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Executive Summary



Dramatic changes caused by the new coronavirus COVID-19 have phenomenal suggestions on companies around the globe and affected human resource administration significantly. HRM took authority to explore within the unclear show and unforeseeable future by overseeing individuals to manage with push and to proceed working remotely so that trade goes on with its operations. In any case, HRM had to bargain with the rejections and lessening of the staff caused by the widespread lockdown. The presented paper is based on the qualitative master meet inquire about strategy. It examines the challenges HRM has been confronting in Bangladesh particularly in FMCG industry, finds out the suggestions the emergency has on human assets, finds out the arrangements companies connected, and makes proposals for handling the emergency from the point of see of HRM. The expert meet discoveries demonstrate that companies, beside the HR directors, ought to create emergency administration plans, expand modern approaches for inaccessible as well as.
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Chapter 1: Introduction

1. Introduction:

In the eve of Covid 19 situation, where all the departments are facing different types of problems and challenges, in that case, field of Human resource department is not an exception anymore. From the beginning of this pandemic, along with Supply chain, human resource department is facing different types of problems for every second. In a value chain of an organization, human resource department plays a critical role throughout the chain. Where human is involved in any process within an organization, human resource will be present there without any question. All the sectors of our country are not even automated and thus require human power to get the production or service. Even an automated system needs some human efforts to operate those machines and technologies. Besides, Country like a medium scale economy, Bangladesh is still dependent on its cheap labor to get its production done and in this crisis moment all the sectors in Bangladesh tackles the human power so nicely and smoothly that the GDP growth is still in growth in last year. This has been possible only because of the skillful management of human resource within each industry.  


1.1 Rational of the report


Under this pandemic unprecedented situation, every company under FMCG industry are suffering from multi-level problems which are related with supply related issue, sales demand volatility, managing Human resource in the factory as well as sales field and off course, financial risk at the top. Among all of the factors, it has been analyzed and found that in terms of sales factor, the demand is in the market due to the type of products which the industry provides. Along with this, supply of raw and pack materials towards the industry is also going smooth as Govt. is relaxing the import and export market for the betterment of the industry. The only challenging factors that the industry has observed is its managing human power at the right level to get the production or service being done. But, the industry has already proved during the first wave of this pandemic that all challenges related with human resource can be overcome with right strength and vigor. The paper is based on those critical situations and the actions that the industry has combinedly taken to overcome those obstacles. After reading the full paper, related stakeholders as well as upcoming business graduates will understand the gravity of those situation and before going to the practical life, they will get some vibe of the Human Resource field and their challenges. 





1.2  Scope of the report

Within this report, all of the company’s under FMCG industry has been covered which has standard Human resource department’s practice, the challenges that faced during the Covid 19 pandemic and how they have managed to overcome those by taking proper actions in due time. Along with this discussion, further issues have been added which are yet to be resolved and still facing the challenges by FMCG industry. 


1.3  Objective of the report


The objective has been divided into 2 categories. One is general objective, and another is specific object. Brief descriptions are given below:


1.3.1 General Objective


General objective is to get a broad idea pertaining to recent contributing factors and their significance in corporate world from HR perspective.

1.3.2 Specific Objective

 
The specific objective is to analyze the situations where Human resource department is facing problems during this pandemic situation and the solutions along with recommendations through which companies under FMCG industry can overcome those critical obstacles within shortage possible of time. Some more specific objectives are:

· To know about the HR practice of the companies under FMCG industry.
· To get some idea regarding different kind of challenges that HR department can face.
· To know the reaction on any situation from HR perspective in some particular crisis.
· Try to adopt some solution as recommendation on those practical challenges.


1.4 Methodology of the report

To conduct the thesis paper, a systemic methodology has been followed through which the proper analysis regarding the mentioned situations and issues have been analyzed. First of all, the scope of the report has been specified based on which study has been conducted. After that, the situation has been analyzed through qualitative analysis rather than quantitative analysis. For this purpose, some interviews of the relative stakeholders of employees of some companies under FMCG industry have been conducted.


1.4.1 Source of information


There will be some source of information from where all of the proper information has been collected based on which the thesis paper will be made, or situations will be analyzed. In that case, source of information is divided into 2 categories, and one is primary source of information and second is secondary source of information. Details are given below:


1.4.1.1 Primary source of the report


In terms of primary source of information, the information which are got from any stakeholders of that situations through face-to-face interview or telephonic interview, or some surveys is referred as Primary Source of information. In that case, some interviews of the relative stakeholders of employees of some companies under FMCG industry have been conducted

1.4.1.2 Secondary source of the report


Secondary source of information can be anything which are already being published or telecast trough some medias. Those publications are already researched and got some information regarding the situation and will analyze those by recommending necessary action points. Apart from that, Course book will be a significant source of information from where each of the situation with some real-life theory and solution may be related.


1.5 Limitation of the report


Through this study, the research has been conducted considering only those factors related with the industry and will take those situations which will come out through interview sessions or publication. Though there will be some other challenges which human resource department has been faced but kept as internal one because by publishing the situation, market can be volatile or some ill motive stakeholders can take the advantage of that volatile situation by sharing the misleading information within the market. That’s why, those unpublished situations have been kept as out of our scope for the sake of market stability. Apart from that qualitative analysis has been performed rather than quantitative analysis from where no numerical analysis will be done, and it can be tough to conclude some situations based on some theoretical analysis to some stakeholders.


























Chapter 2: Literature Review

Recently, the Covid-19 widespread has made demanding conditions for human resource managers. Within the setting of sensational changes around the world due to the widespread, organizations got to react and adjust to the changes and accordingly manage the workforce (Carnevale and Hatak, 2020). Sheppard (2020) contends that companies got to prepare for advance changes and turbulence times. They ought to embrace innovations that are platform-based and create novel business models (Sheppard, 2020). HRM includes a critical part in making a difference representative to overcome the troubles brought by the startling changes within the working environment as well as within the society (Carnevale and Hatak, 2020). Other than, the computerized and collaborative abilities of the workforce are required to move to the virtual work (Sheppard, 2020).

As remote working from home intensifies, HRM has to cope with the stress of their employees associated with the removal boundaries between work and family (Giurge and Bohns, 2020).

In addition, the expanding unemployment due to the subsidence forces more weight on the individuals. The Worldwide Labor Organization (ILO) (2020) gauges that 195 million full-time workers will lose their employments around the world this year (ILO, 2020). In this manner, representatives ought to learn modern abilities that increment their employability within the advanced space (Sheppard, 2020). In this respect, HR managers ought to expand techniques empowering workers to utilize progressed advances as well as overhaul their advanced abilities (Repel and Battista, 2019). In expansion, deep rooted learning and creating abilities is still critical, but preparing sessions take put online (Narayandas, Hebbar, and Liangliang, 2020). Interests, the pioneers of the studied Chinese companies did not preserve assets but or maybe contributed expectation to extend their competitiveness (Narayandas, Hebbar, and Liangliang, 2020).
Thus, HR experts have a encouraging and supporting part in this change, but they moreover take obligation to hold the representatives by overhauling their abilities and capacities (Repel and Battista, 2019). Not as it were reskilling or upskilling of the workforce is basic, but strength ought to be similarly prioritized inside a company’s procedure (Kirby, 2020) The broad study of 869 groups and 11,011 laborers in European nations illustrates that farther working isn't profitable for all workers, and group execution indeed brings down when group individuals work remotely, particularly when they work more than 8 hours per week (Van der Lippe & Lippényi, 2019). However, person execution variables such as work characteristic, fulfillment, and commitment ought to also be taken into consideration (Van der Lippe and Lippényi, 2019) when HRM arranges adaptable or half breed work. Other than, employees’ prosperity and wellbeing have suggestions on their results. Thus, work and private life blend.
The research conducted at Microsoft investigated that the major troubles amid the widespread were trade coherence, representative prosperity, and client introduction (Singer-Velush, Sherman, and Anderson, 2020). Supervisors are endeavoring to diminish conceivable hurtful impacts of working from domestic offer assistance the specialists in setting needs (Singer-Velush, Sherman, and Anderson, 2020). On the other hand, less socialization amid the widespread has suggestions on the employees’ mental wellbeing. In this manner, HR specialists ought to react too this challenge by organizing virtual gatherings or online connections to preserve the inspiration and efficiency of representatives (Singer-Velush, Sherman, and Anderson, 2020). Furthermore, inaccessible working makes it troublesome to control and screen employees’ exercises. The potential arrangement supervisors have found is utilizing online dashboards, and advanced information for surveying workload and execution (Narayandas, Hebbar, and Liangliang, 2020).
In arrange to construct a culture of adaptability, an organization ought to empower inventiveness and deftness without a formal arrangement direct and taking into consideration the person needs of each worker (Donovan, 2019). Concurring to Donovan (2019), adaptability implies a more joyful and beneficial workforce. Thus, HRM ought to take the lead in making a difference organization to explore through uncertainties, taking into thought desires of creating abilities and of maintaining mental wellbeing of workers. Companies arranging for the longer term got to alter their center on trade progression as well as supporting















Chapter 3: Analysis &Findings

To analyze and find the major observation and base data, each question has been segregated within some of the categories and try to analyze how the factors are affecting the topic from different angel. There are three categories on which the data will be analyzed. Throughout the survey, multiple female and male employees’ interview are taken irrespective of any age group.
The study attempts to identify the “Biggest Challenges of HR Professionals in Covid-19 Pandemic”. To conduct the study primary source of data is used. Primary data are collected using questionnaire. 17 Question were prepared, and 36 HR Official were selected as a respondent. Out of 26 respondents 25 respondent were male and 11 respondents were female. Then made a table with the result.
A structured questionnaire in a 5-point scale was developed for the variables affecting recruitment and selection process in Bangladesh. A five-point scale ranging from 1 to 5 with 1 indicating strongly agree and 5 indicating strongly disagree was used in this regard
However, the table is not very informative so to come up with the conclusion some pie chart has been Created.

Analysis:


	
	
	Strongly Agree (1)
	Agree (2)
	Neutral (3)
	Disagree (4)
	Strongly Disagree (5)

	SL
	Questions
	 
	%
	 
	%
	 
	%
	 
	%
	 
	%

	1
	Tough to secure Mental Health and Wellbeing of the employees.
	15
	42%
	12
	33%
	9
	25%
	0
	0%
	0
	0%

	2
	Pandemic made difficult for HR to balance between work and family from home
	24
	67%
	10
	28%
	2
	6%
	0
	0%
	0
	0%

	3
	Tough to implement remote working for all employees.
	12
	33%
	4
	11%
	10
	28%
	10
	28%
	0
	0%

	4
	Technological knowledge became critical to facilitate work from home.
	16
	44%
	12
	33%
	6
	17%
	2
	6%
	0
	0%

	5
	Maintaining new policies for the pandemic safety measures become challenging for HR professionals. (Like Social Distancing)
	25
	69%
	10
	28%
	1
	3%
	0
	0%
	0
	0%

	6
	It’s a challenge to implement 100% new health and safety measure at workplace during Pandemic.
	29
	81%
	7
	19%
	0
	0%
	0
	0%
	0
	0%

	7
	Recruitments are made through online meeting place like Zoom during the pandemic that mislead to judge potential employees correctly.
	12
	33%
	14
	39%
	7
	19%
	3
	8%
	0
	0%

	8
	Tough to judge potential candidates through Written Examination.
	14
	39%
	20
	56%
	2
	6%
	0
	0%
	0
	0%

	9
	Tough to deploy HR tools to measure employee’s productivity in remote work environment.
	8
	22%
	12
	33%
	8
	22%
	8
	22%
	0
	0%

	10
	It is difficult to follow a routine and even except a systematic workflow during Pandemic as major HR tasks are paper based.
	6
	17%
	12
	33%
	10
	28%
	8
	22%
	0
	0%

	11
	Difficult to work on performance appraisal of other employees as remote work provides less information regarding employee’s productivity.
	15
	42%
	20
	56%
	1
	3%
	0
	0%
	0
	0%

	12
	HR Professionals has lack of visibility on employee’s attendance during remote work.
	21
	58%
	14
	39%
	1
	3%
	0
	0%
	0
	0%

	13
	Difficult to know HR related issues within organization due to lack of face to face interaction with employees during Pandemic.
	24
	67%
	10
	28%
	2
	6%
	0
	0%
	0
	0%

	14
	During Pandemic, it is tough to implement team building/Training sessions from HR professionals
	14
	39%
	8
	22%
	7
	19%
	7
	19%
	0
	0%

	15
	In terms of monetary, HR departments hardly support proposal for employee’s higher increment during pandemic.
	16
	44%
	12
	33%
	6
	17%
	2
	6%
	0
	0%

	16
	Tough to motivate employees equally during Pandemic.
	25
	69%
	10
	28%
	1
	3%
	0
	0%
	0
	0%

	17
	Struggling to retain skilled employees during Pandemic.
	29
	81%
	7
	19%
	0
	0%
	0
	0%
	0
	0%



3.1 Tough to secure Mental Health and Wellbeing of the employees.:
The Pie chart represents the % wise responses and the research has been conducted within 36 individuals.

Figure 1: Tough to secure Mental Health and Wellbeing of the employees.

3.2: Pandemic made difficult for HR to balance between work and family from home
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


Figure 2: Pandemic made difficult for HR to balance between work and family from home















3.3 Tough to implement remote working for all employees
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


 Figure 3: Tough to implement remote working for all employees.

3.4 Technological knowledge became critical to facilitate work from home
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


Figure 4: Technological knowledge became critical to facilitate work from home.

3.5 Maintaining new policies for the pandemic safety measures become challenging for HR professionals. (Like Social Distancing)
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


Figure 5: Maintaining new policies for the pandemic safety measures become challenging for HR professionals. (Like Social Distancing)

3.6 It’s a challenge to implement 100% new health and safety measure at workplace during Pandemic.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 6: It’s a challenge to implement 100% new health and safety measure at workplace during Pandemic.

3.7 Recruitments are made through online meeting place like Zoom during the pandemic that mislead to judge potential employees correctly.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


 Figure 7: Recruitments are made through online meeting place like Zoom during the pandemic that mislead to judge potential employees correctly.

3.8 Tough to judge potential candidates through Written Examination.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


Figure 8: Tough to judge potential candidates through Written Examination.

3.9 Tough to deploy HR tools to measure employee’s productivity in remote work environment.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.



Figure 9: Tough to deploy HR tools to measure employee’s productivity in remote work environment.
3.10 It is difficult to follow a routine and even except a systematic workflow during Pandemic as major HR tasks are paper based.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 10: It is difficult to follow a routine and even except a systematic workflow during Pandemic as major HR tasks are paper based.
3.11 Difficult to work on performance appraisal of other employees as remote work provides less information regarding employee’s productivity.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.



 Figure 11: Difficult to work on performance appraisal of other employees as remote work provides less information regarding employee’s productivity.

3.12 HR Professionals has lack of visibility on employee’s attendance during remote work.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 12: HR Professionals has lack of visibility on employee’s attendance during remote work.

3.13 Difficult to know HR related issues within organization due to lack of face to face interaction with employees during Pandemic.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.


 Figure 13: Difficult to know HR related issues within organization due to lack of face to face interaction with employees during Pandemic.

3.14 During Pandemic, it is tough to implement team building/Training sessions from HR professionals
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 14: During Pandemic, it is tough to implement team building/Training sessions from HR professionals


3.15 In terms of monetary, HR departments hardly support proposal for employee’s higher increment during pandemic.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 15: In terms of monetary, HR departments hardly support proposal for employee’s higher increment during pandemic.
3.16 Tough to motivate employees equally during Pandemic.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 16: Tough to motivate employees equally during Pandemic.



3.17 Struggling to retain skilled employees during Pandemic.
The Pie chart represents the % wise response, and the research has been conducted within 36 individuals.

 Figure 17: Struggling to retain skilled employees during Pandemic.


Findings of the study:
In general findings from the analysis are:
1. Majority of the people are agreeing with the facts that during the pandemic, they are facing challenges to secure their mental health and wellbeing.
2. Like any other professions in the FMCG industry, majority of the people agree with the fact that it is really tough to maintain work life balance throughout the pandemic.  
3. During covid 19, technological knowledge around the people of company became prime factor which is seemed to be challenging factor to implement work from home facility for a HR personal.
4. Maintaining new policies during this crisis moment has become issues from HR professionals and around 97% people are agreeing with the fact.
5. All HR people within the survey are agreeing with the factor to implement 100% health and safety in work place.
6. Majority of the HR professionals think that during this pandemic, talent hunting or recruitment is not done effectively due to virtual interview or omitting written test from recruitment process.
7. Some of the HR professionals think that its becoming tough to monitor other employees productivity during work from home though the same % of people responses are opposite. 


SWOT Analysis

To analyze the situation through SWOT analysis will have some added advantage to get some more clarity on the topic.

Strengths:
1. Technological advanced companies have taken the opportunity to set work from office from the initial stage of pandemic to secure its employees and stakeholders.
2. Paperless offices are taking more advancement regarding starting work from home office during the pandemic.
3. Productivity within the employees becomes high as they are working from home thinking that companies care for them.
4. Through this period, HR employees can be taught regarding the technological advancement to cope up with the coming future.
Weaknesses:
1. During the pandemic, companies are not able to provide work life balance to the HR employees which create them demotivated towards the job.
2. In this situation, the companies which are not able to set up technology for building work from home facilities will be legging behind.
Opportunities:
1. From the survey, it has been come to know that during the covid situation, all of the HR departments became technologically strong which will cater their future in coming days within the industry.
Threat:
1. The pandemic situation is creating problem for employees to secure mental health and wellbeing which is very negative side for the company itself.
2. Sometimes, it’s becoming tough to implement all of the health and safety rules and regulations during this pandemic which ultimately keeps its employees at risk. 


Chapter 4: Recommendations and Conclusion

1. For securing mental health of HR professionals, some incentives or motivation can be provided from companies.
2. Companies should stick to the working hours so that everyone can equal chance to keep balance between home and work.
3. Companies should introduce learning sessions specially for technical or fundamental technology so that everyone can have some knowledge on technology during work from home. Through this way, HR or admin responsibilities can be minimized.
4. Before implementing new policies, end to end process should be evaluated from all stakeholder’s perspective so that once it is implemented, it runs effectively. For that purpose, pilot project can be implemented.
5. In our new normal situation, there should not be any leakage in health and safety regulations. This policy should be strictly followed by every employees and this is not only HR’s responsibility rather everyone’s duty to comply. 
6. Recruitment stages can be omitted but should be specific. For example, for sales personal’s interview, his face-to-face viva is enough to judge the candidate for respective field.
7. Company should implement some IT infrastructure to collect productivity of working hour for employees. Through that software, it will be easy to monitor employee employees regarding their productive works.




















Conclusion

For this inquire about, subjective master meet was utilized as a to begin with introduction to way better structure the issue coming about from the current emergency. The experts’ suppositions were based on their information and individual encounter. Information was translated, and comparisons were made to discover primary topics, likenesses, and contrasts within the expert answers.
The research aimed to explore how Covid-19 pandemic affected activities of HR managers, and how organizations responded to the crisis from the viewpoint of HRM.
There are almost the same tendencies observed by the interviewed experts in FMCG industry in Bangladesh as they are around the globe in this pandemic crisis according to the literature review. The researchers have theorized the similar trends experienced during the crisis regarding human resource management and impact on employee behavior.
The current processes happening within the companies as a reaction to the widespread are complex, driving to numerous negative but moreover a few positive results. Representatives and organizations are adjusting to the new reality in arrange to realize comes about. In this respect, accentuation ought to be put on the inside communication to adjust rapidly. Consequently, team soul, fellowship, collaboration, and participation are basic to outlive in this changing environment. HR administration makes a critical commitment by presenting online HR forms, preparing representatives not as it were in aptitudes required for performing current occupations, but too for creating those aptitudes vital for long run-in case the circumstances alter. HRM ought to center on these issues within the staff improvement programs.
On the one hand, companies ought to create their human resources, as representatives ought to move forward aptitudes, and pick up information in arrange to way better adapt with instabilities. On the other hand, in any case, emergency administration manages the companies to cut costs on preparing sessions and on other improvement exercises. Thus, it is critical that the HR administration finds the proper adjust between cutting costs due to retreat and creating the staff. Something else, adequacy and effectiveness cannot be achieved. Future Investigate: Based on the investigate comes about of master interviews, the survey will be planned for the long run quantitative overview of HR directors to ponder thoroughly the effect of Covid-19 emergency on the companies and on the HRM in Georgia. It would be curiously to get information approximately the organizational choices, how representatives and groups were working, how digitalization and farther working influenced companies, what were the most center of HRM amid the widespread, and how HRM technique has been implemented.
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Appendix
Appendix 1

Questionnaire on “Factors that create Biggest Challenges for HR Professionals in Covid-19 Pandemic – A case study on (FMCG Industry)”

Dear respected respondent,
The following questionnaire is to collect information from people who are working in HR field in any FMCG industry. It’s about the challenges they are facing in doing their office work in the context of Bangladesh during Pandemic. The information will be kept confidential and be used only for research purposes.
		
	[bookmark: _heading=h.gjdgxs]Name:
	
	Gender:
	1. Female
	1. Male

	Age:
	1. (21-25)
	2. (26-30)
	1. (31-35)
	1. (35-40)
	1. (40+)

	Rank:
	1.Entry Level
	2. Mid-Level
	3. Senior Level




	
Particulars
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	
	1
	2
	3
	4
	5

	
1. Personal/Physical Factor


	1
	Tough to secure Mental Health and Wellbeing of the employees.
	
	
	
	
	

	2
	Pandemic made difficult for HR to balance between work and family from home
	
	
	
	
	

	
1. Technological Factors


	3
	Tough to implement remote working for all employees.
	
	
	
	
	

	4
	Technological knowledge became critical to facilitate work from home.
	
	
	
	
	

	
1. Health & Safety Factor


	5
	Maintaining new policies for the pandemic safety measures become challenging for HR professionals. (Like Social Distancing)
	
	
	
	
	

	
Particulars
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	
	1
	2
	3
	4
	5

	6
	It’s a challenge to implement 100% new health and safety measure at workplace during Pandemic.
	
	
	
	
	

	
1. Recruiting/Selection Factor


	7
	Recruitments are made through online meeting place like Zoom during the pandemic that mislead to judge potential employees correctly.
	
	
	
	
	

	8
	Tough to judge potential candidates through Written Examination. 
	
	
	
	
	

	
1. Orientation factor


	9
	Tough to deploy HR tools to measure employee’s productivity in remote work environment.
	
	
	
	
	

	10
	It is difficult to follow a routine and even except a systematic workflow during Pandemic as major HR tasks are paper based.
	
	
	
	
	

	
1. Performance Appraisal factor


	11
	Difficult to work on performance appraisal of other employees as remote work provides less information regarding employee’s productivity.
	
	
	
	
	

	12
	HP Professionals has lack of visibility on employee’s attendance during remote work.
	
	
	
	
	

	
1. Employee Development Factors


	
Particulars
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	
	1
	2
	3
	4
	5

	13
	During Pandemic, it is tough to implement team building/Training sessions from HR professionals
	
	
	
	
	

	14
	In terms of monetary, HR departments hardly support proposal for employee’s higher increment during pandemic.
	
	
	
	
	

	
1. Retention and Motivation Factor


	15
	Tough to motivate employees equally during Pandemic.
	
	
	
	
	

	16
	Struggling to retain skilled employees during Pandemic.
	
	
	
	
	


















Appendix 2
(Response of Participants)
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Tough to secure Mental Health and Wellbeing of the employees.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.41666666666666669	0.33333333333333331	0.25	0	0	

Pandemic made difficult for HR to balance between work and family from home	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.66666666666666663	0.27777777777777779	5.5555555555555552E-2	0	0	

Tough to implement remote working for all employees.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.33333333333333331	0.1111111111111111	0.27777777777777779	0.27777777777777779	0	

Technological knowledge became critical to facilitate work from home.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.44444444444444442	0.33333333333333331	0.16666666666666666	5.5555555555555552E-2	0	

Maintaining new policies for the pandemic safety measures become challenging for HR professionals. (Like Social Distancing)	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.69444444444444442	0.27777777777777779	2.7777777777777776E-2	0	0	

It’s a challenge to implement 100% new health and safety measure at workplace during Pandemic.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.80555555555555558	0.19444444444444445	0	0	0	

Recruitments are made through online meeting place like Zoom during the pandemic that mislead to judge potential employees correctly.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.33333333333333331	0.3888888888888889	0.19444444444444445	8.3333333333333329E-2	0	

Tough to judge potential candidates through Written Examination.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.3888888888888889	0.55555555555555558	5.5555555555555552E-2	0	0	

Tough to deploy HR tools to measure employee’s productivity in remote work environment.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.22222222222222221	0.33333333333333331	0.22222222222222221	0.22222222222222221	0	

It is difficult to follow a routine and even except a systematic workflow during Pandemic as major HR tasks are paper based.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.16666666666666666	0.33333333333333331	0.27777777777777779	0.22222222222222221	0	

Difficult to work on performance appraisal of other employees as remote work provides less information regarding employee’s productivity.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.41666666666666669	0.55555555555555558	2.7777777777777776E-2	0	0	

HR Professionals has lack of visibility on employee’s attendance during remote work.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.58333333333333337	0.3888888888888889	2.7777777777777776E-2	0	0	

Difficult to know HR related issues within organization due to lack of face to face interaction with employees during Pandemic.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.66666666666666663	0.27777777777777779	5.5555555555555552E-2	0	0	

During Pandemic, it is tough to implement team building/Training sessions from HR professionals	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.3888888888888889	0.22222222222222221	0.19444444444444445	0.19444444444444445	0	

In terms of monetary, HR departments hardly support proposal for employee’s higher increment during pandemic.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.44444444444444442	0.33333333333333331	0.16666666666666666	5.5555555555555552E-2	0	

Tough to motivate employees equally during Pandemic.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.69444444444444442	0.27777777777777779	2.7777777777777776E-2	0	0	

Struggling to retain skilled employees during Pandemic.	
Strongly  Agree	Agree	Neutral	Disagree	Strongly disagree	0.80555555555555558	0.19444444444444445	0	0	0	
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SL Name Age Gender Rank Q1Q2Q3Q4Q5Q6Q7Q8Q9Q10Q11Q12Q13Q14Q15Q16Q17

1 Pritom Bhowmik 26-30 Male Mid Level 3 3 3 3 3 1 3 3 3 3 2 3 3 3 3 3 1

2 Shahadat Alam 40+ Male Senior Level 2 1 3 3 1 1 2 2 4 4 1 2 1 3 3 1 1

3 Shamsul Arefin 26-30 Male Entry Level 2 1 3 2 1 1 3 3 4 4 1 2 1 3 2 1 1

4 Fardous Aftab 26-30 Male Mid Level 1 1 2 2 1 1 3 2 4 3 1 1 1 2 2 1 1

5 Aniqua Tasnim 21-25 Female Entry Level 2 1 2 2 2 1 3 2 4 2 1 2 1 2 2 2 1

6 Showmik Das 35-40 Male Mid Level 2 1 2 1 1 1 3 2 2 2 2 2 1 2 1 1 1

7 Anik Sinha 26-30 Male Entry Level 1 1 2 1 2 1 2 2 2 1 1 1 1 2 1 2 1

8 Pratik 26-30 Male Entry Level 1 2 1 1 1 2 2 2 3 1 1 1 2 1 1 1 2

9 Farnaz Aftabi 40+ Female Senior Level 1 3 4 1 2 1 2 2 3 2 2 1 3 4 1 2 1

10 Majharul Islam 35-40 Male Mid Level 1 1 1 3 1 1 2 1 3 3 2 1 1 1 3 1 1

11 Tariqul Islam 40+ Male Senior Level 1 2 4 3 1 1 2 1 2 4 1 1 2 4 3 1 1

12 Rakshanda Zian 21-25 Female Entry Level 1 1 1 3 1 1 1 2 1 4 1 1 1 1 3 1 1

13 Rezwan ferdous 40+ Male Senior Level 1 1 4 3 1 1 1 1 2 4 2 1 1 4 3 1 1

14 Nazmul Arefin 35-40 Male Mid Level 2 2 1 1 1 1 1 2 1 4 1 2 2 1 1 1 1

15 Zia Uddin 40+ Male Senior Level 1 2 3 1 2 1 2 1 2 4 2 1 2 3 1 2 1

16 Saif Anwer 40+ Male Senior Level 1 2 1 4 2 1 1 2 1 3 2 1 2 1 4 2 1

17 James Amit 26-30 Male Entry Level 1 2 1 1 2 2 2 1 2 2 1 1 2 1 1 2 2

18 Mustafiz Zian 26-30 Male Entry Level 2 2 4 1 1 1 1 2 1 2 2 2 2 4 1 1 1

19 Prottoy Khan 26-30 Male Mid Level 2 1 1 1 1 2 2 1 2 2 2 2 1 1 1 1 2

20 Shafiqul Islam 40+ Male Senior Level 2 1 4 4 1 2 1 2 1 1 2 2 1 4 4 1 2

21 Rakib Ahmed 40+ Male Senior Level 2 1 4 2 2 2 2 1 4 1 2 2 1 4 2 2 2

22 Shuvo Rahman 21-25 Male Entry Level 3 1 4 2 2 2 1 2 3 3 1 2 1 4 2 2 2

23 Md. Wahiduzzaman 31-35 Male Mid Level 3 1 1 2 1 2 2 1 4 2 2 1 1 1 2 1 2

24 Mahbubul Alam 40+ Male Senior Level 3 1 4 1 2 1 2 2 3 1 1 1 1 4 1 2 1

25 Abed Chowdhury 35-40 Male Mid Level 1 2 1 2 1 1 2 2 3 1 1 1 2 1 2 1 1

26 Mahbub Islam 31-35 Male Mid Level 1 1 1 1 1 1 2 2 2 2 2 1 1 1 1 1 1

27 Rownak 35-40 Male Mid Level 1 1 3 2 1 1 1 2 1 3 2 1 1 3 2 1 1

28 Jahidul Islam 31-35 Male Mid Level 2 2 3 1 1 1 1 2 2 3 2 2 2 3 1 1 1

29 Faria Khan 21-25 Female Entry Level 2 2 4 2 2 1 1 2 3 3 1 2 2 4 2 2 1

30 Sabila Tasnim 40+ Female Senior Level 3 1 4 1 1 1 1 2 4 2 2 1 1 4 1 1 1

31 Tabassum Andalib 21-25 Female Entry Level 1 1 1 2 1 1 1 1 2 4 1 1 1 1 2 1 1

32 Esha Islam 35-40 Female Mid Level 2 1 3 1 1 1 4 1 1 3 2 2 1 3 1 1 1

33 Afia Zaman 21-25 Female Entry Level 3 1 1 2 1 1 4 1 2 2 2 2 1 1 2 1 1

34 Ayesha Begum 31-35 Female Mid Level 3 1 3 1 1 1 4 1 1 3 3 1 1 3 1 1 1

35 Nancy 31-35 Female Mid Level 3 1 3 2 1 1 3 1 2 2 2 1 1 3 2 1 1

36 Salwa Khan 31-35 Female Mid Level 3 1 3 1 1 1 3 1 4 2 2 1 1 3 1 1 1
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