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Abstract 

This study attempts to evaluate job satisfaction of Dipshikha employees under three 

upazilla Dinajpur district in Bangladesh. This research focuses on the relative 

importance of job satisfaction factors and their impacts on the overall job satisfaction 

of employees. Mainly the primary data are used in this study. The requisite primary 

data namely, opinions of the respondents on the determinants job satisfaction, their 

importance and impact were collected through the help of a structured questionnaire 

using direct interview and also observation method. The main objectives of this work 

were to critically assess job satisfaction of Dipshikha employees of the sample area. 

The investigation is based on the sample of 60 employees. Factors including 

Compensation & Benefits (CB), Job security (JS), Working Environment (WE), Work 

Condition (WC), Supervisor-subordinate Relationship (SSR), Interpersonal 

Relationship among Employees (IR), Training and Career Development (TCD), 

Performance Appraisal (PA), Promotion Policy (PP) and Participation in Planning and 

Decision Making (PPD) are found important for improving job satisfaction of 

Dipshikha employees in the investigation area. The improvement of the level of said 

factors increase the level of overall job satisfaction job satisfaction of Dipshikha 

employees which is identified by using statistical techniques. 
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Chapter-I 

INTRODUCTION 

1.1 INTRODUCTION 

Job satisfaction has been defined as a general attitude toward one‟s job. According to 

Robins (1997) it is the difference between the amount of rewards employees receive 

and the amount they believe they should receive. While investigating satisfaction on 

the job Herzberg (1952) identified motivation factors and hygiene factors. He 

concluded that motivation factors (e.g., achievement, recognition, advancement, 

responsibility, growth and work itself) lead to satisfaction on the job and factors like 

company policy and administration, supervision, relationship with supervisor, work 

conditions, salary, relationships with peers, personal life, and relationships with 

subordinates, status, and security may lead to job dissatisfaction. It has been also 

observed that all the motivation factors are intrinsic factors and are within the 

periphery of the job, while all the hygiene factors are extrinsic and are outside the 

periphery of the job dimensions, which determine the motivation potential score of an 

employee. These are skill variety, task identity, task significance, autonomy and 

feedback. Appelbaum‟s (1997) study identified correlation between the nature of job 

design including task complexity, task variety, task interdependence and job 

satisfaction of workers. The transparency of meaning and purpose of work have 

relationship with job satisfaction of employees (Park 1998). The higher level of 

bureaucracy hinders the smooth flow of communication in the company. When 

individuals have idea of their work purpose, they become more satisfied with their 

jobs. In a survey (Witford 2001) conducted by Fortune, often referred to as the 

Microsoft of the medical-device industry, 86% of Medtronic employees said their 

work had special meaning, while 94% felt pride in what they accomplished. Work 

environment is another important factor, which has influence on job satisfaction of the 

employees. Study found that politics-free work environment is significantly correlated 

to job satisfaction of employees (Pathik and Pestonjee 1997). Welfare (wellness) 

programs including benefits, bonus, overtime, transport allowance, medical 

allowance, children education allowance, etc., have positive relationships with job 

satisfaction of employees (Bonner 1997). Group incentives including profit-sharing, 

employee stock ownership plans, gain-sharing plan have also relationship with the 
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level of job satisfaction. Decentralization of authority has direct impact on job 

satisfaction of the employees. Empowerment improves a sense of community feeling 

and enhances supportive relationships between employee and employer in the 

company (Holmes 1997). The effect of teaming on job satisfaction is significant in the 

company. Worker satisfaction level is higher while working as members of problem 

solving teams as compared to working as individual workers (Chapman 

1998).Organizational growth and development primarily depends on the efficiency of 

management. Executives lead organization towards the success in order to materialize 

the goal of the company. When they are satisfied with their jobs they will be 

motivated and more efficient towards their responsibilities. As such, job satisfaction 

of senior executives plays an important role for the betterment of the company. It is 

generally viewed that in Bangladesh public sector executives are less satisfied than 

those in the private sector. The popularly cited reasons are better pay, work 

recognition, democratic environment, work freedom, etc.  

This report has been prepared as a practical requirements of MBA (Evening) program 

after completing the academics courses a students has the complete organizational 

attachment.  

1.2 Objectives 

General objectives 

To determine the proportion of the Dipshikha workers satisfied on their job and to 

explore their level of job satisfaction . 

 Specific objectives 

1.     To find out the proportion job satisfaction working in NGOs. 

2.     To determine the level of job satisfaction among Dipshikha workers in different 

areas. 

3. To identify the main factors of job dissatisfaction  
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1.3 Significant of the study  

1. The academic researchers will get help from this empirical study in designing 

literature review and research gap. 

2. This study will be helpful for many organizations in determining the most or least 

signifying factors of employee's job satisfaction while designing HR practices for 

their organization. 

3. This study will assist top management to enhance their understanding of the 

employee‟s job satisfaction and to craft their strategy regarding their HRM practices. 

1.4 Review of literature  

NGO means a non-government organization. NGOs are not self-serving in aims and 

related values. Their aim is to act in the public arena at large, on concerns and issues 

related to the wellbeing of people, specific groups of people or society as a whole. 

They are not pursuing the commercial or professional interests of their members. It is 

said in The Commission and Non-Governmental Organizations: building a stronger 

partnership. Non-governmental development organizations are potentially critical 

catalysts for unlocking the energies and resources of the poor and voiceless, for 

building pluralistic and democratic societies. To be effective in this role, they must 

formulate and implement programs that strategically promote and support long-term 

changes that have large-scale development multiplier effects. All too often the early 

successes of NGOs are difficult to sustain, let alone replicate on a larger scale, 

because of problems in organization and management. (Brown, David. 1988. 

"Organizational Barriers to NGO Strategic Action." Institute for development 

research, Boston, 10 pp.) 

 Employee satisfaction: Utilizing from the employees is important for the 

effectiveness of the firms. This contributes to have competitive advantage; and 

mostly, human resource management (HRM) deals with this subject in the 

organizations. There is the employee concept‟ in the center of HRM. These 

employees may be working for that firm or have the possibility of working for that 

firm. HRM can be defined as the management of the decisions and actions related to 

the employees in the organization to implement the strategies for creating competitive 

advantage. Another definition about HRM is from Armstrong (2000), that it is the 
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strategic management of the members of an organization who contribute to the 

achievement of that organization's objectives. These definitions make us conclude that 

HRM is a strategic business and should be concerned strategically. The  Strategy may 

be defined as the statement of; what an organization wants to become, the objectives 

it wants to reach and, how to reach to these objectives (Armstrong, 2000). Strategic 

HRM (SHRM) helps the organization in reaching its objectives, and the main players 

in SHRM are the æemployees” argued that a firm‟s HR strategy should be centered on 

developing skills and ensuring motivation and commitment (Wallace,Eagleson, & 

Waldersee, 2000). In this statement, „ensuring the motivation‟ is concerned with the 

employee satisfaction. That is why; the satisfaction of the employees takes an added 

importance. Employees are more loyal and productive when they are satisfied (Hunter 

& Tietyen, 1997), and these satisfied employees affect the customer satisfaction and 

organizational productivity (Potterfield, 1999). Employee satisfaction is defined as the 

combination of affective reactions to the differential perceptions of what he/she wants 

to receive compared with what he/she actually receives (Cranny, Smith, & Stone, 

1992). Therefore, the organizations should try to supply the employee expectations in 

order to approach the employee satisfaction. In addition, emotional state of the 

employees may also affect their satisfaction. This forces the managers to create and 

sustain the desired working environments in the organizations. One the other hand, as 

stated by Organ, the employee satisfaction isone of the basics of organizational 

citizenship behavior (Ozdevecioglu, 2003). That is, the well-satisfied employees will 

work more willingly and this contributes to the effectiveness of their organizations. 

There is no limit for the employees to reach the full satisfaction and it may vary from 

employee to employee. Sometimes they need to change their behaviors in order to 

execute their duties more effectively to gain greater job satisfaction (Miller, 2006). 

Having good relationships with the colleagues, high salary, good working conditions, 

training and education opportunities, career developments or any other benefits may 

be related with the increasing of employee satisfaction. When investigating the 

employee satisfaction, it should be known that; -an employee may be more satisfied 

by a satisfying item, whereas the other employee may be less satisfied with the same 

item-. Because of this, analyzing the employee satisfaction from a larger perspective 

will be better. That means; the sum of all satisfying factors composes that employee‟s 

satisfaction level. As a general definition, the employee satisfaction may be described 

as how pleased an employee is with his or her position of employment (Moyes, Shao, 
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& Newsome, 2008). To investigate what the employees are satisfied by and 

measuring the employee satisfaction in the workplace is critical to the success and 

increases the profitability of the organization for having a competitive advantage 

(Kelley, 2005).Therefore, researching the employee satisfaction in terms of different 

factors and, in various areas (such as manufacturing industry, service industry or etc) 

will enrich the literature and contribute to organizations. 

1.5 Data 

The hypothesis postulated in this study is that there is no major difference in the level 

of job satisfaction. A structured questionnaire in a 10-point scale ranging from 

strongly agree (7) to strongly disagree (1) was developed for the respondents view on 

38 statements (parameters) relating to job satisfaction (Appendix 1).I have collected 

necessary information from two types of source as follows: 1) Primary source 

information. 2) Secondary sources information. 

Primary sources information 

- Personal Information 

- Face to face conversation of officers and clients 

- In depth study of selected cases 

- Interviewing officers and workers 

- Daily note taken during the internship period. 

Secondary sources information 

-  File study 

- Annual reports 

- Website 

- Books 
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Chapter-2 

Institutional Profile 

2.1 History of organization 

Emergence and Development of Dipshikha 

Among the 87,319 villages of Bangladesh, Rudrapur - a backward and remote village 

situated in Birol Upazila under Dinajpur district has become talk of the people of 

Bangladesh and Germany since 1984. Agriculture is the main occupation of the 

villagers. Rice, jute, pulses and other field crops are the main crops. Most of the 

farmers were poor and lived hand to mouth. Cuckoo's song could not attract their 

mind as they led very morbid life. Everybody was found to be in melancholy 

condition. They had no food security, no health security, no guarantee of two square 

meals, no education, no clothes, no shelter, no sanitation, no jobs, no ambition, and 

overall no extrinsic and intrinsic motivation. In this helpless circumstance, 

miraculously the primary school of Rudrapur was emerged as the center of 

socioeconomic development of Rudrapur and adjacent villages. Centering this 

primary school, the laggard villagers were aroused with unprecedented eagerness and 

enthusiasm to bring about optimistic changes of their lot by themselves. The dying 

people got lives as they were reborn. Behind the screen some teachers, some social 

reformers, and some opinion leaders worked together with the people shoulder to 

shoulder to materialize their dream - to alleviate all aforesaid 'no'. The development 

attempts made by the local leaders and others centering the primary school 

surprisingly attracted national and international personalities and in the long run 

achieved official status naming with a heavenly word 'Dipshikha' - the flame of lamp. 

Two distinguished personalities - Late Nibaron Chandra Roy and Late Romesh 

Chandra Roy had a popular mission and progressive vision to establish a primary 

school in the village of Rudrapur to provide functional education to the children of 

Rudrapur and nearby villages. Interestingly, both of them had no standard education. 

They had education up to class-X and IX respectively. However, they were learned, 

scholar, and intelligentsia. Due to their untiring efforts and the unique inspiration and 

relentless cooperation of local people their dream Rudrapur Primary School was 

established in 1961. At that time there was no educated person in the village(s) to be a 
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teacher of the newly established primary school. Anyway, Mr. Gobinda Chandra Roy, 

who had only primary education (class V) was appointed as the founder teacher. It is 

to be mentioned here that many land lords created obstacle in the development of the 

school with the fear that when the children would be educated and developed strong 

personality no farm laborer would be available (Talukder, 1994).  

Talukder (1994) quoted the names of two social reformers - one is late Ghoshendra 

Nath Roy, father of Late Ramesh Chandra Ray and other was late Navo Kanta Roy, 

father of Late Nibaron Chandra Roy. Both of them were very intimate friends to each 

other and they earned reputation for their unique devotion to social welfare services 

and reform works. After their death the social reform works initiated by them was 

about to be a forgotten subject. Incidentally, their sons Late Romesh Roy and Late 

Nibaron Roy were also cordial friends to each other and both of them had 

commitment to advance their fathers' dream. They thought that without education no 

social reforms would be sustainable. So, they pledged to establish a primary school in 

their village Rudrapur. Accordingly they worked hard, surmounted ups and downs 

and at last reached their ultimate goals in 1961.  

After the liberation of Bangladesh in 1971 Late Nibaron Roy and Romesh Roy 

worked hard to elevate the primary school to high school. At last they were very much 

successful and could change over it to high school keeping unchanged its primary 

section. Mr. Gopesh Chandra Roy was appointed as founder Head Master of newly 

established high school. The Head Master was hailed from nearby Mahtabpur village. 

Till then the course of development was confined to school premise - education.  

In 1972, UNICEF organized an agricultural training course at Dinajpur PTI training 

center for primary school teachers. Mr. Naresh Chakrabarty was sent there from 

Rudrapur primary school to participate in the training program. Soon after training 

Mr. Chakrabarty returned with new knowledge and vision. He applied his new 

venture through other school teachers. He taught the students practical agriculture, 

nutrition, and change of food habit. With this view point he established demonstration 

plots of vegetables of tomato, turnip, radish, and other winter vegetables in the school 

field. The villagers visited the demonstration plots and learnt to cultivate vegetables. 

Before that the local people did not know much about winter vegetable cultivation 

like cauliflower, cabbage, turnip etc. Banana cultivation was also included in the 
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school agricultural program. According to Sepal Chandra, the Area Manager of 

Dipshikha, the operational activities that demonstrated were very interesting and 

encouraging. The students got tremendous enthusiasm with new zeal and they 

practiced vegetable and banana production at their homes and ultimately their parents 

were inspired to start vegetable cultivation. Many visitors from home and abroad 

visited the school and nearby villages.  

How the name of Dipshikha came into being? 

To involve the Dipshikha Youth Federation in the developmental activities in 

practical manner separate regional organizations were advised to be formed. For this 

purpose, in 1980, in the office of CARITAS the youths of Dinajpur assembled and 

they were asked to give a suitable and meaningful name for the organization to be 

incepted newly. Every participant wrote a name on a piece of paper and submitted to 

the organizer. Again, the names were thrown to the process of ballot. At first six 

names were selected. Out of six names later the name Dipshikha had been chosen by 

ballot. It is mention worthy here that 'Dipshikha' name was given by Mr. Bhupendra 

Nath Roy. He is ever remembered. Thus through a democratic process, the name 

Dipshikha was emerged and accepted as the name of newly incepted organization and 

immediately started its journey.  

Fr. Klause soon after his involvement his best effort was deployed to exchange 

development views of German youths with Bangladeshi youths. In this process since 

1984 young men and women started coming to Bangladesh from Germany through 

the reference of Fr. Klause Beurle. As Fr. Klause was a diocesan priest from Rothwel, 

people who came as volunteers and visitors were mostly from Rothwel and Stutgart 

(Paul C. Tigga, 2008). The German volunteers started to visit Dipshikha before its 

official recognition since 1979. Olrike, a woman volunteer came to Bangladesh and 

stayed for one year. She served as a health worker under Gono-Aloy program. All the 

visitors were specialized in their respective fields. For example, Joseph Gruber had 

expatriate in agriculture and he was involved in agricultural activities. Mr. Paul Tigga 

remembered the names of first line volunteers were Joseph Gruber (Sepp), Franz and 

Maria Kakaisan, Olrike and many others. Among the families that played a vital role 

by receiving Dipshikha Visitors in Germany were Olrike's parents, Franz and Renate 

Kurfes, Sepp and Angela Buchlar, Rothwel family, Professor Elmar Roth's family, 
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Gerlingen Brono and Hanne Hoffmann family - Vainggen. Some other names such as 

Miss Ulrikhe, Mr. Joseph Gruber, Mr. Hans Peter, Miss Annigrate, Dorethi Hilar, 

Fritze, Deter Hattman and many others were recorded by Talukder (1994). They 

worked shoulder to shoulder with their Bangladeshi counterpart. 

Recognizing the development work of Dipshikha the Ambassador of Germany His 

Excellency Dr. Marshel visited Rudrapur and helped lavishly to extend the 

socioeconomic development approach of Fr. Klause, Mr. Paul C. Tigga, and Mr. 

Naresh Chakrabarty. 

Registration 

DIPSHIKHA is registered with the Government of the People‟s Republic of 

Bangladesh under the following departments. 

Department of Social Welfare under the Voluntary Social Welfare Agencies 

Registration and Control Ordinance No: (XVI) of 1961. Registration No. 161/84 dt. 

June 05, 1984. 

NGO Affairs Bureau under The Foreign Donations (Voluntary Activities) Regulation 

Ordinance, 1978. Registration No: DSS/FDO/R-190 dt. November 20,1985. 

Micro Credit Regularity Authority Registration No: MRA 0000353 dt. October 29, 

2008. 

Vision & Mission 

Vission  

Dipshikha envisions æA poverty free, just and peaceful society”.  

Mission 

Dipshikha - a sparkle, commits itself to poverty alleviation, establishment of equal 

opportunities, peace and justice by ensuring formational and life oriented education, 

appropriate agriculture, hygiene, sanitation, skills promotion and supports for income 

generation adjustable as time requires for the development of the poor, marginalized 

and deprived of the rural semi-urban and urban communities in descending priority. 

Dipshikha with a team of dedicated, skilled and competent worker‟s cherishes and 
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practices the principles of human dignity, ethical values, participation, team-work, 

mutual respect and inter religious harmony with clearly defined policies.  

Essentially Dipshikha believes in firing the sparkle towards the capacity building for 

self-help and self- reliance of its collaborating groups, communities and people. 

The profile of Dipshikha at a glance : 

Md. Mahbubul Islam 

Executive Director 

 

Logo of the organization 

 

Head Office  

Dipshikha 

282/5, First Colony, Mazar Road, Mirpur-1 

Dhaka-1218, Bangladesh 

Phone: 0088 - 02- 8012276/ 9000782 

Fax: 0088 02 8031247 

E-mail: info@dipshikha.org 

 

Area Office : 

DIPSHIKHA, Bhobanipur, Birgonj Dinajpur :  

 

 

 

 

 

 

 

mailto:info@dipshikha.org


11 
 

2.2 History of  Birgonj, Bochagonj and Birol branch 

Dipshikha was initiated in 1978 by a group of social workers, teachers and youths in 

the village of Rudrapur, Thana Birol, District Dinajpur. It was registered with the 

Social Welfare Department in 1984 and Foreign Donation Ordinance in 1985. 

Dipshikha was initiated in a simple and modest village Rudrapur, Dinajpur and 

gradually its activities were expanded into different Upazilla like- Birol, Birgonj and 

Bochagonj upazilla. The present activity area of Dipshikha is in 8 Upazilas of 2 

districts with a total of 8,917 group members, 4,957 families and 3,062 Adivasi 

families. During this long-term involvement with integrated development activities, 

Dipshikha gathered a lot of experiences in this approach. Dipshikha gathered 

experience of running the development activities after phase out of project after a 

certain period. 

Dipshikha is now confident, competent, enthusiastic and managerially equipped for 

multiplication, expansion and sharing upon its humble experiences with the people of 

other areas. With this view Dipshikha is trying hard to be more competent and 

managerially capable to take up projects for self-reliant and sustainability. Besides, 

integrated development approach, Dipshikha takes up Organizational Development 

(OD) for its continuous learning and changing process. In this connection, it may be 

mentioned here that the experiences and the continuous learning process determine 

the opportunity for achieving the project target more appropriate, effective and 

efficient ways. On the basis of this experience Dipshikha invented and proved 

Dipshikha Family Development Approach which was found very much effective and 

appropriate for the sustainable development of the rural people. 

 

 

 

 

 

 



12 
 

2.3 Organogram of Dipshikha 

 

 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

Source : www.dipshikha.org 

 

 

 

 

 

 

 

 

 

General Committee 

Executive Committee 

Executive Director 

 

Central Administration 
 

Regional Administration 
Monitoring, Evaluation and 

Reporting cell 

Project/Program 
Coordinator/Area In-charge 

Assistant Coordinator 

Field Worker 

Promoters, Teachers, 
Sebikas 

Group Development 
Committee and Groups 



13 
 

2.4 Functions and operations 

 

Sphere of Operation 

I. Agriculture extension and farmers training 

II. Group/family saving and income generation activities 

III. Village education and cultural awareness 

IV. Health, hygiene, water and sanitation 

V. Human and skill development training 

VI. Women capacity building 

VII. Human rights and good governance 

VIII. Emergency relief and rehabilitation activities 

IX. Monitoring, evaluation, research and reporting  

 

Agriculture Extension and Farmers Training  

This component provides agricultural training like- crops and vegetables cultivation, 

livestock, nursery raising and fish cultivation, etc. To increase agricultural production 

Dipshikha introduces improved technology and distributes inputs among the marginal 

farmers. Dipshikha has Central Agricultural Farm at Ghoraghat, Rudrapur, Bakultala 

and Tarash. The farmers get practical knowledge from these farms and apply them in 

their own field. Following are the specific activities of this component: 

Raising demonstration plots for dissemination of appropriate agriculture technology. 

Provide with practical training to the farmers on modern agriculture. 

Development of livestock and fisheries. 

Provide agricultural services to the farmers. 

To conduct agricultural research in collaboration with other organizations. 

Environment protection activities. 

 

Group/Family Saving and Income Generation  

 

Group/Family is the basics of Dipshikha development strategy. In the group meetings 

and during family visit the members discuss and identify their problems and find 

possible means to overcome them. For self-reliance the group/family saves money 

and takes up income generating activities to increase their income. Up to December 
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2008 a total of 13,874 group members/families are involved with savings and credit 

activities. The activities of this component are: 

Group members/families savings. 

Training, workshop, exposure, etc. 

Credit for income generating activities 

Occupation base group formation 

 

Education and Cultural Awareness  

The objectives of this component are to increase literacy rate, formational education 

and life orientated quality education and cultural awareness. On the basis of these 

objectives Dipshikha provides educational facilities to develop school going habits 

and encourages higher education for the children of development partner group 

members/families. Specific activities of this component are: 

Pre-school activity 

Vocational skill development training 

Formational education up to Class X level (METI-School) 

Cultural development. 

 

Health, Hygiene, Water and Sanitation  

This component creates awareness among the village people about personal hygiene, 

health and family planning, latrine uses and use of safe water. The group 

members/families realized the importance of nutrition, mother and childcare, 

antenatal and post-natal care, birth control and cleanliness. The villagers also got 

information about the Government or non- government health facilities in the locality. 

Dipshikha has preventive health care services centers in the villages. Following are 

the specific activities of this component: 

Water and sanitation 

Mother and child care 

Primary treatment 

Health awareness activities 

Health education in pre- schools and local schools 

Adolescent girls health education 

Motivational and informational activities 

Referral case 
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Human and Skill Development Training  

 

Dipshikha Training Cell/Project arranges human and skills development training like- 

tailoring, new business creation, electrical, etc in co-operation with the related 

components for the group members/families and staff.  

 

Women capacity building  

The protection of women rights and to create scope for women participation in the 

development process is very much essential. Dipshikha takes up special activities for 

women empowerment. It was observed that a great number of female folks were 

prevented form contributing to the development activities. So it was most essential to 

encourage them to take part in development activities. Women are formed into 

Forums and Councils to express their needs and aspirations and to increase their 

contribution in their family as well as in the society. Following are the specific 

activities of this component: 

Involvement with family development plan 

Formation of women forums and councils 

Entrepreneurship development training 

Arranging exposure 

Human Rights and Good Governance  

The main focus of this activity is to provide necessary information for creation 

awareness regarding human rights and good governance among the target group. It 

may be mentioned here that Dipshikha has given special emphasis on Adivashi 

(tribal) community of northern Bangladesh to claim their rights. Following are the 

specific activities of this component: 

Creation of awareness on civil rights among Adivasi people 

Establishment of land rights 

Promotion and preservation of Adivasi culture and heritage 

Enrolment of their children in primary school 

 

Emergency Relief and Rehabilitation  

After any natural disaster and calamities, Dipshikha takes relief and rehabilitation 

program for the affected people on the basis of assurance of fund.  
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Monitoring, Evaluation, Research and Reporting  

Research, monitoring, evaluation and reporting cell is a support service component of 

Dipshikha. It provides various educational materials in the form of newsletters, 

research findings, booklet posters, leaflets, photographs, video films, etc. This cell 

plays and important role in monitoring all the projects of Dipshikha for its smooth 

implementation. 

2.5 Others 

From the experiences, deeper reflection and analyzing in the field of development, 

Dipshikha has developed a new concept to make the IDA more intensive, effective 

and scientific to improve the living conditions of the poor people. The concept is 

Integrated Family Development IFD Approach. Here a family is considered to be the 

center of all development efforts. All the members of the family are brought as 

stakeholders of the IFD approach. Accordingly, whatever inputs and resources are 

invested must respond to the needs and development of all the family members.The 

Family being an important social unit of the society, Dipshikha takes up projects 

according to the Integrated Family Development (IFD) Approach.  

a) There is scope to maintain comprehensive information of the family, especially 

regarding family resources like- land, animals, manpower, trees, etc., which are 

important for development. 

b) There is provision to include all grown up members of the family in the 

development process. 

c.) It is easy and simple to follow up and monitor the changes taking place in the 

family due to development interventions. 

d.) The family can identify the problems, prepare projects and learn necessary skills 

as per their family development plan. 

e.)This will provide scope for evaluation to check and review changes and impact in 

future. 
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Chapter 3. Analysis and Discussion 

3.1 Data collection 

The research of the measurement of employee job satisfaction on HR practices is an 

empirical and explanatory type of study which requires collecting data from desired 

field. This study was conducted rely on both primary and secondary data. To collect 

Primary data a sample survey was conducted at different branches of Dipshikha in 

Dinajpur district. A highly structured but self-administered questionnaire was used to 

conduct the survey in this research.  Five-point "Likert type" scale Applied to 

transform qualitative measure into quantitative measure for each practice. 

Some of the questionnaire item was adapted from past researches which are better to 

describe the variables under study. The questionnaire had two sections namely 

demographic profile and Job Satisfaction. 

The researchers also used secondary data like Books, journals and related web pages 

to construct literature review and other theoretical base as required. 

3.2 Sampling (Population) 

The population of this research was the employees (from Field Organizer to Area 

Manager) of different branches of Dinajpur district. There are about 120  employees 

and  questionnaire was administered to 50 respondents 

3.3 Determining the level of job satisfaction 

Overall Rating of the level of job satisfaction was as follows: (5= strongly satisfied' 

4= satisfied, 3 = neutral position, 2 = dissatisfied and  1 = strongly dissatisfied). 

3.4 Data collection period 

Data was collected by the researcher herself from 20 March to 10 April/ 2016. 

4.5 Statistical Tools 

To satisfy research objectives some statistical tools are used to analyze the collected 

data and to interpret the results of the study.  
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Here, the dependent variable employee's job satisfaction dependents on the 

independent variables. If employee's satisfaction level on these independent variables 

'becomes high then their overall satisfaction level about their job also be high. That 

means, dependent variable is the function of independent variables. 

3.5 Demographic profile 

It is very essential to reveal the demographic profile of the employees. The profile of 

the Employees include, age, gender, designation, Job tenure, Income.  All the 

employees are full time employees in their respective job. It is necessary to describe 

the data related to Job satisfaction level of Dipshikha employees working in different 

positions, with different academic qualifications, tenure of work experience' etc. have 

been analyze interpreted and presented in this section. 

3.51 Respondent's age 

Table -1 Age distribution data grid 

Age Group Frequency Percentage (%) 

20-30 15 25 

31-40 34 57 

41-50 11 18 

Above 50 0 0 

Total 60 100 

Source: Author‟s calculation 

Figure 1: Age distribution chart 

 

 

 

 

Table 1 show that out of 60 employees 25% of the employees fall into the age 

category of 20-30, 57% belongs to the age group of 31-40, 18% belongs to 41-50%. 
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3.5.2 Respondent's gender 

Table-2 : Gender data grid 

Sex Frequency Percentage 

Male 38 63 

Female 22 37 

Total 60 100 

Source: Author‟s calculation 

Figure 2: Gender distribution chart 

 

 

 

 

 

From table 2 it is inferred that out of total 60 employees 63% of the employees are 

male and the rest 37% are female. It indicates working males are greater than working 

females in the selected area. 

3.5.3 Respondent's designation 

Table – 3 : Designation data grid 

Designation Frequency Percentage 

Peon 2 3.3 

Field Worker 32 53 

Facilitator 16 27 

Office Secretary 02 3.3 

Assistant Accountant 02 3.3 

Assistant Coordinator 4 6.7 

Area Manager 2 3.3 

Total 60 100 
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Figure 3: Designation chart 

 

From table 3 we find out the designation of the respondent, which show that 3.3% of 

the respondent are peon equivalent, 53% are Field worker equivalent, 27% are 

facilitator equivalent, 3.3% are  office secretary equivalent, 3.3% are Assistant 

accountant equivalent, 6.7% are Assistant coordinator equivalent and  3.3% are Area 

Manager equivalent. 

3.5.4 Respondent's job tenure 

Table-4 job tenure data grid 

Length of Service Frequency Percentage 

0-5 years 26 43 

6-11 years 13 22 

12-17 years 3 5 

18-23 years 16 27 

24-28 years 1 2 

28+ 1 2 

Total 60 100 

 

Source: Author‟s calculation 
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Figure 4: Job tenure data chart 

Table 4 shows that 43% of the respondents fall into 0-5 years, 22% into 6-11 years, 

5% into 12-17 years, 27% into 18-23years, 2% into 24-28 years and 2% into above 28 

years.. That indicates some employees have tendency to leave the organization and 

employees job tenure is strong.     

3.5.5 Respondent's income  

Table-5 Income data grid 

Income Frequency Percentage 

5000-15000 39 65 

15001-30000 18 30 

30001-45000 3 5 

Above 45000 0 0 

Total 60 100 

Source: Author‟s calculation 
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Figure 5: Income  chart 

 

Table 5 shows the income level (in thousand) that out of 60 employees 65% of the 

employees fall into the income level of TK. 5000-15000, 30%  fall into the income 

level of TK. 15001-30000 and 5%  fall into the income level of TK. 30000+. That 

indicates field level salary is not handsome.  

3.6  Result and discussion 

3.6.1 Employee attitudes towards compensation & benefit 

Table 6:  Compensation & benefit data grid 

Level No. of employees % 

Strongly satisfied 1 1.7 

Satisfied 40 66.7 

Neutral 11 18.3 

Dissatisfied 08 13.3 

Strongly dissatisfied 0 0 

Total 60 100 

 Source  Field survey. 
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Figure 6: Compensation & benefit chart 

 

This component indicates employee attitude towards the compensation and other 

benefit. According to collected data, Only one employee had high attitudes and they 

represent 1.7% of the total sample. Outof the sample, 40 employees were satisfied and 

representing 66.7% of the sample. 08 employees had low attitudes and they represent 

13.3% of the total sample. 

3.6.2  Employee attitudes towards job security 

Table 7:  Job security data grid 

Level No. of employees % 

Strongly satisfied 3 5 

Satisfied 33 55 

Neutral 8 13 

Dissatisfied 10 17 

Strongly dissatisfied 6 10 

Total 60 100 

Source  Field survey. 
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Figure 7: Job security chart 

 

According to collected data, 3 employees had high attitudes with the job security and 

theyrepresented5 % of the total sample. 33 employees were satisfied and it represents 

55% of the total sample. Out of the sample, 10 employees were dissatisfied with job 

security and they represented 17% of the total sample and 6 employees were highly 

dissatisfied with job security and they represented 10% of the total sample 

3.6.3 Employee attitudes towards working environment 

Table 8: Working environment data grid 

Level No. of employees % 

Strongly satisfied 13 

21.7 

Satisfied 40 

66.7 

Neutral 2 

3.33 

Dissatisfied 3 

5 

Strongly dissatisfied 2 

3.33 

Total 60 100 

Source  Field survey. 
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Figure 8: Working environment chart 

 

This component represents those employee attitudes towards good working 

environment. In that situation, 13 employees had high attitudes and represent 21.7% 

of the total sample. Out of the sample, 40 employees were satisfied to their working 

condition and represent 66.7% of total sample.  

3.6.4 Employee attitudes towards work condition 

Table 9: Working condition data grid 

Level No. of employees % 

Strongly satisfied 

1 1.67 

Satisfied 

52 86.7 

Neutral 

3 5 

Dissatisfied 

4 6.67 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source  Field survey. 
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Figure 9: Working condition chart 

 

According to collected data, 1 employee had high attitudes with the working 

condition and they represented 1.67 % of the total sample. 52 employees were 

satisfied and it represents 86.7% of the total sample. Out of the sample, 4 employees 

were dissatisfied with working condition and they represented 6.67% of the total 

sample and No employees were highly dissatisfied. 

3.6.5 Employee attitudes towards superior- subordinate relationship   

Table 10: Superior- subordinate relationship  data grid 

Level No. of 

employees 

% 

Strongly satisfied 

4 6.67 

Satisfied 

48 80 

Neutral 

6 10 

Dissatisfied 

2 3.33 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source Field survey. 
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Figure 10: Superior- subordinate relationship chart 

According to collected data, 4 employees had high attitudes towards their Superior- 

subordinate relationship and they represented 6.67% of the total sample. There are 48 

employees are satisfied about their relationship and who represents 80% of the total 

sample. In the third category, two employees had low attitudes were they represent 

3.3%of the total sample. 

3.6.6 Employee attitudes towards training and career development 

Table 11: Training and career development data grid 

Level No. of employees % 

Strongly satisfied 

5 8.33 

Satisfied 

51 85 

Neutral 

1 1.67 

Dissatisfied 

3 5 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source  Field survey. 
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Figure 11 : Training and career development chart 

According to collected data, 5 employees had high attitudes with the Training and 

career development and they represented 8.33 % of the total sample. 51 employees 

were satisfied and it represents 85% of the total sample. Out of the sample, 3 

employees were  dissatisfied  with Training and career development and they 

represented 5 % of the total sample and no employees were highly dissatisfied  with 

Training and career development. 

3.6.7 Employee attitudes towards performance appraisal 

Table 12: Performance appraisal data grid 

Level No. of employees % 

Strongly satisfied 

4 6.67 

Satisfied 

52 86.7 

Neutral 

3 5 

Dissatisfied 

1 1.67 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source  Field survey. 
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Figure 12: Performance appraisal chart 

 

According to collected data, 4 employees had high attitudes with the Performance 

appraisal and they represented 6.67 % of the total sample. 52 employees were 

satisfied and it represents 86.7% of the total sample. Out of the sample, 1 employees 

were  dissatisfied  with Performance appraisal and they represented 1.67% of the total 

sample and no employees were highly dissatisfied  with Performance appraisal 

3.6.8 Employee attitudes towards promotion policy 

 

Table 13: Promotion policy data grid 

 

Level No. of employees % 

Strongly satisfied 

1 1.67 

Satisfied 

16 26.7 

Neutral 

22 36.7 

Dissatisfied 

16 26.7 

Strongly dissatisfied 

5 8.33 

Total 
60 100 

Source  Field survey 
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Figure 13 : Promotion policy chart 

 

According to collected data, only 1 employee had high satisfied with the promotion 

policy and they represented 1.67 % of the total sample. 22 employees were dis 

satisfied and it represents 26.7% of the total sample. Out of the sample, and 5 

employees were highly dissatisfied with Performance appraisal and represent 8.33% 

of the total sample. 

3.6.9 Employee attitudes towards participation in planning and decision making 

Process 

Table 14:  Participation in planning and decision making process data grid 

Level No. of employees % 

Strongly satisfied 

5 8.33 

Satisfied 

36 60 

Neutral 

19 31.7 

Dissatisfied 

0 0 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source  Field survey. 
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Figure 14 : Participation in planning and decision making process chart 

 

This component indicates employee attitude towards Participation in planning and 

decision making. According to collected data, Only five employees had high satisfied 

and they represent 8.33% of the total sample. Outof the sample, 36 employees were 

satisfied and representing 60% of the sample.  

3.6.10 Employee attitudes towards  overall job satisfaction 

Table 15 : Overall job satisfaction data grid 

Level No. of employees % 

Strongly satisfied 

1 1.67 

Satisfied 

52 86.7 

Neutral 

5 8.33 

Dissatisfied 

2 3.33 

Strongly dissatisfied 

0 0 

Total 
60 100 

Source  Field survey. 
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Figure 15: overall satisfaction chart 

 

According to collected data, 1 employee had high level satisfaction and represent 

1.67% of the total sample. 52 employees had satisfied and they represent 86.7%. Out 

of the sample, Only 2 employees had dis satisfied about overall satisfaction and they 

represent 3.3% of the sample. No employee was strongly dissatisfied. 
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Chapter 4. Conclusion and recommendation 

 

4.1 Discussion of major findings 

As we  know that, Dipshikha is one of famous NGO in northern part of Bangladesh 

and it has different operations in different areas.  

We have tried to find out the feelings of its (Dipshikha) employees to their respective 

organization. 

In the survey we have given more emphasize of the question answers. .Because, these 

answers are the main key points to find out whether the employees of Dipshikha are 

satisfied or dissatisfied to their organization. 

Leadership of an organization is really very important in terms of success. The 

employees of Dipshikha are confident to their organizations leadership. From the 

survey I have found that, most of the employees are æstrongly agreed” in terms of 

their organizations leadership. 

Besides, they also are strongly agreed about the management style of their 

organization. Though, some of the employees have shown their normal approach in 

this regards. 

When a company‟s management becomes well known to all then I can say something 

better about the activities of that company. Every company has some obstacle in their 

way of achieving results. As an organization Dipshikha also has some causes the 

obstacle which may causes the failure of it. So in this respect, the employees of 

Dipshikha are strongly agreed that their company eliminates practices that stand in the 

way of achieving results. 

Different types of people involves in an organizations. There may be difference in 

terms of race, age, gender. But, when the employees of Dipshika have been asked 

about attitude towards them their organization, then they have put their positive 

thinking in this respect. 

Every organization may provide many facilities for their employees. But, one 

question normally arises about the loyalty to their respective organization. Here, 
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loyalty of an employee means, his implied commitment towards his respective 

organization. Also, commitment means employee‟s future activities in an odd 

situation.Dipshikha‟s employees have put their positive comments in terms of loyalty 

to their organization. 

Promotion is another important factor, which shows an organizations attitude towards 

its employees. Promotion policy are not good in Dipshikha. 

Satisfaction is a psychological matter for every body. It depends how a person 

perceives about anything.Dipshikha‟s employees have shown their full satisfaction to 

their organization. 

Empowering in dictates the conducting power of an employee, given by his 

organization. Dipshikha is very much careful for giving the empowering to their 

employees. 

From the above findings, we are sure that the employees of Dipshikha are very much 

earring about their organization and job also. 

4.2 Conclusion 

Dipshikha-The non-government, non profit organization in Northern part of 

Bangladesh. For quality performance has employed lots of enthusiast and devoted 

workers in each every spheres of its activity level. The best and uninterrupted quality 

service is delivered by this organization only when the workers the power source of 

the organization is devoted to their responsibilities preoccupied by their organization 

.And the devotion to their job will come only when they are satisfied with their 

respective job. But satisfaction is a intricate fact. And sometime contradictory also. 

An employee can be satisfied from a particular perspective at the same time can be 

dissatisfied simultaneously.  The facts that can make employees satisfied or 

dissatisfied are nature of the work, supervision, present pay , promotion opportunities, 

relation with co-workers, working environment, benefits compensation, etc. 

Dipshikha is providing a very high and co-operative organizational atmosphere within 

the working place. All the employees so far we get are equally satisfied with their 

present level of benefits they are delivered. And they think they are receiving the 

amount of benefit they disserve. And optimistic about  the future and as all of them 

are coercive they show the professionalism in this particular perspective. All the 
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workers are very co-operative to their peers and others as well. A warmth & friendly 

atmosphere prevails in side the organization, it  happens when the employees are 

satisfied with their organization. They are getting the best salaries they deserve for 

their respective job and receive compensation if there is any loss or inconvenience of 

any employee. And the most valuable aspect is there sense of belongingness within 

the organization is dominantly high.. They are given  legitimate power to control. 

their subordinate and work performance.   That‟s why they feel themselves really 

valuable for  their organization which actually make the difference. And as they are 

satisfied with all of these things there devotion to work get doubled each and every 

moment. They get enough motivation from their organization and deliver higher 

customer values to their clients. If they were not satisfied they could have behave 

rudely with their clients but they don‟t do so. Because they are self-motivated. The 

magnitude of their satisfaction is much more then we can ever expect. Their get up 

manner, sense of delivering values with services boldly expense that they are satisfied 

and for this they are self motivated 

4.3 Recommendation 

At the present level, Dipshika almost satisfy   their employee though their well 

management and empowering strategy. The employee of Dipshikha are very much 

loyalty their organization. But Dipshikha should motivate them and rewarding them 

property for the sake of their future. Because, in this competitive market, competitions 

trying to get DIPSHIKHA‟S skilled and qualified employee. So, they should follow 

this strategy: 

1] Dipshikha can develope employees promotion policy. They can make crieteria for 

the promotion for the employee.  

2] Dipshikha may make the quarter and give the accommodation facilities to their 

employee. They can give these on the basis of existing time of the employee in    

Dipshikha. 

3] They can motivate their employee, though giving the transportation facilities, and 

promotion on the basis of their performance. 
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4] For, their female workers, Dipshika can make a flexible work time schedule. It may 

be fixed that in a week one female can work total 35hours. So, she can easily fix her 

work time flexible. 

5] For the recreation of the employee, Dipshikha can arrange annual tour outside the 

country. In these cost Dipshikha  60% of the total expenses and the rest bared by the 

employee who willing to go. 

6] To increase the creativity and innovativeness of t heir employee, Dipshika may 

take the strategy that, the employee who shows his creativity and innovation in their 

respective work he or she get extra benefit of the organization. 
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Appendix-1 

A study on employee’s job satisfaction of Dipshikha 

 
A Questionnaire 

On  

Job satisfaction of ### Employee  

(Only for the purpose of Research work) 
Date: 

Name of the respondent:   

Designation:  Area Manager/Coordinator/Asst. coordinator/Facilitator/Office secretary/ Field 

worker/Peon/Night Guard 

Age: 20-30/31-40/41-50/Above 50 

Gender: Male/Female 

Job Tenure: 0-5 Years/6-11 years/12-17 years/18-23 years/24-28 years/Above 28 years 

In come : 5000-150000/15001-30000/30001-45000/Above 450000 

1. Compensation & benefit: 

 

SL 
No. 

statement  Strongly 
dissatisfied 

Dissatisfie
d 

Neutr
al 

Satisfie
d 

Strongly 
satisfied 

1 2 3 4 5 

1 How satisfied are you with your 

salary to the work you perform 

     

2 How satisfied are you with your 

salary compared with other 

organizations . 

     

3 How satisfied are you with the 
welfare facilities (e.g. social 

security, health insurance etc.) 

provided by the organization 

     

 

2. Job security: 

SL 
No. 

statement Strongly 
dissatisfied 

Dissatisfied Neutral Satisfied Strongly 
satisfied 

1 2 3 4 5 

1 How satisfied are you 

with the overall job 
security 
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3. Working environment: 

SL 
No. 

statement Strongly 
dissatisfied 

Dissatisfied Neutral Satisfied Strongly 
satisfied 

1 2 3 4 5 

1 How satisfied are you with the 

hygiene maintenance in your 
organization 

     

 

4. Work condition: 

SL 

No. 

statement Strongly 

dissatisfie

d 

Dissatisfied Neutral Satisfi

ed 

Strongly 

satisfied 

1 2 3 4 5 

1 How satisfied are you with the 

flexibility of working hours in 

your organization 

     

2 How satisfied are you with the 
amount of paid vacation time 

/sick leave offered 

     

3 How satisfied are you with the 
opportunity to maintain a 

balance between personal and 

professional life 

     

 
5. Superior- subordinate relationship: 

 

SL 

No. 

statement Strongly 

dissatisfied 

Dissatisfied Neutral Satisfied Strongly 

satisfied 

1 2 3 4 5 

1 How satisfied are you with the 

leadership skills of your 

immediate supervisor  

     

2 How satisfied are you with the 

communication between the 

immediate supervisor and 
employee 

     

 

 

6. Training and career development: 

SL 

No. 

statement Strongly 

dissatisfied 

Dissatisfied Neutr

al 

Satisfied Strongly 

satisfied 

1 2 3 4 5 

1 How satisfied are you with the 
training opportunities  in your 

organization  

     

2 How satisfied are you with the 

career advancement 
opportunities 
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7. Performance appraisal: 

SL 
No. 

statement Strongly 
dissatisfied 

Dissatisfie
d 

Neutral Satisfied Strongly 
satisfied 

1 2 3 4 5 

1 How satisfied are you with the 

way of performance evaluation  
in your organization  

     

2 Are you satisfied  with the 

feedback that you receive from 

your performance evaluation 

     

 

8. Promotion policy: 

SL 

No. 

statement Strongly 

dissatisfied 

Dissatisfied Neutral Satisfied Strongly 

satisfied 

1 2 3 4 5 

1 How satisfied are you with the 

promotion policies in your 

organization  

     

 

 

9. Participation in planning and decision making: 

SL 
No. 

statement Strongly 
dissatisfied 

Dissatisfie
d 

Neutral Satisfied Strongly 
satisfied 

1 2 3 4 5 

1 How satisfied are you with your 

participation in the planning and 
decision making process of the 

organization  

     

2 Are you satisfied  with your co-
workers respect for your opinions 

     

 

10. Overall job satisfaction: 

SL 
No. 

statement Strongly 
dissatisfied 

Dissatisfied Neutral Satisfied Strongly 
satisfied 

1 2 3 4 5 

1 How much does the organization 

as a employee meet your 
expectations 

     

2 How satisfied are you with the 

organization‟s overall HRM 

policy 
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Appendix-2 

A study on employee’s job satisfaction of Dipshikha 

cÖkœvejx 

(kyaygvÎ M‡elYvi Kv‡R e¨envi Kiv n‡e) 

DËi`vZvi bvg     t  

c`ex  t   Gwiqv g¨v‡bRvi/mgš̂qKvix/mn-mgš̂qKvix/Awdm †m‡µUvix/ gvVKgx©/wcqb/bvBUMvW/ ‡dwmwj‡UUi
  

 eqm    t   20-30/ 31-40/ 41-50/50 Gi D‡aŸ©  

 wj½      t  cyiæl/gwnjv 

PvKzixi RxebKvj   t 0- 5 eQi/ 6-11 eQi/ 12-17 eQi/ 18- 23 eQi/ 24-28 eQi/ 28 Gi D‡aŸ©  

 †eZb      t 5000- 15000/ 15001- 30000/30001-45000/ 45000 Gi D‡aŸ©  

1. †eZb I Ab¨vb¨ myweavmg~nt  
 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi KvR Abymv‡i wK 

Avcbvi †eZ‡b Avcwb mš‘ô? 

     

 

02 Ab¨vb¨ ms¯’vi Zzjbvq Avcbvi 

†eZb  wK m‡šÍvlRbK? 

     

 

03 Avcbvi Ab¨vb¨ myweav ( wc 

Gd, MÖvPz¨wqwU BZ¨vw`) wK 

m‡šÍvlRbK? 

     

 

2. PvKzix  wbivcËv t  

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi PvKzwii wbivcËvq  

Avcwb mš‘ô? 

     

 
 

 

3. Kv‡Ri cwi‡ek t  

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi ms¯’vi  cwi¯‹vi 

cwiQbœZvq wK Avcwb Lykx? 

     

 
 

 

4. Kv‡Ri kZ©mg~n t  
 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi Kv‡Ri Kg©N›Uvq wK 

Avcwb mš‘ô? 

     

 

02 Avcbvi QzwUi wel‡q wK 

Avcwb Lywk? 

     

03 Avcbvi e¨w³MZ Rxeb I 

Kg©Rxeb Gi my‡hvM myweav 

wb‡q Avcwb wK Lywk? 
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5. Da©Zb-Aa¯Íb m¤úK© t  
 

µ:b: welq LyeB           

Am‡šÍvl 

RbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi mycvifvBRv‡ii 

†bZ„Z¡ `ÿZvq wK Avcwb Lywk? 

     

 

02 Avcbvi mycvifvBRv‡ii mv‡_ 

Avcbvi KvR msµvš Í 

‡hvM‡hv‡M wK Avcwb Lywk? 

     

 

6. cÖwkÿY I K¨vwiqvi MVbt 

 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi ms¯’vi cÖwkÿY 

myweavq wK Avcwb Lywk? 

     

 

02 Avcbvi K¨vwiqvi •Zix‡Z 

AÎ ms¯’vi Kvh©µ‡g  wK 

Avcwb Lywk? 

     

 
 

7. Kg©ÿgZv  g~j¨vqbt  
 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi Kv‡Ri g~j¨vq 

c×wZ‡Z  wK Avcwb Lywk? 

     

 

02 Avcbvi  KvR g~j¨vq‡bi ci 

†h wdWe¨vK cÖ`vb Kiv nq 

Zv‡Z wK Avcwb Lywk? 

     

 

8. c‡`vbœwZ  cwjwm t  
 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi ms¯’vi c‡`vbœwZ‡Z  

bxwZ‡Z  wK Avcwb Lywk? 

     

 

 

9. cwiKíbv Ges wm×vš Í MÖnY cÖwµqvi AskMÖnYt  
 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi wK ms¯’vi cwiKíbv 

Ges wm×všÍ MÖnY cÖwµqvi 

AskMÖnY Ki‡Z cv‡ib? 

     

 

02 Avcwb wK Avcbvi gZvg‡Zi 

mgq  mnKgx©i KvQ †_‡K  

mn‡hvMxZv cvb? 
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10. mvgwMÖK  mš‘wôt  

 

µ:b: welq LyeB           

Am‡šÍvlRbK 

Am‡šÍvlRbK gZvgZ 

†bB 

m‡šÍvlRbK LyeB 

m‡šÍvlRbK 

01 Avcbvi ms¯’v wK Avcbvi 

cÖZ¨vkv cyi‡b KvR Ki‡Q? 

     

 

02 Avcbvi ms¯’vi gvbe m¤ú` 

bxwZgvjvq Avcwb  wK mš‘ô? 

     

 

 

 

 

 

DËi`vZvi ¯̂vÿi 

 

Avcbvi AvšÍwiK mn‡hvMxZvi Rb¨ ab¨ev` 

 

 

 


