as
the "Manchester of South India," has seen a dramatic
structural change, moving from an economy centred
mostly on manufacturing and textiles to one that is
diversified in terms of services and technology. Large-
scale infrastructure projects like TIDEL Park, India Land
Tech Park, and Special Economic Zones (SEZs) in
Peelamedu and Saravanampatti have established
Coimbatore as one of Tamil Nadu's burgeoning IT/ITeS
hubs. °The city is a desirable substitute for crowded
megacities like Bengaluru and Chennai due to its
advantageous location, enhanced train and air
connectivity, and cost advantages. The Coimbatore has
reportedly seen a consistent increase in IT exports and a
rise in the demand for Grade-A office space, both of
which indicate investor confidence and ongoing sectors
expansion.'”

One of the key advantages of Coimbatore's IT/ITeS
environment is the availability of talented personnel. A
consistent supply of employable graduates is made
possible by the abundance of engineering and
management including PSG College of
Technology, Amrita Vishwa Vidyapeetham, and Karunya
Institute of Technology. ''In comparison to Tier-1 cities,

schools,

this has allowed businesses to maintain lower operating
expenses while enjoying comparatively lower attrition
rates. According to industry research, Coimbatore might
have 20-30% cheaper talent acquisition and retention
costs than major cities, which boosts the region's
competitiveness. Coimbatore is consequently a suitable
site for both service delivery operations and product
development teams because to its cost, infrastructure, and
educational ecosystem.'?

Nonetheless, changes at the national and international
levels are influencing the local talent landscape.

® ThePrint. (2023). Coimbatore emerging as Tamil Nadu’s next
tech hub with new IT parks and SEZs.

19 CBRE India. (2023). India Office Market Report: Tier-1I City
Growth and Expansion Trends.

""NASSCOM. (2022). Talent and Tech: Mapping Emerging IT
Hubs in India.

12 Knight Frank India. (2023). Coimbatore real estate and cost
advantage report

© 2026, ISJEM (All Rights Reserved) | www.isjem.com | Impact Factor: 8.072 |

Page 3



= ‘h

\z 1S _]EM ‘J, International Scientific Journal of Engineering and Management (ISJEM)

~| ], Volume: 05 Issue: 02 | Feb - 2026

ﬁ 236129
* g 4

ISSN: 2583-6129
DOI:10.55041/ISJEM05562

An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata

Coimbatore-based  businesses today face more
competition as a result of the post-pandemic
normalisation of remote and hybrid work. This rivalry
comes from both national employer brands that provide
high-value, flexible options as well as from regional
peers. For Generation Z, the perceived quality of the role,
organisational culture, prospects for professional
advancement, and learning environment are more
important than the location of the workplace. Employers
need to go beyond conventional branding and recruitment
tactics in order to draw in and keep this generation.'?

Initiatives for recruiting and engagement that use
gamification, including branded coding challenges,
simulation-based tests, and micro-internships with
feedback-driven advancement, provide significant
touchpoints that appeal to Gen Z's need for hands-on and
interactive assessment. Together with overt sustainability
pledges like carbon-neutral goals, renewable energy use,
and green campus certifications, these tactics assist in
establishing firms as innovative and socially conscious,
qualities that the younger workforce is increasingly
valuing. As aresult, Coimbatore's IT/ITeS industry serves
as a testbed for gamified and purpose-driven talent
engagement, sitting at the intersection of digital
transformation and sustainable development.'*

Designing Gamification for Attraction, Engagement
& Sustainability:

From being a unique concept, gamification in HRM has
developed into a strategic design field that combines
organisational  growth, digital experience, and
behavioural psychology. Gamification can serve as a
differentiator for companies looking to draw in, involve,
and keep Generation Z talent in Coimbatore's IT/ITeS
ecosystem while coordinating employee behaviour with
sustainability goals. With the help of cross-cutting design
principles that are crucial for inclusivity, motivation, and
data responsibility, this section presents a modular design
framework that spans five organisational touchpoints:
Green Gamification for Sustainability; Performance
Recognition & Well-Being; On boarding & Early Career
Development; Continuous Learning & Internal Mobility;
and Recruitment & Employer Branding.

13 Deloitte. (2023). Gen Z and Millennial Survey: The Next
Generation Workforce Priorities

14 Allied Business Academies. (2021). Gamification and
employer branding: Engaging digital natives in recruitment.

Principles of Cross-Cutting Design:

Strong pedagogical and ethical underpinnings are
essential for successful gamification.
In contrast to token participation, skill-linked mechanics
guarantee that badges and points are awarded based on
observable competencies, such as problem-solving,
teamwork, or domain tool knowledge. In order to provide
clear career progression pathways and indicate
professional development, badges ought to correspond
with established career phases.

To maintain trust, fairness and transparent scoring are
crucial; participants should be given numerous chances
with adaptive feedback, and scoring rubrics should be
made public. Bias is lessened by inclusivity initiatives
like language choices and accessibility features.

By breaking down learning or assessment journeys into
brief, gamified tasks with rapid analytics and reflection
prompts, micro-progression and immediate feedback
capitalise on Gen Z's demand for real-time evaluation.
Relatedness, a fundamental element of self-determination
theory, is fostered by social proof and community
mechanisms, such as team tasks, mentoring pairs, and
public recognition. Purpose and story turn regular actions
into significant contributions by tying them to the
organization's  overarching mission, particularly
sustainability goals.'

Additionally, compliance and data privacy need to be
specifically handled. In accordance with India's Digital
Personal Data Protection Act (2023) and, where
applicable, the GDPR, participants should be made aware
of how their gamified data will be handled and stored.
Last but not least, a smooth user experience across
devices is essential; a mobile-first design guarantees that
Gen Z prospects, who are used to app-based interfaces,
can engage with no difficulty.

Module 1: Employer branding and recruitment
Phase A: Both candidate quality and employer branding
can be enhanced by a two-phase gamified recruitment
funnel.

Employers can use "micro-missions"—brief online
puzzles, bits of code, or scenario-based tests that are
posted on social media and employment portals during
the Phase A-Experience Stage. After finishing, access to
carefully  chosen materials including  mentor

introductions, team tales, and early interview access is

15 Allied Business Academies. (2022). Gamification and
employer branding: Attracting digital-native candidates
through experiential recruitment.
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granted. This interactive experience presents an image of
creativity and openness while serving as pre-screening
and marketing.

Phase B: Assessment Stage: Competencies are evaluated
in real time using role-specific simulations (such as
client-response scenarios for BPO professionals or
debugging modules for coders). Even non-selected
individuals receive developmental ideas via automated
feedback reports, which strengthens goodwill.

Research shows that these gamified hiring procedures
boost application conversion, enhance predictive validity,
and fortify Gen Z candidates' opinions of the
organization's inventiveness®. Operationally, Coimbatore
businesses can work with nearby institutions to organise
monthly "Talent Sprints" or sponsored hackathons,
establishing ongoing interaction loops with the city's
talent pool.

Module 2: Sustainability through Green Gamification
Sustainability is a chance for employer branding as well
as an ethical need. Green gamification transforms eco-
friendly behaviours into quantifiable successes by fusing
ESG goals with employee engagement.

Among the examples are:

Commuter Challenge: Workers receive points for using
eco-friendly modes of transportation, such as carpooling,
cycling, or public transportation. Monthly team contests
end with eco-friendly prizes like eco-brand e-vouchers or
sponsorships for tree planting.

Energy-Savings Dashboard: Teams that lower their
kilowatt-hour usage earn points that may be redeemed for
financing regional sustainability initiatives. Real-time
dashboards show departmental energy consumption.

E-waste Drive: During corporate collection programs,
proper disposal gets badges that may be redeemed for
savings on eco-friendly goods.

These interventions use social norms and visibility to
promote long-lasting behavioural change. Digital
dashboards and gamified scoring, according to research,
turn intangible environmental advantages into real ones,
boosting engagement and cutting down on resource
usage.

16 ScienceDirect. (2021). Gamified learning and internal
mobility: Evidence from enterprise training systems.

Roadmap for Coimbatore Firm Implementation:

Businesses must adhere to a planned and evidence-driven
deployment roadmap in order to operationalise
gamification as a strategic HR and sustainability tool in
Coimbatore's IT/ITeS ecosystem. This strategy
guarantees incremental technology adoption, flexibility
across organisational maturity levels, and quantifiable
effects on sustainability and talent results.

Phase 1: Design Pilot (0—3 Months)

Limited-scope trials aimed at a particular cohort, such
fresh graduate intakes or entry-level project teams, should
be the main focus of the first phase. To attract Gen Z
candidates who are tech-savvy, companies should start by
implementing a gamified recruitment micro-mission,
such as a coding or problem-solving task integrated into
the company's careers page. A 90-day on boarding
questline, the second element, can help new recruits
navigate organised milestones including project
commencement, peer introductions, and orientation
completion.

Phase 2: Integration of L&D and Scaling (Months 4—
12):

Gamification can be incorporated into more
comprehensive learning and development (L&D) systems
after successful pilots. Businesses should create
competency ladders that are backed by digital badges,
quizzes, and micro learning courses related to particular
behavioural and technical competencies.

In order to ensure that badges impact observable HR
outcomes like project allocation, promotions, or training
eligibility, they should have information incorporated
into the Human Resource Information System (HRIS).
Through  this  integration, gamified learning
accomplishments are converted into legitimate
professional signals, which is a significant motivation for
Gen Z workers looking for clear career progression

pathways.'¢

Phase 3 (Months 12-24): Intercompany Cooperation:
The IT/ITeS ecosystem in Coimbatore should eventually
move towards inter-firm cooperation. Citywide gamified
sustainability ~ challenges, such a  "Inter-Park
Sustainability Cup,” can be organised by local chambers
of commerce, industrial associations, and IT clusters. In
addition to fostering environmental consciousness and
civic pride, this collaborative competition enhances local
employer branding. It establishes Coimbatore as a Tier-2
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city model that combines digital HR innovation with ESG
participation.

Phase 3: Continuous Evaluation and Improvement:
Iteration and ongoing learning are essential to
gamification's  effectiveness.  Businesses  should
implement quarterly Key Performance Indicator (KPI)
evaluations and A/B testing of key mechanics, such as
contrasting individual versus team-based leader boards or
extrinsic (monetary awards) versus intrinsic (skill
mastery) motivators. Validating design assumptions and
preventing motivated weariness require employee
perception surveys that concentrate on justice, meaning,
and UX satisfaction.

Partnerships in technology are essential for long-term
success. Businesses could work with nearby UX studios
to optimise designs, employ cloud-hosted gamification
platforms with safe data management standards and
modular APIs, and involve campus partners in applicant
pipelines. Throughout all stages, data privacy,
accessibility, and inclusivity must be unavoidable.

Ecosystem and Policy Framework Suggestions:

Coordination between government agencies, academic
institutions, and business is crucial for the ecosystem as a
whole to maintain momentum.

Local government and civic organisations: City-level
green  gamification  initiatives, such inter-park
should be supported by
municipal institutions. Adoption may be aided by
recognition initiatives for participating businesses, such

sustainability challenges,

as awards or tax breaks. According to the Times of India,
private-sector sustainability initiatives and Coimbatore's
climate action plans are becoming more aligned.
Academic collaborations: Technical institutes and
universities can together create micro-missions that are in
line with business demands. Employer-validated abilities
are reflected in academic courses thanks to this
collaboration, which also helps graduates obtain badges
that correspond directly to job competencies.

Industry consortium: Collaboration can be formalised
by establishing an IT Talent Forum in Coimbatore. By
standardising badge taxonomies, exchanging design best
practices, and planning talent events for the entire city,
this forum might strengthen Coimbatore's standing as a
competitive, innovation-driven ecosystem.

Rewards: Organizations that achieve quantifiable
emission reductions or energy savings through employee
behaviour and green IT investments should be recognised
by the government or given financial incentives. This

connection between ESG compliance and HR innovation

may increase Coimbatore's appeal to international
investors.

Analytical Analysis:

The quantitative analysis of the study "Gamification for
Gen Z Talent: Aligning Engagement and Sustainability in
Coimbatore's IT/ITeS Sector" is presented in this chapter.
The main purpose is to scientifically investigate how
gamified workplace practices affect Generation Z
workers' motivation, engagement, retention, and
alignment with organisational sustainability goals. To
extract useful information, the data were examined using
regression modelling, correlation analysis, and
descriptive statistics.

Characteristic Statistics:

The survey included 120 respondents, 58 of whom were
men (48.3%) and 62 of whom were women (51.7%). The
Gen Z cohort working in entry- and mid-level IT roles
was reflected in the majority of responders (72%) being
between the ages of 22 and 27. In terms of educational
background, 34% had postgraduate degrees and 66% had
undergraduate degrees.

Respondents were asked to rate five gamification
constructs on a five-point Likert scale (1 = Strongly

Disagree, S = Strongly Agree):

e G1: Gamified tasks enhance engagement.

e (G2: Gamification improves learning and
productivity.

e G3: Reward systems motivate consistent
performance.

e (G4: Gamified feedback enhances collaboration.
e (5: Gamified platforms promote sustainability
awareness.
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Table 1: Descriptive Statistics for Gamification
Constructs

Variable = Mean Std. Interpretation
Deviation

Gl 4.18 0.74 High agreement
on engagement
value

G2 4.05 0.69 Strong belief in
gamified
learning

G3 3.92 0.83 Moderate to
high motivation
effect

G4 3.77 0.88 Positive but
varied
collaboration
impact

G5 3.61 0.9 Moderate
sustainability
alignment

Interpretation:

The mean scores suggest that employees perceive
gamification as a key engagement driver (M = 4.18),
while sustainability-linked gamified activities (M = 3.61)
show emerging but not yet dominant influence. The
relatively low standard deviation values indicate

consistent responses across participants.

Results of Employee Engagement and Retention:

Two dependent constructs were also used to evaluate
respondents:

Creativity, involvement, and inventiveness make up the
composite of employee engagement (EE) (Cronbach's a
=0.87).

The probability of staying with one's current employment
for two or more years is known as Retention Intention
(RI) (Cronbach's a = 0.83).

Table 2: Descriptive Statistics for Engagement and
Retention

Construct Mean Std. Level
Deviation

Employee 4.12 0.71 High

Engagement engagement

(EE)

Retention 3.84 0.76 Moderate

Intention (RI) retention
intent

Interpretation:

Gen Z workers exhibit high levels of engagement,
indicating that gamified interventions greatly increase
workplace zeal. The fact that retention intent is still
somewhat mild, however, suggests that although
gamification keeps employees interested, it does not
completely eliminate their desire to leave, which is
frequently associated with career mobility among
younger employees.

Correlation Analysis:

Pearson’s correlation analysis was conducted to assess
the linear relationship between gamification constructs
and engagement/retention outcomes.

Table 3: Correlation Matrix

Variables Gamifica Engage Retent Sustainab
tion ment ion ility
Index

Gamifica 1.0 0.721 0.639  0.586

tion

Index

Engagem 0.721 1.0 0.694  0.552

ent

Retention 0.639 0.694 1.0 0.471

Sustainab 0.586 0.552 0471 1.0

ility
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Interpretation:

Gamification has a reasonably high correlation with
retention (r = 0.639) and a substantial positive link with
engagement (r = 0.721), according to the correlation data.
Sustainability awareness demonstrates a moderate
correlation (r = 0.586), indicating that gamification
efforts that include environmentally friendly missions and
prizes might greatly encourage sustainability principles
among Gen Z workers.

Regression Analysis:

To test the predictive power of gamification on
engagement and retention, a multiple regression model
was estimated with the following equation:

Y = PBo + Bi(Gamification) + B2(Sustainability) + €
Where:

Y = Employee Engagement or Retention

B1, P2 = Regression Coefficients

€ = Error term

Table 4: Regression Results for Employee Engagement

Predictor B t-value  Sig. R?

Constant 1.04 3.26 0.002 0.56

Gamification  0.63 7.41 0.0

Sustainability  0.27 3.89 0.001

Interpretation:

R2 = 0.56 indicates that 56% of the variation in
engagement can be explained by the model. With a large
positive effect (B = 0.63, p < 0.01), gamification shows
that adding game mechanisms like leaderboards, badges,
and points greatly increases engagement. Integrating
sustainability also has a beneficial impact (B = 0.27, p <
0.01), confirming that employees feel more emotionally
engaged gamified  objectives  support
environmentally conscious aims (e.g., cutting back on

when

paper or energy consumption).

Discussion:

The idea that gamification improves engagement and
retention among Gen Z workers in Coimbatore's IT/ITeS
sector is strongly supported by the statistical results. In
line with Self-Determination Theory (Ryan & Deci,
2000), which holds that intrinsic motivation increases
when people feel competent, autonomous, and linked, the

high correlation and regression coefficients highlight the
motivational potential of gamification.

Additionally, including sustainability into gamified
projects aligns with the Triple Bottom Line concepts and
connects objectives
(Elkington, 1997). Eco-focused gamification initiatives
like "Green Points Challenges" and "Carbon-Saving
Leaderboards," which improve employee engagement
and business reputation, were positively viewed by
respondents.

organisational and societal

Even while gamification greatly increases engagement,
its impact on long-term retention is only minimal,
suggesting that other elements like organisational culture
and possibilities for professional growth still have an
impact on departure decisions. The results also point to a
gender-neutral view of gamification, suggesting that it is
widely applicable to all Gen Z demographic groups.

The quantitative analysis confirms that, when combined
with sustainability goals, gamification is a strategic HR
innovation that significantly improves Gen Z engagement
and has a partial impact on retention. Businesses in the
IT/ITeS sector in Coimbatore can use these insights to
create data-driven gamified ecosystems that balance long-
term organisational and environmental sustainability with
individual motivation.

Conclusion:

Coimbatore's fast IT/ITeS growth and Gen Z's entry into
the workforce present organisations with an opportunity
and a pressing need to reconsider engagement tactics. For
a generation that prioritises purpose, flexibility, feedback,
and authenticity, traditional recruitment and retention
strategies are insufficient.

When gamification is planned with intrinsic motivators,
equity, and skill development in mind, it offers a
calculated link between corporate goals and Gen Z's
demands. It transforms intangible HR procedures into
immersive, interactive experiences where sustainability,
performance, and learning are all woven into one
cohesive story.

Businesses can turn routine activities into quantifiable
environmental effect by incorporating sustainability into
gamified systems, such as e-waste drives, commuter
challenges, and green dashboards. In addition to
enhancing employer branding, this connection of ESG
objectives with employee involvement supports
Coimbatore's larger climate action pledges.

The implementation road for Coimbatore enterprises is
straightforward: start with pilots for light-weight hiring
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and on boarding, scale through internal mobility and
competency-based learning, and incorporate green
gamification to combine sustainability with talent
management. The city may become a national leader in
sustainable digital HR innovation through public-private
partnerships, cross-industry collaboration, and iterative
testing.

In order to establish cost-benefit evidence, future research
should concentrate on empirical validation, which
involves monitoring sustainability measures and talent
results across several organisations. Gamification has the
potential to revolutionise the way Coimbatore's IT/ITeS
industry recruits, engages, and keeps its most important
asset: a dedicated, purpose-driven Gen Z workforce.
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