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Abstract: In modern-day workplaces, an individual’s information literacy, 
interpersonal skills, and adaptability significantly influence career 
development. To leverage talents effectively, adapt successfully, and prevent 
obsolescence, continuous learning and self-improvement across multiple 
dimensions are essential. This study utilises a specifically designed digital 
game-based learning (DGBL) environment – the ‘dynamic self-ball’ – as a 
reflective instrument to analyse the career development perceptions of working 
students. The game provides insights into workplace competencies and 
interpersonal dynamics. The study utilised online questionnaires and  
open-ended responses, analysing 34 completed surveys. Findings indicate:  
1) information proficiency is critically essential in the workplace; 2) strong 
interpersonal relationships significantly benefit career advancement, with 
respondents valuing good relationships more than outstanding academic or 
professional credentials; 3) adaptability and flexibility are vital workplace 
traits, with continuous learning and effort driving one’s career to greater 
heights. Possessing outstanding professional competence, engaging in 
multifaceted learning and self-improvement, and cultivating positive workplace 
relationships enable individuals to adapt swiftly and perform well in dynamic 
professional environments. 

Keywords: dynamic self-changing ball; digital games; career development; 
adaptability. 
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1 Introduction 

Throughout life’s journey, individuals consistently encounter changing circumstances. 
While many individuals have developed habitual coping mechanisms for workplace 
challenges, sudden and drastic changes can overwhelm their ability to adapt, leading to 
physical and mental imbalance. Therefore, cultivating adaptability is essential to enhance 
professional competitiveness while establishing a stable career foundation. In today’s 
fiercely competitive environment, regardless of industry or position, colleague support 
and interpersonal relationships remain crucial factors that significantly mediate work 
engagement and individual performance (Korsakienė et al., 2024). How can one improve 
personal competitiveness while maintaining positive relationships? Modern technology 
offers pathways to achieve this. The present study integrates entertainment and learning 
through a dynamic, self-changing ball game, aligning with contemporary educational 
trends. 

Prensky (2001) argues that digital game-based learning (DGBL) can be integrated 
with computer games (Slattery et al., 2025) while maintaining educational value.  
Game-based learning can also be defined as any educational game played on a computer 
or online (Gibson and Jakl, 2015). Integrating online or computer-based digital games 
with education leverages the entertainment aspect of games to train reaction skills, 
achieving educational objectives through gameplay. For students with weaker learning 
abilities or introverted personalities, games can provide enjoyment and a sense of 
accomplishment; this process enhances their concentration and reaction speed while 
increasing their willingness to learn (Tian and Umar, 2025). Therefore, this study 
suggests that training through digital games can improve an individual’s adaptability. 

The primary goal of digital games is to evoke pleasurable experiences in players, 
thereby providing entertainment value. Seminal models of player enjoyment (Sweetser 
and Wyeth, 2005), alongside recent meta-analyses, confirm that utilising digital games 
for instructional purposes yields significant positive learning outcomes and enhances 
knowledge acquisition (Soriano-Sánchez et al., 2026). Furthermore, DGBL models 
inherently foster a student-centred environment that significantly enhances intrinsic 
motivation, making the educational experience both inspirational and highly effective 
(Arzfi et al., 2025). Games can enhance students’ motivation to learn, fostering 
inspirational and effective learning experiences. The challenges embedded within digital 
games stimulate learners’ creativity, transforming them into active ‘experiencers’. By 
solving the multi-layered problems designed by game creators, learners develop versatile 
problem-solving skills, which significantly benefit their career development. This 
characteristic encourages learners to devise innovative problem-solving methods, turning 
them into active knowledge creators rather than passive recipients (Akhmetova et al., 
2025). Recent reviews highlight that location-based games provide immersive, 
contextually rich environments that effectively foster deeper engagement and meaningful 
learning in real-world settings (Richardson and Matthews, 2025; Liu and Wang, 2017). 
By integrating mobile devices and interactive elements to access guided information, 
students engaged with exhibits through gameplay. This approach enhanced the enjoyment 
of the museum visit while facilitating deeper knowledge acquisition. Thus, digital games 
provide both entertainment value and intellectual enrichment. 
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This study offers two primary contributions to the field of DGBL and career 
development. First, it extends the application of DGBL beyond traditional K-12 academic 
settings into the realm of adult workplace competency training. Second, by developing 
the ‘dynamic self-changing ball game’, this study provides a novel, interactive reflective 
tool that simulates real-world corporate pressures. This allows users to safely experience 
and internalise strategies for information integration, interpersonal networking, and 
career adaptability, bridging the gap between theoretical career frameworks and practical 
workplace survival skills. Furthermore, while recent systematic reviews primarily 
emphasise the cognitive and vocabulary acquisition benefits of DGBL for students, the 
present study expands this discourse by confirming that DGBL instruments can also 
effectively enhance complex psychosocial competencies among young adult 
professionals. 

2 Motivation and purpose 

Distinct from conventional entertainment-centric software, the ‘dynamic self-ball’ was 
developed as a pedagogical intervention tool. Its primary function is to facilitate 
metacognitive reflection on everyday professional experiences through structured 
gameplay, rather than serving purely as a medium for entertainment. This self-changing 
ball game fosters critical thinking in students. The small coloured ball seeks to unite with 
balls of the same colour to grow stronger while developing the ability to survive in 
narrow spaces without being consumed by balls of different colours or sizes. When 
encountering various environments, the ball must learn to ‘change colour’ to adapt to 
diverse workplace conditions, making flexible choices that are most suitable. The game 
combines elements of entertainment with philosophical concepts. This study employs the 
dynamic, self-changing ball game to guide students in exploring and reflecting on their 
career development. 

This dynamic, self-changing ball game scenario mirrors workplace dynamics, where 
it is genuinely challenging to thrive in today’s rapidly evolving society. This study 
extends the core principle of the dynamic self-changing ball game – where the player 
controlling the ball must survive – to explore three key aspects in the workplace: 
information expertise, interpersonal relationships, and adaptability for career 
development. It examines the significance of rapid learning, enhancing professional 
skills, building relationships, and developing adaptability in the workplace. Amid fast-
paced, ever-changing work environment, teaching and fostering workplace adaptability 
prove highly beneficial for developing digital information technology. 

This study offers two primary contributions to the field of DGBL and career 
development. First, it extends the application of DGBL beyond traditional K-12 academic 
settings into the realm of adult workplace competency training. Second, by developing 
the ‘dynamic self-changing ball game’, this study provides a novel, interactive reflective 
tool that simulates real-world corporate pressures. This allows users to safely experience 
and internalise strategies for information integration, interpersonal networking, and 
career adaptability, bridging the gap between theoretical career frameworks and practical 
workplace survival skills. 



   

 

   

   
 

   

   

 

   

   4 T-S. Weng    
 

    
 
 

   

   
 

   

   

 

   

       
 

3 Literature references 

In the contemporary global environment, which is rapidly changing due to successive 
industrial upgrades and economic volatility, employees and organisations face multiple 
new challenges that require constant adjustment (Chen et al., 2024). Changes in industrial 
structures generate diverse reciprocal effects. As the employment landscape continues to 
evolve, employees’ internal and external adaptability, driven by digital leadership and 
transformation, must also evolve to enhance corporate performance and organisational 
commitment (Qiao et al., 2024). That as enterprises raise their standards for employees’ 
foundational qualities and skill levels, an increasing number of workers lose their work 
vitality. This creates a chain reaction that ultimately drains organisational dynamism. 
Granziera et al. (2025) echo this perspective by demonstrating how excessive job 
demands deplete resources, whereas supportive environments foster work vitality and 
motivation. Facing increased talent attrition, organisations must actively address how to 
enhance work vitality, reduce turnover rates, and retain top talent to deliver high-quality 
services. 

3.1 Professional competence in workplace information adaptability 

In the context of globalisation and the knowledge economy, new forms of work have 
rapidly emerged; this shift necessitates a comprehensive re-examination of work 
competence, as modern employability demands a holistic set of adaptable and proactive 
skills to align with contemporary realities (Sulistiawan, 2025). Professional competence 
refers to an individual’s ability to autonomously mobilise relevant knowledge, specialised 
skills, and appropriate attitudes when executing tasks and adapting to complex problems 
(Ismailova, 2025). Accordingly, information professional competence describes an 
individual who possesses advanced information expertise, skills, attitudes, experience, 
and core values, combined with a high level of professional ethics, while meeting the 
needs and expectations of the service organisation. In the workplace, however, possessing 
information professional competence alone – without establishing sound workplace 
relationships and engaging in sufficient interaction with others – makes it challenging to 
develop and leverage one’s potential fully. 

3.2 Interpersonal workplace relationships 

Recent systematic reviews confirm that effective communication skills, interpersonal 
problem-solving abilities, and high social self-efficacy are critical predictors of 
successful socio-cultural adjustment and the mitigation of interpersonal issues (Nguyen 
and McGregor, 2025). Self-efficacy is fundamentally conceptualised as an individual’s 
core belief in their capability to accomplish specific tasks and overcome challenges, 
serving as a critical psychological resource that mobilises behaviour in demanding 
professional contexts (Zheng et al., 2025). The resources and knowledge gained through 
interactions within social network relationships directly provide structural conditions for 
individuals to acquire social capital, which critically influences work performance, career 
trajectory, and personal competitiveness (Luwei and Huimin, 2024; Zhang, 2012). 
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Lin (1982) and Birley (1985) noted that the significance of interpersonal networks 
lies in their capacity to provide resources, access channels for obtaining resources, and 
emotional regulation. They found that interpersonal relationships constitute interactive 
bonds between individuals, encompassing cultural and institutional patterns and 
processes, and represent social relationships. Interpersonal relationships and 
communication competence develop through continuous human contact and interaction, 
serving as a foundational pillar for individual psychological well-being (Ismailova et al., 
2025). Humans are fundamentally social creatures, and interpersonal relationships fulfil a 
basic social need. The diversity of social roles that people assume within these 
relationships shapes societal behaviour. Such relationships aid self-understanding and 
enable self-actualisation and affirmation within social contexts. Recent organisational 
research highlights that effective interpersonal networks and strategic team management 
depend heavily on leveraging social capital and collaborative social competence 
(Loignon et al., 2025). Career development interpersonal competencies are categorised 
into ‘bonding’ and ‘bridging’ social capital. The former involves establishing, 
maintaining, and deepening relationships with colleagues who share similar backgrounds 
and knowledge, while the latter consists of accessing heterogeneous social resources in 
the workplace. This includes effectively expanding weak ties, building connections 
without pre-existing relationships, and strengthening workplace power and interpersonal 
influence (Gheyassi and Alambeigi, 2024). study on the supervision of new social 
workers in Luxembourg and early professional development in Taiwan (Wang et al., 
2017) assessed supervisors’ evaluations of new employees’ professional skills and 
workplace readiness. General skill assessment categories included interpersonal 
competencies and reflective competencies. Recent studies have confirmed that 
individuals possessing strong reflexive components – specifically, superior interpersonal 
communication and self-reflective abilities – demonstrate greater adaptability,  
problem-solving proficiency, and professional self-improvement across various domains 
(Tyron et al., 2024). 

The literature above clearly demonstrates that strong communication and social skills, 
coupled with positive interpersonal relationships, significantly enhance work 
performance, career development, and personal competitiveness. Consequently, 
workplace adaptability is closely linked to interpersonal relationships. 

3.3 Career development adaptability 

Internal and external networking behaviours, along with their impact on workplace 
performance, exert a substantial influence on career development (Wanigasekara et al., 
2024), particularly for youth navigating complex professional environments (Gaile et al., 
2024). These social networks encompass personal, familial, educational, and corporate 
dimensions, serving as critical determinants of career success (Wanigasekara et al., 
2024). Recent studies applying ecological systems theory confirm that external 
occupational factors – such as labour market trends, socioeconomic environments, and 
structural opportunities – directly and indirectly affect an individual’s career development 
trajectory (Fernandes and Rawatlal, 2024). 

Career development adaptability is considered a self-regulatory strength and capacity 
that can be leveraged to address unfamiliar, complex, and ill-defined challenges in  
career-related tasks. Furthermore, recent studies confirm that subjective career success 
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and adaptability are not solely dependent on individual psychological readiness, but are 
deeply intertwined with the social connections individuals build throughout their 
professional lives (Gaile et al., 2024). Social capital serves as a vital resource that directly 
enhances an individual’s career adaptability (Gheyassi and Alambeigi, 2024). This aligns 
with the theoretical foundation of the dynamic self-changing ball game, illustrating that 
integrating DGBL (Tian and Umar, 2025) into career development helps individuals 
visualise and practice these complex interpersonal and adaptive strategies. Individuals 
with high adaptability demonstrate the ability to respond appropriately and transition 
effectively in the face of career instability (Savickas, 2015). In the workplace, 
maintaining a positive mindset while navigating challenges with ease requires prioritising 
psychological preparation for career adaptation and advancement. Cultivating the right 
employment mindset and strong work adaptability while continuously enhancing 
professional expertise and employability is essential for effective career adaptation 
(Zhang, 2013). This process involves accurately assessing oneself through continuous 
interpersonal interactions, where feedback and social capital directly shape one’s 
professional identity and role effectiveness (Pallaguna, 2025). Continuously developing 
employability skills directly correlates with greater career adaptability, which further 
enhances an individual’s ability to transition smoothly between roles (Bai et al., 2025). 

The present study in developed a dynamic, self-changing ball game. A coloured ball 
automatically shifts hues, symbolising the workplace’s constant evolution across time 
and space. Players must skilfully adapt, quickly adjust to environmental changes, and 
recalibrate their pace of progress. Additionally, they must promptly evade obstacles and 
seek out space for survival, enabling them to respond flexibly and adapt to favourable 
trends throughout their career development journey. 

4 Research approach 

Friedman (2005) asserts that the 21st century is characterised by intense competition. 
Corporate employees must contend with an increasingly rapid work pace and pressure, 
making them vulnerable to physical, mental, and emotional challenges. These factors 
contribute to a range of issues, ultimately leading to a gradual decline in workplace 
vitality. The ‘dynamic self-ball’ was developed as a pedagogical intervention tool using 
Animate software to facilitate metacognitive reflection on everyday professional 
experiences through structured gameplay. During the intervention, participants engage 
with the digital game while undergoing reflective processes. The game features a  
player-controlled coloured ball that encounters coloured balls of various hues 
approaching from all directions. The core mechanic requires players to adapt to diverse 
workplace conditions by learning to ‘change colour’ and make flexible choices. 

When the self-controlled ball accepts and absorbs balls of the same colour, it expands 
in size, reflecting how clustering generates force and amplifies organisational influence. 
Conversely, colliding with different coloured balls reduces the self-controlled ball’s size, 
symbolising diminished workplace influence. Participants must actively manoeuvre their 
ball to evade moving obstacles and seek out space for survival, simulating the 
requirement to navigate complex organisational structures and maintain career 
adaptability under pressure. 
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Figure 1 Self-changing ball game dynamic, (a) absorbs same-colour balls to strengthen its own 
faction (b) collides with different-colour balls to shrink its faction (see online version 
for colours) 

 
(a)      (b) 

This study employs a survey questionnaire method to address the research questions, 
using a five-point Likert scale to score responses. To clearly highlight the participants’ 
positive consensus and inclinations regarding workplace competencies, the responses for 
‘strongly agree’ and ‘agree’ were aggregated during the data analysis and interpretation 
phase. This aggregation approach is standard in DGBL evaluation to establish clear 
majority consensus trends and simplify the interpretation of positive behavioural 
inclinations. The questionnaire comprises three dimensions: ‘information professional 
competence’, ‘interpersonal relationships’, and ‘career development adaptability’. By 
extending the dynamic self-changing ball game framework, the study analyses 
participants’ perceptions of personal career development, leveraging workplace strengths, 
and maintaining adaptability to prevent obsolescence. 

4.1 Research subjects 

The study subjects comprised 75 students; however, only 34 valid questionnaires were 
collected. 

4.2 Survey analysis 

This study utilised an online questionnaire featuring open-ended response options, 
resulting in a total of 75 submissions. To maintain data integrity and rigor, 41 invalid 
questionnaires were excluded. The analysis was conducted on the remaining 34 valid 
responses, detailed below: 

4.2.1 Sample background data analysis 
a Age: Regarding age distribution, 32 of the 34 valid participants (94.1%) were aged 

21 to 30. This indicates a highly concentrated, young sample group who are in the 
critical early stages of their careers, making them an ideal demographic for testing 
career adaptability interventions (note: the original Figure 1 detailing exact age 
breakdown has been removed to streamline the demographic presentation). 
Furthermore, to maintain strict respondent anonymity and reduce bias during the 
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early-stage evaluation of the game mechanism, demographic data concerning 
participant gender was not recorded. Consequently, a gender-based comparative 
analysis is beyond the scope of the current study but represents a vital avenue for 
future research. 

b Number of previous career changes: Figure 2 shows that 19 participants have never 
changed jobs, 11 have changed jobs one to two times, and only four have changed 
jobs three times or more. 

Figure 2 Number of previous career changes (see online version for colours) 

 

4.2.2 Professional competency in workplace information 
Table 1 summarises participants’ perceptions of their information literacy and ability to 
utilise technology. 

Regarding the short-answer question asking about what information education 
platforms participants have used, 55.88% of respondents reported using their school’s 
teaching platform, while 44.12% used information education platforms outside of school 
settings. Examples include CNN, English teaching platforms, tutoring centre platforms, 
and Wikipedia. 

Analysis of the ‘professional information competency in the workplace’ questions 
reveals an average agreement rate of 75.05% for ‘agree’ and ‘strongly agree’ responses, 
indicating that professional information competency is highly valued in the workplace. 
Notably, 85.29% of respondents actively utilise information platforms for self-directed 
learning. The perspective regarding the importance of information literacy in the 
workplace is supported by 44.12% of respondents, who noted that with technology 
advancing rapidly, vast amounts of information and solutions are accessible online. 
Therefore, information literacy is essential for seizing business opportunities and 
bringing convenience to daily life. However, only 64.71% of respondents agreed that 
effectively using information tools can uncover and analyse various hidden issues within 
the company, suggesting that possessing IT proficiency alone is insufficient to resolve all 
corporate problems; additional skills are required. The remaining 55.88% of respondents 
either did not express an opinion or left the field blank regarding the open-ended 
feedback. 

4.2.3 Workplace relationships 
Table 2 highlights the perceived value and quality of interpersonal connections in the 
professional environment. 

When asked to describe the tangible benefits received from workplace relationships, 
respondents cited salary increases, promotions, greater workplace support (such as 
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avoiding penalties for unintentional mistakes), and increased efficiency alongside 
avoiding overtime through teamwork and division of labour. 
Table 1 Professional competency in workplace information 

Number Question Strongly 
agree Agree Acceptable Disagree Strongly 

disagree Total 

1 I believe I can 
learn and apply 
various 
information from 
web searches. 

8 18 6 2 0 34 

2 I believe I 
possess the ability 
to integrate 
computer, 
network, and 
multimedia 
applications. 

6 19 9 0 0 34 

3 I believe I will 
make effective 
use of 
information 
technology to 
showcase my 
work 
achievements. 

7 20 7 0 0 34 

4 I believe that by 
effectively 
utilising 
information tools, 
one can uncover 
and analyse 
various hidden 
issues within a 
company. 

6 12 12 4 0 34 

5 I believe I can 
effectively utilise 
various media 
formats to market 
the company and 
its products. 

6 18 9 1 0 34 

6 I have self-taught 
and applied 
knowledge 
through an 
information 
education 
platform. 

10 19 5 0 0 34 

7 Short-answer questions: please list the information on the education platforms you 
have used. 
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Table 2 Workplace relationships 

Number Question Strongly 
agree Agree Acceptable Disagree Strongly 

disagree Total 

8 I believe I 
maintain smooth 
communication 
and harmonious 
relationships with 
my superiors, 
colleagues, and 
subordinates. 

6 17 10 1 0 34 

9 I believe I can 
build a personal 
brand and 
discover my  
self-worth. 

7 14 13 0 0 34 

10 I believe that by 
connecting 
through the five 
shared 
connections – 
classmates, 
relatives, 
colleagues, fellow 
townsfolk, and 
shared interests – 
one can diversify 
one’s network. 

9 19 6 0 0 34 

11 I believe that by 
accumulating and 
leveraging your 
‘social capital 
savings account’, 
you can achieve 
your 
‘achievement 
savings account’. 

11 17 5 1 0 34 

12 I believe that 
cultivating core 
relationships over 
the long term has 
been immensely 
beneficial for my 
interpersonal 
connections and 
career. 

15 13 6 0 0 34 

13 I believe that by 
cultivating core 
connections, one 
can achieve 
tangible benefits. 

12 13 8 1 0 34 

14 Short-answer questions: please describe the tangible benefits you have received (e.g., 
salary increase, promotion, etc.). 
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Table 3 Career development adaptability 

Number Question Strongly 
agree Agree Acceptable Disagree Strongly 

disagree Total 

15 I believe that 
only by 
promptly and 
efficiently 
completing 
tasks assigned 
by superiors can 
one maintain 
competitiveness. 

12 15 7 0 0 34 

16 I agree with the 
company’s 
promotion 
model that starts 
from the bottom 
up. 

12 14 8 0 0 34 

17 I believe 
changing jobs 
within the 
workplace can 
be beneficial for 
future 
promotions. 

11 12 10 1 0 34 

18 I believe I can 
quickly adapt to 
each job change 
or career 
transition. 

7 9 18 0 0 34 

19 I believe that 
through 
continuous 
learning and 
hard work, 
one’s career can 
reach new 
heights. 

14 15 5 0 0 34 

20 I believe that 
holding 
professional 
certifications 
can prevent one 
from being 
phased out in 
the workplace. 

10 15 9 0 0 34 

21 Short-answer questions: my perspective on ‘career adaptability’. 

Analysis of the ‘workplace relationships’ questions reveals an average agreement rate of 
76.67% across all items, highlighting the critical importance of interpersonal connections. 
Among the factors, establishing relationships through the ‘five shared bonds’, cultivating 
core networks, and leveraging a ‘social capital bankbook’ are considered most vital, with 
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an agreement rate as high as 82.35%. Respondents believe that strong interpersonal 
connections significantly benefit career advancement, sometimes even more so than 
academic credentials or individual professional skills. Strong connections foster smoother 
interactions and communication, yielding additional benefits and smoother navigation 
within the professional environment. However, individual satisfaction with interactions 
among superiors, peers, and subordinates was only 77.65%, indicating that over 23% of 
respondents maintain a certain distance from these groups. Overall, recognising the 
importance of ‘workplace interpersonal relationships’ is essential for professional 
success, as cultivating core networks yields tangible benefits for 73.53% of respondents. 

4.2.4 Adaptability to career development 
Table 3 covers the respondents’ attitudes toward task efficiency, promotion models, and 
adaptability to change. 

Respondents who recognise the importance of adaptability emphasised that the ability 
to quickly adjust to different environments enhances future workplace performance, 
safeguards positions during organisational changes, and earns recognition from superiors, 
colleagues, and clients. Adaptability enables individuals to enter the work rhythm more 
easily; without it, even the best work skills become meaningless. In total, 32.35% of 
respondents explicitly affirmed the importance of career adaptability in open-ended 
feedback, while 67.65% left the question unanswered. 

Analysis of the ‘career development adaptability’ questions reveals an average 
agreement rate of 71.57% across all items, demonstrating the critical importance of 
workplace adaptability. Notably, 85.29% of respondents agreed that continuous learning 
and effort can lead to career advancement. However, respondents reported relatively low 
levels of satisfaction (47.06%) with their ability to quickly adapt to job transitions or 
career changes. Similarly, only 67.65% felt that workplace transitions positively 
impacted their future career advancement. This could potentially be influenced by the 
high proportion of respondents aged 21–30 (94.18%); being younger and having less 
workforce experience, they may struggle to adapt quickly to new roles and recognise how 
job-switching facilitates future promotions. 

5 Conclusions and recommendations 

5.1 Conclusions 

Based on the data analysis, this study demonstrates that an individual’s information 
expertise, interpersonal skills, and career development adaptability significantly influence 
personal career development. The conclusions are directly derived from the survey 
findings: 

1 The necessity of continuous information learning: As shown in Table 1, 85.29% of 
respondents actively utilise information platforms for self-directed learning. This 
data confirms that in today’s rapidly changing society, individuals must continuously 
enhance self-learning skills to mitigate workplace transition stress and avoid 
professional obsolescence. 
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2 The critical role of interpersonal synergy: Data from Table 2 strongly supports that 
mere task completion is insufficient for career advancement; 82.35% of respondents 
agreed that diversifying networks through ‘shared bonds’ yields tangible workplace 
benefits. This proves that navigating the modern workplace requires a broad support 
network to leverage an organisation’s synergistic effects. 

3 The gap in practical adaptability: Regarding career adaptability (Table 3), while 
85.29% agreed that continuous learning drives a career to new heights, only 47.06% 
felt confident in quickly adapting to actual job transitions. This specific data point 
highlights a crucial gap: while individuals understand the theoretical need for 
adaptability, they lack practical transition skills. This validates the fundamental 
purpose of the dynamic self-changing ball game developed in this study, serving as a 
necessary reflective tool to help young professionals practice adapting to changes. 

In summary, surviving in the fiercely competitive workplace requires continuous,  
multi-dimensional self-improvement. By learning to manoeuvre and adapt like the 
dynamic self-changing ball, individuals can find their correct position. While hard work 
in the workplace makes one a reliable employee, the ability to make timely decisions, 
leverage interpersonal networks, and adapt to favourable changes will transform an 
individual into a highly adaptable professional, making any job transition feel as 
effortless as swimming in water. 

Furthermore, while recent systematic reviews (e.g., Slattery et al., 2025; Tian and 
Umar, 2025) primarily emphasise the cognitive and vocabulary acquisition benefits of 
DGBL for students, the present study expands this discourse by confirming that DGBL 
instruments can also effectively enhance complex psychosocial competencies – such as 
interpersonal networking and career adaptability – among young adult professionals. 

5.2 Recommendations 

1 Enhancing personal ‘information proficiency’: Respondents who participated in this 
survey highly value the ability to self-learn and apply information effectively. 
Through continual self-improvement, they expand their knowledge and expertise in 
information technology, accumulate experience, and leverage IT to demonstrate their 
work achievements. This capability is essential for thriving in a fiercely competitive 
workplace, where adaptability is crucial. However, as information technology 
evolves rapidly, maintaining a mindset and motivation for continuous learning and 
acquiring new technological knowledge is imperative. By doing so, one can retain 
workplace competitiveness and avoid professional obsolescence. 

2 Strengthening the network of interpersonal relationships: All respondents in this 
survey agree that while competence in one’s job is essential, cultivating interpersonal 
relationships is even more crucial. This is because advancing to the next level 
requires not only individual effort but also a broad network of support to navigate 
organisational challenges and leverage the synergistic power of the team. 

3 Developing career adaptability: Enhance adaptability by completing workplace tasks 
with a high level of professional competence, while simultaneously cultivating 
extensive interpersonal networks and maintaining strong professional relationships. 
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5.3 Research limitations and future directions 

This study acknowledges several limitations, primarily stemming from its nature as an 
exploratory pedagogical intervention. First, the effective sample size (N = 34) remains 
relatively small, and the sample was highly concentrated within the 21–30 age bracket. 
Additionally, demographic data concerning participant gender was not recorded to 
maintain anonymity, which limited the feasibility of gender-based comparative analysis. 

Most importantly, the current study relies on self-reported questionnaire responses 
without a pre-post comparison or a control group. Future research must build upon this 
foundational exploratory work by adopting a rigorous experimental or longitudinal 
design. Implementing control conditions and gathering concrete behavioural evidence 
before and after the game intervention will be highly beneficial to establish robust causal 
inferences between the ‘dynamic self-ball’ intervention and long-term career adaptability 
improvements. 
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