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The analysis tends to be related with the job satisfaction and its key determinants, including intrinsic and extrinsic motivation, as well as commitment such as the data is sourced from a survey administered in a business context, aiming to evaluate how different factors such as employee tenure, gender, and department affiliation influence job satisfaction (Deci, E. L., & Ryan, R. M., 2021). According to the dataset, it comprise of mode for key variables, offering a comprehensive view of the central tendencies and variations in job satisfaction, intrinsic and extrinsic motivations, and commitment levels. However, it also includes the survey responses, categorizing employees by demographic variables such as gender, age, department, position, and tenure, and capturing their self-reported levels of job satisfaction, intrinsic and extrinsic motivation, and commitment (Herzberg, F., 2022).
However, based on these data points which serve as a foundation for examining relationships between demographic factors and employee attitudes, providing valuable insights into how different intrinsic and extrinsic influences contribute to overall job satisfaction and commitment such as by analyzing this dataset, organizations can better understand the factors that drive employee engagement and satisfaction, ultimately fostering an environment that supports improved productivity and retention.

Industry Overview
​	As per the analysis, dataset provided offers a comprehensive analysis of employee satisfaction within an organization, focusing on intrinsic and extrinsic motivators, as well as commitment levels such as by examining the interplay of these factors, organizations can gain valuable insights into employee engagement and identify areas for improvement.​ According to the Intrinsic motivation which refers to engaging in activities for their inherent satisfaction, while extrinsic motivation involves performing tasks to achieve external rewards or avoid negative outcomes. In accordance with the dataset which presents mean scores for both intrinsic (Mean = 3.656767) and extrinsic (Mean = 4.42218) motivations, indicating that employees may derive more satisfaction from external rewards or recognition.​ Nevethtless, it also tends to comprise of Job satisfaction which multifaceted construct influenced by various factors, including the nature of the work, compensation, work environment, and relationships with colleagues and supervisors. Addiotnally, on the basis of that the dataset reports a mean job satisfaction score of 3.656767, suggesting a moderate level of contentment among employees (Meyer, J. P., & Allen, N. J., 2022).
It tends to be analysed from the results that the employee commitment encompasses emotional attachment, identification with the organization, and a willingness to exert effort on its behalf such as the dataset indicates a mean commitment score of 4.093609, highlighting a relatively high level of dedication among employees and this positive commitment may contribute to improved performance and reduced turnover rates (Robbins, S. P., & Judge, T. A., 2022).​ Based on the statistical measures, including standard errors, medians, and modes for each factor and these measures offer deeper insights into the distribution and variability of responses, aiding in the identification of patterns and anomalies (Herzberg, F., 2022).​ In accordance with the data which reveals variations in motivation, satisfaction, and commitment across different groups such as the dataset includes variables gender, age, department, position, and tenure, allowing for a nuanced understanding of how these factors influence employee perceptions and experiences (Locke, E. A., 2023).

Histogram Analysis

Figure 1: Gender analysis 


Figure 2: Age Analysis


Figure 3: Departement analysis 


Figure 4: Position analysis 


Figure 5:Tenure with company 
As per the study, skewness of job satisfaction is reported as 0.92, which indicates a positive skew and this suggests that more respondents are clustered toward the lower end of the satisfaction scale, with fewer people rating their job satisfaction highly. According to the skewness value of 0.92 implies that the tail on the right side (higher satisfaction) is longer than the left side, meaning that while many employees report moderate to low satisfaction, there are a few highly satisfied individuals (Herzberg, F., 2022). Based on the spread which tends to be measured using the standard deviation of 0.91, indicating moderate variability in responses and this suggests that while most employees are moderately dissatisfied or satisfied, there is a notable difference in how individuals perceive their job satisfaction. In accordance with major rationale of analysis, industries with high turnover or less-than-optimal work conditions, such as those in lower-wage, high-stress sectors, job satisfaction often trends lower (Herzberg, F., 2022). 
It tends to be analysed that the skewness for intrinsic motivation is reported as -0.48, suggesting a slight negative skew and this means that more respondents report higher intrinsic motivation scores, with a concentration of individuals who find personal fulfillment in their work (Robbins, S. P., & Judge, T. A., 2022). Based on the negative skew suggests that people generally experience higher levels of intrinsic motivation, though there are a few respondents who rate their intrinsic satisfaction low. In accordanc with a standard deviation of 1.42, the spread is relatively high, showing that there is a wide range of responses on intrinsic motivation and this indicates that while some employees are highly motivated by internal factors (personal growth, passion for the job), others are less driven by these internal factors. However, one of the major rationale of intrinsic motivation is particularly important in creative or knowledge-based industries where personal growth and meaningful work drive engagement (Meyer, J. P., & Allen, N. J., 2022). 
According to the skewness of 0.05 indicates a near-normal distribution for extrinsic motivation, meaning the responses are relatively evenly spread across the scale and this suggests that employees generally experience similar levels of extrinsic rewards (e.g., salary, benefits), with no pronounced bias toward low or high ratings. Based on the standard deviation for extrinsic motivation is 0.83, showing less spread than intrinsic motivation and this indicates that most respondents report somewhat similar levels of extrinsic motivation (Robbins, S. P., & Judge, T. A., 2022). As per the rationale of the extrinsic motivation tends to be more standardized in many industries, especially those that offer clear monetary or benefit incentives and in sectors such as retail or manufacturing, where employees may value external rewards like pay and benefits more than the work itself, extrinsic motivation tends to be more consistent across the workforce (Herzberg, F., 2022).
Based on the skewness of -0.21 for commitment is very close to zero, suggesting a nearly normal distribution, with commitment levels evenly distributed across the workforce and there are no significant outliers, and both high and low commitment are fairly common. In accordance with a standard deviation of 0.98, commitment has a moderate spread, indicating that while many employees feel moderately committed to the organization, there is some variability in how committed individuals feel. Based on the commitment which tends to be often closely linked to job satisfaction and intrinsic motivation. 
As per the analysis, histograms would visually confirm the skewness and spread described by the descriptive statistics such as a positively skewed histogram for job satisfaction would show a greater concentration of responses on the lower end, confirming the 0.92 skewness value. Based on the histograms for intrinsic motivation and commitment would likely show a more balanced or slightly negative distribution, consistent with their skewness values of -0.48 and -0.21, respectively. According to a wider spread in intrinsic motivation, as shown by the standard deviation of 1.42, would likely be seen in a histogram with a more dispersed set of data, with a noticeable spread of responses.

Analyzing Data

Figure 6: Pivot chart
1. As per the analysis, moderate mean score of 3.66 for job satisfaction, coupled with a positive skew (0.92), suggests significant dissatisfaction among employees and in industries like retail and hospitality, where turnover is high, improving job satisfaction through better compensation, career development, and work-life balance initiatives can help retain employees and enhance organizational performance (Locke, E. A., 2023).

2. In accordance with a mean of 4.42 for intrinsic motivation, employees are more driven by personal growth and fulfillment than external rewards such as this aligns with trends in industries like technology and healthcare, where intrinsic motivation is linked to job engagement and retention (Herzberg, F., 2022). According to the organizations which should focus on providing growth opportunities, autonomy, and meaningful work to keep employees motivated and committed (Robbins, S. P., & Judge, T. A., 2022).

3. Based on the data which shows high turnover, with 133 employees having less than two years' tenure and this is typical in industries like retail, where turnover rates are high and in order to reduce turnover, companies should implement strong onboarding programs, offer competitive compensation, and create clear career paths to foster long-term engagement and improve retention (Meyer, J. P., & Allen, N. J., 2022).

Conclusion
		According to the above analysis which tends to concludes that addressing job satisfaction, intrinsic motivation, and turnover is crucial for improving employee engagement and retention such as by focusing on these areas, organizations can create a more committed and productive workforce, ultimately driving long-term success. However, on the basis of tailored strategies that align with industry trends will foster a positive work environment and reduce costly turnover (Locke, E. A., 2023).
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Position


Hourly Employee Part-time	Hourly Employee Full-time	Salaried Employee	1	2	3	156	95	15	



Tenure with company


Less than 2 years	2 to 5 years	Over 5 Years	1	2	3	133	74	59	





















Sum of Intrinsic	Total	1176.3000000000002	Sum of Extrinsic	Total	1088.9000000000008	Sum of Job Satisfaction	Total	972.70000000000016	Sum of Commitment	Total	1274.2999999999993	



Gender


Male	Female	1	2	133	133	



Age 


16 - 21	22 - 49	50 - 65	1	2	3	104	48	114	



Departement


Front-Line Worker	Supervisor	Management	1	2	3	95	142	29	



