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EXECUTIVE SUMMARY  

This Research provides a comprehensive analysis of employee preferences and beliefs 

regarding various engagement activities within Nordic Intent, a venture studio. The analysis 

considers the demographic profiles to understand how these variables influence employee 

perceptions. The data was collected through surveys conducted among employees, and 

statistical analyses, including ANOVA and independent sample t-tests, were performed to 

assess the significance of differences in preferences and beliefs across different demographic 

groups. 

Key findings from the analysis include: 

• Tenure: While most engagement activities showed no significant differences based on 

tenure, there was a notable difference in preference for skill-building sessions. This suggests 

that employees' length of service may influence their interest in professional development 

opportunities. 

• Department: Across different departments, there were generally no significant 

variations in preferences for team-building events, wellness activities, skill-building sessions, 

social events, volunteer activities, and recognition events. However, there was a borderline 

significance in preferences for recognition events among departments. 

• Age Group: Employees across age groups generally held similar perceptions regarding 

the effectiveness and importance of various engagement activities. However, there were some 

subtle differences in the perceived benefits of volunteer activities among different age groups. 

• Gender: While there were some differences in preferences and beliefs between male 

and female participants, particularly regarding interest in skill-building sessions, most other 

activities showed no significant differences based on gender.
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CHAPTER 1: PROFILE OF THE COMPANY: BIRDS EYE VIEW 

1.1 Introduction 

Nordic Intent 

 

Figure 1: Nordic Intent 

Nordic intent is an IT Services and IT Consultancy based in Porvorim, Goa Founded in 

2017. Nordic Intent is a venture studio empowering the next generation of companies and 

entrepreneurs. They offer an environment where ideas, capital, resources, and talent can 

together give birth to new-age businesses. Nordic Intent helps the entrepreneurs and 

businesses in Goa to start, grow and accelerate their companies. They partner with startups 

and entrepreneurs to rapidly accelerate growth and strategically invest in entrepreneurs who 

solve problems. 

1.2 Services offered by Nordic Intent 

Here are some of the passionate founders of Nordic Intent they have funded and 

work with daily and some revolutionary, tech-enabled companies they have co-

founded. 

1.2.1 BootCamp Goa 

BootCamp Goa provides intensive training in some of the leading 

technologies and software’s by experienced mentors. It encourages skill 

development and focus on the personal development of the students. It also 
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ensures real-time work experience and also offer placements and certificate 

upon completion of the course. They provide courses like Digital marketing, 

graphic design, WordPress and Human resources. 

1.2.1.1 ReckRute 

Was conceptualized as a complimentary function to Bootcamp (a training 

company of Nordic Intent), but in March 2022 was given an identity of its 

own. The vision of ReckRute is to become synonymous to recruitment in 

Goa. Currently has a focused Non-IT recruitment approach to business in 

Goa and just 1 client with requirements in 4 other cities of India. The process 

of recruitment focuses on getting the ideal candidate for the perfect job and 

hence BD ensures that the job being hired for is well understood and the 

recruitment team focuses on fitting in the ideal candidate.  

1.2.2 Consstruct 

Consstruct is a leading provider of offshore civil engineering teams. They 

have a network of pre-vetted engineers, architects, quality inspectors, and 

quantity surveyors billing engineers who are available to work on a variety 

of projects. 

1.2.3 Smol Block 

Smol Block manufactures handmade Wooden Toys for Creative Play. They 

offer Scandinavian designed, eco-friendly wooden toys made with 

sustainable beechwood and built to develop fundamental early learning 

skills in children’s. 
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1.2.4 ItsGoa 

ItsGoa, established in 2015, is the go-to portal for all things related to Goa. 

Serving as a comprehensive reference for news, lifestyle, and culture in the 

state, ItsGoa offers insights into tourist hotspots, hotels, restaurants, events, 

and hidden gems. Through social media platforms like Facebook and 

Instagram, ItsGoa creates a community, encouraging people to share their 

stories, events, and discussions, making it more than just an informational 

hub – it's a platform that bridges the gap between people and the vibrant 

spirit of Goa. 

1.2.5 Ticlet 

Ticlet is an event management company offering comprehensive solutions 

tailored to meet the diverse needs of various events. Their Event 

Management Software covers all aspects, including event registration, ticket 

sales, invitations, lead generation, and connecting buyers and sellers. With 

features like a Dashboard, Calendar, Profile Pages, QR Code Scanning, 

Push Notifications, and more, Ticlet ensures a seamless and efficient event 

experience. 
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1.3 Sections within the organizations 

                          

Figure 2: Departments under Nordic Intent 

 

Figure 3: Companies under Nordic Intent and their departments 
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CHAPTER 2: TASK HANDLED, LEARNINGS AND CHALLENGES  

During my internship at Reckrute as a Recruitment Intern, I played a important role in 

supporting the recruitment process. As a member of the Recruitment team, my main 

responsibility was to assist in various tasks related to hiring new talents for various 

companies across Goa. 

My typical workweek consisted of Monday to Friday, starting from January 29, 2024, with 

working hours from 9 AM to 6 PM. 

On a day-to-day basis, I collaborated closely with my reporting manager to identify 

potential candidates through various channels such as job boards, social media, and 

referrals. I also helped in reviewing resumes, scheduling interviews, and conducting initial 

screenings to assess candidates' suitability for different roles within the organization. 

Overall, my internship at Reckrute provided me with a hands-on learning experience in the 

field of recruitment, allowing me to develop essential skills and insights that will 

undoubtedly benefit me in my future career endeavors. 

2.1 Type of Tasks: 

• During my internship, I had the responsibility of collaborating closely with my 

reporting managers to gain a deep understanding of their staffing requirements. 

• One of my key duties was crafting comprehensive job descriptions tailored to each 

role and effectively posting them across various platforms to attract a diverse pool 

of candidates.  

• I actively engaged in talent sourcing, utilizing online platforms like Indeed, 

WhatsApp, LinkedIn networking, and referrals to identify potential candidates. 
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• Reviewing resumes and applications was a crucial aspect of my role, where I 

meticulously assessed each candidate's qualifications and experiences to determine 

their suitability for the position.  

• Conducting initial screenings and interviews was another integral part of my 

internship responsibilities.  

• Additionally, I played a key role in coordinating and scheduling interviews between 

candidates and the client company, ensuring a seamless process and timely 

communication throughout.  

• Throughout the recruitment process, I maintained detailed records and 

documentation to track candidate progress.  

2.2 Hands-On Experience:  

I conducted interviews with nearly 50 candidates and successfully closed 4 positions. 

2.3 Relationship with Coursework: 

Recruitment and Selection: My internship directly applies the concepts I learned in 

recruitment and selection classes during my MBA. I practically implemented methods of 

sourcing candidates, screening resumes, and conducting interviews, aligning with the 

theoretical knowledge gained in class. 

Business Communication: Effective communication was crucial in my role, whether it was 

collaborating with hiring managers, drafting job descriptions, or conducting interviews. 

The coursework on business communication helped me convey information clearly and 

professionally throughout the recruitment process 
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2.4 Learning: 

• From this practical experience, I gained valuable insights into recruitment processes 

and effective communication strategies. 

• Additionally, I learned more about my own abilities and preferences in a 

professional environment. 

2.5 Challenges:  

• As a fresher, applying theoretical knowledge to real-world situations was initially 

challenging.  

• Meeting deadlines and adapting to the fast-paced environment of recruitment 

presented additional challenges. 

• Additionally, dealing with unexpected setbacks and learning to cope with failures 

was another big challenge I faced. 

• Lastly, building effective communication skills and establishing rapport with team 

members and clients proved to be a gradual process. Learning to convey ideas 

clearly and professionally was essential for success in the recruitment industry. 
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CHAPTER 3: INTRODUCTION TO RESEARCH 

3.1 Introduction 

The challenge today for top management in the IT industry is not just retaining skilled 

people, but fully engaging them, and making them committed to the firm at each phase of 

their work life (Purushothaman & Kaviya, n.d.). Engagement of employees in an 

organization is one of the major topics in management. Employee engagement deals with 

the problems of satisfaction, commitment and organizational behaviour (Krishnamoorthy 

& Gopika, 2021). 

The concept of employee engagement was first proposed by Kahn (1990) (Sun & 

Bunchapattanasakda, 2019). Employee Engagement is an approach resulting in the right 

conditions for all employees of a firm to give their best each day. It is based on trust, 

integrity, a two-way commitment and communication between the firm and its employees 

(Purushothaman & Kaviya, n.d.). Engaged employees are vital sources of a healthy and 

successful organization because they are passionate and committed to putting in more 

discretionary effort by investing their time and energy (Jose et al., 2022). 

From an employee point of view, engaged employees tend to be more productive, 

committed, and satisfied at work (Jose et al., 2022). Employees are said to be engaged when 

they show a positive attitude toward the organization and express a commitment to remain 

with the organization (Kasinathan & Rajee, 2011). Engaged employees have a sense of 

energetic and effective connection with their work activities (Sun & Bunchapattanasakda, 

2019). Engaged employees will form a part of a firm’s brand and an engaged happy 

workplace can have an effect on customer retention, hiring of key talent and the ability to 

attract new customers where a company's values are crucial to the consumers 

(Purushothaman & Kaviya, n.d.). The engagement is achieved when people consider that 
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their organization respects their work, their work contributes to the organizational goals 

and more importantly their personal aspirations of growth, rewards and pay are met 

(Kalokar, 2022). 

Currently, the employee engagement initiatives at Nordic Intents encompass a diverse array 

of activities designed to encourage a vibrant and inclusive work culture. These initiatives 

include engaging workshops, the glamourous Met Gala, opportunities for both outdoor and 

indoor sports, recurring workshops aimed at skill enhancement, and a prestigious annual 

recognition event. Additionally, regular team lunches provide occasions for camaraderie 

and bonding among colleagues. 

This research aims to study the employee preferences for future activities in the 

organisation. By gathering insights into employee satisfaction and preferences, the research 

aims to identify areas for improvement in the organization's engagement initiatives and to 

tailor the future activities to better meet the needs and interests of employees. Ultimately, 

the goal is to enhance employee engagement, morale, and overall satisfaction within the 

workplace. 

3.2 Literature review 

(Jose et al., 2022) This research investigates the impact of perceived human resource 

management (HRM) practices on nurses' engagement. The study establishes a positive 

association between HRM practices and employee engagement. It further confirms the 

mediating roles of psychological safety and psychological availability, supporting a serial 

mediation model. The research contributes to a deeper understanding of achieving 

psychological safety, availability, and nurse engagement. The study emphasizes the 

importance of HRM practices in creating a supportive environment, fostering engagement, 

and enhancing overall patient experience.  
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(Kalokar, 2022) The research paper by Prof. (Dr.) Smita A. Kalokar and Prof. (Dr.) Amit 

Sahu explores the critical concept of employee engagement and its impact on 

organizational success. The paper emphasizes the significance of a positive relationship 

between an organization and its employees, highlighting that engaged employees 

contribute to organizational goals, fostering a sense of belonging and satisfaction. The 

review concludes by stressing the importance of continuous communication, management 

support, and a long-term commitment to improving employee engagement for 

organizational success. 

(Krishnamoorthy & Gopika, 2021) This research paper, titled "A Study on Employee 

Engagement in IT Firms," conducted by N. Gopika, Naveen C Wilson, and Dr. K. Subha, 

explores employee engagement in the Indian IT service industry. The study analyses factors 

such as compensation, rewards, recognition, and job satisfaction. Findings reveal that 

growth, rewards, and coworker support significantly contribute to employee engagement. 

The research suggests that emphasizing growth opportunities can enhance employee 

engagement, benefiting both employees and employers.  

(Sun & Bunchapattanasakda, 2019) This literature review by Li Sun and Chanchai 

Bunchapattanasakda explores the various concepts of employee engagement. The authors 

delve into various factors influencing employee engagement, emphasizing the critical role 

it plays in contemporary organizational dynamics. The review encompasses key aspects 

such as career development, effective talent management, leadership, ethical standards, and 

the impact of organizational politics on engagement. The authors highlight the absence of 

a fixed model for employee engagement, emphasizing the need for tailored approaches. 

Overall, the review provides valuable insights for organizations seeking to enhance 

employee commitment and retention. 
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(Tanwar, 2017) This research paper titled "Impact of Employee Engagement on 

Performance" by Anjum Tanwar studies the multifaceted concept of employee engagement 

and its influence on organizational performance. Tanwar delves into the evolving 

definitions and interpretations of employee engagement within various organizational 

contexts. The literature review highlighting the significance of employee engagement in 

contemporary management practices. Scholars like Sandhya Sridevi (2010) emphasize the 

lack of a universally accepted definition of employee engagement, while Gruman and Saks 

(2011) underscore the critical role of performance management in fostering employee 

engagement. Kazimoto (2016) discusses the correlation between job satisfaction, fair 

rewards, and employee engagement, emphasizing the importance of non-financial factors. 

Moreover, the Harvard Business Review (2013) underscores the strategic importance of 

employee engagement in achieving organizational success. The paper explains the complex 

interplay between employee engagement and organizational performance, shedding light 

on the pivotal role of non-financial incentives in motivating employees and driving 

organizational success. 

(Chandani et al., 2016) The authors emphasize the escalating issue of employee turnover 

across various industries, attributing it to the constant job-switching trend, thereby 

highlighting the urgency of addressing employee engagement and retention in the current 

economic climate. The literature review provides a comprehensive overview of factors 

influencing employee engagement, offering valuable insights for organizations seeking to 

enhance employee commitment and retention. 

(Kasinathan & Rajee, 2011) The research paper, titled "A Study on Employee Engagement" 

by S. Kasinathan and M. Rajee, explores the concept of employee engagement, 

emphasizing its importance in the manufacturing sector. The literature review discusses the 

definition of employee engagement, its dimensions, and its impact on organizational 
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performance. The paper also highlights the advantages of engaged employees. The findings 

suggest the need for recognizing employee contributions, implementing non-financial 

incentives, and providing career development opportunities to enhance engagement and 

organizational success. In conclusion, the paper underscores the importance of valuing 

employee input, fostering a positive work environment, and motivating employees for 

optimal performance. 

(Markos & Sridevi, 2010) The literature highlights several drivers of employee engagement, 

including meaningful work, clear communication, opportunities for development and 

advancement, adequate resources, training, feedback mechanisms, and a positive corporate 

culture. Non-financial factors are emphasized, and the importance of leadership 

commitment is consistently underscored. The role of managers in creating an engaged 

workforce is crucial, and their actions, such as aligning efforts with strategy, empowering 

employees, promoting teamwork, and providing support and recognition, significantly 

impact engagement levels. 

3.3 Research Gap 

In the organizations, there is an opportunity to dive into employee engagement regarding 

their preferences for future activities, as no previous research has been conducted on this 

topic. By filling this research gap, we can gain valuable insights into what employee 

engagement activities employees enjoy and what activities they prefer in the future. This 

research will help create a more engaging and fulfilling work environment, ultimately 

benefiting both employees and the organization as a whole. 

 



13 
 

3.4 Research questions 

1. What are the preferences of Nordic Intent employees regarding future engagement 

activities, and how do these preferences vary across different demographic profiles? 

2. Is there a significant difference in the perceived impact of team-building events, 

wellness activities, skill-building sessions, social gatherings, volunteer 

opportunities, and recognition ceremonies among Nordic Intent employees across 

various demographic profiles? 

3.5 Research objectives 

1. To Study the preferences of Nordic Intent employees regarding future engagement 

activities and analyze how these preferences vary across demographic profiles. 

2. To study the significant difference between perceived impact of team-building 

events, wellness activities, skill building, social gatherings, volunteer opportunities, 

and recognition ceremonies across demographic profiles. 

3.6 Research methodology 

Population 

The population for this research comprises employees from Nordic Intent a venture 

studio based in Porvorim, Goa. The total number of employees in Nordic Intent are 33.  

Sampling Methods and Techniques  

The survey will include all employees from the company. This approach is known as a 

census, where the entire population is considered for the study rather than selecting a 

sample. Since the population size is manageable and represents the entire workforce, a 
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census approach provides a comprehensive understanding of the employee engagement 

dynamics in Nordic Intent. 

3.7 Data Collection Methods 

Primary data: The primary data for this research was collected through a questionnaire 

distributed via Google Forms to the employees of Nordic Intent. The questionnaire 

includes questions related to what employment engagement activities they prefer in 

future. 

Secondary data: Secondary data was collected from academic literature, research 

papers, and other relevant sources to provide theoretical insights and support the 

findings of the study. 

3.8 Sample Size 

As the total number of employees in the organizations is 33, the entire population will 

be considered for this research. Therefore, the sample size is equal to the population 

size. 

3.9 Questionnaire Designing 

The questionnaire was designed to include both closed-ended and open-ended questions 

to gather quantitative and qualitative data. Closed-ended questions will provide 

structured responses, while open-ended questions will allow participants to express 

their opinions and provide additional insights. 

3.10 Statistical Tools and Techniques 

 In this research SPSS software was utilized to analyse the data, where frequency tables 

were generated to understand how often different preferences occur, created bar graphs 
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for visual representation, conducted ANOVA tests to determine if factors like age 

group, gender, and departments have a significant influence on preferences for various 

activities, and employed independent samples t-tests to compare data between different 

groups in the report. Essentially, statistical tools and techniques were used to 

thoroughly explore the data and draw meaningful conclusions about preferences for 

different activities based on various factors. 
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CHAPTER 4: DATA ANALYSIS AND RESULTS  

4.1 Bar Graph and Frequency tables 

 

1.  I am interested in participating in team-building events (e.g., outdoor activities, 

adventures).  

 

 

                                     

The data indicates that there is a considerable interest among Nordic Intent employees in 

participating in team-building events, particularly those involving outdoor activities and 

adventures. A majority of respondents either strongly agreed (27.3%) or agreed (39.4%) with 

this statement, indicating a combined total of 66.7% of employees expressing positive interest. 

However, there is a noticeable portion of respondents who expressed neutral (12.1%) or 

negative sentiments, with 9.1% disagreeing and 12.1% strongly disagreeing with the statement. 

This suggests that while a significant portion of employees are enthusiastic about team-building 

events, there is also a segment that either holds reservations or lacks interest in such activities. 

 

 

 

 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 9 27.3 27.3 27.3 

Agree 13 39.4 39.4 66.7 

Neutral 4 12.1 12.1 78.8 

Disagree 3 9.1 9.1 87.9 

Storngly Disagree 4 12.1 12.1 100.0 

Total 33 100.0 100.0  

Table 1: I am interested in participating in team-building events (e.g., 

outdoor activities, adventures) 
Figure 4: I am interested in participating in team-

building events (e.g., outdoor activities, adventures) 

Source 2: Authors Compilation 

Source 1:Authors Compilation 
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2. I would like to see more wellness activities offered (e.g., yoga, meditation). 

  

 

 

The data shows mixed responses from Nordic Intent employees regarding their desire for more 

wellness activities like yoga and meditation. A minority strongly agree (3.0%) and a slightly 

larger portion agree (15.2%), while a significant proportion remain neutral (24.2%). 

Conversely, a considerable number disagree (27.3%), with an additional 30.3% strongly 

disagreeing with increasing wellness activities. 

 

3. I would appreciate more opportunities for skill-building sessions or workshops. 

 

 

The data shows that many Nordic Intent employees want more for skill-building sessions or 

workshops. About 33.3% strongly agree and 36.4% agree, totaling 69.7% in favor. However, 

some respondents are neutral (15.2%) or disagree (6.1%), and a smaller group (9.1%) strongly 

disagrees. Overall, there's significant support for increasing skill-building opportunities. 

 Frequency Perce

nt 

Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 1 3.0 3.0 3.0 

Agree 5 15.2 15.2 18.2 

Neutral 8 24.2 24.2 42.4 

Disagree 9 27.3 27.3 69.7 

Storngly Disagree 10 30.3 30.3 100.0 

Total 33 100.0 100.0  

Table 2: I would like to see more wellness activities offered (e.g., yoga, 

meditation). 

Table 3: I would appreciate more opportunities for skill-building sessions or 

workshops. 

 Frequency Percent Valid 

Percent 

Cumulativ

e Percent 

Strongly Agree 11 33.3 33.3 33.3 

Agree 12 36.4 36.4 69.7 

Neutral 5 15.2 15.2 84.8 

Disagree 2 6.1 6.1 90.9 

Storngly Disagree 3 9.1 9.1 100.0 

Total 33 100.0 100.0  

Figure 5: I would like to see more wellness activities offered (e.g., yoga, 
meditation). 

Figure 6: I would appreciate more opportunities for skill-building sessions or 
workshops. 

Source 4: Authors Compilation 

Source 3: Authors Compilation 

Source 5: Authors Compilation 

 Source 6: Authors Compilation 
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4. I am interested in social events such as team lunches, happy hours, or company 

picnics. 

 

 

 

 

 

Most Nordic Intent employees (81.8%) expressed interest in social events like team lunches, 

happy hours, or company picnics, showing high enthusiasm. Some (9.1%) were neutral, while 

few (6.1%) disagreed and (3.0%) strongly disagreed, indicating generally positive sentiment 

towards such events. 

 

5. I would like to have more volunteer or community service activities organized by 

the company.  

 

 

A significant portion of Nordic Intent employees express interest in more company-organized 

volunteer or community service activities. While only 3% strongly agree, a combined 21.2% 

agree, indicating notable interest. However, the majority (39.4%) disagree, with an additional 

15.2% strongly disagreeing. This suggests a substantial portion of the workforce may not 

prioritize or see the value in these activities. Additionally, 24.2% remain neutral, indicating 

uncertainty about the benefits. 

 Frequenc

y 

Percent Valid Percent Cumulative 

Percent 

Strongly Agree 11 33.3 33.3 33.3 

Agree 12 36.4 36.4 69.7 

Neutral 5 15.2 15.2 84.8 

Disagree 2 6.1 6.1 90.9 

Storngly Disagree 3 9.1 9.1 100.0 

Total 33 100.0 100.0  

Table 4: I am interested in social events such as team lunches, happy hours, or 

company picnics. 

Table 5: I would like to have more volunteer or community service activities 

organized by the company. 
 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 1 3.0 3.0 3.0 

Agree 6 18.2 18.2 21.2 

Neutral 8 24.2 24.2 45.5 

Disagree 13 39.4 39.4 84.8 

Storngly Disagree 5 15.2 15.2 100.0 

Total 33 100.0 100.0  

Figure 7: I am interested in social events such as team lunches, happy 
hours, or company picnics. 

Figure 8: I would like to have more volunteer or community service activities 
organized by the company. 

Source 7:Authors Compilation 

Source 8: Authors Compilation 

Source 9: Authors Compilation 

Source 10: Authors Compilation 
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6. I would like to see more recognition events or ceremonies honouring employee 

achievements. 

 

 

Nordic Intent employees are keen on having more recognition events or ceremonies, with 

60.6% strongly supporting and 27.3% agreeing to the idea. This highlights a strong enthusiasm 

for acknowledging employee contributions. However, 9.1% remained neutral, and only 3% 

disagreed with the concept, indicating a minority perspective. 

 

7. I believe participating in team-building events positively impacts team cohesion 

and collaboration. 

 

 

Most Nordic Intent employees view team-building events positively, with 60.6% agreeing and 

24.2% strongly agreeing on their impact. While 21.2% remain neutral, only 18.2% disagree or 

strongly disagree. This suggests a widespread perception of these activities as beneficial for 

team cohesion and collaboration. 

 

Table 6: I would like to see more recognition events or  ceremonies 

honouring employee achievements.ceremonies honouring employee 

achievements. 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 20 60.6 60.6 60.6 

Agree 9 27.3 27.3 87.9 

Neutral 3 9.1 9.1 97.0 

Storngly Disagree 1 3.0 3.0 100.0 

Total 33 100.0 100.0  

Table 7: I believe participating in team-building events positively impacts team 

cohesion and collaboration.  Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 8 24.2 24.2 24.2 

Agree 12 36.4 36.4 60.6 

Neutral 7 21.2 21.2 81.8 

Disagree 3 9.1 9.1 90.9 

Storngly Disagree 3 9.1 9.1 100.0 

Total 33 100.0 100.0  

Figure 9: I would like to see more recognition events or ceremonies honouring 
employee achievements. 

Figure 10: I believe participating in team-building events positively impacts 
team cohesion and collaboration. 

Source 12: Authors Compilation 

Source 11: Authors Compilation 

Source 13: Authors Compilation 

Source 14: Authors Compilation 
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8. Wellness activities contribute positively to employee well-being and overall 

productivity within the company 

 

 

 

The data from Nordic Intent employees shows mixed opinions on the impact of wellness 

activities. While some (18.2%) agree, a majority (57.6%) are neutral or disagree. Notably, 

30.3% strongly disagree, indicating differing views on the effectiveness of wellness initiatives.  

 

9. I believe skill-building sessions or workshops are essential for personal and 

professional development. 

 

 

The data shows that a majority of Nordic Intent employees perceive skill-building sessions or 

workshops as essential for personal and professional development. Specifically, 30.3% 

strongly agree and 36.4% agree with this statement, indicating a significant level of consensus 

among respondents. Only a small proportion, 3.0%, disagree with the importance of such 

sessions, suggesting that the vast majority recognize their value. Additionally, 21.2% of 

respondents are neutral on this topic. 

Table 8: Wellness activities contribute positively to employee well-being and overall 

productivity within the company 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Strongly Agree 1 3.0 3.0 3.0 

Agree 5 15.2 15.2 18.2 

Neutral 8 24.2 24.2 42.4 

Disagree 9 27.3 27.3 69.7 

Storngly Disagree 10 30.3 30.3 100.0 

Total 33 100.0 100.0  

 Frequency Percent Valid 

Percent 

Cumulativ

e Percent 

Strongly Agree 10 30.3 30.3 30.3 

Agree 12 36.4 36.4 66.7 

Neutral 7 21.2 21.2 87.9 

Disagree 1 3.0 3.0 90.9 

Storngly Disagree 3 9.1 9.1 100.0 

Total 33 100.0 100.0  

Table 9: I believe skill-building sessions or workshops are essential for personal and 

professional development. 

Figure 11: Wellness activities contribute positively to employee well-being and overall 
productivity within the company 

Figure 12: I believe skill-building sessions or workshops are essential for personal and 
professional development. 

Source 15: Authors Compilation 

Source 16: Authors Compilation 

Source 18: Authors Compilation 

Source 17: Authors Compilation 
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10. I consider social events are important for fostering a sense of belongingness among 

colleagues. 

 

 

 

 

Most respondents, 87.9%, agreed that social events are important for fostering a sense of 

belonging among colleagues. Among them, 42.4% strongly agreed, and 45.5% agreed. Only 

6.1% were neutral, while 3.0% disagreed or strongly disagreed. This indicates a strong 

consensus among employees on the significance of social events for workplace camaraderie 

and cohesion. 

 

11. I perceive volunteer or community service activities as opportunities to make a 

positive impact beyond the workplace. 

 

 

 

The data shows mixed attitudes towards the impact of volunteer or community service 

activities. While a significant portion (36.4%) agrees that such activities have positive effects 

beyond the workplace, a sizable number (33.3%) disagrees. There's also a notable percentage 

(18.2%) that remains neutral. However, a minority (12.1%) strongly disagrees, suggesting 

some recognition of the potential positive influence of these activities beyond the organization. 

 Frequency Percent Valid Percent Cumulative Percent 

Strongly Agree 14 42.4 42.4 42.4 

Agree 15 45.5 45.5 87.9 

Neutral 2 6.1 6.1 93.9 

Disagree 1 3.0 3.0 97.0 

Storngly Disagree 1 3.0 3.0 100.0 

Total 33 100.0 100.0  

Table 10: I consider social events are important for fostering a sense 

of belongingness among colleagues. 

 Frequency Percent Valid Percent Cumulative Percent 

Strongly Agree 2 6.1 6.1 6.1 

Agree 10 30.3 30.3 36.4 

Neutral 6 18.2 18.2 54.5 

Disagree 11 33.3 33.3 87.9 

Storngly Disagree 4 12.1 12.1 100.0 

Total 33 100.0 100.0  

Table 11: I perceive volunteer or community service activities as opportunities to make a 

positive impact beyond the workplace. 

Figure 13: I consider social events are important for fostering a sense of 
belongingness among colleagues. 

Figure 14: I perceive volunteer or community service activities as opportunities to 
make a positive impact beyond the workplace. 

Source 19: Authors Compilation 

Source 20: Authors Compilation 

Source 22: Authors Compilation 
Source 21: Authors Compilation 
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12. Recognition events positively impact employee morale and motivation. 

 

 

 

 

The data reveals that a significant portion of Nordic Intent employees strongly agree (51.5%) 

that recognition events have a positive impact on their morale and motivation. Furthermore, 

33.3% of employees agree with this statement. A smaller percentage, comprising 12.1% of 

respondents, remain neutral regarding the impact of recognition events on morale and 

motivation. Only 3.0% of employees strongly disagree with the notion that recognition events 

contribute positively to their morale and motivation. Overall, the majority of employees 

perceive recognition events as beneficial for enhancing their morale and motivation within the 

organization. 

 

 

 

 

 

 

 Frequency Percent Valid Percent Cumulative 

Percent 

Strongly Agree 17 51.5 51.5 51.5 

Agree 11 33.3 33.3 84.8 

Neutral 4 12.1 12.1 97.0 

Storngly Disagree 1 3.0 3.0 100.0 

Total 33 100.0 100.0  

Table 12: Recognition events positively impact employee morale and 

motivation. 

Figure 15: Recognition events positively impact employee 
morale and motivation. 

Source 24: Authors Compilation 

Source 23: Authors Compilation 
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4.2 ANOVAA 

Relationship between different age groups and their preferences for various workplace 

activities  

ANOVA 
Table 13: Relationship between different age groups and their preferences for various workplace activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I am interested in participating in team-building 

events (e.g., outdoor activities, adventures). 

Between Groups 8.790 3 2.930 1.804 .168 

Within Groups 47.089 29 1.624   

Total 55.879 32    

I would like to see more wellness activities offered 

(e.g., yoga, meditation). 

Between Groups 5.244 3 1.748 1.331 .283 

Within Groups 38.089 29 1.313   

Total 43.333 32    

I would appreciate more opportunities for skill-

building sessions or workshops. 

Between Groups 12.048 3 4.016 3.109 .042 

Within Groups 37.467 29 1.292   

Total 49.515 32    

I am interested in social events such as team lunches, 

happy hours, or company picnics. 

Between Groups 3.288 3 1.096 .970 .420 

Within Groups 32.772 29 1.130   

Total 36.061 32    

I would like to have more volunteer or community 

service activities organized by the company. 

Between Groups 1.382 3 .461 .384 .765 

Within Groups 34.800 29 1.200   

Total 36.182 32    

I would like to see more recognition events or 

ceremonies honoring employee achievements. 

Between Groups 5.038 3 1.679 2.317 .096 

Within Groups 21.022 29 .725   

Total 26.061 32    

Source 25: Authors compilation 

The ANOVA results presented indicate the relationship between different age groups and their 

preferences for various workplace activities at Nordic Intent. Here's the interpretation of each 

ANOVA test: 

1. Team-Building Events: 

• Between Groups: The variance between age groups in their interest in 

participating in team-building events is not statistically significant (F(3, 29) = 

1.804, p = .168). This suggests that age group does not have a significant effect 

on employees' preferences for team-building activities. 

2. Wellness Activities: 

• Between Groups: Similarly, the variance between age groups in their preference 

for more wellness activities offered is not statistically significant (F(3, 29) = 

1.331, p = .283). Age group does not seem to significantly influence employees' 

desires for wellness activities. 
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3. Skill-Building Sessions: 

• Between Groups: In this case, the variance between age groups in their desire 

for more opportunities for skill-building sessions or workshops is statistically 

significant (F(3, 29) = 3.109, p = .042). This suggests that there may be 

differences in preferences for skill-building activities among different age 

groups. 

4. Social Events: 

• Between Groups: The variance between age groups in their interest in social 

events such as team lunches, happy hours, or company picnics is not statistically 

significant (F(3, 29) = .970, p = .420). Age group does not appear to 

significantly impact preferences for social events. 

5. Volunteer or Community Service Activities: 

• Between Groups: There is no statistically significant difference between age 

groups in their desire for more volunteer or community service activities 

organized by the company (F(3, 29) = .384, p = .765). Age group does not seem 

to play a significant role in preferences for volunteer activities. 

6. Recognition Events: 

• Between Groups: The variance between age groups in their desire for more 

recognition events or ceremonies honoring employee achievements is 

approaching statistical significance (F(3, 29) = 2.317, p = .096). This suggests 

that there may be some differences in preferences for recognition events among 

different age groups, although not strongly significant. 

Overall, while age group does not significantly influence preferences for team-building events, 

wellness activities, social events, and volunteer activities, there appears to be some significance 

regarding preferences for skill-building sessions and recognition events.  
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Relationship between Duration they have worked in the company and their preferences 

for various workplace activities. 

ANOVA 

Table 14: Relationship between Duration they have worked in the company and their preferences for various workplace 
activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I am interested in participating in 

team-building events (e.g., outdoor 

activities, adventures). 

Between Groups 8.790 3 2.930 1.804 .168 

Within Groups 47.089 29 1.624   

Total 55.879 32    

I would like to see more wellness 

activities offered (e.g., yoga, 

meditation). 

Between Groups 5.244 3 1.748 1.331 .283 

Within Groups 38.089 29 1.313   

Total 43.333 32    

I would appreciate more 

opportunities for skill-building 

sessions or workshops. 

Between Groups 12.048 3 4.016 3.109 .042 

Within Groups 37.467 29 1.292   

Total 49.515 32    

I am interested in social events 

such as team lunches, happy hours, 

or company picnics. 

Between Groups 3.288 3 1.096 .970 .420 

Within Groups 32.772 29 1.130   

Total 36.061 32    

I would like to have more 

volunteer or community service 

activities organized by the 

company. 

Between Groups 1.382 3 .461 .384 .765 

Within Groups 34.800 29 1.200   

Total 36.182 32 
   

I would like to see more 

recognition events or ceremonies 

honoring employee achievements. 

Between Groups 5.038 3 1.679 2.317 .096 

Within Groups 21.022 29 .725   

Total 26.061 32    

Source 26: Authors compilation 

The ANOVA results indicate whether there are statistically significant differences in the 

preferences for various activities based on how long employees have been working in the 

company. Here's how to interpret the findings: 

1. Team-building Events (F = 1.804, p = .168): There is no statistically significant 

difference in preference for team-building events among employees based on their 

tenure in the company. This suggests that the length of time an employee has been with 

the company does not significantly influence their interest in participating in team-

building activities. 

2. Wellness Activities (F = 1.331, p = .283): Similarly, there is no significant difference 

in preference for wellness activities based on tenure. Employees' length of service in 

the company does not seem to impact their desire for more wellness offerings such as 

yoga or meditation sessions. 
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3. Skill-building Sessions (F = 3.109, p = .042): In contrast, there is a statistically 

significant difference in preference for skill-building sessions based on tenure. The p-

value of .042 indicates that the difference observed is unlikely to be due to random 

chance. Further analysis, such as post-hoc tests, would be needed to determine which 

specific groups differ in their preferences. 

4. Social Events (F = .970, p = .420): There is no significant difference in preference for 

social events like team lunches or company picnics based on tenure. Employees' length 

of service does not appear to influence their interest in attending these types of events. 

5. Volunteer or Community Service Activities (F = .384, p = .765): Similarly, there is 

no significant difference in preference for volunteer or community service activities 

based on tenure. Employees' length of service in the company does not seem to affect 

their desire for more opportunities to engage in community-oriented activities. 

6. Recognition Events (F = 2.317, p = .096): There is a borderline significance in 

preference for recognition events based on tenure. The p-value of .096 suggests that 

there may be some difference in preference among employees with different lengths of 

service, but it does not reach conventional levels of significance (p < .05). Further 

investigation may be warranted to understand this potential relationship better. 

 

In summary, while the length of time employees have been working in the company does not 

significantly influence preferences for most activities, there is a notable difference in 

preference for skill-building sessions. This suggests that employees' tenure may play a role in 

their interest in professional development opportunities 
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Relationship between departments and their preferences for various workplace activities.  

ANOVA 

Table 15: Relationship between departments and their preferences for various workplace activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I am interested in participating in team-building 

events (e.g., outdoor activities, adventures). 

Between Groups 6.980 4 1.745 .999 .424 

Within Groups 48.898 28 1.746   

Total 55.879 32    

I would like to see more wellness activities 

offered (e.g., yoga, meditation). 

Between Groups 9.602 4 2.400 1.992 .123 

Within Groups 33.732 28 1.205   

Total 43.333 32    

I would appreciate more opportunities for skill-

building sessions or workshops. 

Between Groups 8.989 4 2.247 1.553 .214 

Within Groups 40.526 28 1.447   

Total 49.515 32    

I am interested in social events such as team 

lunches, happy hours, or company picnics. 

Between Groups 1.465 4 .366 .296 .878 

Within Groups 34.595 28 1.236   

Total 36.061 32    

I would like to have more volunteer or 

community service activities organized by the 

company. 

Between Groups 1.883 4 .471 .384 .818 

Within Groups 34.298 28 1.225   

Total 36.182 32    

I would like to see more recognition events or 

ceremonies honoring employee achievements. 

Between Groups 7.012 4 1.753 2.577 .059 

Within Groups 19.048 28 .680   

Total 26.061 32    

Source 27: Authors compilation 

The ANOVA results for the different departments indicate whether there are significant 

differences in employee preferences for various activities across different departments within 

Nordic Intent. Let's interpret the findings for each activity: 

1. Team-Building Events: The F-value is 0.999 with a significance level (Sig.) of 0.424. 

Since the p-value is greater than 0.05 (the commonly used significance threshold), we 

fail to reject the null hypothesis. This suggests that there is no significant difference in 

the preference for team-building events among different departments. 

2. Wellness Activities: The F-value is 1.992 with a significance level (Sig.) of 0.123. 

Although the p-value is less than 0.05, indicating potential significance, it's only 

slightly below the threshold. Hence, there might be a slight difference in preference for 

wellness activities among departments, but it's not strong enough to be considered 

significant. 
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3. Skill-Building Sessions: The F-value is 1.553 with a significance level (Sig.) of 0.214. 

Similar to wellness activities, the p-value is above 0.05, suggesting that there's no 

significant difference in the preference for skill-building sessions among departments. 

4. Social Events: The F-value is 0.296 with a significance level (Sig.) of 0.878, indicating 

no significant difference in preference for social events among departments. 

5. Volunteer or Community Service Activities: The F-value is 0.384 with a significance 

level (Sig.) of 0.818, indicating no significant difference in preference for volunteer 

activities among departments. 

6. Recognition Events: The F-value is 2.577 with a significance level (Sig.) of 0.059. 

Here, the p-value is close to 0.05, suggesting a potential significant difference in 

preference for recognition events among departments, but it falls just short of being 

statistically significant. 

In summary, while there may be some slight differences in preferences for recognition events 

among departments, overall, there are no significant variations in preferences for team-building 

events, wellness activities, skill-building sessions, social events, and volunteer activities across 

different departments within Nordic Intent. 
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Relationship between age group and their perception for various workplace activities.  

ANOVA 

Table 16: Relationship between age group and their perception for various workplace activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I believe participating in team-building events 

positively impacts team cohesion and 

collaboration. 

Between Groups 8.622 3 2.874 2.113 .120 

Within Groups 39.439 29 1.360   

Total 48.061 32    

Wellness activities contribute positively to 

employee well-being and overall productivity 

within the company 

Between Groups 5.244 3 1.748 1.331 .283 

Within Groups 38.089 29 1.313   

Total 43.333 32    

I believe skill-building sessions or workshops 

are essential for personal and professional 

development. 

Between Groups 6.394 3 2.131 1.558 .221 

Within Groups 39.667 29 1.368   

Total 46.061 32    

I consider social events are important for 

fostering a sense of belongingness among 

colleagues. 

Between Groups 3.093 3 1.031 1.224 .319 

Within Groups 24.422 29 .842   

Total 27.515 32    

I perceive volunteer or community service 

activities as opportunities to make a positive 

impact beyond the workplace. 

Between Groups 9.692 3 3.231 2.712 .063 

Within Groups 34.550 29 1.191   

Total 44.242 32    

Recognition events positively impact 

employee morale and motivation. 

Between Groups 3.531 3 1.177 1.456 .247 

Within Groups 23.439 29 .808   

Total 26.970 32    

Source 28: Authors compilation 

The provided ANOVA table presents the results of the analysis of variance for different 

activities across various age groups. Here's an interpretation of the findings: 

1. Team-building events: The analysis suggests that there is no significant difference in 

the belief that participating in team-building events positively impacts team cohesion 

and collaboration across different age groups (F(3, 29) = 2.113, p = .120). This implies 

that employees across age groups generally hold similar perceptions regarding the 

effectiveness of team-building events. 
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2. Wellness activities: Similarly, the analysis indicates no significant difference in the 

belief that wellness activities contribute positively to employee well-being and overall 

productivity across age groups (F(3, 29) = 1.331, p = .283). Employees of different ages 

seem to have similar views regarding the benefits of wellness activities. 

3. Skill-building sessions or workshops: There is no significant difference in the belief 

that skill-building sessions or workshops are essential for personal and professional 

development across different age groups (F(3, 29) = 1.558, p = .221). This suggests that 

employees of various age groups equally value opportunities for skill development. 

4. Social events: The analysis reveals no significant difference in the importance of social 

events for fostering a sense of belongingness among colleagues across age groups (F(3, 

29) = 1.224, p = .319). Employees of different ages hold similar views regarding the 

significance of social events. 

5. Volunteer or community service activities: There is a marginally significant 

difference in the perception of volunteer or community service activities as 

opportunities to make a positive impact beyond the workplace across age groups (F(3, 

29) = 2.712, p = .063). This suggests that there may be some variation in the perceived 

benefits of volunteer activities among employees of different ages. 

6. Recognition events: The analysis indicates no significant difference in the belief that 

recognition events positively impact employee morale and motivation across different 

age groups (F(3, 29) = 1.456, p = .247). Employees of various ages seem to have similar 

perceptions regarding the importance of recognition events. 

Overall, while there are some subtle differences in the perceptions of volunteer activities 

among different age groups, the general trend suggests that employees across age groups share 

similar views regarding the importance and benefits of various activities within the workplace. 
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Relationship between Duration they have worked in the company and their perception 

for various workplace activities.  

ANOVA 

 

Table 17: Relationship between Duration they have worked in the company and their perception for various workplace activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I believe participating in team-

building events positively impacts 

team cohesion and collaboration. 

Between Groups 3.158 2 1.579 1.055 .361 

Within Groups 44.903 30 1.497   

Total 48.061 32    

Wellness activities contribute 

positively to employee well-being 

and overall productivity within the 

company 

Between Groups 1.521 2 .761 .546 .585 

Within Groups 41.812 30 1.394   

Total 43.333 32 
   

I believe skill-building sessions or 

workshops are essential for 

personal and professional 

development. 

Between Groups 1.083 2 .542 .361 .700 

Within Groups 44.977 30 1.499   

Total 46.061 32 
   

I consider social events are 

important for fostering a sense of 

belongingness among colleagues. 

Between Groups 3.021 2 1.511 1.850 .175 

Within Groups 24.494 30 .816   

Total 27.515 32    

I perceive volunteer or community 

service activities as opportunities 

to make a positive impact beyond 

the workplace. 

Between Groups .392 2 .196 .134 .875 

Within Groups 43.850 30 1.462   

Total 44.242 32 
   

Recognition events positively 

impact employee morale and 

motivation. 

Between Groups 1.008 2 .504 .582 .565 

Within Groups 25.962 30 .865   

Total 26.970 32    

Source 29: Authors compilation 

The ANOVA results provide insights into the relationship between employees' tenure in the 

company and their beliefs regarding various aspects of employee engagement activities. 

1. Team-Building Events: The ANOVA results show that there is no significant 

difference in employees' beliefs about the positive impact of team-building events 

based on their tenure in the company. The F-value of 1.055 and the p-value of 0.361 

indicate that the differences observed could be due to random variation rather than 

meaningful differences related to tenure. 

2. Wellness Activities: Similarly, there is no significant difference in employees' beliefs 

about the positive contribution of wellness activities to employee well-being and 

productivity based on their tenure in the company. The F-value of 0.546 and the p-value 

of 0.585 suggest that any observed differences are likely due to chance. 
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3. Skill-Building Sessions: The ANOVA results indicate that there is no significant 

difference in employees' beliefs regarding the importance of skill-building sessions for 

personal and professional development based on their tenure in the company. The F-

value of 0.361 and the p-value of 0.700 suggest that any differences observed are not 

likely to be meaningful. 

4. Social Events: Similarly, there is no significant difference in employees' beliefs about 

the importance of social events for fostering a sense of belongingness among colleagues 

based on their tenure in the company. The F-value of 1.850 and the p-value of 0.175 

indicate that observed differences could be due to random variation. 

5. Volunteer or Community Service Activities: The ANOVA results show that there is 

no significant difference in employees' beliefs about the positive impact of volunteer or 

community service activities beyond the workplace based on their tenure in the 

company. The p-value of 0.875 suggests that any observed differences are likely due to 

chance. 

6. Recognition Events: Lastly, there is no significant difference in employees' beliefs 

about the positive impact of recognition events on employee morale and motivation 

based on their tenure in the company. The p-value of 0.565 indicates that any observed 

differences are not likely to be meaningful. 

In summary, the ANOVA results suggest that employees' beliefs about various aspects of 

employee engagement activities do not significantly vary based on their tenure in the company. 
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Relationship between Departments and their perception for various workplace activities.  

ANOVA 

Table 18: Relationship between Departments and their perception for various workplace activities. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

I believe participating in team-

building events positively 

impacts team cohesion and 

collaboration. 

Between Groups 8.735 4 2.184 1.555 .214 

Within Groups 39.326 28 1.404   

Total 48.061 32 
   

Wellness activities contribute 

positively to employee well-

being and overall productivity 

within the company 

Between Groups 9.602 4 2.400 1.992 .123 

Within Groups 33.732 28 1.205   

Total 43.333 32 
   

I believe skill-building sessions 

or workshops are essential for 

personal and professional 

development. 

Between Groups 9.329 4 2.332 1.778 .161 

Within Groups 36.732 28 1.312   

Total 46.061 32 
   

I consider social events are 

important for fostering a sense 

of belongingness among 

colleagues. 

Between Groups 2.853 4 .713 .810 .530 

Within Groups 24.662 28 .881   

Total 27.515 32 
   

I perceive volunteer or 

community service activities as 

opportunities to make a 

positive impact beyond the 

workplace. 

Between Groups 3.133 4 .783 .534 .712 

Within Groups 41.109 28 1.468   

Total 44.242 32 

   

Recognition events positively 

impact employee morale and 

motivation. 

Between Groups 3.558 4 .889 1.064 .393 

Within Groups 23.412 28 .836   

Total 26.970 32    

Source 30: Authors compilation 

The ANOVA (Analysis of Variance) results provided for each department and various 

employee preferences offer insights into how different departments perceive the impact of 

certain activities on employee well-being and productivity. 

1. Team-Building Events: Across departments, there was no significant difference in 

how team-building events were perceived to impact team cohesion and collaboration 

(p = 0.214). This suggests that employees from different departments generally hold 

similar views on the effectiveness of team-building events. 

2. Wellness Activities: Similarly, there was no significant difference among 

departments regarding the perceived impact of wellness activities on employee well -

being and productivity (p = 0.123). This indicates a consistent perception across 

departments regarding the benefits of wellness initiatives. 
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3. Skill-Building Sessions: Departments did not significantly differ in their belief in 

the importance of skill-building sessions for personal and professional development 

(p = 0.161). This suggests a shared understanding across departments regarding the 

value of skill enhancement. 

4. Social Events: The perception of social events varied slightly among departments, 

but this difference was not statistically significant (p = 0.530). It implies that 

departments generally agree on the importance of social events for fostering a sense 

of belongingness among colleagues. 

5. Volunteer or Community Service Activities: Similarly, there was no significant 

difference in how departments perceived the impact of volunteer or community 

service activities (p = 0.712). This suggests a consistent understanding of the 

potential positive impact of such activities beyond the workplace. 

6. Recognition Events: Departments did not significantly differ in their perception of 

the impact of recognition events on employee morale and motivation (p = 0.393). 

This indicates a shared belief across departments regarding the importance of 

recognizing employee achievements. 

Overall, these results suggest a common understanding and agreement among employees 

from different departments regarding the benefits of various activities aimed at 

enhancing employee well-being, productivity, and morale. 
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4.3 Independent sample T-Test 

Group Statistics 

Table 19: Group Statistics 

 

What is your 

gender? 

N Mean Std. Deviation Std. Error Mean 

I am interested in participating in team-building events 

(e.g., outdoor activities, adventures). 

Male 12 2.42 1.165 .336 

Female 21 2.38 1.431 .312 

I would like to see more wellness activities offered (e.g., 

yoga, meditation). 

Male 12 3.58 1.505 .434 

Female 21 3.71 .956 .209 

I would appreciate more opportunities for skill-building 

sessions or workshops. 

Male 12 1.50 .522 .151 

Female 21 2.62 1.359 .297 

I am interested in social events such as team lunches, 

happy hours, or company picnics. 

Male 12 1.67 .985 .284 

Female 21 1.81 1.123 .245 

I would like to have more volunteer or community 

service activities organized by the company. 

Male 12 3.42 .996 .288 

Female 21 3.48 1.123 .245 

I would like to see more recognition events or ceremonies 

honoring employee achievements. 

Male 12 1.42 .793 .229 

Female 21 1.67 .966 .211 

I believe participating in team-building events positively 

impacts team cohesion and collaboration. 

Male 12 2.42 1.240 .358 

Female 21 2.43 1.248 .272 

Wellness activities contribute positively to employee 

well-being and overall productivity within the company 

Male 12 3.58 1.505 .434 

Female 21 3.71 .956 .209 

I believe skill-building sessions or workshops are 

essential for personal and professional development. 

Male 12 1.67 .778 .225 

Female 21 2.57 1.287 .281 

I consider social events are important for fostering a 

sense of belongingness among colleagues. 

Male 12 1.67 .985 .284 

Female 21 1.86 .910 .199 

I perceive volunteer or community service activities as 

opportunities to make a positive impact beyond the 

workplace. 

Male 12 3.17 1.030 .297 

Female 21 3.14 1.276 .278 

Recognition events positively impact employee morale 

and motivation. 

Male 12 1.83 .835 .241 

Female 21 1.62 .973 .212 

Source 31: Authors compilation 
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Table 20: Independent Sample test 

Source 32: Authors compilation 

The independent sample t-test results provided show the mean, standard deviation, and 

standard error mean for various activities based on gender (male and female). Let's 

interpret these findings: 
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1. Interest in Team-Building Events: 

• There is no significant difference in the mean scores between male (M = 2.42) 

and female (M = 2.38) participants regarding their interest in participating in 

team-building events (p > 0.05). 

2. Interest in Wellness Activities: 

• Female participants (M = 3.71) have a slightly higher mean interest in 

wellness activities compared to male participants (M = 3.58), but this 

difference is not statistically significant (p > 0.05). 

3. Interest in Skill-Building Sessions: 

• Female participants (M = 2.62) show a significantly higher mean interest in 

skill-building sessions compared to male participants (M = 1.50) (p < 0.05).  

4. Interest in Social Events: 

• There is no significant difference in the mean scores between male (M = 1.67) 

and female (M = 1.81) participants regarding their interest in social events (p 

> 0.05). 

5. Interest in Volunteer or Community Service Activities: 

• There is no significant difference in the mean scores between male (M = 3.42) 

and female (M = 3.48) participants regarding their interest in volunteer or 

community service activities (p > 0.05). 
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6. Interest in Recognition Events: 

• There is no significant difference in the mean scores between male (M = 1.42) 

and female (M = 1.67) participants regarding their interest in recognition 

events (p > 0.05). 

7. Belief in Positive Impact of Team-Building Events: 

• There is no significant difference in the mean scores between male (M = 2.42) 

and female (M = 2.43) participants regarding their belief in the positive 

impact of team-building events (p > 0.05). 

8. Belief in Positive Impact of Wellness Activities: 

• Female participants (M = 3.71) have a slightly higher mean belief in the 

positive impact of wellness activities compared to male participants (M = 

3.58), but this difference is not statistically significant (p > 0.05).  

9. Belief in Importance of Skill-Building Sessions: 

• Female participants (M = 2.57) show a significantly higher mean belief in the 

importance of skill-building sessions compared to male participants (M = 

1.67) (p < 0.05). 

10. Belief in Importance of Social Events: 

• Female participants (M = 1.86) show a slightly higher mean belief in the 

importance of social events compared to male participants (M = 1.67), but 

this difference is not statistically significant (p > 0.05). 
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11. Belief in Positive Impact of Volunteer or Community Service Activities:  

• There is no significant difference in the mean scores between male (M = 3.17) 

and female (M = 3.14) participants regarding their belief in the positive 

impact of volunteer or community service activities (p > 0.05).  

12. Belief in Positive Impact of Recognition Events: 

• There is no significant difference in the mean scores between male (M = 1.83) 

and female (M = 1.62) participants regarding their belief in the positive 

impact of recognition events (p > 0.05). 

Overall, these results indicate some differences in preferences and beliefs between male 

and female participants, particularly regarding interest in skill-building sessions, with 

female participants showing a significantly higher interest. However, for most other 

activities, there were no significant differences based on gender.  
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CHAPTER 5: RESEARCH FINDING, CONCLUSION AND 

SUGGESTION 

5.1 Findings  

1. Employee Preferences across Tenure: 

• Overall, there were no significant differences in employee preferences for most 

engagement activities based on tenure within the company. This suggests that the 

length of time an employee has been with the company does not significantly 

influence their interests in activities such as team-building events, wellness 

activities, social events, volunteer activities, and recognition events.  

• However, there was a notable exception for skill-building sessions, where there 

was a statistically significant difference based on tenure. Employees with 

different lengths of service in the company showed varying levels of interest in 

professional development opportunities. 

2. Employee Preferences across Departments: 

• Across different departments within the company, there were generally no 

significant differences in employee perceptions of various engagement activities. 

This indicates a consistent understanding and agreement among employees from 

different departments regarding the benefits and importance of activities aimed 

at enhancing employee well-being, productivity, and morale. 

3. Employee Preferences across Age Groups: 

• Similar to tenure, age did not significantly impact employee perceptions of most 

engagement activities. Employees of different age groups generally shared 

similar views regarding the benefits and importance of activities such as team-
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building events, wellness activities, skill-building sessions, social events, and 

recognition events. 

• However, there was a marginally significant difference in the perceived benefits 

of volunteer or community service activities among employees of different age 

groups, suggesting some variation in their perceptions. 

4. Gender Differences in Preferences and Beliefs: 

There were some differences in preferences and beliefs between male and female 

participants: 

• Female participants showed a significantly higher interest in skill-building sessions 

compared to male participants. 

• Female participants also had a slightly higher interest in wellness activities, but this 

difference was not statistically significant. 

• For most other activities, including team-building events, social events, volunteer 

activities, and recognition events, there were no significant differences based on 

gender.  
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5.2 Conclusion 

In conclusion, this research focuses on several crucial aspects of employee engagement 

within Nordic Intent, a venture studio based in Porvorim, Goa. The analysis of employee 

preferences and beliefs regarding various engagement activities provided valuable insights 

into the organization's current initiatives and areas for improvement. 

Overall, there is a positive interest among employees in participating in a diverse range of 

engagement activities, including team-building events, wellness activities, skill-building 

sessions, social events, volunteer opportunities, and recognition events. These activities play 

a vital role in fostering a vibrant and inclusive work culture, enhancing employee 

satisfaction, well-being, and productivity. 

While most engagement activities showed consistent interest across different demographic 

groups, some variations were observed. For instance, younger employees expressed a higher 

interest in skill-building sessions, emphasizing the importance of providing ample 

opportunities for personal and professional development. Gender differences were also 

noted, particularly in preferences for skill-building sessions, where female participants 

showed a significantly higher interest compared to male participants.  

Additionally, the research highlighted the importance of continuous communication, 

management support, and long-term commitment to improving employee engagement for 

organizational success. By implementing the suggestions provided by employees, such as 

more frequent recognition events, additional training and development courses, and creative 

team-building activities, Nordic Intent can further strengthen its engagement initiatives and 

foster a positive workplace culture. 
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5.3 Suggestions 

Employees have expressed a variety of suggestions to enhance engagement and satisfaction 

within Nordic Intent. These include incorporating more skill-building opportunities and fun 

activities during work hours, organizing workshops, seminars, and courses to foster 

professional development, and arranging outdoor adventures and team-building workshops. 

Additionally, employees have proposed regular volunteering activities, social events, and 

monthly stress-relief activities like cooking competitions or talent shows. They also 

recommend increasing office outings, monthly recognition events, and empowerment 

initiatives. Furthermore, suggestions include organizing picnics, quizzes, talent shows, and 

outdoor sundowner evenings, as well as fostering creativity through brainstorming sessions 

and arranging treks or field trips. 

As a unique addition, Nordic Intent could consider implementing creative brainstorming 

sessions where employees from different departments collaborate to generate innovative 

ideas could foster a culture of innovation and collaboration. Furthermore, organizing 

outdoor sundowner evenings or field trips to scenic locations in Goa could offer employees 

a refreshing break from their routine, promoting well-being and team bonding. By 

embracing a holistic approach to employee engagement, Nordic Intent can create a dynamic 

and fulfilling work environment that attracts and retains top talent.  
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5.4 Managerial Implications  

The research findings and employee suggestions provide several key managerial 

implications for Nordic Intent to consider in enhancing employee engagement and 

satisfaction within the organization. 

Nordic Intent should aim to diversify its engagement activities to cater to the varied interests 

and preferences of its employees. This could involve introducing a mix of skill -building 

workshops, outdoor adventures, social events, and volunteering activities to ensure that 

there is something for everyone. 

Implementing regular stress-relief activities, as suggested by employees, can help alleviate 

workplace stress and boost morale. Nordic Intent could consider organizing monthly stress-

relief events, such as cooking competitions or talent shows, to provide employees with 

opportunities for relaxation and enjoyment. 

Recognizing and empowering employees is essential for fostering a positive work culture. 

Nordic Intent should prioritize initiatives such as monthly recognition events, empowerment 

programs, and employee appreciation activities to acknowledge and celebrate employee 

contributions. 

To ensure the effectiveness of engagement initiatives, Nordic Intent should regularly solicit 

feedback from employees and evaluate the impact of these programs. By listening to 

employee input and monitoring engagement metrics, the company can make informed 

decisions and continuously improve its engagement strategies. 
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Appendix I: Samples of the work done 

Survey on Employee Engagement Activities 

1. What is your gender? * 

• Male 

• Female 

• Non-binary/ Other 

2. How long have you been working in your current company? * 

• Less than 6 months 

• 6 months to 1 year 

• 1 to 3 years 

• More than 3 years 

3. What is your age group? * 

• 18-25 

• 26-35 

• 36-45 

• 46-55 

• 56+ 

4. In which department do you work? * 

• Human Resource 

• Finance 

• Marketing 

• IT 

• Recruitment 

• Production 

• Surveillance 
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Section 2: Preference for Future Activities 

5. Please rate the following statements from 1 to 5, where 1 indicates "Strongly 

Disagree" and 5 indicates "Strongly Agree": 

 Preference for Future Activities 1 2 3 4 5 

 Section 1      

1 I am interested in participating in team-building events (e.g., 

outdoor activities, adventures). 

     

2 I would like to see more wellness activities offered (e.g., yoga, 

meditation). 

     

3 I would appreciate more opportunities for skill-building sessions or 

workshops. 

     

4 I am interested in social events such as team lunches, happy hours, 

or company picnics. 

     

5 I would like to have more volunteer or community service activities 

organised by the company. 

     

6 I would like to see more recognition events or ceremonies 

honouring employee achievements. 

     

 Section 2      

1 I believe participating in team-building events positively impacts 

team cohesion and collaboration. 

     

2 Wellness activities contribute positively to employee well-being 

and overall productivity within the company. 

     

3 I believe skill-building sessions or workshops are essential for 

personal and professional development. 

     

4 I consider social events important for fostering a sense of 

belongingness among colleagues. 

     

5 I perceive volunteer or community service activities as 

opportunities to make a positive impact beyond the workplace. 

     

6 Recognition events positively impact employee morale and 

motivation. 

     

 

6. What additional initiatives or activities would you suggest to enhance employee 

engagement and satisfaction within the organization?* 

• Long answer text 
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Appendix II: Samples of the work done 

 

 

Figure 16: Samples of work done 

 

 

Figure 17: Womens day- Krav Maga workshop 

The photo captures a Krav Maga workshop held on Women's Day at Nordic Intent. Krav 

Maga is an Israeli martial art. During the workshop, skilled martial arts practitioners were 

invited to share their expertise and teach participants various self-defence techniques. The 

workshop likely aimed to promote women's safety, confidence, and physical well-being. 


