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Abstract 

 

Background: Job satisfaction is a multidimensional construct that reflects an 

individual's subjective evaluation of various aspects of their job and work environment.  

Job satisfaction plays a key role in influencing productive outcome for organizations. 

The level of job satisfaction among persons with physical disability is a crucial aspect 

of their overall well-being and quality of life. This study explores their positive or 

negative experiences with their job.  

 

Aim: The study aimed to measure the level of job satisfaction among person with 

physical disabilities.  

 

Method and Materials: This study was conducted by quantitative research with a 

cross-sectional study design and convenience sampling. A socio-demographic and a 

structured questionnaire (job satisfaction survey) were used to collect the data. 

Descriptive statistics were used to report the job satisfaction of respondents. 

Participants were persons with physical disability and the study settings were various 

organizations where they worked in the Dhaka city. Vocational training employee were 

excluded.   

 

Result and discussion: 184 participants took part in the study. This study investigated 

job satisfaction and findings suggest that a significant portion of individuals with 

physical disabilities were satisfied and ambivalent about their job and related 

dimensions (pay, promotion, supervision, fringe benefit, contingent rewards, operating 

conditions, coworkers, nature of work, communication.). Among participants, 52.7% 

(n=97) were satisfied with their job and 47.3% (n=87) were ambivalence. 

 



xi 

 

Conclusion: A sizeable minority report ambivalence, indicating that there is room for 

improvement in job satisfaction for this population. The findings showed the lowest 

satisfaction levels in pay, fringe benefits, contingent rewards, promotion, and operating 

procedures dimensions of job satisfaction. Participants were more satisfied with the 

nature of work, supervision, and co-workers. The findings can be used as a set of 

reference levels and indicators for the human resources development component of the 

quality management system. 

 

Keywords: Job Satisfaction, job dimension, Organizations, Person with disability. 
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CHAPTER I: INTRODUCTION 

 

1.1 Background 

 Job satisfaction is a significant component that influences the productivity of human 

resources in providing optimal services, as it influences an individual's intention to 

remain at an organization. Job Satisfaction defines any combination of psychological, 

physiological, and environmental circumstances that cause a person to truthfully say 

that they are satisfied with a job. It is also regarded as an indicator of working life 

quality. The quality of services is influenced by different components consisting of the 

framework, human resources, and organization as well as the employment system. 

Among these, human resources are the foremost important component. In the provision 

of the best services, workers' performance is strongly influenced by their job 

satisfaction, which is also reflected in the productivity of the organization. To be more 

productive, it is essential to comprehend what drives them and how much the company 

and other elements impact their level of job satisfaction. With few options for work, 

education, and training, people with disabilities in Bangladesh are the most 

marginalized and vulnerable group of the population. Most of them are isolated from 

mainstream society, stigmatized, mistreated, and marginalized. People with disabilities 

frequently receive low pay or are dissatisfied with their jobs because of a variety of 

factors, including a lack of political commitment, a negative attitude from the 

community, employers' misconceptions about the abilities and capabilities of disabled 

workers, and a lack of inclusive education. 

 

According to the World Report of Disability, about 15 per cent of the world population 

have some forms of disabilities and this number is much higher in low-income and 

middle-income countries such as Bangladesh. About 80 per cent are of working age. In 
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Bangladesh, approximately 3.2 million youths have disabilities. Bangladesh has no 

acceptable primary data on disability prevalence. Different estimates on the prevalence 

of disability put the figure of persons with disabilities between 1.41 per cent and 9.01 

per cent. That means Bangladesh has 17–25 million individuals with disabilities. These 

young people need help to access demand-driven education and training, thereby 

opening pathways to decent employment. In 2008, Bangladesh was amongst the first 

countries to ratify the UN Convention on the Rights of Persons with Disabilities.  

A survey by the Bangladesh Bureau of Statistics, conducted in 2010, revealed that only 

53.6 percent of men with disabilities, compared to 78.8 per cent of males without 

disabilities, were employed. Persons with disabilities also encounter difficulties 

accessing the 10 per cent jobs earmarked for them in the public sector (third and fourth 

grade jobs) and 1 per cent for the first and second grade jobs. There is no obligation or 

a mandate for securing guaranteed employment in the private sector for the persons 

with disability (Bangladesh Bureau of Statistics, 2010). 

1.2 Justification of the study 

Understanding job satisfaction among individuals with physical disabilities is crucial 

for promoting equal opportunities and inclusion in the workforce. This research can 

contribute to efforts to dismantle barriers and create more inclusive workplaces. Job 

satisfaction impacts various aspects of individuals' lives, including mental health, self-

esteem, and financial security. Studying this topic can highlight the specific factors 

influencing satisfaction for this population and inform interventions to improve their 

overall well-being. Understanding factors influencing job satisfaction among 

individuals with disabilities can help organizations optimize their workforce and 

promote positive outcomes for both employees and employers. While research on job 

satisfaction exists, specific studies focusing on individuals with physical disabilities are 



3 

 

 

still relatively scarce. This research can contribute valuable insights to this understudied 

area and inform future scholarship and practice for both professionals along with 

country. The title clearly defines the target population (individuals with physical 

disabilities) and the key theme of interest (job satisfaction). According to government 

SDG the research will be work on 'good health and wellbeing' which goals to ensure 

healthy lives and promote wellbeing for all at all ages in any conditions. Along with 

able-disable equality which goal achieves equality and empowers to all.  

 

1.3 Operational Definition 

1.3.1 Job Satisfaction 

 Job Satisfaction defines any combination of psychological, physiological, and 

environmental circumstances that cause a person to truthfully say that they are satisfied 

with a job (Hoppock, 1935). 

1.3.2 Physical Disability 

 When a condition affects a person’s physical capacity, mobility, stamina, or dexterity, 

they can be said to have a physical disability. The causes of physical disabilities vary 

greatly, and not every person with a specific condition leading to a disability has the 

same limitations. Regardless of the cause, a physical disability can affect a person’s 

capacity and mobility. 

1.4 Aim of the Study 

The study aimed to measure the level of job satisfaction among person with physical 

disability. 
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CHAPTER II: LITERATURE REVIEW 

 

 
This chapter includes the information regarding level of job satisfaction in different 

associated aspects in work settings among person with physical disabilities and who are 

handicapped. The findings over this topic has been listed according to the relatable 

terms with the title of this study. It includes information about type of disabilities, 

working area, working pattern, impacts of their boss and co-workers, their 

responsibilities and challenges, satisfaction with salary, promotion, increment and so 

on. Some keywords have been set to allocate literature associated with this study. They 

are- Background of Employment of Persons with Physical Disability, Satisfaction of 

workers with disabilities in different aspects associated with work settings and other 

concepts of work. 

2.1 Background of Employment of Persons with Physical Disability  

In Bangladesh the percentage of participation rate of employed person with disabilities 

lower than 1% (Jalil, 2012). There were 53% man with disabilities who were employed 

compared to78.8% of men without disability. But the participation rate is very low for 

the women with disability and this percent is 5.03%. Occupational Therapy plays an 

important role in the work of rehabilitation, there was a long and successful history 

behind this. Occupation therapists have the expertise and capabilities to appraise worker 

capacities, task performance and work environment (AOTA,2019). Occupational 

therapist works not only with employers but also with the employee to adapt the work 

/injury/disability (AOTA,2019). The focus of Occupational therapists for workers with 

disability is to endorse independency level and functional level through client-centered 

approach together with focusing on individuals physical, social, and psychosocial needs 
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(The Occupational Therapy practice,2019). Occupational therapists play a vital part for 

promoting capabilities of person with disability for coming back to their previous work 

(Desirn et al,2011). 

2.2 Satisfaction of workers with disabilities in different aspects 

associated with work settings and other concepts of work. 

Participation in the context of physical impairment has traditionally been understood in 

terms of carrying out various tasks and activities. But this viewpoint fails to consider 

the satisfactions and meanings that one gets from taking part. Determining what 

constitutes meaningful participation-enhancing services, programs, and policies is 

difficult for policymakers and service providers without an agreed-upon conception of 

participation that takes into consideration individuals' subjective experiences and 

perceptions (Ginis et al., 2017). The participation rate is very low for the women with 

disabilities and this percentage is 5.03%. But now in Bangladesh some garments factory 

create post for person with disability and this opportunities are increasing day by day 

after the tragedy of Rana Plaza factory in 2013 (International Labour Organization, 

2019). But the statistical rate is not exact. 

We can easily describe that job satisfaction ultimately reproduces the scope of job for 

an individual. It is fundamentally an attitude that replicates the scope to which an 

individual gets full satisfaction of his or her job. Formally defined, it is a sentimental 

or emotional response toward several facets of one's job. This definition specifies that 

job satisfaction is not a unitary idea. Sometimes a person can be quietly satisfied with 

one aspect of his or her job and dissatisfied with one or more other aspects. There are 

two aspects of job satisfaction, and these are- facet satisfaction and overall satisfaction. 

Facet satisfaction is defined as the proclivity to be more or less satisfied with many 

facets of his or her job. Some important facets are of these: the work itself, salary, 
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promotions, recognition, working conditions, job security, supervision, and co-workers. 

Conversely, overall satisfaction is an overall or summary, indicator of a person's 

attitude toward his or her job. Mainly overall satisfaction is an average or total of the 

attitudes that each and every. 

According to the study of Kadzielski et al., 2012, results are in line with earlier studies 

that showed a relationship between disability and worker's compensation status. 

Worker compensation was linked to a delayed return to work following hand injuries 

and disc herniation. In addition to having additional office visits and diagnostic testing, 

patients with worker's compensation often had worse subjective results following 

surgery. Following orthopaedic injuries, a number of factors may impact return to work 

and disability, including motivation, job satisfaction, burnout, and secondary gain. 

After a finger injury, the current study assessed the independent impacts of job 

satisfaction, burnout, and secondary gain on arm-specific impairment. 

In this prospective trial, 93 working patients with finger injuries were recruited; 51 of 

them finished the follow-up. At the first appointment, demographics, job satisfaction 

(measured using the Job Descriptive Index questionnaire), and burnout (measured using 

the Shirom-Melamed Burnout Measure) were evaluated. Following a 6-month period, 

the Disabilities of the Arm, Shoulder, and Hand (DASH) questionnaire was used to 

assess arm-specific disability, and the Short Form-36 (SF-36) survey, mental 

component summary (MCS), and physical component summary (PCS) were used to 

assess general health status. 

2.3 Different types of measuring scales for satisfaction levels in work 

for persons with physical disability 

The mean DASH score was 12, the mean SF-36 PCS was 48, the mean SF-36 MCS 

was 49, and the mean pain rating was 2.1 among the 51 patients who had received a 
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complete follow-up. In a multivariate study, worker's compensation and pain together 

explained 52% of the variability in DASH scores (pain alone accounting for 49%); in 

SF-36 PCS scores, pain explained 14% of the variability, and in SF-36 MCS scores, 

worker's compensation explained 11% of the variation. 

The models were unable to explain most of the variation in the SF-36 PCS and MCS 

scores; nevertheless, pain and worker's compensation were more significant than job 

satisfaction or burnout. Significant correlations were found between the DASH and 

worker's compensation and pain (Kadzielski et al., 2012) 

Another study examines how taking additional training affects the job satisfaction 

levels reported by German workers, both disabled and not. We are able to determine 

the factors that influence work satisfaction in both those without disabilities and those 

with impairments by estimating a "Probit Adapted OLS (POLS)" model using 

longitudinal data from the German Socio-Economic Panel covering the years 1989–

2008. The findings demonstrate that, while involvement in additional training raises job 

satisfaction ratings across the board, it does so at a considerably lower rate for 

employees with impairments. Furthermore, no discernible variations in work 

satisfaction were discovered based on the quantity of courses taken by students with 

disabilities. 

If the training lasted longer than a month, there were noticeable disparities between the 

participants who did not have difficulties and the ones who did. These results highlight 

the necessity for creatively designed and implemented training programs for individuals 

with impairments in the German workforce, since this will help them feel more satisfied 

in their jobs. This study examined how involvement in additional training affected the 

work satisfaction levels reported by people with and without impairments in the 

German context. Two hypotheses are of interest to us to test: (a) participation in 
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additional training raises job satisfaction scores, particularly for the disabled 

population; and (b) the degree of this participation positively affects job satisfaction, 

which is higher for employees with disabilities. This latter data suggests that 

participating in further training among the impaired population has a lower job 

satisfaction reward, which somewhat refutes our first premise. Regarding the degree of 

participation (second hypothesis), we find that there is no relationship between the 

number and length of courses and work satisfaction, except for the category "three or 

more courses" coefficient. Furthermore, all of the variations noted according to 

disability status are null, except for the interaction term's coefficient (Pagán-Rodríguez, 

2014). 

An investigation is conducted into the degree of job satisfaction among disabled 

individuals who receive employment through an industry project. According to the 

survey, these individuals' total job satisfaction is marginally greater than the average 

for all occupations as indicated by the Minnesota Satisfaction Questionnaire. However, 

the areas where respondents stated they were least satisfied were with the amount of 

income, the opportunities for growth, and the way business regulations were 

implemented. The study reports the means and standard deviations obtained for the 

sample from the 20 items of the MSQ. The item means varied between 2.96 and 4.46. 

According to the participants, the things that made them happy the most were having a 

full schedule, having the opportunity to work alone, trying new things, helping others, 

and using their skills. The areas where respondents expressed the least degree of job 

satisfaction were with their salary and workload, opportunities for career growth, the 

way the organization implements its policies, and their ability to advise others. There 

were three of these less satisfied groups that have to do with career progression. The 

sample's intrinsic contentment was found to have a mean of 48.88, while the 
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standardized group's intrinsic satisfaction was reported by the MSQ manual to be 47.14. 

Participants' extrinsic satisfaction was found to have a mean of 20.17; for the 

standardized MSQ group, it was 19.98. Comparing the overall general satisfaction score 

to the standardized group provided in the MSQ manual, it was determined to be 77.03 

as opposed to 74.85 (Houser, R., & Chacé, 2016).  
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3.1 Study question, aim and objective. 

3.1.1 Overarching Research Question 

What is the level of satisfaction of a person with physical disability at their workplace? 

3.1.2 Aim 

 The study aimed to measure the level of job satisfaction among person with physical 

disability. 

3.1.3 Objectives 

• To assess the socio-demographic information of persons with physical 

disability. 

• To identify the level of job satisfaction of the participants. 

• To identify the relation between personal and professional characteristics of 

employees.  

• To identify the intercorrelation between subscale (pay, promotion, supervision, 

fringe benefit, contingent rewards, operating conditions, coworkers, nature of 

work, communication.  

3.2 Study Design 

3.2.1 Method 

A cross sectional study had been conducted and the survey method was followed to 

achieve the researcher’s goal. 

3.2.2 Approach 

Student researcher followed Quantitative Research Design to conduct this study. This 

study had given a snapshot of the level of job satisfaction among the persons with 

CHAPTER III: METHODOLOGY 
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physical disability. 

3.3 Study Setting and Period  

3.3.1 Study Setting  

This study was conducted at various workstation where people with physical disability 

were working. A Job satisfaction survey (JSS) scale was used to collect data from the 

participants. Information was collected verbally in one-to-one settings/way. Student 

researcher went to those workplaces to collect data. 

3.3.2 Study Period 

The study period started in October 2023 and ends in February 2024. 

3.4 Study Participants 

3.4.1 Study Population 

Persons with physical disability who are at paid employment. 

3.4.2 Sampling Techniques 

The student researcher selected participants according to convenient sampling as it was 

a non-probability sampling method where participants were selected because of their 

availability and ease of access for the researcher. Researchers find participants in the 

most accessible places, and they impose inclusion requirements. 

3.4.3 Inclusion Criteria  

• Both male and female persons with physical disabilities were invited. 

• The inclusion criteria for the participants were adult (age range18 years and 

above) workers. 

• Working experience/ Working age at least 1 year. 

• Participants must be in paid employment and need to have supervisors & co-

workers.  
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3.4.4 Exclusion Criteria 

• Visual, hearing, and cognitive impairment workers had been excluded. 

• PWD who were in vocational training.  

3.4.5 Sample Size 

The sample size must be sufficiently large to ensure that it reflects the large 

group or population from which it is resulting (Hicks, 2000). In a cross-

sectional research with a finite sample frame, the equation for the finite 

population correction is n= Z²×PQ/R²= (1.96) ² ×.0.1 ×.0.9/ (.05) ² =139 by 

using the standard formula of sample size calculation. Where, confidence level 

is 95%.  

P= prevalence that is 10%= 0.1 (NSPD,2021) 

Z= constant number and that is 1.96 

Q= (1-P) and that is 0.7279 

R= sampling errors and that is 5%= 0.05  

 

So, the sample size is 152 (with 10% addition). 

As researcher enriched data more, a total of 316 participants information has 

been considered. 

3.5 Ethical Consideration 

 

3.5.1 Ethical Clearence 

The ethics clearance has been sought from the institutional ethical review board of 

BHPI through dept of occupational therapy with IRB no CRP-BHPI/IRB/10/2023/764. 

The student researcher did not force any person to participate in the study against their 

interest. Student researcher explain the purpose and the procedure of the study and 

invited the participants. The personal information of the participants (Name, Age, 
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Profession) has not been exposed in the study and confidentiality has been maintained. 

Biasness was avoided throughout the study process.  

3.5.2 Informed consent 

Consent was taken verbally and written through consent form and information sheet. 

Withdrawal form also provided to the participants so that they can use it if they want to 

withdraw their data within a certain time. 

3.5.3 Unequal relationship 

There is no unequal and power relationship between the participants and student 

researcher. 

3.5.4 Risk and beneficence 

There is no risk for the participants as there is no sensitive question in the questionnaire 

and as a student researcher, I was not provided with any financial beneficence to the 

participants. 

3.6 Data Collection Process  

3.6.1 Participant Recruitment Process 

After sought out the ethical consideration, Student researcher went to various 

workplace where disable persons are available to work with the permission of the 

organizational authority. At first researcher collected the information about workers 

with physical disability and their list of working areas along with their contact 

information with the help of administration of Centre for the Rehabilitation of the 

Paralysed (CRP). After getting permission about the population, invited the participants 

to participate in the study. Provided the information sheet, consent form and withdrawal 

form to the interested population.  

3.6.2 Data Collection Method 

At first Student researcher introduced himself with the participants before data 
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collection. The researcher also verbally presented the details of the study, for example- 

aim, objectives, and purpose of the study, then the student researcher allowed the 

participant to ask study-related questions if they had any. When the participant agreed 

with the researcher and they felt comfortable with the place, then the student researcher 

started taking data from the participants. All the data was collected through a survey 

method.   

3.6.3 Data Collection Instrument 

 -Socio-demographic information sheet (age, gender, marital status, educational 

qualification, types of disability, occupation, working position, working experience, 

salary)  

-Job Satisfaction Survey Scale 

The Job Satisfaction Survey Scale was used by a student researcher. The study 

instrument consists of 36 items and nine dimensions of job satisfaction: pay, fringe 

benefits, promotion, co-workers, contingent rewards, nature of work, supervision, 

operating procedures, and communication. The items are written in both directions, so 

about half of them must be reverse scored. Scores on each of nine facet subscales, based 

on 4 items each, can range from 4 to 24; while scores for total job satisfaction, based 

on the sum of all 36 items The measurement scale was a six-point Likert, where 

1=strongly disagree, 2=moderately disagree, 3=slightly disagree, 4=slightly agree, 5= 

moderately agree and 6=strongly agree – the higher the score, the greater the job 

satisfaction. For the 4-item subscales, as well as the 36-item total score, this means that 

scores with a mean item response (after reverse scoring the negatively worded items) 

of 4 or more represents satisfaction, whereas mean responses of 3 or less represents 

dissatisfaction. Mean scores between 3 and 4 are ambivalence. 



15 

 

 

3.6.4 Field Note 

Field note refers to notes created by the researcher during the act of conducting 

a field study to remember and record the behaviors, activities, events, and other features 

of an observation. Researcher at first used a self-developed questionnaire to investigate 

and measure the level of job satisfaction among persons with physical disabilities. But 

it was not satisfying enough to gather data properly. Thus, researcher searched more 

and used Job Satisfaction Survey (JSS) to collect data. 

3.7 Data Management and Analysis 

Descriptive statistics were used to report the job satisfaction of respondents. The 36 

items of job satisfaction and other variables on ratio scales were expressed as means 

(M) and standard deviations (SD) and qualitative data as absolute and relative 

frequencies. Percentages of agreement/disagreement with different aspects of job 

satisfaction were also calculated. The Kolmogorov-Smirnov and Shapiro-Wilk tests 

were used for normality assessment. The Kruskal-Wallis test & Mann-Whitney U test 

was used for comparisons according to gender, education, age, and job-related 

variables. Spearman Rank Differences correlation analysis was developed to explore 

intercorrelations among subscales. All statistical analyses were performed using the 

Statistical Package for Social Sciences, Version 20.0 for Windows. 

3.8 Quality Control and Quality Assurance 

The total data collection procedure had been accurately done with the concern of the 

respective supervisor and ensured that, method of the study was fit for the purpose of 

the study. Before data collection, researcher used a self-developed questionnaire for 

field test and found some mistakes and so on used JSS to identify the actual information. 
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Socio-demographic characteristics of the participants. 

A total of n=184 respondents (PWD) took part in this study who were working at 

different institution (private, govt, NGOs, community, garments, and factories). Table 

4.1 represented the characteristic of the respondents. Participants’ mean age was 30.7 

years where minimum age was 19 years and maximum age was 55. The majority of the 

people are between 29 and 38 years old 58.2% (n=107). The next largest age group is 

19-28 years 37% (n=68). Only a small percentage of people were between 49-58 years 

1.1% (n=2), and 39-48 years 3.8% (n=7).  

Table 4.1 Socio-demographic characteristics of participants 

 

Variables Frequency (n) Percent (%) 

Age group   

19-28 years 68 37.0 

29-38 years 107 58.2 

39-48 years 7 3.8 

49-58 years 2 1.1 

Gender   

Male 99 53.8 

Female 85 46.2 

Marital Status   

Married 140 76.1 

Unmarried 44 23.9 

Educational Qualifications   

Illiterate 5 2.7 

Primary 58 31.5 

Secondary 56 30.4 

Higher Secondary 10 5.4 

Graduate 18 9.8 

Postgraduate 37 20.1 

Working experience    

1-5 years 88 47.8 

6-10 years 73 39.7 

CHAPTER IV: RESULTS 



17 

 

 

11-15 years 18 9.8 

16-20 years 5 2.7 

Salary range (taka)   

10000-19999 135 73.4 

20000-29999 15 8.2 

30000-39999 19 10.3 

40000-49999 6 3.3 

50000-59999 2 
0.8 

 

Above 59999 5 2.7 

 

The table showed that, there were slightly more men (53.8%) than women (46.2%) 

which accounts for male 99 and female 85 participants with physical disabilities who 

were in employment in different areas. The sample is nearly equally divided between 

males and females.  

The majority of individuals, 76.1%(n=140), were married, while 23.9%(n=44) were 

unmarried. This might be indicating a higher prevalence of marriage among individuals 

with physical disabilities in this specific sample. 

The study showed that, In two group, primary education 31.5% (n=58) and secondary 

education 30.4% (n=56) accounts for most. However, a significant number of people 

only have a or are illiterate (2.7%). On the other hand, 20.1% have a postgraduate 

degree and 9.8% are graduates (Table 4.1). 

In the case of working experience, most individuals 47.8% (n=88) had been working 

for 1-5 years and 39.7% (n=73) for 6-10 years. This could be related to the age 

distribution, where younger individuals are more likely to be in their early working 

years. 9.8% of people were working for 11 to 15 years and only 2.7% of people were 

serving at the same working place for more than 15 years.  

The majority 73.4% (n=135) earn between 10,000 and 19,999 taka which indicates a 

low-income bracket. The second lowest salary was between 20000 to 29999 which 
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accounts for 8.2% (n=15) of participants. The percentage is 10.3%, 3.3% and .8% in 

the increase difference of 10 thousand. Only 2.7% of participants were in employment 

who get more than 60000-taka salary. This salary percentages concerns about potential 

economic challenges faced by individuals with physical disabilities.  

Table 4.2 Disability characteristics of participants. 

 

Variables Frequency(n) Percent (%) 

Types of disability   

Amputee 24 13.0 

Burn Injury 2 1.1 

Club Foot 13 7.1 

CP 12 6.5 

Dwarfism 2 1.1 

GBS 4 2.2 

Head Injury 5 2.7 

Hip dislocate 3 1.6 

Polio 46 25.0 

SCI 50 27.2 

Scoliosis 2 1.1 

Short limb 19 10.3 

Stroke 1 0.5 

TM 1 0.5 

 

In the study the most common types of disability were SCI 27.29% (n=50) and Polio 

25%(n=46), followed by amputee 13%, Short Limb 10.3%(n=19). Less frequent 

varieties include TM who works in an employment setting, burn injuries, dwarfism, 

GBS, hip dislocation, and stroke. (Table 4.2) The study finds there were many PWD 

workers with different conditions but working together in the same organization. 
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Table 4.3 job Satisfaction levels of each dimension  

Dimension Mean Score Std. Deviation 

Pay  3.43 0.936 

Promotion 3.36 0.901 

Supervision  5.26 0.719 

Fringe benefit  3.53 1.048 

Contingent rewards  3.98 0.923 

Operating conditions  3.36 0.618 

Coworkers 4.90 0.744 

Nature of work  4.95 0.774 

Communication  5.43 0.473 

Overall, Job Satisfaction 4.24 

 

0.792 

 

 

The job satisfaction survey has a total of 36 item. Items are divided into nine dimension 

as well as sub-scale and each of nine facet subscales, based on 4 items each. For the 4-

item subscales, as well as the 36-item total score, this means that scores with a mean 

item response of 4 or more represents satisfaction, whereas mean responses of 3 or less 

represents dissatisfaction. Mean scores between 3 and 4 are ambivalence. A score of 6 

representing strongest agreement and a score of 1 representing strongest disagreement. 

 

Job Satisfaction Survey Analysis 

 

The mean scores and standard deviations for the sub-scales of the job satisfaction 

survey provide insights into the participants' perceptions.  

Table 4.3 showed that pay is one of the most important aspect of job satisfaction. In this 

case, the mean score is 3.43 which indicates on average, participants express an 

ambivalent level of agreement regarding job satisfaction with their pay and the standard 
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deviation indicates some variability in responses, suggesting that opinions about pay 

vary among participants. Following pay; Promotion, Fringe Benefits and Operating 

conditions satisfaction level almost similar as the mean is Score 3.36, 3.53 and 3.36 

which indicates they are neither satisfied nor dissatisfied. They put an ambivalent 

opinion for four dimension of job satisfaction. Although standard deviation suggests 

some variation in participants' perceptions, reflecting differing opinions on promotion 

satisfaction. The participants on average indicate an ambivalent level of agreement 

regarding job satisfaction with promotion opportunities, fringe benefits and operating 

conditions (table 4.3).  

There was a difference with the supervision as the put opinion they are moderately 

satisfied with their Supervision. 5.26 score out of 6 that indicates strong agreement 

among participants regarding job satisfaction with supervision. Not only that, but the 

low standard deviation also suggests a relatively consistent and positive perception of 

supervision among the participants. Almost all the participants put a strong satisfaction 

level for supervision.  

Contingent Rewards score 3.98 and the mean score indicates a minimum to moderate 

agreement on job satisfaction. Persons with physical disability are slightly satisfied with 

the rewards they have been provided with associated with their work but there is some 

variability in the participants'. Persons with physical disability who are in paid 

employment are happy enough with their coworkers and their work environment as 

well as nature of work. They scored 4.90 and 4.95 which is almost near about 5. This 

score indicates strong agreement among participants regarding job satisfaction with 

coworkers and their nature of work. The moderate standard deviation suggests some 

variability in perceptions, reflecting differing opinions about satisfaction with 

coworkers and nature of work. All above the participants put the highest score in 
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Communication which accounts for 5.43 out of 6 and the Std. Deviation is 0.473. The 

very high mean score highly reflects satisfaction and strong agreement among 

participants regarding job satisfaction with communication and there is a very 

consistent and positive perception of communication among the participants. Overall, 

the dimensions with high mean scores (4 or more than 4), in (Supervision, Coworkers, 

Nature of Work, Communication) generally reflect strong satisfaction among 

participants. Those with moderate (between 3 and 4) mean scores (Pay, Promotion, 

Fringe Benefits, Contingent Rewards, Operating Conditions) suggest varying levels of 

satisfaction. The standard deviations provide insights into the degree of consensus or 

variation in participants' opinions for each dimension. Interestingly there is no 

dimension scored for less than 3 or dissatisfied. Participants are neither satisfied nor 

dissatisfied. 

The overall satisfaction level was between mild to moderately agree (as mean score 

4.24).  This overall score from the different dimensions of job satisfaction. It is 

important to note that these are just mean scores, and there may be a lot of variation in 

individual responses. Additionally, the meaning of a particular score may vary 

depending on the context of the survey.  

 Table 4.4 Overall satisfaction of respondents respected to gender. 

 

 Frequency(n) Percent (%) Male Female 

109-144 ambivalent 87 47.3 48 39 

145-216 satisfaction 97 52.7 51 46 

Total 184 100.0 99 85 

 

Table 4.4 findings showed that, a number of 47.3%(n=87) of respondents are neither 

satisfied nor dissatisfied with their job they are ambivalent. The opinion was from n=48 
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males and n=39 female where n=51 male and n=46 female, a total number of 

52.7%(n=97) participants are satisfied with their job. 

Mean difference between socio-economic and job-related dimensions. 

Table 4.5 provides the means and standard deviations for each demographic category 

within these job satisfaction factors, along with the overall means and standard 

deviations, and the associated p-values. 

This table shows that there is no significant difference in dimensions of pay of 

respondents with respect to age (p=0.266), gender (p=0.724), marital status (p=.127), 

level of education (p=.080), Working experience (p=.403) and salary (p=0.112) at 0.05 

level of significance which is more than 0.05. Similarly, there is a significant difference 

in promotion of respondents with respect to age, gender, educational qualification, 

salary, and Working experience (since value is p<0.05), but no significant difference 

with respect to married and unmarried (p=0.879). Following promotion there is a 

significant difference in all variables of sociodemographic expect only one responds 

marital status (p=.415). In the case of fringe benefit only two respondents have no 

significant differences: gender (p=.864) and Working experience (p=.791) and all other 

respondents below 0.05 level of significance. Gender (p=.157) and marital status 

(p=.612) shows no differences, but other respondents showed significant differences
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Table 4.5 Mean scores and Standard Deviations (SD) by demographic and job-related variables for Job 

Satisfaction 

 

  

 

Demographic variables Pay Promotion Supervision Fringe Benefits Contingent Rewards 

Gender n % Mean SD Mean SD Mean SD Mean SD Mean SD 

Male  99 53.8 3.5227 1.00705 3.4899 .87184 5.3207 .83608 3.6641 1.02467 3.9975 .89748 

Female 85 46.2 3.3265 .84165 3.2206 .91970 5.2029 .55299 3.3794 1.04981 3.9735 .95745 

Overall 184 100.0 3.4321 .93695 3.3655 .90191 5.2663 .71984 3.5326 1.04327 3.9864 .92319 

P-value   0.594 0.041 0.003 0.319 0.955 

Age n % Mean SD Mean SD Mean SD Mean SD Mean SD 

19-28 years 68 37.0 3.3235 .68029 3.1103 .76342 5.2096 .57402 3.3713 .80285 3.8493 .87154 

29-38 years 107 58.2 3.4556 1.05554 3.4626 .91618 5.3131 .80028 3.5841 1.12536 3.9883 .90425 

39-48 years 7 3.8 4.1786 1.04796 4.3929 1.15341 5.3571 .57477 4.5357 1.38013 5.2500 .96825 

49-58 years 2 1.1 3.2500 .35355 3.2500 .00000 4.3750 .88388 2.7500 .00000 4.1250 .53033 

Total 184 100 3.4321 .93695 3.3655 .90191 5.2663 .71984 3.5326 1.04327 3.9864 .92319 

P-value   0.266 0.011 0.070 0.067 0.006 

Marital Status n % Mean SD Mean SD Mean SD Mean SD Mean SD 

Married 140 76.1 3.4875 .98839 3.3768 .96545 5.3250 .56318 3.5911 1.06287 4.0036 .97909 

Unmarried 44 23.9 3.2557 .73233 3.3295 .66859 5.0795 1.06445 3.3466 .96632 3.9318 .72409 

Total 184 100 3.4321 .93695 3.3655 .90191 5.2663 .71984 3.5326 1.04327 3.9864 .92319 

P-value   0.127 0.879 0.427 0.182 0.993 
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Table 4.5 Mean scores and Standard Deviations (SD) by demographic and job-related variables for Job 

Satisfaction. 

 

 

 

      

Demographic variables Operating conditions  Coworkers Nature of work Communication  

Gender n % Mean SD Mean SD Mean SD Mean SD 

Male  99 53.8 3.3157 .61919 5.0000 .69160 4.9823 .70733 5.4983 .40388 

Female 85 46.2 3.4147 .61667 4.7971 .79103 4.9206 .84885 5.3647 .53668 

Overall 184 100.0 3.3614 .61833 4.9063 .74409 4.9538 .77436 5.4366 .47331 

P-value   .724 .040 .830 .169 

Age n % Mean SD Mean SD Mean SD Mean SD 

19-28 years 68 37.0 3.3235 .57798 4.9375 .68890 4.8346 .80531 5.4154 .46443 

29-38 years 107 58.2 3.3949 .65520 4.8972 .79574 4.9720 .73678 5.4354 .47311 

39-48 years 7 3.8 3.2143 .39340 4.8929 .53730 5.7500 .66144 5.7857 .26726 

49-58 years 2 1.1 3.3750 .88388 4.3750 .17678 5.2500 .70711 5.0000 1.06066 

Total 184 100 3.3614 .61833 4.9063 .74409 4.9538 .77436 5.4366 .47331 

P-value   .579 .479 .015 .161 

Marital Status n % Mean SD Mean SD Mean SD Mean SD 

Married 140 76.1 3.3607 .58478 4.8839 .79477 4.9857 .78416 5.4613 .47860 

Unmarried 44 23.9 3.3636 .72227 4.9773 .55463 4.8523 .74185 5.3580 .45238 

Total 184 100 3.3614 .61833 4.9063 .74409 4.9538 .77436 5.4366 .47331 

P-value   .619 .759 .231 .151 
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Table 4.5 Mean scores and Standard Deviations (SD) by demographic and job-related variables for Job 

Satisfaction. 

 

Demographic variables Pay Promotion Supervision Fringe Benefits Contingent Reward 

Educational 

Qualification 
n % Mean SD Mean SD Mean SD Mean SD Mean SD 

Illiterate 5 2.7 2.9000 .89443 2.7000 .32596 4.6500 .78262 1.9000 .57554 3.9500 .67082 

Primary 58 31.5 3.4310 .81890 3.3664 .86376 5.2543 .54510 3.5388 .95720 4.1164 .96679 

Secondary 56 30.4 3.3973 .84042 3.2857 .74989 5.1429 1.02454 3.5000 .94868 3.8438 .81403 

Higher Secondary 10 5.4 2.6500 .85959 2.3750 .87599 5.2750 .49230 2.5500 .52440 3.1500 .96609 

Graduate 18 9.8 3.8889 1.12205 3.8889 1.12532 5.4306 .45216 4.3750 1.12214 4.1528 1.00051 

Postgraduate 37 20.1 3.5473 1.06039 3.5878 .87245 5.4730 .44793 3.6486 .99906 4.1486 .88870 

Total 184 100.0 3.4321 .93695 3.3655 .90191 5.2663 .71984 3.5326 1.04327 3.9864 .92319 

P-value    .080 .002 .096 .000 .056 

Salary (taka) n % Mean SD Mean SD Mean SD Mean SD Mean SD 

10000-19999 135 73.4 3.2833 .85508 3.1759 .80465 5.1741 .78659 3.3519 .94252 3.8296 .86206 

20000-29999 15 8.2 3.7000 1.16955 3.9000 1.03424 5.6167 .36433 3.7500 1.25000 4.2167 .86534 

30000-39999 19 10.3 3.8026 .85220 3.7368 .74756 5.4868 .39505 4.0132 .93717 4.3158 .92362 

40000-49999 6 3.3 3.9167 1.31972 4.0833 1.38444 5.7500 .22361 4.3333 1.49722 4.4167 1.06849 

50000-59999 2 .8 5.7500 .95642 4.7500 .54854 5.0000 .12648 4.7500 .71534 6.0000 .94851 

Above 59999 5 2.7 3.5500 1.09545 3.3500 .82158 5.6500 .13693 3.5500 1.09545 4.1500 .54772 

Total 184 100 3.4144 .93444 3.3384 .88415 5.2749 .72270 3.5000 1.02028 3.9530 .89319 

P-value   .112 .008 .011 .123 .044 
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Table 4.5 Mean scores and Standard Deviations (SD) by demographic and job-related variables for Job 

Satisfaction. 

Demographic variables Operating conditions  Coworkers Nature of work  Communication  

Educational 

Qualification 
n % Mean SD Mean SD Mean SD Mean SD 

Illiterate 5 2.7 4.1000 .22361 4.0500 .11180 5.4000 .22361 5.1000 .48734 

Primary 58 31.5 3.6422 .50025 4.8966 .82589 4.9526 .85770 5.4009 .55792 

Secondary 56 30.4 3.5045 .45848 4.9866 .58856 4.8527 .76095 5.4836 .43503 

Higher Secondary 10 5.4 3.1000 .29345 4.1750 .99338 4.7750 .87758 5.5500 .46845 

Graduate 18 9.8 2.7083 .49445 5.2917 .67109 5.3750 .61387 5.5556 .48926 

Postgraduate 37 20.1 2.9932 .69093 4.9257 .63973 4.8919 .69107 5.3784 .35659 

Total 184 100.0 3.3614 .61833 4.9063 .74409 4.9538 .77436 5.4366 .47331 

P-value    .000 .002 .090 .132 

Salary (taka) n % Mean SD Mean SD Mean SD Mean SD 

10000-19999 135 73.4 3.5148 .53755 4.8333 .78821 4.8907 .78024 5.4191 .48994 

20000-29999 15 8.2 3.1333 .65374 4.8833 .64688 5.0333 .75514 5.4667 .51640 

30000-39999 19 10.3 2.7632 .63176 5.3158 .47757 5.2105 .71328 5.4868 .43679 

40000-49999 6 3.3 2.7500 .59161 5.2917 .51031 5.0000 .80623 5.5000 .38730 

50000-59999 2 .8 2.5000 .76151 6.0000 .13052 6.0000 .6211 6.0000 .19841 

Above 59999 5 2.7 3.0000 .68465 4.9500 .27386 4.5500 .41079 5.2500 .00000 

Total 184 100 3.3591 .62320 4.9130 .74839 4.9365 .76882 5.4314 .47549 

P-value   .000 .032 .231 .519 
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Table 4.5 Mean scores and Standard Deviations (SD) by demographic and job-related variables for Job 

Satisfaction 

 
*Mann-Whitney U test = gender, Marital status, *Kruskal Wallis test= Other variables.

Demographic variables Pay Promotion Supervision Fringe Benefits 
Contingent 

Reward 

Working 

experience 
n % Mean SD Mean SD Mean SD Mean SD Mean SD 

1-5 years 88 47.8 3.3494 .80457 3.2244 .82876 5.1818 .83281 3.4176 .94893 3.7585 .79731 

6-10 years 73 39.7 3.4110 .93854 3.4486 .79600 5.3973 .53333 3.5514 1.04247 4.1370 .93452 

11-15 years 18 9.8 3.7917 1.41746 3.4583 1.39392 5.4028 .61321 3.7778 1.27155 4.1806 1.04602 

16-20 years 5 2.7 3.9000 .82158 4.3000 .95851 4.3500 .54772 4.4000 1.50624 5.1000 1.23238 

Total years 184 100 3.4321 .93695 3.3655 .90191 5.2663 .71984 3.5326 1.04327 3.9864 .92319 

P-value   .403 .070 .005 .429 .014 

   
Operating 

conditions 

Coworkers Nature of work Communication 

 n % Mean SD Mean SD Mean SD Mean SD 

1-5 years 88 47.8 3.2216 .66245 4.9886 .68534 4.7898 .73684 5.4157 .40005 

6-10 years 73 39.7 3.5514 .52533 4.9384 .68438 5.1301 .71091 5.4589 .48950 

 11-15 years 18 9.8 3.3194 .62899 4.4861 1.13912 4.8889 1.02979 5.5278 .61769 

16-20 years 5 2.7 3.2000 .41079 4.5000 .00000 5.5000 .68465 5.1500 .82158 

Total years 184 100 3.3614 .61833 4.9063 .74409 4.9538 .77436 5.4366 .47331 

P-value   .001 .067 .010 .290 
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in dimensions of contingent rewards (since value is 0.05<p). Again, there is significant 

difference in dimensions of operating conditions, coworkers, and nature of work to the 

respondents with respect to educational qualification and Working experience, (p value 

is less than 0.000) at 0.05 level of significance. Gender (p=0.576) and age (p=.697) 

respondents showed no significant difference in dimensions of operating. Additionally, 

there is no significant difference in dimensions of coworkers of respondents with 

respect to age(p=.058) and marital status(p=.470). Nature of work has only two 

respondents who have no significant difference in respect to gender(p=.466) and marital 

status(p=.802). Lastly, no significant difference noticed in dimensions of 

communication of respondents with respect to gender(p=.227) and Working 

experience(p=.110). other respondents respected to age, marital status, educational 

qualifications, and salary have a significant difference (p<0.05).
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Table 4.6 Correlation among Job Satisfaction Survey dimensions. 

 

Dimensions  Pay Promotion Supervision Fringe 

benefits 

Contingent 

rewards 

Operating 

procedures 

Co-

workers 

Nature 

of work 

Communicati

on 

Pay 1.000 .689** .110 .772** .796** -.283** .552** .510** .387** 

Promotion .689** 1.000 .145* .806** .738** -.234** .588** .582** .382** 

Supervision .110 .145* 1.000 .170* .138 .016 .406** .140 .206** 

Fringe benefits .772** .806** .170* 1.000 .696** -.333** .547** .576** .404** 

Contingent 

rewards  
.796** .738** .138 .696** 1.000 -.153* .467** .585** .383** 

Operating 

procedures 
-.283** -.234** .016 -.333** -.153* 1.000 -.239** -.184* -.030 

Co-workers .552** .588** .406** .547** .467** -.239** 1.000 .553** .465** 

Nature of work .510** .582** .140 .576** .585** -.184* .553** 1.000 .649** 

Communication .387** .382** .206** .404** .383** -.030 .465** .649** 1.000 

 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Table 4.6 shows the strength and direction of the correlation between different 

dimensions of job satisfaction. We calculated the correlations between the dimensions 

using the pair wise Spearman’s correlation co-efficient. There are eight intercorrelation 

among subscales (pay-operating conditions, operating conditions- Contingent rewards, 

operating conditions- Fringe benefits, promotion- operating conditions, coworkers- 

operating conditions, nature of work-operating conditions, coworkers- operating 

conditions and operating conditions-communication) founded. Values usually range 

from -1 to 1. A positive value indicates a positive correlation (both variables increase 

or decrease together). A negative value indicates a negative correlation (one variable 

increases while the other decreases). A value of 1 or -1 indicates a perfect correlation. 

Cohen (1988) proposed the following interpretation for correlations: if the r-value 

equals 0.10 to 0.29 (positive) or -0.29 to -0.10 (negative), there is a weak correlation 

between the two independent variables. If the r-value is 0.30 to 0.49 (positive) or -0.49 

to -0.30 (negative), there is a moderate correlation. If the R-value equals 0.50 to 1.00 

(positive) or -1.00 to -0.50 (negative). Correlations were strong in fifteen cases, while 

there were also eleven moderate and ten weak intercorrelations (Table 4.6). 

 

Based on Table 4.6, correlation findings presented in the table, it is evident that there 

are several statistically significant correlations among the dimensions of job satisfaction 

(JSS) for persons with physical disabilities. The table presents correlation coefficients 

ranging from -0.333 to 0.806, with the majority of the correlations being significant at 

the 0.01 level, and a few at the 0.05 level. 

 

The dimensions of job satisfaction that appear to be most strongly correlated are as 

follows: 
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• Pay and Fringe Benefits (r = 0.772, p < 0.01) 

• Pay and Contingent Rewards (r = 0.796, p < 0.01) 

• Promotion and Fringe Benefits (r = 0.806, p < 0.01) 

• Promotion and Contingent Rewards (r = 0.738, p < 0.01) 

• Fringe Benefits and Contingent Rewards (r = 0.696, p < 0.01) 

These strong positive correlations suggest that individuals with physical disabilities 

who are satisfied with their pay are also likely to be satisfied with their fringe benefits 

and contingent rewards, and vice versa. Similarly, those who feel satisfied with their 

promotion opportunities tend to also feel satisfied with their fringe benefits and 

contingent rewards. 

Additionally, there are moderate positive correlations between other dimensions of job 

satisfaction, such as: 

• Supervision and Nature of Work (r = 0.406, p < 0.01) 

• Nature of Work and Communication (r = 0.649, p < 0.01) 

• Nature of Work and Co-workers (r = 0.553, p < 0.01) 

These correlations indicate that individuals with physical disabilities who are satisfied 

with their supervision are also likely to be satisfied with the nature of their work and 

their communication with colleagues (Table 4.6). 

It is noteworthy that there are some negative correlations present, such as between Pay 

and Operating Procedures (r = -0.283, p < 0.01), and between Operating Procedures 

and Communication (r = -0.030, p < 0.05). These negative correlations suggest that 

individuals who are satisfied with their pay may be less satisfied with the operating 

procedures in their workplace, and those who are satisfied with their operating 

procedures may have lower satisfaction with communication.  

Overall, these findings suggest that job satisfaction among individuals with physical 
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disabilities is influenced by various factors, with pay, promotion, and fringe benefits 

being particularly important. Additionally, the nature of work, supervision, and 

communication also play significant roles in shaping job satisfaction for this 

population. These insights can be valuable for employers and policy makers aiming to 

improve job satisfaction of individuals with physical disabilities. 
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CHAPTER V: DISCUSSION 

 

 

The study clearly reflects that, person with disability can access employment 

opportunity at various institution (private, govt, NGOs, garments, and factories) and 

works as like other workers who are working in the same institutions.  

The age distribution of 184 participants was identified differently. This study examined 

that the participants minimum age was 19 and maximum age was 55 years. Out of 184 

participants, 37% were within the 19-28 years age range, 58.2% participants were 

within 29-38 years. In the 39 years and above years of age range was about 3.8% of 

participants. Therefore, it indicates most of the participants were between 29 to 38 years 

and the minimum participants represent the 49-58 (1.1%) years age range. Other 

analysis from US Disability Status Report 2017, showed that the working age for 

persons with disability were found ranging from 21 to 64 years for both male and female 

persons with disability or without any kind of disability from dissimilar type of 

workplace and industries (Erickson, 2019).  Malo (2003) showed that with a national 

survey on disability for Spain that, 61% of people with disabilities of working age in 

Spain were among 50 and 64. Tareque et al., (2014) showed in their study that, the 

mean age is 29.50 years for males and 29.35 years for females and over half the 

defendants are female. 

In this study there are slightly more men (53.8%) than women (46.2%) which accounts 

for male 99 and female 85 among 184 participants with physical disabilities who are in 

employment. The sample is nearly equally divided between males and females.  

The majority of participants, 76.1%, are married, while 23.9% are unmarried. This 

might indicate a higher prevalence of marriage among individuals with physical 

disabilities in this specific sample. 
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From this study we found that among the respondents about 2.7% have never attended 

any formal education. Most of the participants about 31.5% have completed primary 

school and 30.4% completed the secondary school certificate examination. Only 5.4% 

of participants have completed higher secondary school certificate where only 9.8% of 

participants have completed bachelor’s degree, also 20.1% have completed their 

postgraduate degree. Another study stated that, one among the foremost important 

features of individuals with disability is their lower educational level for instance, only 

14.4% of the disabled individuals have a university educational level, whereas for the 

non-disabled individuals this percentage growths to 32.5% (Pagan & Malo, 2009).  

Tareque et al., (2014) said that in terms of educational level, a higher percentage of 

males are literate than females. Another study examined in Iran find that, among the 

participants, 33.9% accomplished their basic educational level, 20.2% accomplished 

moderate educational level and 15% accomplished their education where most 

exaggerated group completed their basic educational level (Biglarian et al., 2012).  

The majority number of participants are 47.8% who have been working for the same 

organization for 5 years. The next large group of respondents is 39.7% and they account 

for 6 to 10 years. Only 2.7% of respondents have been working for a very long time 

and that is 16 to 20 years, which is a huge number. 9.8% of participants work for 11 to 

15 years, which is quite long enough.  

 

Out of the 184 participant, most of the participants about 73.4% monthly income 10000- 

19999 tk. and 8.2% participants monthly income 20000- 29999 tk. and 10.3% 

participant's income more than 30000 and less than 39999tk. 3.3% of respondents get 

an amount between 40000 to 49999 tk and only a few number of participants 0.8% who 

get more than 50000 tk. and less than 59999 tk. 2.7% respondents who get a handsome 

amount from their employment ranged from 59999 tk. and above. and above. Jalil 



35 

 

 

(2012) stated that a study in Bangladesh concerning the people with disabilities and 

their accessibility in both the general public and personal services indication that, nearly 

27% of the persons having disabilities had to alter their job on account of comparatively 

lower amount of salary. Another, studies on disability and wages partial disabled 

workers have lower levels of satisfaction with salary as associated to nondisabled ones 

(Malo & Pagan, 2011). This results showed concerns about potential economic 

challenges faced by individuals with physical disabilities. Maybe the reason behind it 

is that during this country, the persons having dissimilar forms of disability primarily 

lack the access to urge the academic chances and facilities, job related skills and related 

experiences which can be the experiences that's compulsory for getting complicated in 

a very decent employment. Jalil (2012) described it in his study that in Bangladesh the 

full number of involvement rate among persons with disabilities who are engaged is 

below 1%. It's visibly important to possess access to employment prospect for the 

person with disabilities since it can help them with economic benefit, enhance their 

skills and within the long term assimilate them into mainstream society. A study 

directed in Bangladesh concerning the people with disabilities and their convenience in 

both the general public and personal services showed that, nearly 27% of the persons 

having disabilities had to go away their job on account of relatively lower amount of 

salary, unwanted behavioral approach from the co-workers also because the employers, 

unfavorable environment within the workplace, harsh administrative procedures and 

unreachable physical environment, structures, and buildings. The persons with 

dissimilar sorts of disability must fight with the physical environment of their 

workplace who are employed in numerous industries in Bangladesh. Problem 

connected to accessibility of various substructures may be a significant barrier for the 

persons with disabilities to avail themselves of their rights and revel in different rights. 
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Therefore, auspicious work Setting is incredibly important for the persons with 

disabilities to urge entree and endure add the commercial working class (Jalil, 2012). 

This study showed that among the samples most common types of disability are Spinal 

Cord Injury (27.2%) and Polio (25%), followed by Short Limb (10.3%). Less common 

types include Hip Dislocate, GBS, Stroke, and TM. Eide & Loeb (2006) stated that 

nearby 42% of these with disabilities have a self-Conveyed physical disability (major 

or minor disability, paralysis. It's exciting to notice that these figures are alike to those 

reported in Namibia, Zimbabwe, and Malawi. The main origins of disability were 

informed to be either the results of illness, birth-related or congenital, and accidental. 

Over 1/2 of the respondents described the onset of disability before the age of 5 years, 

representing a significant challenge to health services for mothers and kids within the 

country. Davala et al. (2015) found that among the types of disabilities on which data 

has been composed in the 2001 Census, mobility impairment 27.9%. 

From the scores of Satisfaction with job and related dimension, it is found that 

participants put opinion on pay as a mean score of 3.43 out of 6 which indicates on 

average, participants express an ambivalent level of agreement regarding job 

satisfaction with their pay. Participants are neither satisfied nor dissatisfied. They are 

between adjustment about what they have been paid. Though there is some variability 

in responses, suggesting that opinions about pay vary among participants. Participants 

were asked whether they paid a fair amount for their work or not and about their raises. 

Following pay; Promotion, Fringe Benefits and Operating conditions satisfaction level 

almost similar as the mean is Score 3.36, 3.53 and 3.36 which indicates they are neither 

satisfied nor dissatisfied. Similarly, they have been asked about their possibility of 

promotion, work associated benefits, their work environments etc. They put an 

ambivalent opinion for four dimension of job satisfaction. But in the case of supervision 
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there is a huge difference with the other dimensions of job satisfaction. Participants 

have moderate satisfaction (mean score 5.26) agreement on supervision and almost all 

the participants put same satisfaction level for supervision. Almost all participants 

replied their supervisor is quite skilled and flexible about work and for his workers. 

Contingent Rewards score 3.98 and the mean score indicates a minimum to moderate 

agreement on job satisfaction with contingent rewards. Persons with physical disability 

are slightly satisfied with the rewards they have been provided with associated with 

their work but there is some variability in the participants'. Persons with physical 

disability who are in paid employment are happy enough with their coworkers and their 

work environment as well as nature of work. They scored 4.90 and 4.95 which is almost 

near about 5. This score indicates strong agreement among participants regarding job 

satisfaction with coworkers and their nature of work. Lastly Communication accounts 

for 5.43 out of 6, which is the highest mean score above all, and they expressed this 

dimension as they have strong agreement of satisfaction through communication. In 

each and every organization, the communication system is very good, and they feel free 

anytime to share and communicate with each and administrations for any need. Banks 

& Polack (2014) stated that in a survey, data from 120 Indian industries described that, 

two-thirds of the industries has graded show of workers with disabilities as entirely 

satisfactory and not a single industry has rated their enactment as 'dissatisfactory'.  

Persons with disability are often deprived of their right. They often think they are a 

burden on society even if they are capable of doing anything. From our study we find 

that most of the participants response that they are neither satisfied nor dissatisfied. 

They make adjustment just to lead to at least their minimum livelihood. According to 

their ability they are righted to be satisfied more as non-disabled. But due to their 

disability they are ordinarily discounted within the labor created industries. Even Many 



38 

 

 

industries have engaged persons with disabilities, but not everyone appoint them 

proactively variety of employers gladly don't offer job to those people with disabilities 

because of their job allied performance issues. a number of these issues are linked to 

the work allied qualifications and job performance, together with the direct and Costs 

supplementary with recruiting the persons with disabilities, likewise because the 

reactions and criticisms of others (Kulkarni & Lengnick- Hall, 2011). The owners and 

therefore the employers are spotting that recruiting persons with disabilities make 

decent or respectable business sense further. Now the foremost unexplored area of 

latent talents are the individuals with disabilities (Wehman,2008). Bhuiyan (2012) in 

garment industries, NGOs, community, and other workplace where accessibility 

available, they worked from origin to even and most of the time stay promised in 

overtime duties to gross little more money for a better life because it's helped to vary 

their life experience better than before (Farhana, 2015). Baldin & Schumacher (2008) 

showed in their study there is previous empirical evidence that folks with disabilities 

have lower job security and better rates of job loss also the important role that stigma 

and discrimination appear to play to clarify these differences. 

Attitudinal and organizational barriers are common causes behind the human process 

of classifying persons with disabilities as negligible and their exclusion from the 

workplace. General people usually show negative behavioral approach towards the 

persons with disabilities which ultimately decreases the worth of persons with 

disabilities within the societal level and for that reason, they're remaining deprived from 

the equal access of the present social opportunities (Naraine & Lindsay, 2011). 

Negative attitudes of individuals and society is one amongst the strong barriers that 

persons with disabilities face frequently and it's believed that they could not do 

employment or participate in any quite decent work. Women and girls with disabilities 
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are mainly disadvantaged by the negative attitudes associated with their gender and 

disability also (lLO, 2016) another study found that alteration of labor schedules, time 

distribution tasks, additionally modification of labor environments were successful 

accommodations for persons with disabilities (Kalargyrou,2012). 

The employer's view, understanding, awareness and realization is incredibly important 

for someone to induce involved or employed in a company. There are some varieties of 

misconceptions among many people that folks having different disabilities aren't 

usually the maximum amount productive and contribute within the work because the 

non-disabled employees or the co-workers of same quite work. As a result, they're 

frequently being discriminated compared to the opposite workers plenty of employers 

consider that the individuals having disability completely losses the potential to figure 

and subsequently losses their work productivity which pushes them far away from the 

mainstream production related activities.  

This study strongly describes (Kruskal wallis test) that there are quite variations in the 

opinion participants put on their job satisfaction. From the analysis of spearman 

correlation coefficient, it is found that, Strong positive correlations exist between: Pay 

and several other job satisfaction dimensions: Promotion, Fringe benefits, Contingent 

rewards, Nature of work, and Communication. This suggests that employees who are 

satisfied with their pay are also more likely to be satisfied with these other aspects of 

their job. 

Promotion and other job satisfaction dimensions: Fringe benefits, Contingent rewards, 

Nature of work, and Communication. This suggests that employees who are satisfied 

with their promotion opportunities are also more likely to be satisfied with these other 

aspects of their job. 

Fringe benefits and other job satisfaction dimensions: Contingent rewards, Nature of 
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work, and Communication. This suggests that employees who are satisfied with their 

fringe benefits are also more likely to be satisfied with these other aspects of their job. 

Contingent rewards and Nature of work: This suggests that employees who are satisfied 

with their contingent rewards (e.g., bonuses, commissions) are also more likely to be 

satisfied with their job nature. 

Nature of work and Communication: This suggests that employees who are satisfied 

with the nature of their work (e.g., the tasks they do, the variety of their work) are also 

more likely to be satisfied with the communication they receive from their employer. 

Other positive correlations: There are also some positive correlations between other 

dimensions, such as between Co-workers and Communication. This suggests that 

employees who have good relationships with their co-workers are also more likely to 

be satisfied with the communication they receive from their employer. 

Strong negative correlations exist between: Pay and Operating procedures: This 

suggests that employees who are satisfied with their pay are less likely to be satisfied 

with the operating procedures in their workplace. This could be because employees who 

are paid more may have more autonomy and control over their work, and thus may be 

less likely to feel constrained by operating procedures. 

Promotion and Operating procedures: Similar to the correlation between pay and 

operating procedures, this suggests that employees who are satisfied with their 

promotion opportunities are less likely to be satisfied with the operating procedures in 

their workplace. 

Fringe benefits and Operating procedures: Similar to the correlation between pay and 

operating procedures, this suggests that employees who are satisfied with their fringe 

benefits are less likely to be satisfied with the operating procedures in their workplace. 

Operating procedures and Co-workers: This suggests that employees who are satisfied 
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with the operating procedures in their workplace are less likely to have good 

relationships with their co-workers. This could be because operating procedures can 

sometimes create a more formal and impersonal work environment, which can make it 

more difficult for employees to build relationships with their co-workers. 

Other negative correlations: There are also some other negative correlations, such as 

between Nature of work and Operating procedures. This suggests that employees who 

are satisfied with the nature of their work are less likely to be satisfied with the operating 

procedures in their workplace. 
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6.1 Strength and Limitations  

6.1.1Strength of this study 

✓ The target participants were 151 and we were able to collect 184, which is a 

strong strength of this study. 

✓ Data cycle management had been followed in this study. 

✓ The data collection from participants and data entry process was non-biased. 

✓ All the data was used as it is. No modification or explanation was made. 

6.1.2 Limitation of this study 

This study was about job satisfaction among persons with physical disability. There 

were some limitations that the student researcher had faced. About these limitations 

researcher considering prepared this thesis paper. The limitations were: It was too 

difficult to collect data face-to-face. As all the participants was worker, getting them 

and splint time for interview was too difficult. Researcher also faced difficulties in 

getting permission from different organization. Moreover, owners and managers of 

many industry were not willing to permit collecting data from their staff.  

 

6.2 Practice Implication  

 

6.2.1 Recommendation for future practice:  

This study will help to know about the barriers faced at workplace and associated 

resource they need for the policymakers and to hire stakeholders or employers as a 

person with physical disability and also help stakeholders, employers, and 

policymakers alter the obstacles and fix the methods for reducing the disparity. 

Recommendations for interventions such as etiquette and disability-related awareness 

CHAPTER VI: CONCLUSION  
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training, leadership skills development, reasonable accommodations, accessible 

interventions, and comprehensive inclusion. Depending on the demands of the sector, 

adequate inclusive skill training geared towards workers with disabilities may be 

provided. 

 

6.2.2 Recommendation for future research:  

Future similar research will need to be conducted in the area with large number of 

sample size and can select their sample randomly and it may also be studied with the 

persons with disability who are under any vocational training. For more dependable, 

robust, and scientifically valid results, more study in a wider scope should be conducted, 

with nearly all areas of Bangladesh being taken into consideration. Through this study 

further researcher will be inspired to work over the job satisfaction of persons with 

physical disabilities who are under the beneficence of quota system. 

 

6.3 Conclusion 

The study’s findings showed that job satisfaction among employees in general is on the 

decline. In organizations, job dissatisfaction was strongly associated with staff’s 

intention to quit, inadequate economic growth due to poor productivity outcomes. 

When they were satisfied in their jobs, they exhibited delightful positive attitudes. As 

finances were getting lower, it may be harder than ever to increase compensation and 

benefits. Given that a variety of elements influence job satisfaction to varying degrees, 

focus should be immediately directed towards positive aspects (communication, 

supervision, and favorable work conditions) that might increase employees' job 

satisfaction and commitment to the organization. Promoting, operational procedures, 

and contingent rewards are examples of negative elements that should be addressed in 

order to improve employee happiness and reduce absenteeism, tardiness, staff turnover, 
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and low productivity. Coming up with low-cost or no-cost solutions requires 

innovation. One of the simplest and most affordable ways to keep experienced, mature 

employees on board is to show them appreciation and acknowledgment. Factors like 

responsibility and growth opportunities have a big impact on satisfaction with work. 

Furthermore, work environments with health and safety protocols, supervisor-

subordinate collaboration, and peer involvement in task description and decision-

making have been shown to increase job satisfaction. When they do, organizational 

support and management encouragement were noteworthy elements. In conclusion, a 

variety of elements contribute to an employee's total job satisfaction. The results of this 

study unequivocally imply that putting career plans and perks into place, along with 

staff readjustments and improved working circumstances, may lead to increased job 

satisfaction. 
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Appendix B: Information sheet, consent and withdrawal form for the 

research participants. 

  

Bangladesh Health Professions Institute (BHPI)  

Department of Occupational Therapy  

CRP- Chapain, Savar, Dhaka-1343. Tel: 02-7745464-5, 7741404, Fax: 02-

774506  

Information sheet and consent form for the research participants  

  
Title: Measuring the level of job satisfaction among person with physical disability.   

Investigator: Mohammad Raihan Hossain, 4th year student of B.Sc. in Occupational 

Therapy, Session: 2018-2019, Bangladesh Health Professions Institute (BHPI) CRP- 

Savar, Dhaka1343.     

Supervisor: Md. Habibur Rahman, Assistant Professor, Department of Occupational 

Therapy, Bangladesh Health Professions (BHPI), CRP, Chapain, Savar, Dhaka-1343.   

Place: The researcher will gather data from Government, NGO, Local Government and 

many more areas where person with disabilities work as a worker. 

Information sheet 

  

Introduction   

I am Mohammad Raihan Hossain, under medicine faculty of Dhaka University. I am 

continuing my 4th year (session 2018-2019) B.Sc. in Occupational Therapy at 

Bangladesh Health Professions Institute (BHPI). A thesis work is being conducted 

under thesis supervisor, Md. Habibur Rahman. By this information sheet investigator 

presents detailed information about the study purpose, data collection process, ethical 

issues. If you are interested in participating in this study, then clear information about 
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the study will help you to easily make a decision. Now you have to decide whether 

you will participate in the research or not. Before you decide, you can talk to your 

relatives, friends or anyone and feel comfortable about the research. If this consent 

form contains some words that you do not understand, please ask me to stop. I will 

take time to explain. Information about the study participants will be kept 

confidential and the aim of the study will be informed to the participants. If you 

cannot understand any part of the investigation, the investigator will help you to 

understand.   

Background and the purpose of the study   

You are being invited to be a part of this research because job satisfaction has been 

the most valuable factor for work-life balance and to maintain proper health and well-

being for both person with and without disabilities. This area has been researched in 

many ways and helped me to identify the limitations of where I can work at. By this 

research the investigator will be able to identify the overall job satisfaction level of 

persons with disabilities. After knowing about their experiences with advantage, 

disadvantage, facilities, and barriers it will be easier for other person with disabilities 

to know how to overcome barriers and make use of facilities to enhance life 

satisfaction furthermore.   

Research related information.  

 The research related information will be discussed with you throughout the 

information sheet before taking your signature on consent form. After that participants 

will be asked to answer a structured questionnaire which may need approximately 15 

to 20 minutes to end. In this questionnaire there will also be questions on socio-

demographic factors (for example: organization name, age, sex etc.).   

The data collection period is two months followed by the date of approval. During 
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that time, the investigator will come to you and do face to face interview. If you do 

not wish the questions included in the survey, you may skip them and move on to the 

next question. The information recorded is confidential, your name is not included 

on the forms, only a number will identify you, and no one else except Md. Habibur 

Rahman, Supervisors of the study will have access to this survey.   
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Voluntary participation   

The choice that you make will have no effect on your community and corporate 

lifestyle. You can change your mind at any time of the data collection process even 

throughout the study period. You also have the right to refuse your participation even 

if you agreed earlier.   

Right to refuse or withdraw   

I will give you an opportunity at the end of the interview to make your remarks, and 

you can ask to modify or remove portions of those, if you do not agree with my notes 

or if I did not understand you correctly.   

Risk and benefit.   

By participating in this study, you may not have any direct benefit. But we are 

expecting that the findings from the study will be helpful for the persons with 

disabilities who are working in different areas. It will be expected that there is no risk 

in this study. Information for this study will be collected without hampering the 

everyday activities and co-relation with others person in your working area. 
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Confidentiality of the study   

Information about you will not be shared with anyone outside of the research team. 

The information that we collect from this research project will be kept private. Any 

information about you will have a number on it instead of your name. Only the 

researchers will know what your number is, and we will lock that information up 

with a lock and key. It will not be shared with or given to anyone except Md. Habibur 

Rahman, study supervisor.  

Information about publication of the study findings   

The findings from this study may be published on social site, web site, conference, 

and journal.   

Participant’s wage   

Participants will not get any wages for participating in this study.  

Source of money for this study   

All money that will be needed for this study will be collected from the investigator’s 

own source. This study will be conducted in a small range and no external source is 

available for this research.     

How to contact   

If you have any questions, you can ask me now or later. If you wish to ask questions 

later, you may contact the student investigator Mohammad Raihan Hossain, B.Sc. in 

Occupational Therapy, Department of Occupational Therapy. By using this e-mail: 

raihan.ot22@gmail.com, contact number: +8801604539009. This proposal has been 

reviewed and approved by Institutional Review Board (IRB), Bangladesh Health 

Professions Institute (BHPI), CRP-Savar, Dhaka-1343. 
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Can you withdraw from this study?   

You can cancel any information collected for this research project at any time. After 

the cancellation, we expect permission from the information whether it can be used or 

not.   
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Participants Consent Form
  

Statement by Participants   

 

I have been invited to participate in research title “Measuring the level of job 

satisfaction among person with physical disability”. I have read the foregoing 

information, or it has been read to me. I have had the opportunity to ask questions 

about it and any questions I have been asked I got a satisfactory answer. I consent 

voluntarily to be a participant in this study.   

   

Name of the participant:  

Signature of participant:  

Date:  

Statement by the researcher taking consent. 

 

I have accurately read out information sheet to the potential participant, and to 

the best of my ability made sure that the participant understands that the 

following will be done:   

   

1. All information will be used for study. 

2. All information should be kept confidential. 

3. Do not publish the name and identity of the participants. 

I confirm that the participant was given an opportunity to ask questions about 

the study, and all the question asked by the participant have been answered 

correctly and to the best of my ability. I confirm that the individual has not 

been forced into giving consent, and the consent has been given freely and 

voluntarily.   
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A copy of the information sheet and consent form has been provided to the 

participant.   

Name of investigator: 

……………………………………………………………….   

Signature of investigator: 

……………………………………………………………….   

Date: 

…………………………………………………………………………………….   
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Withdrawal Form 

You can cancel any information collected for this research project at any time. After 

the cancellation we’ll take your permission whether we could use your previous 

information or not 

Participants Name: 

Organization name: 

Working position: 

Reason of Withdraw: 

……………………………………………………………………   

……………………………………………………………………………………  

Participants Signature:  

Date: 

 

 

 

 

 

 

 

 

 

 



63 

 

 

বাাংলাদেশ হেলথ প্রদেশন্স ইন্সটিটিউি (ববএইচবিআই) 

অকুদিশনাল হথরািী ববভাগ 

সিআরসি-চািাইন,িাভার, ঢাকা-১৩৪৩ টেস িঃ 02-9985868 -৫, ৭৭৪১০৪, ফ্যাক্সিঃ ০২-

৭৭৪৫০৬         টকাড ন িঃ......  

অাংশগ্রেণকারীদের তথয, সম্মবত ও প্রতযাোরিত্র 

গদবষণার ববষয়ঃ "শারীসরক প্রসিবসি বযক্তিদের কাদের িন্তুষ্টির িসরমাি " সনদ়ে একষ্টে 

গদবষণা িসরচা না করসি।  

গদবষক: টমাহাম্মাে রা়েহান টহাদিন, সব এি সি ইন অকুদিশনা  টেরািী (৪ে থ বষ থ), টিশনিঃ 

২০১৮-২০১৯ ই , বা  াদেশ টহ ে প্রদফ্শন্স ইন্সষ্টেষ্টেউে (সবএইচসিআই), িাভার, ঢাকা-১৩৪৩   

তত্ত্বাবধাযক়ঃ টমািঃ হাসববরু রহমান, প্রভাষক, অকুদিশনা  টেরািী সবভাগ, বা  াদেশ টহ ে 

প্রদফ্শন্স ইন্সষ্টেষ্টেউে (সবএইচসিআই)।   

তথযিত্র়ঃ 

ভূবিকা  

আসম টমাহাম্মাে রা়েহান টহাদিন, ঢাকা সবশ্বসবেযা ়ে সচসকৎিা অনুষদের অধীদন বা  াদেশ 

টহ ে প্রদফ্শন্স ইন্সষ্টেষ্টেউদে সব.এি.সি ইন অকুদিশনা  টেরািী ৪ে থ বদষ থর সশক্ষােী সহদিদব 

স্নািক সশক্ষাকার্ থক্রম (২০১৮-২০১৯ ই ), টিশদন অধয়েনরি আসি। সবএইচসিআই টেদক 

অকুদিশনা  টেরাসি সব.এি.সি সশক্ষাকার্ থক্রমষ্টে িম্পন্ন করার েনয একষ্টে গদবষণা প্রকল্প 

িসরচা না করা বাধযিামূ ক। এই গদবষণা প্রকল্পষ্টে অকুদিশনা  টেরািী সবভাদগর প্রভাষক 

টমািঃ হাসববরু রহমান এর িত্ত্বাবধা়েদন িম্পন্ন করা হদব। এই অ শগ্রহণকারী িেযিদের 

গদবষণা প্রকদল্পর উদেশয, উিাত্ত ি গ্রদহর প্রণা ী ও গদবষণাষ্টে িাদে ি সিি সবষ়ে সকভাদব 

রসক্ষি হদব িা সবস্তাসরিভাদব আিনার কাদি উিস্থািন করা হদব। র্সে এই গদবষণা়ে 

অ শগ্রহণ করদি ইচু্ছক োদকন টিদক্ষদে গদবষণা িম্পৃি সবষ়ে িম্পদকথ স্বচ্ছ ধারণা োকদ  

সিদ্ধান্তগ্রহণ িহেির হদব। অবশয এখন আিনার অ শগ্রহণ আমাদের সনক্তিি করদি হদব 

না। টর্দকাদনা সিদ্ধান্ত গ্রহদণর িূদব থ র্সে চান িাহদ  আিনার আত্মী়ে-স্বেন, বিু অেবা 

আস্থাভােন টর্ কাদরা িাদে এই বযািাদর আদ াচনা কদর সনদি িাদরন। অিরিদক্ষ, 

অ শগ্রহণকারী িেযষ্টে িদ়ে র্সে টকাদনা সবষ়েবস্তু বুঝদি িমিযা হ়ে অেবা র্সে টকান সকিু 

িম্পদকথ আরও টবসশ োনার প্রদ়োেন হ়ে, িদব সনসব থধা়ে প্রশ্ন করদি িাদরন।  

এই গদবষণা কি মটিদত অাংশগ্রেদণর সাদথ সাংবিষ্ট ববষযগুদলা সম্পদকম জানা যাক়ঃ 

 িম্মসি ফ্দম থ আিনার স্বাক্ষর টনও়োর আদগ িমস্ত িেয িে েদু়ে গদবষণা িম্পসকথি িেয 

আিনার িাদে আদ াচনা করা হদব। এর িদর অ শগ্রহণকারীদের সকিু  প্রশ্নাব ীর উত্তর সেদি 

ব া হদব র্া টশষ হদি প্রা়ে ২০ টেদক ৩০ সমসনে িম়ে  াগদি িাদর। এই প্রশ্নাব ীর প্রেম িদব থ 
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িমােিাক্তত্ত্বক সকিু প্রশ্ন (উোহরণস্বরূি: ি স্থার নাম, ব়েি, স ঙ্গ ইিযাসে) এব  সবিী়ে িদব থ 

আিনার টিশা িম্পসকথি সকিু প্রশ্ন  োকদব। িেয ি গ্রদহর িম়ে িেন্তকারী আিনার কাদি 

আিদব এব  মদুখামুসখ িাক্ষাৎকার টনদব। আিসন র্সে িমীক্ষা়ে অন্তভুথি টকাদনা প্রদশ্নর উত্তর 

না সেদি চান িদব আিসন টিগুদ া এস়েদ়ে টর্দি িাদরন এব  িরবিী প্রদশ্ন টর্দি িাদরন৷ 

টরকডথ করা িেয টগািনী়ে োকদব, আিনার নাম ফ্ম থগুস দি অন্তভুথি করা হদচ্ছ না, শুধুমাে 

একষ্টে ি খযা আিনাদক শনাি করদব, এব  টমািঃ হাসববুর রহমান, অধযািক, অকুদিশনা  

টেরািী সবভাগ, বা  াদেশ টহ ে প্রদফ্শন্স ইন্সষ্টেষ্টেউে (সবএইচসিআই) িা়ো অনয টকউ এই 

িমীক্ষা়ে প্রদবশ করদি িারদব না ।  

গদবষণায ঐচ্ছিক অাংশগ্রেণ: আিসন প্রদশ্নর উত্তদর টর্ িিন্দষ্টে করদবন িা আিনার 

িম্প্রো়ে এব  কদি থাদরে েীবনধারার উির টকান প্রভাব টফ্ দব না। আিসন িেয ি গ্রদহর 

প্রক্তক্র়োর, টর্দকান িম়ে, এমনসক িুদরা অধয়েদনর িম়ে েদু়ে আিনার মি িসরবিথন করদি 

িাদরন। আিসন আদগ িম্মি হদ ও টর্ টকান িম়ে আিনার অ শগ্রহণ প্রিযাখযান করার 

অসধকার আিনার আদি। 

প্রতযাখ্যান বা প্রতযাোর করার অবধকার 

 আসম আিনার মন্তদবযর িাক্ষাৎকাদরর টশদষ আিনাদক একষ্টে িুদর্াগ টেব, এব  আিসন র্সে 

আমার টনােগুস র িাদে একমি না হন বা আসম আিনাদক িষ্টিকভাদব বুঝদি না িাসর িদব 

আিসন টিগুদ ার সকিু অ শ ি দশাধন বা অিিারণ করদি ব দি িাদরন।  

অাংশগ্রেদণর সুববধা ও ঝুুঁ বকসিূে বক?  

গদবষণা প্রকল্পষ্টেদি অ শগ্রহদণর েনয আিসন িরািসর টকান িুসবধা িাদবন না। এই গদবষণা়ে 

অ শগ্রহদণর ফ্দ  আিনার দেনক্তন্দন কাদের িামস়েক অিুসবধা হদি িাদর। িদব আসম 

আশাবােী টর্ এই গদবষণার প্রাপ্ত ফ্ াফ্দ র মাধযদম আিনাদের টিশা়ে ি ঘষ্টেি িমিযা ও 

অিুসবধা গুদ ার িমাধান হদব। টর্ িমস্ত প্রদশ্নর মাধযদম আিনার িসরচ়ে িম্পদকথ অনযরা 

োনদি িাদর, টি সবষদ়ে উসবগ্ন না হও়ো়ে েনয অনুদরাধ করা হদচ্ছ। অ শগ্রহণকারীর নাম, 

ষ্টিকানা উিাত্ত সবদিষদণর িফ্েও়েযাদর উদেখ না কদর িসরচ়ে উন্মুি হবার ঝুুঁ সক কমাদনা হদব।  

অধযযদনর হগািনীযতা  

আিনার িম্পদকথ িেয গদবষণা েদ র বাইদর কাদরা িাদে টশ়োর করা হদব না। এই গদবষণা 

প্রকল্প টেদক আমরা টর্ িেয ি গ্রহ কসর িা টগািন রাখা হদব। আিনার িম্পদকথ টর্দকাদনা 

িদেয আিনার নাদমর িসরবদিথ একষ্টে নম্বর োকদব। শুধুমাে গদবষকরা োনদি িারদবন 

আিনার নম্বর কী, এব  আমরা টিই িেযষ্টে একষ্টে িা া এব  চাসব সেদ়ে  ক কদর টেব। এষ্টে 

অধয়েদনর িত্ত্বাবধা়েক টমািঃ হাসববুর রহমান িা়ো অনয কাদরা িাদে টশ়োর করা বা টেও়ো হদব 

না । গদবষণার ফ্ াফ্  প্রকাদশর িেয এই গদবষণার ফ্ াফ্ গুস  িামাক্তেক িাইে, ওদ়েব 

িাইে, িদম্ম ন এব  োন থাদ  প্রকাসশি হদব।  
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অাংশগ্রেণকারীর িাবরশ্রবিক  

অ শগ্রহণকারীরা এই গদবষণা়ে অ শগ্রহদণর েনয টকাদনা িাসরশ্রসমক িাদবন না।  

গদবষণা িবরচালনায বযযকৃত অদথ মর উৎস়ঃ 

 এই গদবষণার েনয প্রদ়োেনী়ে িমস্ত অে থ িেন্তকারীর সনেস্ব উৎি টেদক ি গ্রহ করা হদব। 

এই গদবষণাষ্টে একষ্টে টিাে িসরিদর িসরচা না করা হদব এব  এই গদবষণার েনয টকানও 

বাসহযক উৎি উি ব্ধ টনই।  

আিাদের সাদথ বকভাদব হযাগাদযাগ করদবন?  

র্সে আিনার টকান প্রশ্ন োদক, আিসন এখন বা িদর আমাদক ক্তেজ্ঞািা করদি িাদরন, আিসন 

র্সে িদর প্রশ্ন করদি চান, িাহদ  আিসন সশক্ষােী গদবষক টমাহাম্মে রা়েহান টহাদিন, বযাদচ র 

অফ্ িাদ়েন্স ইন অকুদিশনা  টেরাসি এর িাদে টর্াগাদর্াগ করদি িাদরন। এই 

অ শগ্রহণকারীর অঙ্গীকারনামা আমাদক "শারীসরক প্রসিবসি বযক্তিদের কাদের িন্তুষ্টির 

িসরমাি " শীষ থক গদবষণা়ে অ শগ্রহদণর েনয আমন্ত্রণ োনাদনা হদ়েদি। আসম িূদব থাি িেয 

িদ়েসি, বা এষ্টে আমাদক িদ়ে টশানাদনা হদ়েদি। আসম এষ্টে িম্পদকথ প্রশ্ন ক্তেজ্ঞািা করার 

িুদর্াগ টিদ়েসি এব  আমাদক টর্ টকান প্রশ্ন ক্তেজ্ঞািা করা হদ়েদি, আসম িদন্তাষেনক উত্তর 

টিদ়েসি। আসম এই গদবষণা়ে অ শগ্রহণকারী হদি টস্বচ্ছা়ে িম্মসি সেক্তচ্ছ। অ শগ্রহণকারীর 

নামিঃ- অ শগ্রহণকারীর স্বাক্ষরিঃ- িাসরখিঃ.. িম্মসি গ্রহণকারী গদবষদকর সববৃসি আসম িম্ভাবয 

অ শগ্রহণকারীর কাদি িেয িেষ্টে িষ্টিকভাদব িদ়েসি এব  আমার িদব থাত্তম ক্ষমিা সনক্তিি 

কদরসি টর্ অ শগ্রহণকারী বুঝদি িাদর টর্ সনম্নস সখি িেযগুদ া সক করা হদব : ১। িমস্ত িেয 

অধয়েদনর েনয বযবহার করা হদব ২। বযক্তিগি িমস্ত িেয টগািন রাখা হদব ৩। 

অ শগ্রহণকারীদের নাম ও িসরচ়ে প্রকাশ করা হদব না আসম সনক্তিি করসি টর্ 

অ শগ্রহণকারীদক অধয়েন িম্পদকথ প্রশ্ন ক্তেজ্ঞািা করার িুদর্াগ টেও়ো হদ়েসি  এব  

অ শগ্রহণকারীর বারা ক্তেজ্ঞািা করা িমস্ত প্রদশ্নর িষ্টিকভাদব এব  আমার ক্ষমিার িদব থাত্তম 

উত্তর টেও়ো হদ়েদি। আসম সনক্তিি করসি টর্ বযক্তিদক িম্মসি সেদি বাধয করা হ়েসন, এব  

িম্মসি অবাদধ এব  টস্বচ্ছা়ে টেও়ো হদ়েদি। িেযিদের একষ্টে অনুস সি এব  িম্মসি ফ্ম থ 

অ শগ্রহণকারীদক প্রোন করা হদ়েদি িেন্তকারীর নাম: িেন্তকারীর স্বাক্ষর: িাসরখ:  

 

গদবষণা টেদক প্রিযাহাদরর সন়েমাব ীিঃ আিসন টর্দকাদনা িম়ে এই গদবষণা প্রকদল্পর েনয 

ি গৃহীি িেয বাসি  করদি িাদরন। বাসি  করার িদর, আমরা িেয টেদক অনুমসি আশা কসর 

এষ্টে বযবহার করা র্াদব সক না। এখন বা িদর আমাদক ক্তেজ্ঞািা করদি িাদরন। 

অ শগ্রহণকারীর প্রিযাহারিে (শুধুমাে টস্বচ্ছা়ে প্রিযাহার কারীর েনয প্রদর্ােয) 
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অ শগ্রহণকারীর নামিঃ অ শগ্রহণকারীর িেিঃ.. প্রিযাহার করার কারণিঃ িূব থবিী িেয বযবহাদরর 

অনুমসি োকদব সক? হযা/না...... .......... ............অ শগ্রহণকারীর স্বাক্ষর: .... . িাসরখ:...... 

টর্াগাদর্াগিঃ ই-টমই ষ্টে- raihan.ot22@gmail.com, নম্বর: +8801604539009। এই প্রস্তাবষ্টে 

ইনসিষ্টেউশনা  সরসভউ টবাডথ (IRB), বা  াদেশ টহ ে প্রদফ্শন্স ইনসিষ্টেউে (BHPI), CRP 

িাভার, ঢাকা-1343, বা  াদেশ বারা ির্ থাদ াচনা ও অনুদমাসেি হদ়েদি, র্া একষ্টে কসমষ্টে র্ার 

কাে হ  গদবষণা়ে অ শগ্রহণকারীদের ক্ষসি টেদক িরুসক্ষি করা সনক্তিি করা। . আিসন র্সে 

IRB িম্পদকথ আরও োনদি চান, িাহদ  Bangladesh Health Professions Institute (BHPI), CRP 

- Savar, Dhaka-1343, Bangladesh-এ টর্াগাদর্াগ করুন। আিসন র্সে চান িদব গদবষণা 

অধয়েদনর টর্দকাদনা অ শ িম্পদকথ আমাদক আরও প্রশ্ন করদি িাদরন। আিসন সক সকিু 

োনদি চান ?  

গদবষণা হথদক প্রতযাোদরর বনযিাবলী  

আিসন টর্দকাদনা িম়ে এই গদবষণা প্রকদল্পর েনয ি গৃহীি িেয বাসি  করদি িাদরন। বাসি  

করার িদর, আমরা িেয টেদক অনুমসি আশা কসর এষ্টে বযবহার করা র্াদব সক না। এখন বা িদর 

আমাদক ক্তেজ্ঞািা করদি িাদরন। 
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সম্মবতিত্র 

 

িম্মাসনি অ শগ্রহণকারী, 

আিিা ামু আ াইকুম,  

আসম টমাহাম্মাে রা়েহান টহাদিন, ঢাকা সবশ্বসবেযা দ়ের অসধভুি সচসকৎিা অনুষদের অধীদন 

িসরচাস ি  বা  াদেশ টহ ে প্রদফ্শনা  ইনসিষ্টেউদের (সবএইচসিআই) অকুদিশনা  টেরাসি 

সবভাদগর ৪ে থ বদষ থর (টিশন ২০১৮-১৯) সশক্ষােী। আসম "শারীসরক প্রসিবসি বযক্তিদের কাদের 

িন্তুষ্টির িসরমাি " সনদ়ে একষ্টে গদবষণা িসরচা না করসি। অধয়েদনর  ক্ষয হ  শারীসরক 

প্রসিবসি বযক্তিরা কম থদক্ষদে িাদের কাদের প্রসি কিেুকু িন্তুি রদ়েদি িা িুদ  ধরা। এই 

গদবষণা়ে িব থাসধক িেয ি গ্রদহর িম়ে হদব ১৫-২০ সমসনে।    

আসম আিনাদক োনাদি চাই টর্, এই গদবষণা অনয টকান উদেদশয বযবহার করা হদব না। এই 

িেযিমূহ অনযদের িাদে টশ়োর করা হদব না, অ শগ্রহণকারীদের নাম এব  অনযানয িেয 

প্রকাশ করা হদব না। অধয়েদনর অ শগ্রহণকারীরা এই গদবষণা টেদক আসে থকভাদব উিকৃি হদব 

না। িাক্ষাৎকাদরর িম়ে িারা টর্ টকানও প্রদশ্নর উত্তর সেদি অস্বীকার করদি িাদরন। 

িাক্ষাৎকার টেদক ি গৃহীি িমস্ত িেয সনরািদে রাখা হদব এব  টগািনী়েিা বো়ে রাখা হদব। 

অ শগ্রহণকারী টর্দকাদনা িম়ে গদবষণা টেদক িেয প্রিযাহার করদি িাদরন।  

 

এই গদবষণা়ে আসম .............................................. একেন অ শগ্রহণকারী এব  আমাদক 

অধয়েদনর উদেশয িম্পদকথ স্পিভাদব অবসহি করা হদ়েদি। আসম এই অধয়েদন অ শগ্রহণ 

করদি ইচু্ছক এব  অধয়েদনর টর্ টকান ির্ থাদ়ে টর্ টকান িম়ে অ শ সনদি অস্বীকার করার 

অসধকার আমার োকদব। এই কারদণ, আসম কাউদক উত্তর সেদি বাধয হব না। গদবষক 

অ শগ্রহণকারীর কাদি অধয়েন িম্পসকথি টর্দকাদনা প্রশ্ন বা অনুিিাদনর উত্তর সেদি িক্ষম 

হদবন। িাই, আমার িদব থাত্তম জ্ঞাদনর িাদে আসম এই গদবষণা়ে আমার িম্পূণ থ িন্তুষ্টির িাদে 

টস্বচ্ছা়ে অ শগ্রহণ করদি িম্মি। 

অ শগ্রহণকারীর নাম এব  িাসরখ : 

অ শগ্রহণকারীর স্বাক্ষর : 

গদবষদকর স্বাক্ষর :  
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প্রতযাোরিত্র 

গদবষণা হথদক প্রতযাোদরর বনযিাবলী  

আিসন টর্দকাদনা িম়ে এই গদবষণা প্রকদল্পর েনয ি গৃহীি িেয বাসি  করদি িাদরন। 

বাসি  করার িদর, আমরা আিনার টেদক িূব থবিী টে়ো  িেয বযবহার করা র্াদব সক না িার 

অনুমসি আশা করব।  

অাংশগ্রেণকারীর প্রতযাোরিত্র (শুধুিাত্র হেিায প্রতযাোর কারীর জনয প্রদযাজয) 

অ শগ্রহণকারীর নামিঃ  

অ শগ্রহণকারীর িেিঃ..  

প্রিযাহার করার কারণিঃ  

িূব থবিী িেয বযবহাদরর অনুমসি োকদব সক? হযা/না      

অ শগ্রহণকারীর স্বাক্ষর: ........ .                                                             

িাসরখ:…………………… 
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Appendix C 

C.1 Questionnaire (English Version) 

 Part-A 

Socio-Demographic Questionnaires 

1. Age: 

2. Gender: 

3. Marital status: 

4. Educational Qualifications: 

5. Types of disability: 

6. Occupation: 

7. Working position: 

8. Working experience: 

9. Salary: 
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Part-B  

 JOB SATISFACTION SURVEY 
Paul E. Spector 

Department of Psychology 

University of South Florida 

 Copyright Paul E. Spector 1994, All rights reserved. 

 

  

PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINION 

ABOUT IT. 

 D
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 1   I feel I am being paid a fair amount for the work I do. 
           1     2     3     4     5     6 

 2 There is really too little chance for promotion on my job. 
           1     2     3     4     5     6 

 3 My supervisor is quite competent in doing his/her job. 
           1     2     3     4     5     6 

 4   I am not satisfied with the benefits I receive. 
           1     2     3     4     5     6 

 5 When I do a good job, I receive the recognition for it that I 

should receive. 

           1     2     3     4     5     6 

 6 Many of our rules and procedures make doing a good job 

difficult. 

           1     2     3     4     5     6 

 7 I like the people I work with. 
           1     2     3     4     5     6 

 8 I sometimes feel my job is meaningless. 
           1     2     3     4     5     6 

 9 Communications seem good within this organization. 
           1     2     3     4     5     6 

10 Raises are too few and far between. 
           1     2     3     4     5     6 

11 Those who do well on the job stand a fair chance of being 

promoted. 

           1     2     3     4     5     6 

12 My supervisor is unfair to me. 
           1     2     3     4     5     6 

13 The benefits we receive are as good as most other 

organizations offer. 

           1     2     3     4     5     6 

14 I do not feel that the work I do is appreciated. 
           1     2     3     4     5     6 

15 My efforts to do a good job are seldom blocked by red tape. 
           1     2     3     4     5     6 

16 I find I have to work harder at my job because of the 

incompetence of people I work with. 

           1     2     3     4     5     6 

17 I like doing the things I do at work. 
           1     2     3     4     5     6 

18 The goals of this organization are not clear to me. 
           1     2     3     4     5     6 
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PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINION 

ABOUT IT. 

 Copyright Paul E. Spector 1994, All rights reserved.  D
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19  I feel unappreciated by the organization when I think about 

what they pay me. 

           1     2     3     4     5     6 

20 People get ahead as fast here as they do in other places.  
           1     2     3     4     5     6 

21 My supervisor shows too little interest in the feelings of 

subordinates. 

           1     2     3     4     5     6 

22 The benefit package we have is equitable. 
           1     2     3     4     5     6 

23 There are few rewards for those who work here. 
           1     2     3     4     5     6 

24 I have too much to do at work. 
           1     2     3     4     5     6 

25 I enjoy my coworkers. 
           1     2     3     4     5     6 

26 I often feel that I do not know what is going on with the 

organization. 

           1     2     3     4     5     6 

27 I feel a sense of pride in doing my job. 
           1     2     3     4     5     6 

28 I feel satisfied with my chances for salary increases. 
           1     2     3     4     5     6 

29 There are benefits we do not have which we should have. 
           1     2     3     4     5     6 

30 I like my supervisor. 
           1     2     3     4     5     6 

31 I have too much paperwork. 
           1     2     3     4     5     6 

32 I don't feel my efforts are rewarded the way they should be. 
           1     2     3     4     5     6 

33 I am satisfied with my chances for promotion.  
           1     2     3     4     5     6 

34 There is too much bickering and fighting at work. 
           1     2     3     4     5     6 

35 My job is enjoyable. 
           1     2     3     4     5     6 

36 Work assignments are not fully explained. 
           1     2     3     4     5     6 
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C.2 Questionnaire (Bangla version) 

িব ম -১ সিাজতাচ্ছত্ত্বক প্রশ্নাবলী  

 

১. বযস়ঃ 

২. বলঙ্গ়ঃ 

৩. বববাবেক অবস্া়ঃ      ১. সববাসহি                 ২. অসববাসহি                         

৪. বশক্ষাগত হযাগযতা়ঃ  ১.অসশসক্ষি  ২.প্রােসমক  ৩.মাধযসমক  ৪.উচ্চ মাধযসমক 

৫.স্নািক  ৬.স্নািদকাত্তর 

৫. শারীবরক অক্ষিতার ধরন়ঃ  

৬. হিশা়ঃ  

৭. কাদজর অবস্ান/ িচ্ছজশন়ঃ 

৮. এই প্রবতষ্ঠাদন কাদজর বযস়ঃ 

৯. িাবসক হবতন়ঃ  
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িব ম -২ প্রশ্নাবলী  

 JOB SATISFACTION SURVEY 

Paul E. Spector, Department of Psychology, University of South Florida 

  

প্রতিটি প্রশ্নের জশ্নযে যে য োয এ টি বৃত্ত ভরোি  শ্নর আপযোর 

মিোমি প্র োশ  রুয। 
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  ১ আতম আমোর  োজ অযুেোয়ী যেোেে পতরমোণ িাসরশ্রসমক পোই। 
          ১      ২     ৩     ৪     ৫     ৬ 

 ২ আমোর কম থদক্ষদে পশ্ন োন্নতির সুশ্নেোগ টিমন একো টনই। 
          ১      ২     ৩     ৪     ৫     ৬ 

 ৩ আমোর িত্তাবধা়েক িোর কাদে টবশ েক্ষ।    
          ১      ২     ৩     ৪     ৫     ৬ 

 ৪ প্রতিষ্ঠোসনক িুদর্াগ িুসবধা িমূহ সনদ়ে িন্তুি নই।             ১      ২     ৩     ৪     ৫     ৬ 

 ৫ আমার ভা  কাে করদ  িার েনয প্রািয  মর্ থাো িাই।           ১      ২     ৩     ৪     ৫     ৬ 

 ৬ 
প্রতিষ্ঠোসনক অশ্নয  তযযম এবং পদ্ধতি ভা ভাদব কাে করার টক্ষদে 

বাধা হদ়ে ো়ো়ে।  

          ১      ২     ৩     ৪     ৫     ৬ 

 ৭ 
আতম আমোর সহ মীশ্ন র িাদে কাে করদি পছন্দ  তর।            ১      ২     ৩     ৪     ৫     ৬ 

 ৮ 
মাদঝ মাদঝ মদন হ়ে আমার টিশা  গুরুত্বহীন ।   

          ১      ২     ৩     ৪     ৫     ৬ 

 ৯ 
প্রতিষ্ঠোসনক যেোগোশ্নেোগ বেবস্থো টবশ ভোল ।  

          ১      ২     ৩     ৪     ৫     ৬ 

১০ 
িুলযোমূল ভাদব যবিয বৃদ্ধদ্ধর হার কম এবং সময সোশ্নপক্ষ।   

          ১      ২     ৩     ৪     ৫     ৬ 

১১ 
েোরো  োটে ভোশ্নলো  শ্নর িোশ্ন র পশ্ন োন্নতির/ প্রদমাশন টবশ সুশ্নেোগ 

রশ্নযশ্নছ।  

          ১      ২     ৩     ৪     ৫     ৬ 

১২ 
আমোর িত্তাবধা়েক আমোর প্রতি অযেোেে/অসম।            ১      ২     ৩     ৪     ৫     ৬ 

১৩ 
আমরো যে সুতবধোগুতল পোই িো অযেোযে সংস্থোগুট ার মশ্নিোই ভোল৷ 

          ১      ২     ৩     ৪     ৫     ৬ 

১৪ 
আমার মদন হ়ে, আমোর  োশ্নজর েথোেথ মূলেোযয  রো হদচ্ছ না।  

          ১      ২     ৩     ৪     ৫     ৬ 

১৫ 
আমলোিশ্নের  োরশ্নণ মোশ্নে মোশ্নে আমার  োটের আগ্রহ কদম েোয।   

          ১      ২     ৩     ৪     ৫     ৬ 

১৬ 
আমার মদন হ়ে, আতম েোশ্ন র সোশ্নথ  োজ  তর িোশ্ন র অশ্নেোগেিোর/ 

অকম থনযিার  োরশ্নণ আমোশ্ন   োটে টবসশ পতরশ্রম  রশ্নি হ়ে।  

          ১      ২     ৩     ৪     ৫     ৬ 

১৭ 
আসম আমোর কম থদক্ষদের  োজ  রশ্নি পছন্দ  তর। 

          ১      ২     ৩     ৪     ৫     ৬ 
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আপযোর মিোমি প্র োশ  রুয।  
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১৮ এই সংগঠশ্নযর উশ্নেশে আমোর  োশ্নছ স্পি যয।             ১      ২     ৩     ৪     ৫     ৬ 

১৯ আতম েখয আমোর যবিশ্নযর  থো তিন্তো  তর, িখয মশ্নয হয 

প্রতিষ্ঠোয আমোশ্ন  েোর্ে মূলেোযয  রটি যো।   

          ১      ২     ৩     ৪     ৫     ৬ 

২০ অযেোযে ো়েগার মি এখানকার কমীরাও দ্রুি উন্নসি করদি 

সক্ষম। 

          ১      ২     ৩     ৪     ৫     ৬ 

২১ আমোশ্ন র সুপোরভোইজোর িোর অতধযস্তয র অযুভূতি সম্পশ্ন ে 

টিমন আগ্রহ য খোয না ।  

          ১      ২     ৩     ৪     ৫     ৬ 

২২ আমরা আমাদের যেোেে িুদর্াগ সুতবধো িাক্তচ্ছ।   
          ১      ২     ৩     ৪     ৫     ৬ 

২৩ এখোশ্নয েোরো  োজ  শ্নর িাদের েনয টিমন িুদর্াগ সুতবধো 

টনই। 

          ১      ২     ৩     ৪     ৫     ৬ 

২৪ কম থদক্ষদে আমোর আরও অশ্নয  ত ছু  রোর আশ্নছ। 
          ১      ২     ৩     ৪     ৫     ৬ 

২৫ আতম আমোর সহ মীশ্ন র সোশ্নথ  োজ  শ্নর আযন্দ পোই। 
          ১      ২     ৩     ৪     ৫     ৬ 

২৬ আমোর প্রোযই মশ্নয হয, এই প্রতিষ্ঠোশ্নয  ়ী ঘেদি আসম োসননা। 
          ১      ২     ৩     ৪     ৫     ৬ 

২৭ আতম আমোর  োজ সনদ়ে গসব থি । 
          ১      ২     ৩     ৪     ৫     ৬ 

২৮ আতম আমোর যবিয বৃদ্ধদ্ধর সম্ভোবযো তযশ্নয খুতশ। 
          ১      ২     ৩     ৪     ৫     ৬ 

২৯ ত ছু সুতবধো আশ্নছ েো আমোশ্ন র পোওযো উতিি ত ন্তু িাক্তচ্ছযো। 
          ১      ২     ৩     ৪     ৫     ৬ 

৩০ কম থদক্ষদে আসম আমার িত্তাবধা়েকদক পছন্দ  তর।            ১      ২     ৩     ৪     ৫     ৬ 

৩১ আমোর  োগজপশ্নের  োজ অশ্নয  যবতশ ।            ১      ২     ৩     ৪     ৫     ৬ 

৩২ আতম মশ্নয  তর, আমোর প্রশ্নিষ্টোর ফল যেভোশ্নব পোওযো উতিি 

যসভোশ্নব আতম পোদ্ধি না।  

          ১      ২     ৩     ৪     ৫     ৬ 

৩৩ আতম আমোর পশ্ন োন্নতির সুশ্নেোগ তযশ্নয সন্তুষ্ট।              ১      ২     ৩     ৪     ৫     ৬ 

৩৪  ম েশ্নক্ষশ্নে প্রা়েই মদনামাস নয হ়ে।           ১      ২     ৩     ৪     ৫     ৬ 

৩৫ আসম আমোর  োজ উপশ্নভোগ্ কসর।  
          ১      ২     ৩     ৪     ৫     ৬ 

৩৬  োটের ধরণ সম্পূণ েরূশ্নপ বেোখেো  রো হয যো।  
          ১      ২     ৩     ৪     ৫     ৬ 

 


