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Abstract - Advances in technology and changes in workforce characteristics have encouraged organizations to seek more 

engaging and effective learning methods to enhance employee competencies. Gamification, as an approach that 

integrates game elements into non-game contexts, has been increasingly adopted in human resource development 

programs. Although this approach has proven effective in enhancing motivation and participant engagement, concerns 

remain that its emphasis on individual achievement and competition may erode values of cooperation and empathy, which 

are essential for successful teamwork. This study aims to analyze how gamification -based learning can be designed and 

implemented to preserve and even strengthen cooperation and empathy among employees. The meth od employed is a 

literature review that examines relevant scholarly sources. The findings indicate that well -designed gamification with 

emphasis on collaborative elements, social support, and reflection can create learning environments that are not only 

engaging but also reinforce interpersonal relationships among employees. The main conclusion of this study is that 

balancing competition and cooperation is a key factor in ensuring that gamification provides optimal benefits without 

negative consequences for interpersonal relations. This study contributes to the development of organizational learning 

theory and offers practical guidance for organizations in designing sustainable learning programs oriented toward the 

social and emotional development of employees. 

Keywords: Gamification-based learning, employee cooperation, empathy, human resource development, organizational 

learning, learning design, employee engagement. 

INTRODUCTION 

The dynamic changes in the business environment demand that organizations continuously enhance the 

competencies and skills possessed by employees in order to adapt and compete effectively. Traditional learning methods 

that are one-way and focus on the passive delivery of information are considered less capable of meeting current learning 

needs. Employees, especially those from the younger workforce, tend to prefer learning methods that are interactive, 

engaging, and provide opportunities to participate actively (Krishnan et al., 2022). Gamification emerges as a promising 

alternative, where game elements such as points, badges, leaderboards, and challenges are integrated into the learning 

process to increase motivation and participant engagement (Eliyas & Ran jana, 2022). Companies must ensure a 

continuous training and development process to enhance the team's ability to manage risks (da Silva et al., 2022).  

Current phenomena indicate that the application of gamification in organizational learning is expanding across 

various industry sectors (Uppalike, 2022). Many organizations report that the use of this approach significantly increases 

attendance rates, task completion, and understanding of learning materials (Gaonkar et al., 2022). This concept even 

evolves toward posthuman human resource management that optimally utilizes generative artificial intelligence 

(Darmawan, 2022). The game elements used in gamification provide measurable challenges and tangible rewards, so that 

employees feel more motivated to follow the learning process and apply the knowledge gained in daily work. In addition, 

gamification also allows organizations to monitor employee learning progress in real-time and provide immediate 

feedback, which further enhances the effectiveness of the learning process. 

However, along with the increasing use of gamification, various issues arise related to the social and emotional 

impacts of this approach. One of the main issues is that many gamification programs are designed with an excessive 

emphasis on individual goal achievement and competition among participants (Almeida et al., 2022). In programs like 

this, employees tend to focus on efforts to earn points, achieve the highest rank, or obtain the offered rewards, thereby 

ignoring the importance of cooperation and mutual support among peers. Such excessive emphasis on individual 

achievements risks obscuring true work productivity, because good performance measurement should also take into 

account employee creativity and innovation, rather than merely the number of poin ts obtained (Darmawan, 2023). This 

issue becomes increasingly important given that in the modern work environment, most tasks and projects are completed 

through teamwork, where the ability to collaborate and understand other people's perspectives becomes a  determining 

factor for success. Rojak and Darmawan (2022) state that by actively fostering self -confidence, organizations can not 

only expect an increase in individual performance, but also collective progress in achieving organizational goals. This 

reciprocal interaction between personal and environmental aspects emphasizes the urgency of utilizing organizational 
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social capital and group collaboration in ensuring the success of work programs (Mardikaningsih & Darmawan, 2022). 

Flexible organizational structures play a role in driving the company's adaptability to the dynamics of the work 

environment, including in responding to changes in interaction patterns resulting from the implementation of gamification 

(Darmawan & Mardikaningsih, 2023). Organizational effectiveness itself is determined by a number of interrelated 

factors, so the success of gamification programs cannot be separated from these factors (Darmawan, 2024) 

Another issue related to the application of gamification is the potential decline in empathy among employees. 

Empathy, which is the ability to understand and feel what others are experiencing, is considered an important factor in 

creating a harmonious and supportive work environment (Hammedi et al., 2021). When gamification -based learning 

programs are designed by creating situations where each participant competes with one another, employees tend to focus 

more on their own interests and pay less attention to the needs and difficulties experienced by their coworkers. This 

condition can lead to feelings of mutual suspicion, a lack of trust, and a decreased readiness to help others, which 

ultimately can lower teamwork effectiveness and overall organizational performance. Such a condition confirms that work 

patterns that reduce direct social interaction can diminish psychological well-being and strain relationships among 

employees (Darmawan, 2023). The appropriate design of training programs also plays an importa nt role in shaping 

employee behavior, as seen in environmentally based value training that is able to foster care and social responsibility 

(Essa & Mardikaningsih, 2024). Without clear and transparent communication, employees will feel confused or even 

suspicious of the changes being implemented (Mardikaningsih & Darmawan, 2022). 

The emerging problem is that many organizations applying gamification focus solely on aspects of increasing 

motivation and learning outcomes, without considering the impact of this approach on social values that are important 

in the work environment. The design of gamification programs, which frequently mimics game structures based on 

competition, is often unadjusted to the organizational context that requires cooperation and collaboration. Technology  

sustainability is not only related to economic efficiency or technical progress, but also to moral and ethical aspects that 

are very important for achieving shared well-being (Essa & Mardikaningsih, 2023). A healthy innovation culture 

should be able to balance the speed of technology adoption with the depth of humanistic consideration, so that the 

application of technology does not sideline the human aspect in work (Darmawan, 2023). A positive orientation toward 

correcting work mistakes requires ethical leadership from management to build a healthy and sustainab le 

organizational culture (Mardikaningsih et al., 2022). Adapting to this trend is not only a moral responsibility, but also 

a business strategy that supports long-term sustainability and sustainable economic growth (Mardikaningsih & 

Darmawan, 2021). Employee motivation and performance, including those of older workers, need to be continuously 

paid attention to so that their contributions to the organization can take place sustainably (Darmawan & 

Mardikaningsih, 2023). As a result, although the applied learning programs succeed in increasing employees' technical 

knowledge and skills, they can cause unintended negative impacts on interpersonal relationships and teamwork 

dynamics. In fact, the quality of superior human resources should also be reflected in inc reased work performance and 

loyalty, rather than mere mastery of technical skills alone (Darmawan et al., 2020). 

Another problem that arises is the lack of a clear understanding of how to design and implement gamification -

based learning that is capable of balancing the achievement of learning objectives with the maintenance of values of 

cooperation and empathy. Many organizations face difficulties in determining the right type and level of game elements 

to use, thus often getting trapped in the choice between creating a program that is engaging but triggers unhealthy 

competition or creating a program that supports cooperation but is less attractive and unable to increase participant 

motivation. A fair system is one that balances recognition of individual achievements and team success (Darmawan & 

Marsal, 2021). Good knowledge management can become a distinct competitive  advantage for organizations, including 

in formulating targeted gamification implementation strategies (Darmawan, 2023). The design of such programs also 

needs to pay attention to social inclusion for all groups of employees, including senior workers, so t hat the application of 

digital technology does not create new gaps in the workplace (Darmawan, 2023). Regulatory clarity also serves as an 

important factor in ensuring that every organizational policy, including digital learning programs, is carried out in  

accordance with applicable legal obligations (Waluyo et al., 2024). The lack of clear guidance on how to integrate social 

values into gamification design makes many organizations hesitant to apply this approach optimally.  

In the digital era, learning patterns also undergo changes through online interactions that influence how students 

acquire information (Darmawan, 2021). The urgency to conduct research on this matter is increasingly growing 

considering that gamification is predicted to continue being an important part of organizational learning strategies in the 

future. This work system is projected to continue developing and become a common work pattern in the future, in line 

with technological advancements that increasingly facilitate its implementation (Putra et al., 2022). Without a clear 

understanding of how to design and implement gamification-based learning programs that pay attention to social and 

emotional aspects, organizations risk creating a learning environment that only focuses on achieving individual results 

and ignores the importance of cooperation and empathy. This research is necessary to provide a comprehensive 

understanding of the design principles and appropriate implementation of gamification, so that organizations can leverage 

the benefits of this approach without causing negative impacts on important values within the work environment.  
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Based on the background and problems that have been described, the formulation of the problem in this research 

is how to design and implement gamification-based learning that is capable of maintaining and enhancing the values of 

cooperation and empathy among employees, as well as what factors influence the effectiveness of implementing such 

programs. The objective of this research is to analyze the design principles of gamification -based learning that support 

the preservation of cooperation and empathy values among employees, identify the factors influencing the effectiveness 

of implementing such programs, and formulate practical guidelines for organizations in applying a balanced and 

sustainable learning approach. This objective is structured in alignment with the established problem formulation, so that 

each objective to be achieved will provide a clear answer to the problems faced. This research is expected to contribute 

to the development of organizational learning theory and provide useful guidance for o rganizations in designing learning 

programs that not only enhance competence but also strengthen relationships among employees . 

RESEARCH METHODS 

This research uses the literature study method, which is a research method aimed at collecting, identifying, 

assessing, and synthesizing various literature sources relevant to the research topic to gain a comprehensive and systematic 

understanding. This method was chosen because it allows researchers to examine various studies previously conducted, 

identify emerging patterns and trends, and develop a deeper understanding of the topic being studied. Literature studies 

also enable researchers to identify existing research gaps and provide recommendations for future research. This method 

is considered appropriate for the research objective, which aims to analyze the design principles and implementation of 

gamification-based learning that maintain the values of cooperation and empathy among employees. 

The data sources used in this research are various scientific literatures relevant to the research topic. The literature 

sources collected include national and international scientific journals discussing organizational learning, human resource 

development, educational psychology, and organizational behavior. In addition, literature sources also encompass 

textbooks written by experts in the fields of learning and management, research reports published by prominent research 

institutions, as well as policy documents and practice guidelines published by professional organizations and 

governments. Researchers ensure that the literature sources used possess high credibility and are widely recognized by 

the scientific community. 

The data collection technique was conducted by gathering relevant literature sources based on their suitability to 

the research topic and objectives. After the literature sources were collected, the researcher read and analyzed the contents  

of the literature to identify information relevant to the research objectives. The information collected includes definitions 

and basic concepts of gamification, cooperation, and empathy; gamification design principles supporting social values; 

factors influencing the effectiveness of implementing gamification-based learning programs; and the challenges and 

solutions faced in implementing such programs. The data analysis technique used in this research is content analysis and 

synthesis, where the collected information is grouped, critically analyzed, and combined to form a comprehensive 

understanding of the research topic. 

RESULTS AND DISCUSSIONS 

In the digital era, an organization's success is no longer determined solely by how efficient they are in running 

existing work processes, but also by how capable they are in creating change and adapting to environmental 

developments that occur (Aboiron & Aboiron, 2022). Mardikaningsih and Darmawan (2022) emphasize that by 

developing skills in situational leadership, leaders can provide clearer direction, build trust, and create an environment 

that supports employee engagement at every stage of change. Gamification-based learning can be defined as a learning 

approach that integrates game elements and mechanisms into non-game learning contexts to increase motivation, 

engagement, and learning outcomes (Zeybek & Saygι, 2023). Commonly used game elements include  clear goals, 

structured rules, challenges tailored to participants' abilities, immediate feedback, rewards for achievements, and 

trackable progress. This approach leverages the fundamental human desire for achievement, socialization, and 

recognition, thereby creating a more engaging and enjoyable learning environment. However, the impact of 

implementing this approach on social values such as cooperation and empathy heavily depends on how these game 

elements are designed and applied within the learning program. 

Cooperation among employees refers to the process in which individuals work together to achieve common 

goals, where everyone's success depends on the contributions made by others. In the work environment, cooperation 

enables organizations to leverage the diversity of skills and knowledge possessed by employees, allowing them to 

complete complex tasks more effectively (Abdullah et al., 2018). Cooperation also creates a supportive work  

environment where employees help one another and share information to achieve optimal results. In the context of 

learning, cooperation allows participants to share knowledge, provide support, and solve problems together, which  

ultimately improves the understanding and mastery of learning materials (Chawla & Jain, 2021). Involvin g cross-

functional team members in a single training session enhances understanding of other departments' duties and 
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challenges. This opens opportunities for better communication, increased synergy in achieving common goals, and 

reduced barriers in the decision-making process (Fared & Darmawan, 2021) 

Empathy is the ability to understand and feel what others are experiencing, as well as to view situations from 

another person's perspective. In the work environment, empathy plays an important role in creating harmonious 

relationships, reducing conflict, a nd improving the quality of communication among employees (Husain, 2021). 

Employees who possess a high level of empathy tend to be more sensitive to the needs and feelings of coworkers, 

thereby being able to interact in a way that is more respectful and supportive (Zappala, 2014). In the context of learning, 

empathy allows participants to understand the difficulties experienced by others and provide the needed assistance, 

thus creating an inclusive learning environment that supports the development of every  individual. This is in line with  

Ramle and Mardikaningsih (2022) stating that a digitally inclusive ecosystem is one where innovation functions as a 

bridge, not as a barrier. 

Gamification design focused on group goals is one of the main principles that can be used to maintain and 

enhance the value of cooperation among employees (Kotsis et al., 2021). In design of this sort, learning goals and the 

offered rewards cannot be achieved solely by individuals separately, but require the contribution and cooperation of all 

group members. Every participant has a clear role and responsibility in achieving group goals, so that everyone's success 

depends on the performance and contribution provided by others (Riar et al., 2021). Openness and mutual support in 

mastering new systems are fundamentally influenced by strong positive psychological dimensions to maintain individual 

commitment in completing collective tasks (Darmawan & Mardikaningsih, 2021). This condition encourages participants 

to share knowledge with one another, help others experiencing difficulties, and communicate effectively to ensure that 

group goals are achieved well. 

The use of reward mechanisms based on group achievements can also strengthen cooperation among participants 

(Liu et al., 2020). Recognition and rewards for employees' extra -role contributions can be an effective strategy to 

strengthen organizational citizenship behavior (Darmawan, 2021). In a system of this sort, rewards such as points, badges, 

or recognition are given to all group members when the group goal is achieved, rather than being given only to individuals 

considered the best performers (Munoz et a l., 2019). This kind of reward system creates incentives for participants to 

work together and support one another, because everyone will benefit from the group's success. Conversely, if reward 

systems are only given to top-performing individuals, participants tend to focus on efforts to outperform others and are 

less willing to share knowledge or provide necessary assistance. 

Gamification design that provides opportunities for interaction and communication among participants can also 

maintain the values of cooperation and empathy (F. Liu et al., 2020). Current social media phenomena also demonstrate 

how important it is to maintain relationship authenticity so that communication remains honest and meaningful (Hariani 

& Mardikaningsih, 2022). Structured interaction allows participants to get to know one another, understand each other's 

roles and responsibilities, and build mutually supportive relationships. Through this interaction, participants can 

understand the perspectives and feelings of others, thereby increasing their level of empathy. In addition, interaction also 

allows participants to share experiences and knowledge with each other, which ultimately enhances the understanding of 

learning materials and creates a learning environment that is richer and more beneficial for all parties involved. A work 

environment capable of facilitating the exchange of knowledge, both formally and informally, encourages employees to 

be more effective in making decisions, solving problems, and adapting to change (Darmawan et al., 2020). 

The use of challenges that require collaborative problem -solving can also strengthen cooperation among 

participants. Challenges designed in such a way that they cannot be solved by individuals separately, but require 

contributions from various skills and knowledge possessed by group members, encourage participants to work together 

and leverage the strengths possessed by each person (Ballestin et al., 2020). In the process of solving such challenges, 

participants will learn to appreciate the differences among them, understand the roles played by each person, and develop 

the ability to communicate and coordinate effectively. Relationships of mutual respect foster a sense of togetherness and 

unity among employees, making it easier for them to work together and support one another in facing various challenges 

encountered by the organization (Mardikaningsih et al., 2022). This will ultimately enhance cooperative abilities that can 

be applied in the daily work environment. 

The provision of opportunities to give and receive feedback among participants can also increase the levels of 

empathy and cooperation. In gamification designs that support social values, participants are given the opportunity to 

provide constructive feedback on the performance and contributions made by others, as well as receive feedback on their 

own performance (Alves et al., 2020). Beyond interaction factors, the support of social capital and strong team 

collaboration function as an essential foundation in maintaining the quality of work within an organization (Putra et al., 

2021). This process allows participants to understand the impact of actions taken on others and comprehend other people's 

perspectives regarding the performance that has been achieved . Feedback provided in an appreciative and supportive 

manner will enhance mutual understanding among participants and create an environment of mutual trust and support.  

The management of healthy competition settings is also an important factor in maintaining the values of 

cooperation and empathy. Although competition can increase participant motivation and engagement, overly intense or 

unhealthy competition can generate negative impacts on interpersonal relationships (Galal, 2023). In this regard, the 
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design of performance evaluation and fair reward systems in modern organizations is highly necessary to ensure that 

competition remains constructive and does not damage team harmony (Darmawan & Marsal, 2021). Therefore, in 

gamification designs oriented toward preserving social values, competition should be structured in such a way that it takes 

place among groups, rather than among individuals. Inter-group competition continues to create challenges and 

motivation for achievement, but at the same time encourages cooperation within the group to achieve the best results. 

This approach allows participants to experience the benefits of competition without having to sacrifice relationships with 

coworkers who are in the same group. 

The provision of opportunities for reflection on the learning process and outcomes can also strengthen the values 

of cooperation and empathy among participants. Reflection allows participants to understand the roles played by 

themselves and others in achieving learning objectives, as well as comprehend the impact of interactions occurring during 

the learning process (Shapira et al., 2016). Through reflection, participants can realize the importance of each individual's  

contribution, appreciate the efforts made by others, and understand how good cooperation can improve the results 

achieved. Reflection also enables participants to identify ways that can be used to improve cooperation and 

communication in the future, so that the learning experience gained can be applied in the daily work environment. 

The use of compelling stories or narratives as a framework for the learning process can also support the 

preservation of the values of cooperation and empathy. Stories designed in such a way as to emphasize the importance of 

cooperation, mutual assistance, and appreciation of differences can create a context that supports the development of these 

social values (Ozaeta et al., 2022). Participants will be engaged in the story and understand that success in achieving the 

story's objectives depends on the ability to work together with others. Stories can also display situations that require an 

understanding of other people's feelings and perspectives, so that participants indirectly learn to develop empathy skills 

that can be used in daily interactions within the work environment. 

The alignment of gamification design with the existing organizational culture is also a factor that determines 

effectiveness in maintaining the values of cooperation and empathy. Every organization has a different work culture, 

where the embraced values and ways of interacting among individuals can vary (Ellenberger et al., 2020). This connection 

reinforces the importance of social construction regarding work-life balance within the boundaries of cultural and 

organizational norms (Eddine & Darmawan, 2022). Gamification designs adapted to the organizational culture will be 

more easily accepted and properly executed by participants, because they align with what they already understand and 

practice in the daily work environment. Conversely, if the gamification design contradicts the existing organizational 

culture, participants tend to feel uncomfortable and struggle to participate actively, which ultimately diminishes the 

effectiveness of the learning program and may cause negative impacts on interpersonal rela tionships. 

Employee engagement also has a positive relationship with productivity, profitability, employee retention, 

safety, and customer satisfaction (Buckingham & Coffman, 1999). Employee involvement in the design process of 

gamification-based learning programs can also enhance the program's ability to maintain the values of cooperation and 

empathy. When employees are involved in the design process, they have the opportunity to convey opinions, needs, and 

expectations regarding the learning program to be implemented (Barna & Fodor, 2018). This active participation of human 

resources reflects the adoption of transformational leadership acting as an agent of change for the organization's value 

system (Rojak et al., 2022). This involvement allows the program design to be tailored to the characteristics and needs of 

participants, thereby better creating a learning environment that supports the development of desired social values. In 

addition, employee involvement also creates a sense of ownership over the implemented program, so they are more willing 

to participate actively and strive to create positive interactions among fellow participants. When employees feel they have 

contributed to sustainability goals, they tend to be more engaged and enthusiastic about their work.  By encouraging this 

involvement, companies can optimize employee potential to achieve greater goals (Hariani & Mardikaningsih, 2024).  

The provision of adequate support during the learning process also plays an important role in maintaining the 

values of cooperation and empathy. When individuals receive sufficient support, they will feel more confident in their 

ability to learn and master new technology systems (Abdullah et al., 2021). Support can be in the form of guidance from 

facilitators, availability of required resources, and opportunities to discuss and share experiences with others (Mumin & 

Sulong, 2023). It is important for organizations to continue investing in workforce training and development to ensure 

that employees remain relevant and competitive in facing global market dynamics (Abdullah et al., 2021). Facilitators 

play a very important role in creating a supportive learning environment, where they can provide direction, facilitate 

interactions among participants, and resolve problems or conflicts that may arise during the learning process. Adequate 

support allows participants to feel comfortable interacting with others, making it easier to develop mutually supportive 

relationships and understand the feelings and perspectives of others. 

A comprehensive evaluation of the learning process and outcomes is also necessary to ensure that the 

implemented gamification-based learning program truly maintains and enhances the values of cooperation and empathy 

among employees (Kulkarni et al., 2022). Process assessment allows organizations to evaluate the efforts made by 

employees in developing new ideas, conducting experiments, and overcoming emerging obstacles (Ioanid & Iliescu, 

2022). Evaluation does not only focus on the mastery of learning materials and achieved results, but also assesses 

behavioral and attitudinal changes occurring in participants, including the ability to cooperate and understand the feelings 
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of others (Tan & Chong, 2023). Evaluation results can be used to identify existing shortcomings in program design and 

make necessary improvements, so that the implemented learning program can be continuously refined and provide 

optimal benefits for competence development and interpersonal relationships among employees. 

The application of appropriate design principles in gamification-based learning can create a learning environment 

that is not only engaging and effective in enhancing technical knowledge and skills, but also capable of maintaining and 

enhancing the values of cooperation and empathy among employees (Liu et al., 2023). When participants engage in a 

learning process that emphasizes group goals, cooperation, and social support, they will understand that success cannot 

be achieved solely through individual effort, but also through cooperation with others. This experience will shape 

mindsets and behaviors that can be applied in the daily work environment, thereby creating a work environment that is 

more harmonious, supportive, and effective in achieving organizational goals. This is in line with the research of Barzani 

et al. (2022) stating that the successful integration of the three dimensions of sustainability requires strong commitment 

across all levels of the organization as well as close cooperation. High work effectiveness also contributes significantly  

to overall organizational success (Djazilan & Darmawan, 2022). 

There is no single gamification design that fits all types of organizations or employee groups. Learning programs 

must be tailored to participant characteristics, intended learning objectives, and organizational context (Khodabandelou 

et al., 2022). Factors such as age, educational background, type of work, and professional experience need to be considered 

when designing appropriate gamification-based learning programs. This is consistent with Darmawan (2020) 

organizations therefore need to design training based on individual needs, taking into account work experience , learning 

style preference, and comfort level with digital technology. By taking these factors into account, organizations can create 

gamified learning initiatives that deliver optimal benefits, both in terms of competency development and the preservation 

of essential social values in the workplace. Mardikaningsih and Darmawan (2022) observed that digital HR practices in 

remote work systems can either widen or narrow this gap, depending on how they are designed.  

CONCLUSIONS 

Based on the literature review, it can be concluded that gamification-based learning has the potential to enhance 

employee motivation and engagement in learning processes, but its impact on cooperation and empathy depends heavily 

on program design and implementation. Gamification designs that emphasize group objectives, team -based rewards, 

structured interaction, and reflection can preserve and even strengthen cooperation and empathy among employees. 

Conversely, designs that place excessive emphasis on individual competition may negatively affect interpersonal 

relationships. Factors such as alignment with organizational culture, participant involvement in program design, and 

adequate support also influence the effectiveness of gamification in maintaining soc ial values. 

Future research could conduct empirical studies to test the effectiveness of different gamification design 

principles in sustaining cooperation and empathy across various organizational types and industrial sectors. Further 

studies may also develop more detailed and measurable frameworks that organizations can use to design and implement 

gamification-based learning programs suited to their specific needs and characteristics. Additionally, future research could 

examine the long-term impact of such programs on team performance and overall organizational outcomes.  

The findings of this study provide practical implications for organizations in designing and implementing 

gamification-based learning programs. Organizations must carefully consider the objectives and design principles applied, 

ensuring that programs not only enhance motivation and learning outcomes but also preserve cooperation and empathy, 

which are vital in workplace dynamics. Organizations should balance competition and collaboration, involve employees 

in the design process, and provide adequate support  throughout the learning experience.  By applying these measures, 

organizations can harness the benefits of gamification-based learning without generating negative effects on employee 

relationships and team dynamics.  
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