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Executive summary
Human Resource Management has a diverse function that plays a very important role in the organizational function. The purpose of this report is to show the HR related problems that organizations are facing in the 21st century’s challenges and recommend BRAC & AB bank.  BRAC is the largest and most renowned nongovernmental organization not only in Bangladesh but also all over the world. As a leading company BRAC focuses on retaining and developing their human resource. On the other hand, AB Bank is the very first private sector bank in Bangladesh.  In this report I tried to describe the overall condition of the HR department of BRAC & AB bank. I also try to focus on the current problems in the HR department. This report also highlights the challenges that BRAC & AB banks may face because of COVID-19 pandemic. It also focuses on the importance of HR activities in the overall performance of the organizations. Here the theoretical aspects will be also shown. With the light of theoretical framework this report will relate core practice and problems of the HR department.  Here I also described my findings after analysing the problems of HR. I also include some recommendations for these organizations for future betterment of their HR. And finally, I tried to give a framework on how they can implement my recommendations. 



Chapter 1
[bookmark: _heading=h.30j0zll][bookmark: _heading=h.1fob9te]Introduction of the report

1.1 Background of the study
Employees are a very important element for an organization. To take care of these employees the concept of HRM evolved. HRM is a vast concept. Under it many other concepts evolved. Now-a-days every organization practice HR policy in their company. NGOs and banks are also practicing HR in a very constructive way. 
[bookmark: _heading=h.3znysh7]1.2 Scope of the study
As the demand of the study is analyzing only HR problems and challenges that BRAC is facing. And also have to give policy and solutions for those problems. So, I cannot include HR functions or another factor of HR. 
[bookmark: _heading=h.2et92p0]1.3 Methodology
This report is all about HR challenges and recommendations of NGO BRAC and AB bank. So, in the direction of finding out information related to AB Bank & BRAC I used a secondary approach. This method is easy and less time consuming. So, I go through different journals, articles and web sites to collect information about BRAC & AB Bank along with their HR policies. I have also collected data from my family & friends who are currently enrolled in different banks.
[bookmark: _heading=h.tyjcwt]1.4 Objective of the study
Primary objective:
The main objective of the study is to find out the impact of COVID-19 on human resource management of the banking system.
Secondary objectives are:
Show the process of HR of the organizations.
· To find out HR related problems in the organization.
· To out 21st centuries challenges for HR
· To give recommendation to overcome those challenges
[bookmark: _heading=h.3dy6vkm]1.5 Limitations
As I choose to collect information from secondary processes. So, I was not able to take direct data or interview employees of BRAC HR. I go through books, articles and research papers. So, I could not collect information directly so there is a chance of lacking information and authenticity. Besides, as I have done this kind of report for the first time and the subject matter is very complex that’s why it was difficult to organize the report in a simple manner.
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Chapter 2
Literature Review
2.1 Literature Review
Covid-19 has an influence on the body and mind, and it is shattering the concept of the global economy and village. To combat the sickness, even the world's life science is eroding. The banking sector is intertwined with the economy, and its strength is dependent not only on its own strategy, but also on the expansion of the country's other sectors. Bangladeshi banks are dealing with a lot of uncertainty and skepticism, especially when it comes to credit refunds from clients when their businesses are struggling.
The Covid-19 pandemic has reached a critical point in our personal, financial, and communal lives. The harsh clutch of the corona virus has now enthralled the entire world, and its victim is the global economy. World is moving fast. Every day we are facing new challenges. With new obstacle current policies have to change. In organizations Human Resource management segments look after the companies and active welfare, culture and employee welfare. They make decisions or take new steps with the changing circumstances. So, HR plays a very important role. COVID-19 is the most vulnerable challenge for the 21st century. To overcome these challenges, HR has to   make decisions very strategically. 
Covid-19 has a wide range of effects on Bangladesh's economy and financial sector, according to the study. The Bangladeshi banking sector is facing massive financial losses, rising non-performing loans, individual investment, and declining operating profits at this critical time. The ability of bank workers to carry out their daily tasks is severely harmed. They go about their days in a state of terror. 
The COVID-19 has shattered all organizations, creating a complex and challenging environment for managers and human resource management (HRM) practitioners who must devise creative solutions to ensure the survival of their businesses and assist their employees in dealing with this unprecedented crisis. There are few studies on the impact of the crisis on HRM. This paper is a general literature review that explores the impact of the COVID-19 on HRM, with the goal of widening the scope of management research. It analyzes the major difficulties and opportunities that have arisen as a result of this new pandemic, and it provides managers and HRM practitioners with insights into possible future organizational directions that may evolve as a result of these opportunities.
Strategic agility is essential to ensure the achievement of corporate goals in a moment of crisis. Organizations must be able to plan and allocate their resources, as well as coordinate the necessary mechanisms and make effective use of their resources and knowledge. In this context, the COVID-19's uniqueness and complexity provide a substantial obstacle that could jeopardize the attainment of corporate objectives. It's difficult to make forecasts about 'abnormal times.' This could indicate that generating forecasts about the company's business, such as resource allocation and planning, is a difficult task. COVID-19 has, in reality, created doubt.
Managers and HRM practitioners may find it difficult to carry out strategic planning or to put the first one into action. In this scenario, most businesses were unable to deliver sufficient information to their employees about their management strategy or anticipated responses to the epidemic. Enhancing organizational resilience, while difficult, is critical to ensuring the organization's long-term viability in the COVID-19 era. In reality, despite the uncertainty created by the epidemic, businesses must devise inventive strategies to absorb and deal with the disruption that threatens their survival. Many HRM professionals have introduced actions to help their employees, such as providing virtual socialization events, such as virtual lunches or coffee breaks. These approaches undoubtedly assist employees in this difficult time when they are separated from one another and their workplace.
HR has to go through research and plan contingency plan to overcome this situation. 
International companies are the pioneer for other local and small to take any step in this challenging time. This report will be on BRAC and AB Bank about their HR policies for the 21st century. 
Chapter 3
Organizational Background
3.1 Company Profile
[bookmark: _heading=h.4d34og8]BRAC
BRAC is the largest nongovernmental organization. Currently is operating its business in almost 11 countries. It was established by Sir Fazle Hasan Abed in 1972. Its headquarter is situated in Dhaka, Bangladesh. BRAC is a subsidiary registered under the NGO operation Bureau of Bangladesh Government. (Wikipedia, n.d.) 
According to the 2016 report, the number of employees of BRAC is around 92,742. Today the number must be increased. BRAC gives women especial priority for increasing women empowerment. Almost 70 of the staff is women. And they are providing service 126 million people. 
BRAC is an independent and self-earned company. IT has some projects from which it generates revenue. It has a dairy and food project, a chain retail handicraft stores which is Aarong, seeds, agro and chicken project. (Wikipedia, n.d.) In those projects the poor people get the opportunity to sell their product. In Aarong, products come from different districts of Bangladesh. These products are now gaining the attention of foreigners.
[bookmark: _heading=h.2s8eyo1]AB Bank
AB Bank Limited was formed on December 31, 1981, as Bangladesh's first financial institution. “Arab Bangladesh Bank, as it was once named, began operations on April 12, 1982, with the goal of being the best performing bank in the country.
With the goal of securing its position as the top service provider by providing long-term value for its clients, shareholders, and employees, as well as the community in which it works, AB has created a golden heritage and an enviable legacy that few can match. Over the previous 39 years, AB has achieved significant milestones and incorporated various changes while remaining true to its mission to be Bangladesh's technology-driven creative bank. AB has effectively adopted digital wallet, SMS finance, cutting-edge ICT, state-of-the-art infrastructure solution, 24/7 ATM service, as well as many other e-products to succeed in this new phase of technical victory.
Over the past two or three decades, AB has significantly expanded its operations both at home and internationally. On April 12, 1982, the bank launched its first branch in Karwan Bazar, and it today has a strong footprint of 105 branches, including its foreign branch in Mumbai, India, and over 270 ATMs dispersed around the nation. It includes 5 affiliate firms, including one offshore financial unit and custodian activities, that are linked to its primary banking activity. In order to expand its overseas activities, the bank established a Liaison center in Yangon, Myanmar.” (AB Bank Limited, 2021)
[bookmark: _heading=h.17dp8vu]3.2 Vision 
[bookmark: _heading=h.3rdcrjn]BRAC
Vision of BRAC is to make a world free from hunger, poverty, prejudice, and unemployment. BRAC is determined to enlighten the light of education, women empowerment and pollution free environment. 
[bookmark: _heading=h.26in1rg]AB Bank
AB Bank's mission is to be modern and inventive in their business practices. In addition, exceptional performance in banking. In contrast they want to be the   perfectionist inside this field.
[bookmark: _heading=h.lnxbz9]3.3 Mission
[bookmark: _heading=h.35nkun2]BRAC
The mission of BRAC is to provide a healthy life for the poor and take out the deprived women from the domination. They try to achieve their goal through –
· To make a positive change in society by working with women, children and poor.
· Taking steps for sustainable projects for the betterment of the society
· Ensuring a healthy and quality life for the poor.
· Investing on poor change their situation
· Eradicate the rate of illiteracy
[bookmark: _heading=h.1ksv4uv]AB Bank
Every organization strives to be one of the finest performers in the industry. As a result, AB bank has the same strategy for their company. As a result, their mission is to be the highest performing bank in the industry.











Chapter 4
Discussion of selected HR function of the selected organization
[bookmark: _heading=h.44sinio]4.1 HR Function in Organizations
Every organization practices some basic functions of HR. For people development and satisfaction those are very important. Some HR functions are described below -
Human Resource Development: Human Resource Development is a framework for helping employees to develop their personal and organizational skills, knowledge and ability. (the balance career, n.d.)
Human Resource Planning: Human Resource planning is the continuous process of systematically planning for optimal use of manpower. (Investopedia, n.d.)
HR Business Partner: The definition of a HR business partner is an experienced human resource professional who works directly with an organization's senior leadership to develop and direct an HR agenda that closely supports organizational goals. (bambooHR, n.d.)
Human Resource Information System: The Human Resource Information System (HRIS) is a software or online solution for the data entry, data tracking, and data information needs of the Human Resources, payroll, management, and accounting functions within a business. (bambooHR, n.d.)
Human Resource Service: HR Service Delivery refers to the function that supports and provides services to employees. The HR Service Delivery solution will span the entire employee lifecycle—from hire to retire, such as on boarding, payroll, and benefits. (Ultimate Software, n.d.)
Compensation: Compensation is a total monetary and no monetary package that is given to employees in exchange for their work effort. 
Performance appraisal System: A performance appraisal is a system of review of an employee's job performance and overall contribution to a company. Also known as an "annual review," "performance review or evaluation," or "employee appraisal," a performance appraisal evaluates an employee’s skills, achievements and growth, or lack thereof. Companies use performance appraisals to give employees big-picture feedback on their work and to justify pay increases and bonuses, as well as promotion decisions. They can be conducted at any given time but tend to be annual, semi-annual or quarterly. (Investopedia, n.d.)
Employee turnover: Employee turnover, or employee turnover rate, is the measurement of the number of employees who leave an organization during a specified time period, typically one year. While an organization usually measures the total number of employees who leave, turnover can also apply to subcategories within an organization like individual departments or demographic groups. (bambooHR, n.d.)
Employee engagement: Employee engagement is a workplace approach resulting in the right conditions for all members of an organization to give of their best each day, committed to their organization’s goals and values, motivated to contribute to organizational success, with an enhanced sense of their own well-being. (Engage for success, n.d.)
Employee Downsizing: Downsizing is the situation when companies terminate multiple employees at the same time, often to save money. Companies generally do this when the fall in loss or face critical situation.
[bookmark: _heading=h.2jxsxqh]4.2 Steps taken by BRAC during COVID-19
· BRAC takes initiative to support poor families in this critical situation. They provide different support throughout the country to around 200,000 families. (brac, n.d.)
· They take initiative to supply food as the poor are suffering from a crisis. They do not have savings to use or do not have any income source in this pandemic. Till now they provide food supply to 10,203 people. (brac, n.d.)
· Hygiene is the most important concern in this critical situation. Most of the people are poor and uneducated and they do not want to utilize money on hygiene products. But using sanitizer and musk is must to be safe. That is why BRAC takes the initiative to distribute 1.5 million hygiene products to different families. (brac, n.d.)
· As most of the people are low income people in Bangladesh. They do not have any savings or do not have anyone to give support. So, in this situation NGO and government is their last hope. This group of around 340,794 people received cash support from BRAC to survive this pandemic. (brac, n.d.)
· BRAC considers their employees the most valuable part of the company. So, they try to give support to their employees in this critical situation. BRAC runs its operation all over the country. So BRAC tries to give support to them in this emergency situation. Around 100,000 employees get support from 64 districts. (brac, n.d.)

[bookmark: _heading=h.z337ya]4.3 HR practices in BRAC
BRAC is a very well-known NGO for their HR practice. They have a vast number of employees. To manage them their HR must have to be strong. Hey, try to practice all HR policies in their organization. The HR functions that BRAC practices are given below. (Assignment point, n.d.)
[bookmark: _heading=h.3j2qqm3]4.3.1 Policy, progress and communication
· Annual HRD plan composing
HR of BRAC prepares their HRD plan monthly. One of the major duties of them is to compile all the reports and prepare an annual report. It has to submit in the year end
· Creating bridge with organization
In BRAC, HR has to create a connection with organizational goals with the HR policy. So that they can provide a better HR service in all sectors.
· Preparing working guideline
HR has to prepare a working guideline for every employee. To create a culture in organization BRAC is concerned about employee working guidelines. HR takes care of it. 

· Employee survey 
To ensure employee satisfaction and better output from the employee HR take surveys of the overall employee. On the basis of the survey they try to improve their HR policy
· Creating job description
BRAC offers employment for different positions. HR is responsible for preparing job descriptions for different positions.

· Review designation
BRAC HR always tries to match responsibility and designation on point. So they review the designation of different positions with job descriptions.  After reviewing they give designation of position.
· Over viewing employee details
One of the wings of HR in BRAC is responsible for having detailed information about its employees. They conduct this statistic on the basis of gender, race, ethnicity, religion, age.
[bookmark: _heading=h.1y810tw]4.3.2 Networking
· Preparing HRD plan
Human Resource Development is an important concept of HRM. Employee training and development is the concern of it. HR has to prepare a whole year HRD plan at the beginning of the year. 
· Coordinating monthly meeting and preparing meeting minutes
HR is responsible for conducting monthly meetings with different departments. HR also has to take meeting minutes during the meeting.
· Participating in discussion in different programs
HR conveys responsibility for participating in different discussions on different days or events on behalf of BRAC.
[bookmark: _heading=h.4i7ojhp]4.3.3 Policy formulating
· Review HR policies
HR has to review the policy that was prepared previously from time to time. If any change is necessary HR has to do it.
· Preparing notice of policy
When a new policy has to be introduced, HR has to prepare a notice of the policy. And hang it on the notice board to make everyone know about it. 
· HR performance survey
HR Is also responsible for taking surveys of employees regarding employee performance. It can be taken from coworkers, supervisors, even from the employee.
· Updating, merging existing policy
Among the different roles of HR in BRAC, updating policy related to HR is one of them. They also merge some policies if they think they do not need to be separate. 
· Coordinating orientation
[bookmark: _heading=h.2xcytpi]One of the HR roles in BRAC is they have to arrange and coordinate orientation for new employees. And make them know about company rules and regulations.
4.3.4 Compliance law
· Training of staff
HR is responsible for arranging training for employees so that they can develop their skill and can give better output.
· Relation building with other organization
One of the HR wings is responsible to maintain and build relations with other organizations for creating partnership. 
· Internal office management
There are a lot of internal management related tasks in BRAC. HR manages the internal issues.
· Equity management
HR is responsible to overview if there is any inequality or not. They try to make sure of any law related problem.

[bookmark: _heading=h.1ci93xb]4.3.5 PMS
· Promotion placement
One of the important sectors of HR is promotion of employees. HR maintains everything related to promotion. BRAC posts several achievements that fit employees through electronic media. 
· Increment
HR has to take care of the increment of employees. It has to be on the basis of seniority, experience and other factors. Yearly there is an increasing policy in BRAC.
[bookmark: _heading=h.3whwml4]4.3.6 Recruitment unit
· Preparing advertisement for different vacant position
· Collecting CVs from candidates. 
· Screening those CVs. In a recruitment process HR will get a plenty of CVs so HR has to short list some CVs who fulfilled the requirement.
· HR has to arrange the whole process of recruitment. He has to arrange a written test. If any assessment or computer test or personality test necessary HR arrange those also
· Schedule interview with the reporting member. HR will plan who will be in the interview board
· Onboarding employee.  HR has to confirm employee selection. Also, he has to manage all the documentation of employees. 
[bookmark: _heading=h.2bn6wsx]4.3.7 Job Separation
Job separation is one of the HR duties. Different jobs have different duties. Based on job responsibility and qualification HR separate jobs in BRAC. Employees get placement on the basis of it.
[bookmark: _heading=h.qsh70q]4.3.8 Resignation
If an employee wants to leave the organization, they have to give an application. On the basis of this application HR takes further steps. It includes some documentation. HR is responsible for doing this.
[bookmark: _heading=h.3as4poj]4.3.9 Provident fund or insurance
There is some facility for employees. They can be provident fund or medical insurance. This process also needs supervision and documentation. HR basically looks after this process with the help of the finance department. 
[bookmark: _heading=h.1pxezwc]4.3.10 Retirement or voluntary retirement
After a certain age employees have to retire from the position. HR has to keep a record of it. Sometimes employees leave the organization before the tenure, in that case HR will do all formalities.
[bookmark: _heading=h.49x2ik5]4.3.11 Termination
Sometimes organizations terminate employees. It can be for poor performance of the employee or it can be for organizational cost cutting. 
[bookmark: _heading=h.2p2csry]4.4 Problems in BRAC HR
BRAC is a very reputed and big company. They have a huge number of employees all over the world. They have to look over the foreign employees as well. In Bangladesh they are doing operations in 64 districts. BRAC also has many sister concerns. They have to overlook those also. In different districts BRAC assigns employees in many positions. They have to run different social and development programs designed by BRAC. To look after the employee is BRAC`s responsibility.
 BRAC try to practice HRM very briefly. They have a district wise HR team who look after employee welfare there. But still there is some problem in their HR function. As BRAC is a very reputed and pioneer company as well as a social development program they run so their behavior toward employees should be standard, valid, and reliable. So, HR practice of BRAC should not be of poor quality. Problem in BRAC HR department -
· No proper job description
Job description is an important factor when any circular is given. If there is no proper job description, then the candidate will be confused about the position. They will not understand whether they are matching requirements or not. 
Again, if there is no proper job description and the candidate will not know what are the responsibilities required for this job then many people will apply for this position. Many of them do not fill requirements so it gets tough for the screening team to find the right candidate. It is a time consuming and difficult task.
When people apply for a position they start to keep hope of getting shortlisted. But many get rejected. As there is no proper job description so when they get rejected they get disappointed.

· Not keeping record of employee job
Another problem that BRAC faces is they do not keep records of employees. They do not keep employees' previous job records. Having a previous job record is very important to know the employee.
As a measure of job record they can collect experience certificates from the candidate. It is proof of his expertise and previous behavior toward that organization. Organizations always want employees who are obligated toward the company and maintain organizational culture. So, an employee`s job record is important to know that employee more.
They also do not keep records of ongoing employee performance records. To get better output from the employee, evaluating employees is very important. That is why keeping an ongoing job record is very important to evaluate employees. Otherwise when performance appraisal is processed HR have to go through many difficulties.

· Keeping vacant position for long time
Another very big mistake that HR makes is that they keep vacant positions for a long time. This creates some problems in the organization.
Every position is necessary for the organization. Every position is assigned with some duties and responsibilities. But when HR keeps a position vacant for a long time that tasks remain in touch or incomplete. It affects organizational overall productivity,
Again, when one position is kept vacant but the responsibilities of that position has to be done then the tasks are assigned to another employee. It creates another problem. That employee has his own responsibilities that he has to complete within the deadline. When he has to do this extra work ten he cannot complete it properly . At the same time this extra pressure affects his own responsibility. 
This is like job enhancement. But the employee will not get recognition for his work. So, he felt demotivated. And it affects his performance. When an employee gets too many responsibilities he goes through lots of pressure and it also affects his personal life. 

· Less engagement with organization
To get better output from the employee, employee engagement with the organization is essential. If employees are not engaged with the rule, regulation of the organization, with the culture of the organization then he cannot work with his highest effort. He will just complete his task anyhow but will not give extra effort. So, the organization will not get better performance from the employee. 
HR does not look into or give effort on employee engagement programs. So, employees are not feeling any connection. When employees do not feel a connection with the company they will be not loyal toward the company. As a result, the turnover rate increases. It is a very disappointing matter for employees. It is a matter of image crisis and also HR has to hire employees several times. 

· Less concern about best fit policy
BRAC is less concerned about the best fit strategy. They give less attention toward whether that person will be fit for the given position or not. They give preference on candidate qualification and education. But for the sustainability of employee in the organization and for better performance of the employee best fit candidate is choosing important
BRAC practice best practice in their organization. They follow and value employee background, experience and qualification. 
· Follow traditional way
Everything is being digital but BRAC still practices their traditional HR process. Their recruitment process, training, employee engagement programs and everything is still traditional. 
· Because of their traditional practice in the recruitment process it becomes tough. They cannot reach an actual qualified person.
· Their training process also runs in a traditional way. So, in uncertain conditions they cannot arrange training for employees.
· Because of traditional processes they can introduce employees less with technology and advancement. They are not taking advantage of different online platforms. 
· Lengthy Recruitment process
BRAC HR has also problems in their recruitment process. It is very lengthy and complicated.  Now-a-days recruitment process is very easy but their system is traditional. 
· They do not have any job offers for candidates. Many other multinationals are having a career for making this process simple and being connected with the company.
· Because of the lengthy process of recruitment many qualified employees lose hope after applying and joining another company. So, there is a possibility of losing a capable candidate. 
· Poor performance evaluation process
Performance evaluation is very necessary for employee promotion, termination and increment. So, it must have to be clear and authentic. If organizations do not do proper performance evaluation employees will get dissatisfied and their tendency of turnover will increase. BRAC practices a very poor performance evaluation process. They follow a traditional process. There is less documentation for evaluation. 360-degree approach is not followed.
They only take feedback from the supervisor so the supervisor can be biased. Again, they do not keep any previous performance tract so there is a gap in the evaluation process.
· Taking less people in HR department
The HR department is very important for employee retention and development. So, having a sufficient number of employees in this department is essential. But to cut costs BRAC takes very less employees in the HR department. For that reason, from their recruitment to employee boarding , everything runs very slowly. It affects organizational overall productivity. 
One employee has to perform multiple tasks for that reason there is less chance to be an expert in one field. At the same time employees of the HR department are under huge pressure so turnover rate is high in that department.
[bookmark: _heading=h.147n2zr]4.5 Steps taken by AB Bank during COVID-19
During the COVID-19 pandemic, AB bank took several steps for their employees specially. “A unified response team Service was developed at Head Office as well as in each Region to address any employee's immediate wellness concern.
· Began providing limited banking services on March 29, 2020. In accordance with Bangladesh Bank rules, only a restricted number of branches remained open, and a listing of such branches was distributed and reported on a regular basis on the ABBL website and Facebook page for the benefit of customers. Customers received SMS reminders in this respect. Clients also received SMS messages instructing them to use ATMs, Cards, and Internet Banking as alternative routes for internet banking during the shutdown time.
· Coordinated for cash collection from their customers' homes/offices in Dhaka.” (Rahim, 2020)
· Furthermore, “AB Bank respects all of its workers as family members and has always stayed by them. AB lost four of its family members in during COVID epidemic, and as a gesture of appreciation for their contributions, the bank recently handed out cheque of Tk. 50 lac each to the spouses of these four families during a modest event at the Head Office.” (AB Bank Limited, 2021)
· Moreover, “AB Bank and Robi Axiata have formed an arrangement in which the bank would provide free internet data to chosen clients. Women consumers will also be able to take advantage of this benefit as an aspect of AB's women empowerment drive.” (AB Bank Limited , 2020)
[bookmark: _heading=h.3o7alnk]4.6 HRM & Development in AB Bank
“AB Bank's HR Division is one of its most valuable departments, with tasks such as staffing, training and development, organizational development, performance reviews, rewarding, control and maintenance, and so on. When ABBL's banking activity first began, the Human Resource Division (HRD) was not in the same strong position or organization as it is now. ABBL's HRD is made up of fourteen skilled and experienced executives who are in charge of all duties. The Human Resource Unit of ABBL is based in its Head Office at BCIC Bhaban and is directly overseen by top management.” ( Assignment Point, 2021)
 AB bank’s HR ensures that the Bank's staff have the required abilities and dedication to service our Customers, as well as that the proper culture and climate are in place to support it. HR develops ways to help our workers build essential capabilities, while also recognizing their perspectives and encouraging them to engage in and contribute meaningfully to our bank's performance. AB Bank has built a diversified workforce that offers a safe and equal-opportunity work environment to all of its staff. Human Resource Management Systems
· Promote a high-performance working environment through an effective Performance Management System and job-allocation delegation, as well as a consistent focus on servicing customers across all horizons.
· Put in place HR systems and practices.
· Raise awareness of our strategic edge by collaborating with diverse teams as an incorporated AB Family.
· Improve performance via training and growth.
· Employee Motivation via Reward and Recognition (Promotion, Increment, Incentives, and so on) based on Performance, Employee Engagement Events, and skill and competency development.
· Create a work atmosphere where workers choose to be inspired and contribute.
· Manpower planning via right-sizing and Assessment Strategy in accordance with purpose, goals, and organizational objectives, as well as strategic plans and budgets.
· Identifying Specific high-value personnel and strategic planning as a critical component of business developed standards
[bookmark: _heading=h.23ckvvd]4.7 Problems in AB Bank HR
The new reality of coronavirus has made the entire scenario urgent and tough to make. The impact of COVID-19 causes a big number of AB bank's human resources to work remotely with less resources, prompting them to develop a space where these key decision makers may share their experiences. The epidemic is inflicting the most damage on the human resources operation. The HR issue at AB Bank will be discussed more below.
· Employee engagement has deteriorated for AB Bank as a result of covid-19, as face-to-face interaction has been halted due to the lockdown.
· Because of the recruiting procedure, attracting talent has grown more difficult.
· Handling the Equity programs may face the combined challenge of a declining stock price and unattainable targets. 
· The yearly incentives for equity initiatives have become troublesome because AB bank's income generation has slowed as a result of the epidemic.
· Managing Relationships During COVID - 19 is a struggle in every business, and the same is true for the AB bank.
· Because effective communication has grown more difficult as a result of the epidemic, AB Bank was having difficulty sustaining and developing its training and development plans.
· COVID-19 made effective internal control and management at AB bank more difficult.
· Ensuring the employees safety was harder for the organization in that situation. 
[bookmark: _heading=h.ihv636]4.8 Challenges HR will face after the COVID-19
In the 21st century many things are changing very rapidly. Organizational culture, policy, and technique is also changing. Especially many things that become critical because of the pandemic. COVID-19 is the most vulnerable concern of this century. 
COVID-19 has an outbreak on 31ST December 2019 in China. WHO has declared it as a global pandemic. It has outbreaks in many countries. Even developed countries did not get relief from these deadly diseases. It has an outbreak in almost 213 countries. The first Coronavirus positive patient was found in Wuhan, China. Now within five months around 6,430,606 people are affected by COVID19 and till now the number of deaths is 379,679.
So, in this critical situation organizations are also going through very tough conditions. Many organizations are shutting down their business because of a lock down. Many organizations who are dependent on other countries, especially China, are facing a lack of raw materials. Because of this pandemic without emergency flights all flights are canceled. So, import export businesses are totally shut down. 
The RMG sector is badly affected because of this pandemic. Many orders have been canceled because of the pandemic. There is a study where employee reaction about COVID-19 was shown-
[image: Coronavirus.Impact.3.18.20AFFECT.png]
Organizations like BRAC & AB bank were also affected badly. Because of the pandemic government locked down all affected cities. So, organizations cannot operate their business & working process properly. For that reason, they have to give a huge subsidy. 
Because of this pandemic the most sufferers are the employees. Employees need their salary, security of job at the same time organization also need loyal, and hardworking employees. After the pandemic the financial condition, job market, scope everything will be changed. So, this 21st century is the most challenging for the HR team. HR has to take very hard, strategic decisions after the pandemic. They have to create a bridge between organization and employee. HR has to think about both sides' welfare and has to balance between them. 
[bookmark: _heading=h.32hioqz]4.8.1 HR challenges during COVID-19
During the time of COVID -19 HR had to face many issues. BRAC & AB bank are also facing employee related problems like other organizations. Below the HR challenges during the pandemic is explained –
1. Business contingency plan
COVID-19 is a sudden unexpected incident. They were not prepared for it. Business organizations fall in sudden uncertainty. So, what will be the action in this situation? It is the most difficult task. 
Contingency plan is one sort of action that will be taken if any uncertainty occurs. It is kind of a backup plan. (HRD, 2020) Because of the pandemic companies cannot be run as regular or cannot go with the previous plan. So, HR has to plan differently in this sudden circumstance. So, this is a challenge of how they will do and what type of plan they will take. 

2. Information/ communication gape
‌ One of the major problems of remote work is the communication gap. As this concept is totally new, the chances of communication gap are high. Communicating everything via phone or text or email cannot clear many things. Especially HR has to face this problem with the employee who is working in the technical team. Their job is more connected with machinery and less with digital platforms. So, it becomes difficult for the employee to be connected with the organization all the time. 
3. Managing remote work
Remote working is a totally new concept for us. We are not used to it. So, when HR will come up with this concept many employees will need time to come up with this. In an organization there are different types of employees. All cannot easily understand this concept. 
Again, there can be the possibility of poor internet connection in many employee’s places and remote work is not without internet. Employees have to be connected with the organization virtually so they must need an internet connection properly. 

4. Attendance tracking
There is no track of office hours in remote work policy. So, HR can find the work hours of employees. There is a possibility that employees can give wrong updates. So, this will affect how employees perform.
5. Engaging employee 
In the period of Lockdown, companies have to connect with employees through digital platforms so there remains some gap between the instruction and the employee. So, employees have to keep in touch with the company. So, it’s very difficult to have an engagement with all employees. 
6. Providing salary
Providing a monthly salary for employees is another difficult task for BRAC HR. In this pandemic company's investment is totally off. Also, its sister concern's activity is totally off. So, there is no earning source for the company. But still the company has to give salary to its employees. So, HR have to face problems regarding how they will provide the salary. They have to make a decision that they will give a full salary or will cut down some. HR has to make decisions which will be beneficial for both organization and employee.
7. Licking of information
Company has to operate remotely. In this situation they have to provide confidential information or files for running operations. There is no way to look after whether employees are using this information anywhere else or not. So here is a chance of information linking from an employee. This a challenging task for HR to ensure information will not be licked from any employee. 
[bookmark: _heading=h.1hmsyys]4.8.2. HR challenges after the pandemic
After the pandemic organization also had to face many difficulties. HR has to take every step very strategically Otherwise it will affect the overall performance of the organization. Below the HR challenge after pandemic are explained -
1. Managing employee work schedule
COVID-19 becomes a global crisis so in this situation companies have to be concerned about their employees in the first place. When the government imposed a lockdown, offices remained closed. So many companies have to run their business from home. So, keeping employee attendance for track and making sure of presence is the most difficult task for HR. When offices remain open it is easy to oversee employee attendance and timing of starting office but in case of remote work it is not possible to make sure employees are starting their work on time or not. So, this is a challenging task for the 21st century for HR.
2. Evaluating employee performance
Upcoming two/three years we will probably have to face the consequences of this pandemic. We even do not know when we will be fully risk free. So, companies cannot operate their organizations like BRAC and AB bank cannot start their business like regularly.  Evaluating employee performance will be a difficult task in this situation. Many companies have to run offices from home as well. They may have to hire virtual. So, it is not possible to evaluate employees properly. So, this will be a huge challenge ahead that every organization has to face. If employees do not get proper evaluation they may get demotivated. It will definitely affect his work.

3. Ensuring safety of employee
Upcoming few years the most important concern will be safety. In COVID-19 being safe and clean is very important to get rid of it. After the pandemic when offices will be opened ensuring safety will be the most challenging part for HR. Most of the organization, especially local and SMEs do not have that much capability to ensure safety of all employees. Some multinational companies can only provide PPE or other safety instruments. But others do not have the capability. So, for those companies this will be a challenge to ensure the safety of employees properly.

4. Managing employee turnover
 Companies have to remain closed because of the pandemic. That is why many companies’ especially small companies, cannot earn revenue. So most of the companies could not provide employees' salaries on time.  For that reason, employee turnover is occurring. This a very challenging task for HR to keep those employees and manage the situation in this critical time. 

5. Managing employee compensation
Another critical task of HR is pay and compensation. Companies face loss during the pandemic. So, it becomes tough for companies to pay regular payment and give regular benefits to its employees. So, HR may have to cut pay or less benefits. Employees may get busted out in this circumstance so HR has to handle this situation strategically. 
6. Downsizing policy
Downsizing means reducing the number of employees. Companies adapt this policy when any employee performs poorly or they go through loss.
Because of COVID-19 currently companies want to adopt a downsizing policy. So, HR has to do it at this critical time. So, there is a possibility of getting an employee bust out because of sudden job loss. HR has to face this condition strategically. They have created balance between organization and employees. 

7. Hiring new employee
[bookmark: _heading=h.41mghml]Organization will fall into financial crisis after the pandemic. So, after or during the pandemic if they need any employee for any vacant position, it will be tough for HR to hire new employees. Company cannot bear the cost right now. So, it will definitely hamper the productivity of the organization.
[bookmark: _heading=h.2grqrue]






Chapter 5
Analysis and Findings
5.1 Analysis and Findings
The pandemic has a huge impact in all the sectors of Bangladesh. The banking sector has to also suffer from the pandemic. The crisis also forces all the banks to bring changes in their management system. During the Covid-19 pandemic, nearly 1,270 employees left the BRAC bank.
I have conducted the survey on my family members, relatives and friends who are currently enrolled as an employee either in BRAC Bank or in AB Bank. The poll asks HR managers about their perceptions of the present COVID-19 scenario, how HR practices are carried out in times of crisis, and how top management support is perceived.
In general, the poll shows that top management support for HR is strong during the COVID-19 epidemic. The majority of employees are pleased with how their companies handled the crisis. Most HR practices, especially communication to and among employees, remain relevant during the epidemic, with a strong emphasis on actions that support the employee experience.
The majority of responders believe the COVID-19 epidemic has had a negative impact on their company. They go through significant changes in the type of job they do, how they do it, and how their workplace is controlled and organized.
During the pandemic, both banks were forced to bring some changes in their policy system. As there was a lock down imposed by our government, both banks were open for half day and as there were not that many clients, they decided to follow the rotation policy for their employees. They've established several initiatives to help their staff, such as virtual sociability events, such as virtual lunches or coffee breaks. These approaches undoubtedly assist employees in this difficult time when they are separated from one another and their workplace. However, they also pose a significant challenge for organizations, as these practices are new to employees and managers who have not been previously trained or psychologically prepared for such changes, which may lead to an increase in their perceptions of person–environment misfit and dissatisfaction if they prefer the face to face interactions that they had prior to the pandemic outbreak. Furthermore, virtual contacts may have an impact on the socialization process, which is critical in assisting employees in acquiring tacit knowledge about the organization's culture and contributing to its development.
The process of attracting, selecting, and retaining competent personnel to meet corporate goals is referred to as staffing. COVID-19 had a significant impact on it, reshaping the dynamic of organizations. These organizations had no choice but to adapt their procedures to virtual recruitment and selection methods in these conditions. They have to bring changes in their recruitment and training process. For the pandemic, they choose to conduct the initial interview online. As it was new for both banks, they had to train their employees as well. They also bring changes in their training. Their new employees were trained both online and offline. It was really a challenge for them. BRAC bank also decided to train their employees if such a situation arrives in future.
The COVID-19 pandemic appears to have affected performance management in these as well. Some employees claim that their HR departments have been so overwhelmed by the issues posed by COVID-19, such as evaluating employee performance and disrupting performance-based pay, that they have curtailed or even abandoned performance management owing to the pandemic's complexity and novelty. In fact, given the changes in working conditions, evaluating employees' performance during this crisis was difficult. Furthermore, several issues associated with the COVID-19 outbreak influenced the performance of their staff.
When faced with such a pandemic, training is critical. They arranged training for their employees in gaining the necessary skills, such as raising COVID-19 awareness, reducing the risk of the virus spreading, and preventing mental health problems. It helped their staff to assist with the move to remote working. Because not all employees have the necessary digital skills to deal with the changes brought on by the usage of ICT, it is necessary to train them on how to use ICT to help them work and communicate with their boss and peers while they are away from the office.
Chapter 6
Recommendations & Conclusions
6.1 Recommendation for HR policy
When any pandemic happens a lot of o changes take place. Especially different organizations that face critical problems. Because of COVID19 a lot of change will take place. Organization has to take strategic decisions on those. One of the key factors for any organization is its employees. So here HR plays a great role.
Organizations like BRAC & AB bank have an image in the society. As well as having to deal with many employees. So, the HR has to be very conscious during the time of policy making. They have to take policy which will help the organization as well as the employees and reputation will have no harm. So, after the pandemic the HR policies is described below -
Preparing a safe workplace
After the pandemic the main concern should be providing a safe working environment to the employee. For this pandemic employee and their family is afraid now. As an employee the key of the company is to ensure their safety is the first priority. In this case HR has to take necessary measures. They have to ensure a safe environment, sanitizer, social distance from employee to employee, and have to take extra care for cleanliness and hygiene factors. They also have to keep a facility for checking the temperature of the body and if anyone`s temperature is found high, he will not get permission to enter. 
Many organizations are providing safety equipment. So, HR should have to give special consideration to it. They can provide PPE, musk, sanitizer for all time use, and tissue. Especially those services which are related to public communication have to take extra care. For example, hospitals, clinics, consultancy firms, Banks. 

HR may have to change the alignment of the company. As maintaining social distance is essential in this crisis. So, to ensure the distance the office alignment may have to change. If there is an opportunity to do so then HR has to take immediate action on it. 

1. Reviewing major HR policies
As a lot of changes take place because of pandemic. And obviously employee safety is company's responsibility so HR have to rethink and oversee the major HR policies of the company. 
· Leave policy
For the sake of employee safety HR have to change the leave policy. It has to be more flexible after the pandemic. Paid leave has to be increased. If an employee has fever, caught or any other sickness HR has to give him paid leave immediately.
· Increment and compensation policy
Because of the pandemic people go through a huge financial crisis, so the organization has to give support to its employees here. Those companies who did not provide medical allowance can provide medical allowance. Those who are already paying medical allowance can increase the pay. 
Organizations can also have a medical team or at least a consultant in the organization for emergencies. At least they should arrange a virtual medical consultant for the medical emergency of the employee. 
· Transportation facility
After the pandemic we have to be careful about the social distance. But in public transport it is not possible. So those who are using public transport have a huge chance to get affected. And those who use public transport when they come to the office can affect another employee. So, the overall safety of the organization, company has to give support on transportation. Those who did not give this facility can start it. Or those companies are already giving this facility to increase the number of transportations to maintain social distance. 


2. Alignment of office
Social distance is essential for a safe working environment. And the company must have that working environment for the employee. So, HR may have to change the alignment of the company. There should be a 3 feet gap between every desk.  Also have extra places for employees to walk and relax. HR has to be strict to ensure employees are maintaining distance while working, walking, in meetings and during lunch time. So, to ensure the distance the office alignment may have to change. If there is an opportunity to do so then HR has to take immediate action on it. If there is no opportunity, then HR has to think about different policies.
3. Work from home
Because of covid-19 we have to think differently. Employee safety should be the first concern. In many organizations there is no opportunity to maintain social distance. So, they have to think about different policies. So, in this situation work from home can be a new and effective concept. To ensure safety we can have a policy of doing office work from home. It can be productive as well as help to provide security for employees. Work from home can be productive if we maintain rules and regulations. Benefits of remote work/ work from home- 
· Work from home is less costly. Employee do not have to travel to attend office so it will be less costly
· There is an issue of safety as they do not have to go out or do not have to work with a lot of people. As well as who are working in office they will be safe also
· It is more flexible. Home is the most comfortable place for one. So, employees can join the office in a flexible work environment and also, they can be in flexible attire. 
4. Digitalization
After the pandemic many things will change. So, for the future we have to take a big step. As during the pandemic, we are already using technology to maintain our regular work. So, after the pandemic we should try to make everything digital to be prepared for any uncertainty. So, we should have digital touch on process, communication and even meetings. 
· It will definitely make our life more comfortable, flexible and employee friendly.
· It will help to be more tech friendly. Now-a-days everything is getting easier with technology. From making work from home, successful companies have different software. It will help one to be tech friendly 
· It will make employees get better in communication. As employees have to communicate through email, slack, zoom or other new technology so it will help one to be better in communication.
5.  Virtual recruitment
After CoVid-19 there will also be risk of life. At the same time, we have to be prepared for these types of consequences.  If we cannot overcome that situation, we cannot survive in the long run. Here HR has to play a very technical role. We cannot pause hiring. So rather than calling all at the office, we can arrange interviews virtually. It not only gives security but also, it’s less time consuming and flexible. We are running toward digital words so this step definitely helps us to go one step ahead. 
6. Hiring Virtual employee
After the pandemic many things will be a changed. The job market will change a lot. So rather than hiring full time office workers we can hire virtual employees who will be connected with the office online. This is a very proactive decision in this pandemic. It will help organizations to cut salaries and thus cost will be reduced. 

7. Hiring Contractual/part time employee
The practice of hiring contractual employees or part time employees is not a new concept. But it is not widely practiced. But because of the pandemic many companies will go through loss. So, maintaining an employee will be a tough thing for the company. In this case companies can hire part time employees or contract-based employees. It will helpful for both company and also for employee-
· Company have to go through cost cutting so hiring part time employee will be less costly than hiring full time employee
· It will be helpful for employees or for job seekers. They will at least have an earning source.  
8. Virtual/E-training
As too much gathering is restricted because of the pandemic. Physical training can be harmful for it. And it is also tough, time consuming and costly to arrange training in small groups. So online training can be a very useful concept in this situation. Virtual training has many benefits.
· It is Flexible. Employees can join from any place. Who are working from those people can also join in the training. 
· Virtual training is less costly. As there is no need to arrange venue, equipment or refreshment for trainee and trainer so the cost will be less. Again, trainer have no to present physically so the cost of the trainer will be less.
· It can be more productive. In the case of virtual training, trainers or trainees can join from any place so trainers from foreign countries can take training easily. So, it will be more effective. 
· No interruption. In the office there can be interruptions during the training. But in virtual training the possibility is less.
· Virtual training can be arranged any time. In case of physical training it must have to be arranged within office hours. So, office work was disrupted. But virtual training can be arranged even after the office hour.
· Virtual training is more interactive. In virtual training trainers can look after employees' actions frequently. Also, it is less costly so with less people it can be arranged. So, the trainer will interact with the trainee more.

9. Engagement team
This is important to maintain employees after the pandemic. Employees will panic after the pandemic. They will be insecure about their jobs, and also try to switch jobs. So, to keep the productive employee on board HR has to take necessary steps.  So, in this situation a team is necessary to create engagement with the company. The job of this team will be creating connections, giving assurance of job, having their faith and trust over the company. 

10. Strategically Managing downsizing
After the pandemic HR have to take difficult decisions, as company went through loss during the pandemic. The most difficult decision can be employee downsizing after the pandemic. From the management this declaration can come from. So here HR has to take decision very strategically. HR has to choose employee for layoff critically.  Employee those performances will not affect company much HR has to choose those employees among many employees. At the same time HR have to ensure that after downsizing there will be no conflict or dissatisfaction in the remaining employee. If this happened, then it will affect company`s overall productivity and performance. 
11. Early retirement
If a company went through many difficulties regarding cost at the same time cannot lay off some employees because of their seniority but those employees are not giving much input in the company, then the company can offer them early retirement with a golden handshake. In this policy employees will get a huge amount of money from the company but in return they have to take retirement willingly. This policy is taken in one of the worst-case scenarios. This policy helps to maintain the reputation as well as employees also get benefit from this offer. 
12. Counseling program
In this critical situation many employees will get through a very tough situation. HR is responsible to take care of employee mental health so they can arrange counseling programs for the employee.
[bookmark: _heading=h.vx1227]6.2 Implementation of suggested HR policy
In this pandemic HR should take various steps for the organization, employee and society. But implementation is so tough in this pandemic. Managing employees and engaging with them with organizational tasks and balancing work and professional life is so challenging. So below how HR can implement recommended policies is described –
[bookmark: _heading=h.3fwokq0]6.2.1. HR practice during COVID-19
It's very difficult for HR to run organizational tasks during the time of pandemic. So, they have to be very strategic and conscious regarding every step. Managing internal and external affairs is tough for the HR team.
1. Managing remote work
Remote work or work from home is a common concept in this pandemic as employees cannot come to office. 
· HR has to give targets to different departments.
· Department heads have to give projects or tasks to employees and have to give a deadline.
· After the deadline, the task will be reviewed and the employee will get feedback from the supervisor.
· HR has to set proper rules and regulations during the time of work from home.
· All heads also have to give updates of their projects. 
· HR can use technology to count attendance on time. There will be a specific office hour. Employees have to sign in on any tabulation sheet or through apps. This office time table can be maintained.
2. Meeting management
For the engagement of the employee HR have to engage with the employee with the company. So, meetings can be arranged virtually in these situations. Where employees will share their experience on working remotely, how they are dealing with virtual work, suggestions from employees will take up gradation of future policy. For arranging these meetings HR can use zoom or other useful apps. This time of meeting is very effective to engage employees with the organization. Employees will feel they are in office routine.
3. Arrangement of virtual training
Training is essential for continuous development of employees. Especially in this critical situation, training is more important to make employees more productive on virtual work, technological improvement and so on.
In the virtual platform trainer and trainee will interact with each other through virtual medium, video conferencing. It is very easy to do through technology. So, keeping the development program off is not a solution. HR has always found a backup plan.

4. Virtual recruitment
In this critical situation operating physical recruitment is difficult and risky. So virtually arranged recruitments will be suitable in this situation. BRAC will give advertisements in electronic media and collect CVs from them. 
· They can conduct interviews through video conferencing or other software. 
· Even using an online platform, if they want to take a written test, it can be arranged. There is a system on which candidates can take a written test. There will be a given set up time. Candidate has to complete the task within the time. 
· Even there is some system like Sonru where video interviews can be taken with set up time and questions. BRAC can use that software for hiring new employees. 

5. Restricting Travelling
BRAC has employees all over the country. So, during the time of COVID-19 employees may want to move from one place to another. HR has to be strict on this issue. They have to give limitation or full restrict travelling from one place to another

6. Taking continuous feedback
During the time of pandemic work has been done in a different way. So, there will be some mismanagement or will have a technological default or communication gap or conflict with a co-worker or supervisor. So, HR has to take feedback from all employees.

7. Evaluation of employee performance
After this pandemic the criteria of evaluation of employees should not be the same. HR has to change the factor of consideration
· They have to check how performed actively during this pandemic
· HR also has to consider the situation of the employer during a pandemic. He may get sick or he may stay in an area where internet supply is not good. 
· HR also has to consider employee motivation towards work and efficiency.
· Evaluation has to be clear and transparent.
8. Career guidelines
Organisation cannot hire new employees because of the pandemic. But BRAC has a responsibility toward society.  So, in this crisis moment HR can arrange virtual career guidelines for the fresh graduate.  How they can pass time productively, how they can prepare themselves to be sustained in the job market, how they can improve their skill in this crisis, how they can have emotional stability in this crisis moment. This will help fresh graduates to plan their future, to take strategic decisions, and at the same time they will understand the present situation of the job market and can prepare themselves for the future.
[bookmark: _heading=h.1v1yuxt]6.2.2. HR actions after the covid-19
HR has to take measures after the pandemic. Many things will be changed. Companies have to take measures on the basis of situation and circumstance. They cannot follow their previous policy after the pandemic 
1. Security measures
In the perspective of Bangladesh implementing safety for all employees is so tough. There are different types of employees. Many of them are uneducated. They are not conscious for health. Still companies have to ensure the safety of employees. So, they can keep a medical consultant for this pandemic who can give support any time to the employee. Whenever employee will feel sick they will consult with the doctor
Company can keep sanitizer and temperature   checking machine in the entrance. So that if anyone is found affected then they will not get permission for entry. 
2. Technologically improvement 
In this period of pandemic to run an operation company must have to use technology. But many employees have no idea/ very less idea about different technologies. So, companies have to arrange training on uses of technology. They can arrange virtual training for employees on new software uses or management.  
3. Recognition of employee
This is like an engagement program. During the COVID-19 organisation may go through a salary cutting policy. So, employee will get disappointed fir this. HR has to technically manage this situation. They can give recognition for employee of the month title or best team of the month. And can promote this through digital media. It will give this employee metal satisfaction at the same time other employee will get motivated to work hard from home. 
4. Limit travelling outdoor or abroad
As BRAC is an international NGO they may have to travel outside of the country. It is risky in this situation. So, when regular offices will be continued, the organisation also has to impose restrictions on employees. They should not also arrange any training or outdoors.
5. Workplace flexibility
During the COVID-19 employees get a flexible working schedule but after the pandemic when they return to regular life suddenly they will get frustrated and unmotivated. HR has paused the regular working hours of 9-5 for some months. They can go for flexible working hours. It means employees will get flexibility of coming and leaving the office but have to fill the working hours. 
6. AI driven technology
Now-a-days people are trying to minimise the cost. If humans can be replaced by technology, then cost will be reduced and at the same time will consume less. Humans take a lot of time to calculate and solve critical problems on the other hand AI takes very less time on it. So, HR can keep AI as a replacement for humans. 
7. Redesigning leave policy
After the pandemic organisation cannot its policy how it was. They have to bring many changes in many things. So, the leave policy has to be changed. Employee sick leave should be redesigned. After the pandemic there will also be risk so employees may get sick. So, having a flexible leave policy is essential.
8. Medical Insurance
In this pandemic we face a huge crisis. Employees and organisations both went through a financial crisis. Many people have suffered for treatment. So, in the near future if this incident happens employees can take action so the company has to provide medical insurance for every employee. 
9. Changing sitting alignment
After the pandemic organisation cannot run how it was. In an open culture system the sitting arrangement is very near to each other but after the pandemic there will be risk so BRAC have to think about different ways. Company has to ensure the safety of the employee. So, they have to maintain the distance between employees. So BRAC can shift some of its employees to another office. it will help to ensure safety of the employee. 
10. Future contingency plan 
World is facing a big problem because of this sudden crisis. So BRAC and AB bank should take some measures after the pandemic so that if in near future anything happened like this then they can be prepared and can give organisation, partners and employees full support. This plan can be a financial plan, emergency plan, and employee placement plan. 

11. Project based job opportunity
As in this pandemic situation organisations cannot make an effort to hire new employees so they can hire employees on a contractual basis. They can hire employees for a particular time or project.  By this graduate will be not unemployed at the same time organisation will get support on less cost. This will help them to gain experience and also will give them financial support. 
12. Promotion or increment 
Employees will be confused and will have fear of losing their jobs. So, they may switch their job. But the organisation needs loyal and proactive workers in this critical situation. In this circumstance BRAC & AB bank have to take steps to keep these employees in the organisation. So, organisations should take steps to give promotion or increasing increment to the proactive and loyal employee.

13. Effective decision making 
During COVID-19, it is very important to maintain a strong communication because it is the key to bring success. Through proper communication, an effective decision can be made. The organisation can use digital communication. 
[bookmark: _heading=h.4f1mdlm]6.3 Conclusion
"The secret to change is to spend all of your energy on constructing the new rather than battling the old." Socrates COVID19 has had a significant impact on our lives. We must return with fresh hopes, new lights, and a brighter future.
Organisations, employees, and the government must all fight in this grave scenario. We must work together to achieve our goals. 
The human resources department of every organisation serves as a link between employees and management. In this vital moment, HR can strike the ideal balance between the firm and the employee. They must consider both perspectives. In the present pandemic scenario, it is critical for a business to maintain a healthy and robust employee-employer connection. Both firms must maintain open lines of communication and employee participation. HR must make decisions that are both in the best interests of the employees and in the best interests of management. Employees are the individuals who can control the entire business, thus their voices must be heeded. Organisations might use this to devise an innovative and effective response to the existing problem.
As a result, even the most difficult work may be performed quickly, effectively, and simply with a planned approach.
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Appendix
Questionnaire:
1. How has your company dealt with the critical situation during the COVID-19?
2. How did you continue work during the lockdown?
3. What challenges does your HR department have to face during the crisis?
4. What changes does the HR department have to make to deal with the situation?
5. How did you follow your company policies even within the pandemic?
6. How did you measure the performance of your employees?
7. How did you keep your employees motivated?
8. How did you continue your recruitment process?
9. How did you train your new employees?
10. What changes will your company bring in the future?
11. Are you prepared to deal with such a situation in the future?
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