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ABSTRACT 

Strengthening soft skills is a strategic factor for the competitive and sustainable development of the productive 
sector. The challenges of the digital age and the emergence of new technologies promote the adoption of 
gamified tools that enhance meaningful employee learning. Within this framework, Life Game is presented as 
an innovative approach to developing communication, leadership, and problem-solving skills. The objective 
of this article was to analyze the effectiveness of Life Game as a gamified tool for developing soft skills in the 
productive sector of the Colombian Caribbean region, based on a comparison between initial and post-
implementation performance levels. A quantitative approach was adopted with a quasi-experimental design, 
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employing pretest and posttest, as well as the Wilcoxon test for related samples. The results showed 
statistically significant improvements in communication (p < 0.01), negotiation (p < 0.001), and influence (p < 
0.05) skills. While leadership and relationship building also showed improvements, these did not reach 
statistical significance. It is concluded that gamification is not only effective and relevant for the development 
of soft skills but also constitutes a driver of cultural and strategic transformation in the productive sector, 
with the potential for scalability to other sectors and organizational contexts. 

KEYWORDS: Gamified Tools, Competencies, Communication, Game Mechanics, Technological Tools. 
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1. INTRODUCTION 

In the digital age, network users recognize that the 
elements of play arouse interest in achieving their 
objectives; this environment has been taken 
advantage of by different areas, including business, 
the irruptions of new technologies, management and 
global competitiveness, have come to stay, which has 
brought with it countless challenges that 
organizations must face, especially in the 
development of marketing capabilities. relationships 
that promote competitiveness and sustainability in 
the market. In this sense, new divergent approaches 
have emerged which are aligned with the integration 
of game elements in non-playable environments, 
hence the appearance of gamified tools which 
facilitate the involvement and participation of 
various forms of learning for the development of 
competencies in a fun, competitive and challenging 
way through didactic games that exemplify the 
common dynamics of the work environment. 

In this sense, it can be thought that gamified tools 
serve as a means to develop strategies that motivate 
and dispose people to perform certain actions, this 
tool leaves aside the orthodox view of learning 
turning it into an opportunity to create innovative 
experiences with great possibilities of success, as 
many companies have experienced. Along the same 
lines, the challenges to build these tools are great, 
since their dynamics must be aligned with the needs 
of the system, but at the same time, the game 
mechanics must be optimally structured so that they 
are compatible with the daily tasks that employees 
must develop, and in turn promote behavioral 
changes and the development of skills specific to 
their work. 

The theoretical antecedents, related to the use of 
gamified tools by the business sector, have been the 
object of successes and failures, even more so when it 
comes to the development of generic competencies 
such as communication, given that among the 
positions of the authors, it is common for their use to 
be generalized to academic level processes.  playful, 
leaving in the background, organizational processes 
and mainly those that involve people and their 
development; On the other hand, Camargo (2019) 
and Casado and Morell (2019) assert that, in most 
cases, organizations only focus on the processes of 
productivity and commercialization of goods and 
services, which exclusively point to the tangible 
aspects of the company; leaving aside efforts and 
resources for the training of competencies in human 
talent. 

In recent years, adopting gamification in business 
processes has become a topic of global interest, the 

literature and studies that have been developed 
demonstrate the importance of its application in non-
playful contexts, in order to influence people's 
behaviors based on stimulus and motivation Trejo 
(2020); the purpose of this is to make the final product 
of its application more fun, attractive and motivating, 
all of which leads to changes in behavior being 
visualized through a meaningful and innovative 
experience Deterding et al (2011) and Marín I. & 
Hierro E., 2013).   

In the business field, gamification can be 
considered a process of incremental innovation in 
which the application of specific software is used to 
promote the co-creation of value between customers 
and the company to obtain competitive advantages 
(Zambrano et al, 2020).  

On the other hand, Prosperi et al. (2016), in their 
studies on the application of business gamification, 
show that this tool breaks with traditional 
qualification schemes and that it is possible to work 
on different types of competencies in employees; in 
the same year, Sánchez (2022) ratifies the above, 
complementing it with the ability of the game to 
motivate people to achieve extraordinary 
achievements that they would never have imagined 
from conventional practice.  

For Heredia, et al (2020), gamification is a game 
supported by technological tools so that its 
attractiveness facilitates the participation and 
autonomy of the individual in solving problems 
through the development of generic skills and 
competencies, both individual and group, 
awakening in individuals the desire to achieve the 
proposed goals. However, according to Hidalgo 
(2018), the correct use of these tools results in the 
development of generic competencies related to 
teamwork and communication, impacting the 
improvement of the work environment, as well as 
employee engagement. 

In view of the above, the objective of the article 
was to describe how the gamified tool Life Game 
develops communicative competence in employees 
in the productive sector. Consequently, based on the 
reviewed literature, the following hypothesis is 
proposed; performance levels in soft skills 
(communication, negotiation, influence, leadership 
and relationship building) are significantly higher 
after the application of the gamified tool Life Game 
compared to the levels prior to the intervention.  

1.1. Gamified Tools  

Gamification comes from the English Game, which 
means game. The tool has become a business strategy 
applied under the design of games to non-ludic 
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contexts, in this case to the business sector, its use 
leads to transforming user behaviors by involving 
and motivating them to achieve objectives (Chila, 
2015). In this same sense, Burke (2014) shows how 
gamified tools generate commitment and motivation 
as well as behavioral changes that promote 
innovation and the development of new skills  

The new digital environment in the business 
sector has led to the design of gamified tools, which 
promote the adoption of disruptive and innovative 
technologies, whose contribution lies in the 
development of transversal skills related to the way 
people are and act; these, in turn, cover aspects 
related to aptitudes and skills of knowing how to be, 
do and be (Marín-Zapata et al., 2022); among these 
competencies we can mention communication, 
problem solving, and interpersonal relationships 
(Sánchez, 2019). Such competencies have become 
highly valuable for professional and organizational 
development and gamified tools have become a 
strategy that only focuses on the game, but also on 
achieving business objectives, thus reducing the lack 
of these skills in employees in favor of obtaining 
differentiating competitive advantages. (Mayanquer 
& Quintero, 2024) 

Now, from the position of Londoño and Rojas 
(2020) and Faraons et al, (2016), gamification 
according to these authors is considered as a 
technology, a method or a strategy, which promotes 
behavioral changes in people by involving and 
motivating them when solving problems related to 
their performance in a fun way. Holguin (2023), on 
the other hand, considers gamification as a 
technique, method, and strategy composed of 
creative elements that attract attention to develop a 
task or learning in non-gaming environments, all in 
order for people to adopt useful behaviors.  

Looking at gamification from the workplace 
becomes an opportunity with great potential in the 
improvement of processes and activities of 
organizations; despite its viability in labor dynamics, 
it is essential that when designing such tools, 
thematic relevance is taken into account, which must 
be accompanied by measurable indicators.  clear and 
concise and even with mechanisms that make it 
easier to see the progress made in the middle of the 
process. Another very important aspect that is 
implicit in the use of gamified tools is the 
development of interaction between the 
collaborators who participate in the game. Riquelme, 
2023).  

Software developers  place special emphasis on 
how gamification can impact customers and create 
motivation in their collaborators Duggan & Shoup, 

(2013). This statement is substantiated, given that 
gamified tools are focused on a "game-centered 
design", whose model is mainly based on 
incorporating objectivity into commercial 
applications in order to guarantee their success. In 
addition, creating this type of product maximizes the 
possibilities for companies to remain at the forefront 
of the constant evolution presented by the digitized 
era in today's world.  

Along the same lines, Parra and Torres (2018) 
believe that the use of gamified tools requires 
mechanics inspired by leisure games in a way that is 
attractive and entertaining for participants. 
However, his creation stands out for its aesthetics in 
a way that not only attracts, but also positively affects 
the mood of the people who use it.   

According to Gartner (2011); Londoño and Rojas 
(2020) agree that gamification uses game 
mechanisms, such as challenges, rules, opportunities, 
prizes and levels, to transform everyday tasks into 
fun activities, according to the same author, 
gamification uses game mechanics such as 
challenges, rules, chance, rewards and levels of 
achievement of objectives to transform daily tasks 
into playful activities. This methodology has been 
used in different areas, business in social initiatives, 
as well as in education, which has been including it 
for a few years (Contreras, 2016) 

Despite the benefits that are projected to be 
achieved with gamified tools, at the business level 
according to the report "Maverick Research 
Motivation, momentum and meaning: how 
Gamification can inspire engagement" developed in 
2011, it was projected that by 2015 more than 70% of 
the companies in the Forbes Global ranking would 
have applied gamification. However, Gartner (2011) 
warns that gamification would not reach the 
productivity plateau for another 5 to 10 years due to 
organizational culture issues. 

From this perspective, Rodríguez (2016) justifies 
the use of gamified tools, pointing out that learning 
is enhanced when the subject assumes an active role 
and faces real situations, this process can be achieved 
in less time through play, since playful strategies 
facilitate the preparation and development of skills 
necessary to later face real-life activities. This 
methodology is understood as "learning by doing" 
thinking that is based on experiential pedagogy, 
which has as its main advantage the possibility of 
making decisions in a protected environment 
(Escutia, 2021) In this sense, gamification conceived 
as a recreational resource, not only favors the 
acquisition of new knowledge and values, but also 
promotes the development of essential skills such as 

https://portal.amelica.org/ameli/journal/844/8444995009/html/#redalyc_8444995009_ref21
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observation,  probabilistic reasoning, speed, 
intuition, decision-making, and risk management.  

1.2. Game Dynamics And Mechanics In 
Gamified Tools 

The components of gamification include elements 
of games and their mechanisms, such as the 
challenge, obstacles or challenges, reward and rules 
(Jácome & Samaniego, 2023). In this sense, 
gamification, thanks to its interdisciplinary 
applicability, is inspired by game techniques and 
tools whose main components are dynamics and 
mechanics, designed to generate meaningful 
experiences in participants. To delve deeper into 
these two aspects, it is necessary to address their 
concepts and characteristics in greater detail. 

In the case of dynamics, these are understood as 
emergent patterns of behavior that arise from the 
interaction of the players. Among them, the 
following stand out: the competition that seeks to 
motivate participants to achieve achievements by 
surpassing others, thus favoring the continuous 
improvement of their competencies; collaboration, 
which promotes interaction, communication and 
teamwork; exploration that maintains the interest of 
users by encouraging curiosity and discovery and 
finally, achievement, associated with the ability to 
complete tasks and achieve the proposed goals. 
(Antoñanza, 2018). 

On the other hand, Díaz (2017) and Valencia et al. 
(2021), point out that the mechanics of the game 
comprise the rules that guide the actions of the 
players, among these are the points that allow the 
progress of the participants to be evidenced and can 
be associated with rewards; the badges, understood 
as visual recognitions that users obtain when they 
reach the proposed goals; the levels, which introduce 
new challenges while maintaining the motivation of 
the users; the missions,  that propose specific 
objectives to encourage active participation and 
finally, the leaderboards, which make performance 
visible and demonstrate the acquisition of 
competence in relation to other players.  

In addition to what has been described, for 
Marczewski (2018) in the construction of the 
mechanics it is pertinent to include elements such as 
loss aversion, progress accompanied by feedback, the 
narrative that allows the player to tell their 
experience, the time pressure that helps them focus 
on the problem, the strategies, which favor the 
autonomous planning of actions and the 
customization that provides the possibility of 
personalizing the experience.  However, these 
components must be adapted to the needs of each 

company, taking into consideration its culture and 
the technological resources and capabilities it has. 
(Sánchez et al, 2019). 

 It is noteworthy that gamification as a tool has 
been used for different cases at the business level, 
According to Krajger, I.et al, (2018), the game is 
designed to educate people in a domain of a specific 
topic, on the other hand, there are games aimed at 
leadership development, also for sales techniques 
and other businesses,  As well as to apply in the field 
of health, in the same way, through the gamified tool 
it is possible to measure the level of satisfaction of the 
users of a company, whether internal or external. In 
general, gamification becomes an optimal scenario 
for collaborative work and communication as 
essential skills for the exchange, appropriation and 
generation of new knowledge (Palmquist & Jedel, 
2022). 

1.3. Development Of Soft Skills 

In the last decade, as a result of the challenges of 
globalization and the accelerated adoption of 
Technology, Information and Communication (ICT), 
the development of soft skills has become an aspect 
of vital importance in the work environment. since 
these competencies strengthen interpersonal 
relationships, facilitate effective communication, and 
favor conflict resolution Ngo (2024). This new 
paradigm responds to the growing complexity of the 
work environment, digitalization, and the need to 
form collaborative and adaptable work teams 
(Ramírez & Aguilar 2022).  

This importance merits defining the term; so 
Ginting et al. (2020) consider soft skills as a set of 
personality traits, abilities, and skills that define the 
way people relate to each other in their environment 
and affect their level of productivity.  Along the same 
lines, and considering the relevance of these 
competencies, Pezer (2021) demonstrated in his 
studies that modern organizations direct their efforts 
to select personnel who possess them, these skills are 
desirable not in managerial positions, but also in the 
rest of the employees, since they provide them with 
greater independence and productivity, which, in 
turn, it increases their influence on the environment 
in which they work.  

However, in their eagerness to obtain competitive 
advantages and in view of the deficiencies that many 
recent graduates present in the development of these 
competencies, companies have implemented special 
programs aimed at strengthening them, in order to 
achieve a more efficient performance in their 
collaborators (Tang, 2020); this interest is also 
highlighted by Rodríguez and Hernández (2020) 

https://www.redalyc.org/journal/5608/560875871002/html/#redalyc_560875871002_ref39
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who highlight that in certain contexts,  Soft skills can 
become even more relevant than technical skills, 
especially in sectors where work demands high 
levels of collaboration and creativity.  

However, according to the Organization for 
Economic Cooperation and Development, OECD, 
2023), competencies are understood as capacities that 
allow responding to individual and collective 
demands through the integrated use of practical, 
cognitive, social, and behavioral skills, with the 
purpose of obtaining effective results in the proposed 
plans. Thus, the use of gamification has currently 
favored the development of basic skills such as 
cooperative work, communication, and negotiation 
skills, generating spaces for joint construction among 
members of an organization (Álvarez et al., 2019). 

 It is necessary to clarify that gamification is 
relevant for the development of communicative skills 
because they become tools that, through games, 
facilitate the exchange of information in a 
contextualized way to the needs of organizations; 
this is because the games are designed according to 
the work routines of each business unit Rojas (2019). 
In this sense, the challenge of gamification lies not 
only in the investment of time and resources, but also 
in the optimization of its use, which requires 
adequate preparation and the design of game 
mechanics that really attract and motivate 
employees. 

2. METHODOLOGY  

The methodology consisted of analyzing the 
effectiveness  of Life Game as a gamified tool in the 
development of soft skills in companies in the 
productive sector of the Colombian Caribbean region 
based on the comparison between the initial 
performance levels and those obtained after 
application. To respond to this objective, a 
quantitative approach was adopted with an 
explanatory scope and a quasi-experimental-
longitudinal design, this design was justified to the 
extent that the participants were assigned to the 
groups according to certain predetermined ones, 
which facilitated the generalization of the results to 
similar situations in real contexts. Likewise, the 
observation and collection of data was carried out at 
multiple times on the same unit of analysis 
(collaborators of the companies), thus evidencing the 
development of communication skills.  

The population was made up of 20 administrative 
collaborators of middle management belonging to 
the company under study with a presence in the 
three main cities of the Caribbean region of 
Colombia: Barranquilla, Santa Marta and Cartagena; 

where the company under study has branches. The 
selection of the collaborators was made intentionally, 
considering their strategic role in the measurement 
between management and operational personnel.  a 
key aspect given the nature of the organization; The 
sample size allowed a controlled implementation of 
the intervention and the systematic collection of 
quantitative pre-post intervention measures, 
ensuring reliable data for analysis. The procedure 
had three phases; The first corresponded to an initial 
diagnosis of the level of communication competence 
in the employees. 
 To this end, an instrument validated by Arribas and 
Pereña (2009) called the CompeTEA test was applied 
with 170 Likert-type items.  
This test evaluated 20 competencies grouped into 
five (5) areas:  

 Intrapersonal area (Self-control and emotional 
stability, Self-confidence and resistance to 
adversity) 

  Interpersonal area (Communication, 
Relationship Building, Negotiation, Influence 
and Teamwork). 

 Area of task development (Initiative, Results 
orientation, Analytical and Decision-making 
skills). 

 Environment area (Knowledge of the 
company, Vision and anticipation, Customer 
orientation, Openness and Identification with 
the company). 

 Management area (Management, Leadership 
and Planning and organization).  

According to the criteria defined by the researchers 
in conjunction with the personnel department of 
the company under study, the following 
assessment scales were established for the results 
of the CompeTEA test:  

 NC 4: Strong point  

 NC 3: Mid-high  

 NC 2: Weak point  

 NC 1: Low point  
In this sense, employees with scores between NC 

1 and NC 2 were classified as non-competency 
holders, while those located between NC 3 and NC 4 
were considered as competency holders. 

In the second phase, the Gamified Life Game tool 
designed by the company Grupo Kreativo (2020) was 
implemented to respond to the specific needs of the 
organization under study. The intervention was 
developed in four (4) training cycles, each one aimed 
at strengthening soft skills (communication and 
relationships). 

 First cycle: self-knowledge and management of 
emotions, using dynamics based on the game 
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of conventional cards  

 Second cycle: continuation of the work on self-
knowledge and emotions through dynamics of 
concentration and roulettes  

 Third cycle: training in negotiation and 
influence, through island role-playing. 

 Fourth cycle: relationship and leadership, 
integrating in a global way the competencies 
initially planned with the Life Game tool. 

Each session lasted two hours, taking place on a 
weekly basis in the company's 20 administrative 
collaborators, located in the cities of Barranquilla, 
Santa Marta and Cartagena-Tolú (Colombia). In total, 
the intervention lasted for five weeks (one month and 
one week). 

Finally, in the third phase, the CompeTEA test 
was applied again, following the same procedure as 
phase 1, the purpose was to verify whether, after the 
implementation of the gamified tool, the 
shortcomings previously identified in the first 
application of the psychometric test had been 
improved or enhanced. For statistical processing, 
descriptive statistical methods were used, taking as a 
reference the results obtained in phase 1 and phase 3 
(application of the CompeTEA 170 questions test). 
The information was processed using Microsoft 
Excel, complemented with the TEA-ediciones online 
application (E-teaediciones evaluation ON-LIVE); in 
order to systematize and obtain the results of the 
questionnaire applied. 

Regarding the inferential statistics methods, 
different items from phases 1 and 3 of the CompeTEA 
test were comparatively analyzed. This procedure 
was performed in the Minitab software17, using the 
Bloxpot statistical technique, in order to identify 
patterns and data that were not evident in the test 
responses. 

3. RESULTS  

First, the demographic data of the participants 
will be presented and, subsequently, the results of the 
competencies evaluated in the first stage. This 
analysis made it possible to identify the 
characteristics of the sample and establish a reference 
framework that served to contrast the results 
obtained after the implementation of the gamified 
tool. The study involved 20 employees belonging to 
the organization's middle management line in the 
Caribbean section, of which 80% were male and 20% 
female. As presented in Table 5, the participants 
ranged in age from 29 to 51 years. The average age of 
the employees was 38 years. Regarding the level of 
education, 40% correspond to professionals (n=8), 
followed by technicians with 35% (n=7) and 
technologist with 20% (n=4). Likewise, a large part of 
the sample (70%) has a minimum work experience of 
11 years, which shows an adequate level of trajectory 
for the study. 

According to the criteria of the researchers and the 
human talent department, a classification of the 
participants into two groups was established in each 
of the competencies evaluated. On the one hand, 
those located in levels 3 and 4 were categorized as 
collaborators who possess the competencies (group 
1); while those who were placed in levels 1 and 2 
were classified as collaborators who do not have the 
competencies (group 2). 

In this sense, from the perspective of group 1 
(employees who possess the competencies), the 
following skills stand out as strengths: planning and 
organization (n=19), decision-making (n=18), results 
orientation (n=17), knowledge of the company 
(n=17), identification with the company (n=16), 
teamwork (n=15), leadership (n=15),  direction 
(n=15); on the contrary, the competencies with the 
lowest representation were communication (n=5) 
and negotiation (n=3) (see Figure 7). 
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Figure 1: Competencies Of The Competea According To The Group Of Collaborators – Phase 1. 
Source: Prepared By The Authors. In Original Spanish Language. 

                     

     

        

  

 



2726 VIVIANA CERVANTES ATIA et el 
 

SCIENTIFIC CULTURE, Vol. 11, No 4, (2025), pp. 2718-2732 

The results of phase 1 (diagnostic) showed that 
70% of the 20 employees of the company under study 
had a medium level in the development of 
communicative competence. This finding is 
consistent with the study by García and Ríos (2019) 
who, when evaluating this competence in business 
leaders, reported that 72% perceived it at a medium 
level. Similarly, Delgado and López (2018) in their 
research on soft skills in middle management, placed 
communication competence at a medium level with 
41%. These results reflect that, although 
communication competence in the business 
environment has shown progress although it has 
achieved significant advances, there are still 
important challenges to be consolidated, especially in 
the face of the dynamic and complex contexts in 
which organizations must operate. 

Phase 2. Based on the results obtained in the 
diagnostic phase, the second stage focused on the 
training of five specific competencies evaluated by 
the CompeTEA test: negotiation, leadership, 
relationship building, influence and communication. 
To this end, various gamified dynamics were 
implemented, including the use of conventional 
cards, designed to generate visual stimuli or pose 
questions that promote meaningful conversations, 
both of a consultative nature and feedback. In general 
terms, each participant selected a card and had to 
answer the corresponding question, linking it to a 
personal or work situation in their life. This process 
was repeated successively until the set of cards was 
exhausted, favoring reflective analysis and the 
exchange of experiences. (See Figure 2). 

 
Figure 2: Conventional Cards Gamified Life Game Tool. 

Source: Own Elaboration Taken From Life Game Gamified Tool. In Original Spanish Language. 

This technique sought to strengthen 
communication and the establishment of 
interpersonal relationships, motivating participants 
to learn by playing through rewards and challenges. 
Likewise, the dynamics of concentration adapted to 
promote mental ability and memory were used to 
encourage conversation about emotions thanks to the 
presentation of visual media. The mechanics 
consisted of selecting tiles in turn, obtaining points 
when finding equal pairs, which allowed them to 
work on  self-knowledge and the management of 
emotions. In line with what was proposed by 
Valencia et al. (2021), the importance of establishing 

rules in game mechanics to guide the behavior of 
participants was highlighted.  

Roulette was another of the visual dynamics 
implemented with the purpose of developing 
emotional management. Through this activity , the 
participants were able to recognize both their own 
emotions and those of the rest of the members, this 
through verbal and non-verbal manifestations. This 
type of learning strengthens the retention of what has 
been learned, as well as the development of skills by 
involving participants in interactive experiences 
(Ulloa & Carcausto, 2024). 
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Figure 3: Roulette Visual Game Life Game. 

Source: Own Elaboration Taken From Life Game Gamified Tool. In Original Spanish Language. 

The role-playing game posed a shipwreck 
situation on an island, in which the participants had 
to make decisions and choose the necessary elements 
to guarantee survival. This dynamic integrated 
various gamification principles pointed out by 
Marczewski (2018), such as loss aversion, progress 

through feedback, narrative that allows the player to 
relate their experience, time pressure focused on 
problem solving, the design of strategies to plan 
actions, and customization understood as the 
possibility of personalizing the learning experience. 

 
Figure 4: Conventional Worksheets Of The Life Game Gamified Tool. 

Source: Own Elaboration Taken From Life Game Gamified Tool. In Original Spanish Language 

In this cycle, the aim was to strengthen the 
competence of negotiation and influence, understood 
as the ability to mediate in different situations and 
reach satisfactory agreements for all parties. Finally, 
the Life Game tool was implemented  , a resource that 
allowed the creation and personalization of both the 
sessions and the contents, which favored the design 
of activities adjusted to the required themes. In this 
case, the questions were edited in order to guide the 
training towards communication skills, leadership 
and relationship building. This approach supports 

what Holguin (2023) points out, who argues that 
gamification, in addition to capturing attention and 
promoting action, must integrate contextualized 
creative elements into the application environment.    

In general, this tool corresponds to an online game 
that simulates virtual board games, incorporating 
multiple elements such as voice chat, varied 
scenarios, camera control and time management, 
among others, which allows the business reality to be 
dynamically represented. 



2728 VIVIANA CERVANTES ATIA et el 
 

SCIENTIFIC CULTURE, Vol. 11, No 4, (2025), pp. 2718-2732 

 
Figure 5: Conventional Life Game Elements. 

Source: Own Elaboration Taken From Life Game Gamified Tool. In Original Spanish Language. 

When starting the game, each participant selects 
and customizes an avatar; once all the members are 
ready, the game begins. The mechanics consist of 
each player rolling a die and advancing the squares 
according to the number obtained. When stopping in 
a space, you must answer a challenge or question, 
related to communication, leadership and 
interpersonal skills. Life Game provides challenges 
that stimulate excitement and motivation through a 
point reward system. Which increases the feeling of 
fun, when the intensity of the challenge is adequate, 
the participants enter a state of comfort and fluidity 
that favors learning. In this sense, the elements of 
challenges, rules, chance, rewards, and levels of 
achievement transform everyday tasks into playful 
experiences (Gartner, 2011; Londoño & Rojas, 2020). 
Beyond the achievement of objectives, the tool also 
facilitates interaction between collaborators, 
strengthening teamwork (Riquelme, 2023).  
Phase 3. Comparison of the results of the test applied 
in the first phase after training gamified with Life 

Game. 
In this order of ideas, the results of the second 

application of the CompeTEA test, after the use of the 
gamified tool, were compared with those obtained in 
the first phase. The analysis showed a general 
increase in the scores of the competencies, 
highlighting: planning and organization (n=19), 
Leadership (n=19), Knowledge of the company 
(n=19), Decision making (n=19), Teamwork (n=19), 
Results orientation (n=18), Vision and anticipation 
(n=17), Customer orientation (n=17), Identification 
with the company (n=17),  Influence (n=16). On the 
contrary, the competencies with the lowest level of 
development were resistance to adversity (n=12) and 
Relationship establishment (n=13).  

For a better understanding of the progress 
achieved, Table 1 presents the comparison between 
the results obtained in the diagnostic phase and those 
achieved after the intervention with the gamified 
tool.  

Table 1: Pre Vs Post Competition Comparison. 
 Competition NC_3_4_Pre NC_3_4_Post Difference 

1 Emotional stability 9 15 6 

2 Self-confidence 11 14 3 

3 Resistance to adversity 8 12 4 

4 Communication 5 14 9 

5 Relationship Building 10 13 3 

6 Negotiation 3 14 11 

7 Influence 10 16 6 

8 Teamwork 15 19 4 

9 Initiative 10 15 5 

10 Results-oriented 17 18 1 

11 Analytical Capacity 14 14 0 

12 Decision-making 18 19 1 

13 Company Knowledge 17 19 2 

14 Vision and anticipation 12 17 5 

15 Customer Orientation 14 17 3 

16 Openness 10 14 4 

17 Identification with the company 16 17 1 

18 Address 15 15 0 

19 Leadership 15 19 4 

20 Planning and organization 19 19 0 

Source: Own Elaboration Obtained From The Results Of The Test. 
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These results are represented in the comparative 
figure of competencies (levels 3 and 4) in which the 
number of participants who reached these levels in 

each competency is contrasted, before and after the 
intervention with the gamified tool Life Game. 

 
Figure 6: Competency Comparison. 

Source: Own Elaboration Obtained From The Results. In Original Spanish Language. 

In this way, the statistical results on the 
percentage of employees located in levels 3 and 4 
before and after the intervention are distributed in 

the different competencies evaluated, as presented in 
Table 2. 

Table 2: Statistical Results Of Collaborators Before And After Intervention. 

Source: Own Elaboration Data Obtained From The Wilcoxon Test  

A statistical analysis was carried out in order to 
compare the levels of competence before and after 
the implementation of the gamified tool, using the 
Wilcoxon test for related samples. The results 
showed statistically significant improvements in 
communication (p < 0.01), negotiation (p < 0.001) and 
influence (p < 0.05) skills. In contrast, although 
leadership and relationship-building competencies 
also showed increases in their levels, these advances 
were not statistically significant.  

These results suggest that the intervention had a 
positive impact, especially on those skills that were 
initially weaker, such as communication and 
negotiation; the behavior observed in the 
performance of these two competencies coincides 
with what was reported by López, et al, (2025) who 
point out that the use of gamified tools is effective in 
the development of soft competencies. However, 

Azab & Ab-Hashima (2024) warn that the statistical 
significance of post-intervention progress depends, 
to a large extent, on the starting level of the 
participants and the intensity of the strategy 
implemented. In this way, the consistency of the tool 
in different scenarios is evident, particularly in those 
competencies with low initial levels. 

Consequently, the results obtained confirm the 
research hypothesis, rejecting the null hypothesis, 
since significant statistical differences were 
evidenced in the performance of soft skills post-
intervention. Along the same lines, the results ratify 
the effectiveness of the use of the gamified tool, 
which reinforces its relevance for the Human Talent 
area, especially in the development of soft skills. In 
this way, the weaknesses identified can be 
transformed into strengths, favoring the 
optimization of staff development and contributing 

Competition % Level 3-4 Pre % Level 3-4 Post Difference 
 

p-Valor Wilcoxon 
 

Communication 25% (5/20) 70% (14/20) +45% P<0.01 

Negotiation 15% (3/20) 70% (14/20) +55% P<0.001 

Influence 50% (10/20) 80% (16/20) +30% P<0.05 

Relationship Building 50% (10/20) 65% (13/20) +15% In the significant 

Leadership 75% (15/20) 95% (19/20) +20% In the significant 
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to the generation of sustainable competitive 
advantages (Abuladze, 2023).  

4. CONCLUSIONS 

The results of this study show that the gamified 
tool Life Game is an effective strategy for 
strengthening soft skills in the productive sector of 
the Colombian Caribbean region. Statistical analyses 
demonstrated significant improvements in 
communication and negotiation, both critical for 
business competitiveness in highly technological and 
digital environments. Although the Relationship 
Establishment and Leadership competencies did not 
reach statistical significance, their increases suggest a 
potential consolidation effect in the medium and 
long term, which reaffirms the value of gamification 
as a formative result in organizational development. 

A relevant contribution of the study is the 
comparison of the results obtained with recent 
studies, in which a consistent trend is evidenced that 
demonstrates the sustainability and relevance in the 
impact of the intervention, this finding becomes 
essential if one considers that, while the literature on 
gamification focuses mainly on educational contexts, 

the evidence in the business environment is still 
limited. In this sense, this article provides solid 
empirical evidence on the applicability of these tools 
in the productive sector, constituting a reference for 
the incorporation of innovative methodologies 
contextualized to cultural and organizational 
realities. It also opens spaces for discussion towards 
a paradigm shift in the strategic development of 
human talent within organizations, with a possible 
indirect effect on the strengthening of organizational 
capacities.  

The small size of the sample and the fact that it has 
only been applied to middle managers in a specific 
sector are recognized as a limitation. However, this 
restriction opens the possibilities of developing 
future research where coverage is extended to 
different hierarchical levels and sectors. In general, 
the Life Game tool  is projected as a transferable and 
scalable model at different hierarchical levels and 
academic sectors, contributing to the construction of 
more participatory and collaborative work 
environments aligned with the challenges of the 
digital age, which makes it a strategic resource 
capable of boosting business competitiveness and 
sustainability in the 21st century.  
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