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Introduction
	As per the various studies regarding organizational research, understanding employee satisfaction is essential for enhancing productivity, retention, and overall company performance (Anderson, C., & Clark, S., 2019). However, according to the job satisfaction which tends to be influenced by factors such as gender, intrinsic and extrinsic motivations, and organizational commitment, plays a crucial role in determining how employees engage with their work and contribute to the success of an organization and on the basis of that this paper focuses on analyzing job satisfaction across gender differences using a two-sample t-test, a statistical method that helps determine whether the means of two independent groups differ significantly (Chang, S., & Lee, C., 2020). Based on the null hypothesis (H₀) which posits that there is no difference in job satisfaction ratings between males and females, while the alternative hypothesis (H₁) suggests that job satisfaction differs based on gender such as by conducting this test, the aim is to assess whether gender influences job satisfaction, which could have important implications for management strategies, including recruitment, retention, and organizational culture (Greenhaus, J. H., & Allen, T. D., 2019). Nevertheless, the study also tends to comprise of potential connections between job satisfaction and other factors like intrinsic and extrinsic job satisfaction, as well as organizational commitment, to provide a comprehensive view of how these variables interact in a workplace setting (Herzberg, F., 2024). 
Job Satisfaction t-Test
(Null Hypothesis) H0: μ1 – μ2 = 0
(Alternate Hypothesis) H1: μ1 – μ2 ≠ 0
H0: Males rate job satisfaction the same as females.
H1: Males rate job satisfaction differently than females.

	t-Test: Two-Sample Assuming Unequal Variances
	 
	 

	 
	 
	 

	 
	Job Satisfaction
	Gender

	Mean
	3.656766917
	1.5

	Variance
	0.834538942
	0.250943396

	Observations
	266
	266

	Hypothesized Mean Difference
	0
	 

	Df
	411
	 

	t Stat
	33.76234869
	 

	P(T<=t) one-tail
	6.9175E-121
	 

	t Critical one-tail
	1.648569516
	 

	P(T<=t) two-tail
	1.3835E-120
	 

	t Critical two-tail
	1.96575268
	 


Table 1: t-test between job satisfaction and gender 
	
	As per the above results which suggested that the two-sample t-test assuming unequal variances was conducted to compare job satisfaction between males and females and on the basis of that the null hypothesis (H₀) posited that there is no difference in job satisfaction between the two genders, while the alternative hypothesis (H₁) suggested that males and females rate job satisfaction differently (Smith, P., & Johnson, A., 2018). So, on the basis of that the analysis yielded a t-statistic of 33.76 with 411 degrees of freedom and the p-value for the two-tailed test was found to be less than 0.0001, which is well below the significance level of α = 0.05.
According to the results which indicates that the p-value is less than 0.05, the null hypothesis is rejected and therefore, there is sufficient evidence to support the alternative hypothesis that males and females rate job satisfaction differently such as this suggests that gender is a significant factor influencing job satisfaction levels, which could inform management decisions related to improving employee satisfaction across genders. In accordance with the mean job satisfaction score for the entire sample was 3.66 (SD = 0.83) and this analysis provides a robust foundation for exploring how gender-specific factors may impact job satisfaction and informs potential interventions aimed at improving workplace conditions for both male and female employees.

Intrinsic Job Satisfaction t-Test
(Null Hypothesis) H0: μ1 – μ2 = 0
(Alternate Hypothesis) H1: μ1 – μ2 ≠ 0
H0: Males rate of intrinsic job satisfaction the same as females.
H1: Males rate of intrinsic job satisfaction differently than females.

	t-Test: Two-Sample Assuming Unequal Variances
	 
	 

	 
	 
	 

	 
	Intrinsic
	Gender

	Mean
	4.422180451
	1.5

	Variance
	2.002713718
	0.250943396

	Observations
	266
	266

	Hypothesized Mean Difference
	0
	 

	Df
	330
	 

	t Stat
	31.74709044
	 

	P(T<=t) one-tail
	1.2546E-102
	 

	t Critical one-tail
	1.649484178
	 

	P(T<=t) two-tail
	2.5091E-102
	 

	t Critical two-tail
	1.967178675
	 


Table 2: t-test between intrinsic job satisfaction and gender
	According to the two-sample t-test assuming unequal variances was conducted to compare intrinsic job satisfaction between males and females. It tends to analyse that the null hypothesis (H₀) proposed that there is no difference in intrinsic job satisfaction between the two genders, while the alternative hypothesis (H₁) suggested that intrinsic job satisfaction differs between males and females. So, on the basis of that the results of the t-test showed a t-statistic of 31.75 with 330 degrees of freedom and the p-value for the two-tailed test was found to be less than 0.0001, which is significantly smaller than the alpha level of α = 0.05.
As per the results which tends to indicates that since the p-value is less than 0.05, we reject the null hypothesis and therefore, there is sufficient evidence to support the alternative hypothesis that intrinsic job satisfaction differs between males and females such as this indicates that gender has a significant effect on intrinsic job satisfaction, which could have implications for how intrinsic motivators are managed and addressed across different gender groups in the workplace.
Based on the mean intrinsic job satisfaction score for the entire sample was 4.42 (SD = 2.00) and these results suggest that factors related to intrinsic satisfaction may vary significantly by gender, which may warrant further investigation and targeted interventions to ensure both male and female employees are equally satisfied with the intrinsic aspects of their jobs.

Extrinsic Job Satisfaction t-Test
(Null Hypothesis) H0: μ1 – μ2 = 0
(Alternate Hypothesis) H1: μ1 – μ2 ≠ 0
H0: Males rate of extrinsic job satisfaction the same as females.
H1: Males rate of extrinsic job satisfaction differently than females.

	t-Test: Two-Sample Assuming Unequal Variances
	 
	 

	 
	 
	 

	 
	Extrinsic
	Gender

	Mean
	4.093609023
	1.5

	Variance
	0.683392964
	0.250943396

	Observations
	266
	266

	Hypothesized Mean Difference
	0
	 

	Df
	436
	 

	t Stat
	43.76165135
	 

	P(T<=t) one-tail
	6.2648E-162
	 

	t Critical one-tail
	1.648355993
	 

	P(T<=t) two-tail
	1.253E-161
	 

	t Critical two-tail
	1.965419852
	 


Table 3: t-test between extrinsic job satisfaction and gender

Based on the two-sample t-test assuming unequal variances was conducted to compare extrinsic job satisfaction between males and females. It tends to comprise of null hypothesis (H₀) stated that there is no difference in extrinsic job satisfaction between the two genders, while the alternative hypothesis (H₁) suggested that extrinsic job satisfaction differs between males and females and on the basis of that the t-test results revealed a t-statistic of 43.76 with 436 degrees of freedom and the p-value for the two-tailed test was found to be less than 0.0001, which is considerably smaller than the significance level of α = 0.05.
Based on the p-value is much smaller than the alpha level of 0.05, the null hypothesis is rejected and therefore, there is sufficient evidence to support the alternative hypothesis that extrinsic job satisfaction differs between males and females such as this finding indicates that gender plays a significant role in determining extrinsic job satisfaction, which could be important for managers when considering how to address extrinsic motivators, such as rewards, benefits, and compensation, in a gender-sensitive manner.
In accordance with the mean extrinsic job satisfaction score for the entire sample was 4.09 (SD = 0.68) and these results suggest that gender-based differences exist in how employees perceive the extrinsic factors of their jobs, and future interventions may need to focus on tailoring extrinsic rewards to address these differences effectively.

Organizational Commitment t-Test
(Null Hypothesis) H0: μ1 – μ2 = 0
(Alternate Hypothesis) H1: μ1 – μ2 ≠ 0
H0: Males rate of organizational commitment same as females.
H1: Males rate of organizational commitment differently than females.

	t-Test: Two-Sample Assuming Unequal Variances
	 
	 

	 
	 
	 

	 
	Commitment
	Gender

	Mean
	4.790601504
	1.5

	Variance
	0.95323209
	0.250943396

	Observations
	266
	266

	Hypothesized Mean Difference
	0
	 

	Df
	395
	 

	t Stat
	48.90702203
	 

	P(T<=t) one-tail
	5.648E-170
	 

	t Critical one-tail
	1.648720389
	 

	P(T<=t) two-tail
	1.1296E-169
	 

	t Critical two-tail
	1.965987866
	 


Table 4: t-test between organizational commitment and gender

	In accordance with a two-sample t-test assuming unequal variances was conducted to compare organizational commitment between males and females. Additionally, it tends to be analysed that the null hypothesis (H₀) stated that there is no difference in organizational commitment between the two genders, while the alternative hypothesis (H₁) suggested that organizational commitment differs between males and females. According to the t-test results, they yielded a t-statistic of 48.91 with 395 degrees of freedom and the p-value for the two-tailed test was found to be less than 0.0001, significantly smaller than the alpha level of α = 0.05.
Based on the p-value is far less than 0.05, we reject the null hypothesis and therefore, there is sufficient evidence to support the alternative hypothesis that organizational commitment differs between males and females such as this result suggests that gender has a significant impact on organizational commitment, which could influence how management develops strategies to enhance employee engagement, loyalty, and retention across gender groups.
Based on the mean organizational commitment score for the entire sample was 4.80 (SD = 0.95) and these findings indicate that gender-specific factors may affect employees' commitment to the organization, and addressing these differences may be crucial for fostering a more committed and engaged workforce.

Conclusion
According to the above analysis which tend to concludes that the results of the hypothesis tests indicate that gender significantly influences job satisfaction, intrinsic job satisfaction, extrinsic job satisfaction, and organizational commitment and these findings suggest that gender-based differences should be considered when developing workplace policies and strategies to improve employee satisfaction and commitment such as by addressing these differences, organizations can create more effective and inclusive environments that cater to the diverse needs of their workforce.
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