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BUS520 SLP 4 Executive Summary
	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 comprises 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 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).
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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, it 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.
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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).

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).
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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 2: 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.
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Nevertheless, it also tends to comprise of implications of the results for management providing insights into how demographic factors could impact business decisions and workplace practices and on the basis of that the findings will be linked to industry research, with particular attention to studies that explore the connection between demographic characteristics and survey responses (Chordiya, R., 2019). 

ANOVA 1


Figure 6: pivot chart between age and department 
	According to these findings, which tends to be very crucial for understanding how demographic differences, such as age and departmental affiliation, may influence survey responses.
(Null Hypothesis) H0: There is no difference in age and department Survey Measure by Demographic.
(Alternate Hypothesis) H1: There is a difference in age and department Survey Measure by Demographic.
	Anova: Single Factor
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 

	SUMMARY
	 
	 
	 
	 
	 
	 

	Groups
	Count
	Sum
	Average
	Variance
	 
	 

	Age
	266
	542
	2.037593985
	0.821222868
	 
	 

	Department
	266
	466
	1.751879699
	0.406128529
	 
	 

	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 

	ANOVA
	 
	 
	 
	 
	 
	 

	Source of Variation
	SS
	df
	MS
	F
	P-value
	F crit

	Between Groups
	10.85714286
	1
	10.85714286
	17.69198761
	3.04945E-05
	3.859063933

	Within Groups
	325.2481203
	530
	0.613675699
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 

	Total
	336.1052632
	531
	 
	 
	 
	 


Table 3: Annova analysis between age and department 
Based on the p-value which tends to be smaller than 0.05, we reject the null hypothesis (H0), which posits no difference between the groups and on the basis of that the alternative hypothesis (H1), suggesting a difference between the groups, is therefore accepted and this implies that there is a statistically significant difference in survey measures between the two groups (Age and Department).

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.
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Departement


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



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 Age	Total	542	Sum of Department	Total	466	



Gender


Male	Female	1	2	133	133	



Age 


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



