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Introduction
It tends to based on the dataset which presents a structured collection of employee survey responses aimed at evaluating workplace satisfaction, motivation, and commitment. Nevertheless, it tends to comprise of various demographic attributes, including gender, age, department, position, and tenure, alongside key job-related factors such as job satisfaction, intrinsic and extrinsic motivation, and organizational commitment such as this dataset serves as a valuable resource for analyzing workforce sentiment, identifying patterns in employee motivation, and assessing overall job engagement and by leveraging these insights, organizations can formulate strategies to enhance employee retention, improve job satisfaction, and foster a more committed workforce.
According to the presence of additional columns labeled "KEY TO SURVEY" and related metadata suggests that certain survey categories or scaling criteria may be embedded within the dataset and thorough examination of these factors will ensure a deeper understanding of the underlying data structure and its implications for workplace analytics. In accordance with this report, which aims to explore the dataset through statistical analysis and data visualization, providing meaningful interpretations to support organizational decision-making and human resource strategies.

Demographics
This section illustrates the demographics which are analysed from the dataset. 

Figure 1: Gender analysis 
As per the study which shows the pie chart represents the gender distribution within the dataset, indicating an equal split between male and female respondents such as each gender accounts for 50% of the total sample, with 133 individuals in each category. According to this balanced distribution ensures that any analysis derived from the dataset does not suffer from gender bias, allowing for fair comparisons in job satisfaction, motivation, and commitment across genders. Based on such equality in representation strengthens the reliability of insights drawn from the dataset, particularly in understanding workplace dynamics and developing inclusive human resource strategies that cater to both male and female employees.



Figure 2: Age analysis 

	Based on the above figure of pie chart which illustrates the age distribution of respondents. It tends to be analysed that 22–49 age group constitutes the majority, representing 56% (133 individuals), followed by the 16–21 age group at 44% (104 individuals). However, on the other, it also tends to shows that the 50–65 age group is absent (0%), indicating no representation from older employees and this distribution suggests that the workforce is predominantly composed of young and middle-aged individuals, with no senior employees contributing to the survey. In accordance with the lack of older workers may impact insights on job satisfaction, motivation, and commitment across different career stages, emphasizing the need to consider age diversity in workforce planning and policy development.


Figure 3: Department analysis 
	As per the analysis of above bar chart displays the distribution of employees across different job roles within the organization. Based on the supervisors form the largest group, comprising 142 employees, followed by Front-Line Workers with 95 employees, while Management has the fewest at 29 employees and this distribution indicates a hierarchical structure where supervisory roles are more prevalent, potentially reflecting the organization’s need for middle management oversight. Based on the relatively low number of management positions suggests a lean top-level leadership, which could impact decision-making efficiency and organizational agility. In accordance with analyzing job satisfaction and motivation across these roles can provide insights into workforce engagement and career progression opportunities.





Figure 4: Position analysis
	According to the above figure bar chart which illustrates the distribution of employees based on their employment type. In accordance with Hourly Part-Time Employees constitute the largest group at 156, followed by Hourly Full-Time Employees at 95, while Salaried Employees represent the smallest group with only 15 members and this indicates that the workforce is predominantly composed of hourly employees, with a significant proportion working part-time. Based on the small number of salaried employees suggests that stable, long-term employment opportunities might be limited and this structure may impact job satisfaction, motivation, and commitment levels, as part-time and hourly employees often face varying work conditions, job security concerns, and fewer benefits compared to salaried roles.



Figure 5: Tenure with company analysis 

It tends to be analysed from above bar chart which illustrates employee tenure within the company. Based on the majority, 133 employees, have been with the company for less than 2 years, indicating a high influx of new hires or potential turnover. According to the 2 to 5 years tenure group includes 74 employees, while only 59 employees have stayed for over 5 years and this distribution suggests a workforce with relatively low long-term retention. So, on the basis of High turnover rates may impact organizational stability, employee experience, and productivity. In accordance with analyzing factors such as job satisfaction, motivation, and career development opportunities can help identify strategies to improve retention and foster long-term employee engagement.

Survey Measure Descriptives
The section analyses the descriptives statistics for each of the four survey measures which includes job satisfaction, intrinsic job satisfaction, extrinsic job satisfaction and organizational commitment. 
	Factors
	Job Satisfaction
	Intrinsic
	Extrinsic
	Commitment

	 
	 
	 
	 
	 

	Mean
	3.656766917
	4.422180451
	4.093609023
	4.790601504

	Standard Error
	0.056012181
	0.086769804
	0.050686749
	0.059863004

	Median
	3.5
	5
	4.3
	4.8

	Mode
	3.5
	5.3
	4.7
	4.3

	Standard Deviation
	0.913531029
	1.415172681
	0.826675852
	0.976336054

	Sample Variance
	0.834538942
	2.002713718
	0.683392964
	0.95323209

	Kurtosis
	0.812462244
	-1.151926195
	-1.187807168
	-0.164233112

	Skewness
	0.924876461
	-0.483038367
	0.05228852
	-0.207449789

	Range
	4.5
	4.9
	2.8
	4.7

	Minimum
	2.1
	2.1
	2.9
	2.3

	Maximum
	6.6
	7
	5.7
	7

	Sum
	972.7
	1176.3
	1088.9
	1274.3

	Count
	266
	266
	266
	266


Table 1: Descriptive statistics

As per the dataset presents statistical measures for four key workplace factors: Job Satisfaction, Intrinsic Motivation, Extrinsic Motivation, and Organizational Commitment and these factors are commonly analyzed in organizational behavior research to assess employee engagement, motivation, and retention. According to the Mean Values: The highest mean value is Commitment (4.79), indicating strong organizational attachment among employees. In accordance with Intrinsic Motivation (4.42) is higher than Extrinsic Motivation (4.09), suggesting that employees are more driven by internal rewards (e.g., personal growth) than external incentives (e.g., salary, benefits) and Job Satisfaction (3.65) is moderate, indicating room for improvement. Based on the standard Deviation & Variance in which Intrinsic Motivation has the highest standard deviation (1.41) and variance (2.00), implying a wider range of employee perceptions compared to other factors. It tends to analysed by Skewness & Kurtosis in which Job Satisfaction is positively skewed (0.92), meaning more responses are clustered at lower values, while Intrinsic and Extrinsic Motivation are slightly negatively skewed, indicating more responses on the higher end.
According to these factors which align with established psychological and organizational theories such as Herzberg’s Two-Factor Theory (1959), which differentiates between intrinsic and extrinsic motivation, and Meyer & Allen’s Commitment Theory (1991), which links commitment to retention. Based on the results suggest that intrinsic motivation plays a vital role in employee engagement, supporting Deci & Ryan’s Self-Determination Theory (1985).

Conclusion
		According to the above analysis which tends to concludes that the statistical analysis of job satisfaction, motivation, and commitment highlights key insights into employee engagement. Based on the data it suggests that intrinsic motivation plays a crucial role in fostering commitment, as employees value personal growth and fulfillment over external rewards and while overall commitment levels are high, job satisfaction remains moderate, indicating potential areas for improvement. It also tends to comprise of high variance in intrinsic motivation suggests differing perceptions among employees, requiring tailored engagement strategies and organizations should focus on enhancing job satisfaction through career development, recognition, and autonomy such as by prioritizing intrinsic motivators, companies can improve retention and create a more engaged and committed workforce.
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Departement


Front-Line Worker	Supervisor	Management	95	142	29	



Position


Hourly Employee Part-time	Hourly Employee Full-time	Salaried Employee	156	95	15	



Tenure with company


Less than 2 years	2 to 5 years	Over 5 Years	133	74	59	



Gender


Male	Female	133	133	

Age


16 - 21	22 - 49	50 - 65	104	133	0	

