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Abstract: The impact of global COVID-19 pandemic, both in health and economic terms is 

becoming clearer. This article critically explores the challenges in implementing remote 

working practices in small and medium enterprises (SMEs) and the solutions during the 

COVID-19 pandemic lockdown in Bangladesh. Based on the qualitative approach, 

interviewing 14 participants from SME owners, consultants, government officials and 

professors, we found several challenges such as financial constraints, bureaucracy, lack of 

knowledge and interest, communication problem, high employee turnover and difficulty to find 

trustworthy employee implementing remote working practices. The study also advanced some 

solutions such as convincing the benefits of remote working practices, government rules, 

financial incentives, training and IT courses and remote (online) classes in universities in 

implementing remote working practices in the SMEs not only during COVID-19 pandemic but 

also for the long-term. These have several implications regarding SMEs performances and 

workers benefits.        
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1. Introduction 

The impact of coronavirus (COVID-19) pandemic globally is becoming clearer. Besides the 

health and human costs, it is already clear that the impact of the COVID-19 in global economic 

terms will be very damaging. During COVID-19 outbreak many countries closed their border, 

put travel restrictions, ban movement of people and ordered their citizens to stay at home (Igwe, 

2020a & b; Mustasilta, 2020; Saleh, 2020). Organisations and businesses had to find ways to 

work remotely. As a result, most of the companies in the developing countries face huge 

challenge related to business operations resulting in the closure of many productions or service 

departments. Many employees have already been furloughed or lost their jobs while many job 

seekers cannot find work as employment opportunities have been squeezed. However, the 

business functions cannot remain stopped indefinitely due to COVID-19 pandemic as the 

economy needs to operate for many reasons (Islam and Saif, 2020). Furthermore, if the 

business organisations regardless of their size keep their operations stopped for the indefinite 

period, their survival would also be perplexing in such a pandemic.  

Therefore, the focus of this article is to examine the remote working issues and 

strategies adopted by small-medium enterprises (SMEs) during COVID-19 pandemic. During 

the peak of lockdown, the government, as well as various businesses and organisations in many 

countries, tried to keep the business operations going by finding alternative ways to operate 

and function despite the COVID-19 challenges. This has been much more challenging in many 

low-income and developing countries due to the limited resources and lack of technology. 

However, the digital development in some developing countries such as Bangladesh, India, 

Philippines, Vietnam, Sri Lanka, Pakistan, Nigeria and so on in recent years have been 

improved and become beneficial for their local business organisations to run their operations 

in a minimum scale. Still, many of these countries have a shortage of human resources with 

minimum information and communication technology (ICT) knowledge and skills. 

The focus of this article is on Bangladesh, the fastest growing economy in South Asia 

where more than 2000 people already died due to COVID-19 infecting more than 100,000 

people and the numbers of infected people are increasing daily with more than 3000 COVID-

19 patients (New Straits Times, 2020). The business operations of the country have been 

drastically affected due to the pandemic for which the country was under strict lockdown for 

more than two months from 18th March 2020. As a result, many local companies such as Robi 

Axiata Limited, Shapno, Newspaper organisations in Bangladesh have been developing remote 

working practices to continue their business operations for only profits but also the survival 

(Noman, Uddin, Islam, and Sajid, 2020). The start of remote working practices has also surged 

among the multinational companies such as Microsoft, Twitter, Facebook, Google and many 

others that have been implementing work from home arrangements because of the coronavirus 

(Lerman & Greene, 2020).  

Remote working practices in SMEs have not been much developed in Bangladesh 

(Faiaz, 2020; Kader, 2020) where more than 7.8 million SMEs with above 6 million workers 

are contributing 25% of the GDP (Dhaka Tribune, 2019; Islam, Jantan, Hunt, Rahman, & 

Abdullah, 2019). As a result, most of the SMEs in Bangladesh are getting closed resulting in 

huge unemployment and shortage of various products and services supply (Bhattacharjee, & 

Parvez, 2020). By undertaking this study, we hope to contribute to the knowledge about the 

new ways that the business communities can prepare for and navigate the challenges of the 

COVID-19 pandemic crisis. Since the outbreak of COVID-19, there have been several studies 

focusing on the impact, however, few studies are focusing on developing economies like 

Bangladesh. Moreover, no study as far as we know focuses on the challenges in implementing 

remote working practices in Bangladesh. Of course, the issues and challenges examined in the 

studies may or may not be similar or applicable for SMEs in many developing countries. Above 



all, there has been a lack of comprehensive academic literature regarding the solutions in 

implementing remote working practices in SMEs. In this regard, Huws, Korte, & Robinson, 

(1990), Nickson, & Siddons, (2012), Sullivan, (2012) and Nash, & Churchill, (2020) have 

called for further studies relating to the remote working practices from a different perspective. 

To achieve the aim of this study, the research questions underpinning this article include: 

 

Research Question 1: What are the challenges in implementing remote working 

practices in the SMEs in Bangladesh? 

 

Research Question 2: What are the solutions towards resolving the challenges in 

implementing remote working practices in the SMEs in Bangladesh? 

 

To examine these questions, we undertake a qualitative approach by interviewing some SME 

owners, industry and academic experts based in Dhaka, Bangladesh. Now, more than ever, 

research is most impactful when a diverse range of voices is included as this could become a 

catalyst for real change and more inclusive society (Emerald Global Inclusivity Report, 2020). 

 

2. Literature Review 

2.1 Remote Working Practices 

Remote working practices have been found not only effective for the accomplishment of 

various jobs remotely i.e. from home but also identified as beneficial to development work-

balance of employees (Sullivan, 2012; Volini, Hatfield and Jones, 2020). Furthermore, remote 

working practices can also develop the employees’ productivity, engagement and retention in 

the organisations (Haddon & Brynin, 2005; Anderson and Kelliher, 2009; Hunter, 2019; Ojeda 

& Simpson, 2020). Kinman, et al., (2020) argued that although some people find difficulties to 

adjust the remote working practices in the new work environments i.e. home but working 

remotely is healthy and sustainable during the COVID-19 pandemic and can be exercised in 

the post-pandemic workplaces. Furthermore, remote working practices can also bolster 

business resilience to keep operations continued and protect the organisations from any 

unexpected situations like COVID-19 (Rahman & Mendy, 2019; Hook, 2020; Deloitte, 2020; 

Volini, et al., 2020). Thus, remote working practices have been new normal working practices 

among many companies especially in developed countries and will be practising even after the 

COVID-19 pandemic (Chinniah, Taylor & Proches, 2020; The Economist, 2020 as cited in 

Caligiuri, et al., 2020). Therefore, it is high time to develop remote working practices in 

different organisations regardless of the sizes and contexts i.e. countries (Verbeemen & 

D'Amico, 2020; Kinman, et al., 2020; Khan, et al., 2020).  

 

Remote working practices (i.e. working from home or other locations being outside of 

actual work location) could be effective to keep the SMEs open during the pandemic and get 

ready for any other future pandemics as well (Wilkinson & Jarvis, 2011; Nassif, Armando & 

La Falce, 2020; Hook, 2020). However, implementing remote work practices in SMEs of 

Bangladesh or any other developing countries could be challenging due to the limitations in 

financial and skilled human resources (United Nations, 2020; Saleh, 2020). Nickson, & 

Siddons, (2012) found difficulty in managing remote workers in the organisation is another 

barrier that demotivates organisations to develop remote working practices. Besides, Nickson, 

& Siddons, (2012) also argued that the lack of required logistics for remote workers is another 

significant barrier in implementing remote working practices. Furthermore, resistance from 

employees' families is also identified as significant in developing remote working practices by 

many organisations (Whitehead, 2020). On the other hand, the career prospects of those 



working remotely may suffer due to reduced workplace presence, therefore, getting employees 

for remote working is also challenging (Huws, Korte, & Robinson, 1990). Moreover, Sullivan, 

(2012) argued meeting ethical standards is also challenging in implementing remote working 

for many organisations.  

 

There have been some arguments about the conceptualisation and measurement of 

various types of remote working (Sullivan, 2003; Sullivan, 2012; Nickson, & Siddons, 2012). 

However, remote working practices include working from home or other places using various 

information and communication technologies (Nickson, & Siddons, 2012). Remote work is a 

workplace option/flexibility whereby individuals permanently work from an alternate location 

outside of the traditional workplace housing the organization's offices (Wiesenfeld, 

Raghurman, & Garud, 2001; Lee, 2018). According to Evans, (2010) remote working practices 

are solutions to the businesses around the world, which is constantly evolving in terms of 

economy and complicated working processes as people can work from home or any other place 

outside of the organisation. This is further supported by Rice-Bailey, (2014), who argued 

remote working practices could be different according to organisations but have been effective 

to accomplish different projects integrating internal and external stakeholders of the projects 

(Faisal, 2016). Senz, (2019) also argued that the remote working practices can also reduce the 

costs associated with the permanent office facilities for employees and can also save the earth 

from CO2 emission from employees' daily commute (Starner, 2016). However, Elshaiekh, 

Hassan, & Abdallah, (2018) reported mixed results about the impact of the remote working 

practices on the workers' performance. Elshaiekh, et al., (2018) found positive impacts such as 

job happiness, revenue intent, performance and negative impacts such as role stress, the 

pressure of time management, feeling left, loneliness are increased working remotely. These 

insights are similar to the findings of Hunter (2019) where they identified remote working 

practices create flexibility but have both positive and negative impacts on the employees and 

employers.  

 

The advancement of the technology i.e. remote working technologies, for example, 

various software for various purposes such as Jira for project planning or ticket tracking, 

Hatjitsu for online disposable rooms, Bitbucket for Git repository, PhP for Integrated 

Development Environment (IDE), MySQL for database and Zoom, Microsoft Teams, Skype, 

Webex for online video conferences, meeting and collaboration and so on have taken the 

remote working practices into an upper and acceptable level for the users (Sharp, et al., 2016; 

Salomaa, 2020). As the remote works are done from home using various technological devices 

or processed, Wilks & Billsberry, (2007) and Felstead & Henseke, (2017) and argues that 

remote working encompasses homeworking and teleworking. Furthermore, the need for the 

work from home or outside organisation ensuring flexibility has been urging every organisation 

to adopt remote working practices (Felstead & Henseke, 2017; Nash & Churchill, 2020; He, et 

al., 2020; D'Cruz, 2020). Therefore, the use of the remote working practices would see an 

increasing trend, however, some challenges should be overcome through the feasible solutions 

to enjoy best of the remote working practices (see next section). 

 

 

2.2 Challenges in Implementing Remote Working Practices 

According to Lautsch et al., (2009) flexibility from the remote working practices among 

employees may encroach main responsibilities, especially when at home, therefore, actual 

benefit from the remote working processes may not be achieved. Dery & Hafermalz, (2016) 

identified miscommunication between the managers and employees in developing remote 

working practices to perform the various organisational function as a significant challenge. 



This challenge is also supported by the studies conducted by Sharp, et al., (2016), Dery, & 

Hafermalz, (2016) and Coffey & Wolf, (2018) who found transparent communication process 

is difficult with the employees when they are out of the regular work to get the works done. As 

a result, monitoring their functions to check the quality and outcome becomes difficult, 

therefore, many organisations do not attempt to implement remote working practices (Aziz, & 

Ahmad, 2013; Sharp, et al., 2016, Dery, & Hafermalz, 2016 and Coffey & Wolf, 2018). 

Literature about the challenges in implementing remote working practices in SMEs or other 

organisations is limited that motivated us to conduct this study.  

 

However, some challenges in implementing remote working practices in different 

organisations have been found in some previous literature. In this regard, some studies have 

highlighted challenges for example lack of space at home, resistance from families, health and 

safety issues and employees' reluctance due to perceived threat to career progress (Budd & 

Mumford, 2006; Bacik & Drew, 2006; Dikkers et al., 2007). Furthermore, managers' resistant 

to adopting remote working practices is corroborated with the recent report published in HR 

Daily (2020) where they found manager resistance is the biggest telework i.e. remote work 

practices. It is because increased managerial responsibilities such as communication, 

monitoring and supervisory responsibilities make them resistance to implementing remote 

working practices. 

 

2.3. Solutions in Implementing Remote Working Practices 

Studies focusing on solutions to the challenges in implementing remote working practices is 

rare especially concerning the SMEs in the developing countries. Maher, & Bedawy, (2015), 

argued that providing training to the employees on various remote working devices and 

processes could be effective to develop the efficiency to work virtually as well as the interest 

of the employees to adopt remote working practices (Larson, Vroman & Makarius, 2020). In 

this regard, different training on the different technologies and software can be effective to 

make the employees familiarised and capable to use those technologies and processes from 

their home to perform various jobs. According to Sullivan, (2012) developing organisational 

ethical standards integrating remote working practices can also be effective to implement them 

in the organisations. Nickson, & Siddons, (2012) suggest that providing logistics support with 

the required facilities, technologies and processes and keeping regular monitoring can be 

effective in implementing remote working practices. In this regard, the scale of operation and 

the pattern of work should be taken into considerations for the logistics supports. Nickson, & 

Siddons, (2012) also suggested preparing an induction pack to ensure employees know 

everything about what to do when they are moving from office-based working to remote 

working. 

 

Providing technologies such as computers, mobile phone, software, WiFi for smooth 

internet (high bandwidth) as well as financial compensation can be effective solutions to the 

implementation of the remote working practices (Robèrt, & Börjesson, 2006; Mulki, Bardhi, 

Lassk & Nanavaty-Dahl, 2009; Hope 2020). Furthermore, regular technical support for non-

specialist IT workers is very much crucial to ensure remote workers get support concerning 

issues such as installation and maintenance of devices to perform remote working practices 

(Hope, 2020). Moreover, emotional support to the employees continuously with all sort of 

communication is also crucial in implementation and success of the remote working practices 

(Wilkinson & Jarvis, 2011; Hope, 2020; Whitehead, 2020). This study provides a foundation 

for the stakeholders in academic and industry to get ideas about the solutions in implementing 

remote working practices.    

 



3. Methodology 

The research method adopted in this study is a qualitative approach (Igwe et al., 2020). 

Consequently, 14 semi-structured interviews were undertaken with SME owners, industry and 

academic experts based in Dhaka, Bangladesh (Rahman, Billah, & Hack-Polay, 2019). The 

respondents were selected based on purposive sampling with below criteria: (1) That they 

currently represent key decision-makers as owners or managers of SMEs; (2) That they have 

more than two years experiences i.e. they are aware and have an adequate practical and 

academic understanding of mobile services of financial services; (3) They represent a wide 

range of sectoral ideas that covers both profit and non-profit across different contexts and sizes 

such as government, small and medium-sized enterprises (SMEs), education, and consultancy 

firms. Table 1 describes the profile and demographics of the participants. Participants were 

identified purposefully based on their professional relationship with the SMEs for more than 2 

years. For example, owners of the SMEs, consultants, professionals and academics that are 

linked to SMEs. All participants were identified through the personal network of the 

researchers. One of the key challenges in researching in Bangladesh is the difficulty in getting 

participants without a reference and many people are likely not to grant you an interview if 

they are not familiar to the researcher or without strong reference (Islam et al., 2019). In this 

regard, convenient sampling was used to select participants for the study because flexibility for 

participants was significant (Brewis, 2014; Igwe et al., 2020).  

 

Moreover, the diversity of participants has been ensured by various SMEs and experts 

to understand multiple challenges in implementing remote working practices in the SMEs in 

Bangladesh (Emerald Global Inclusivity Report, 2020). Convenience sampling has been 

beneficial for this study to include participants with specific practical experience and 

knowledge concerning remote working practices and its necessities (Sedgwick, 2013). The 

participants include eight owners of the SMEs and six experts including two Professors, two 

government officials relating to SMEs, 2 Business Consultants (Table 1). All participants were 

informed that participation in the research was voluntary and every participant was free to 

withdraw at any time.  

 

Before the interviews began, they were informed of the research aims and objectives. 

They were informed that the interviews will be recorded but no personal information will be 

stored.  Interviews lasted between 20-30 minutes. They were informed that the interviews will 

not be disclosed to any third party, hence, they agree to take part in the interviews. Interviews 

took in the forms of telephone, FaceTime and WhatsApp (audio and video call) (Cachia & 

Millward, 2011) because participants were not interested in face to face interview due to 

COVID-19. As a result, social distancing has been maintained during the data collection in 

compliance with government rules about social distancing in Bangladesh.  Researchers took 

the memos from the participants during the interviews (Birks, Chapman, & Francis, 2008). All 

the participants were told about the points mentioned in the memos to confirm their responses 

(Birks et al., 2008) to gain confirmability (i.e. trustworthiness). Furthermore, peer debriefing 

was also conducted to make sure the questions make sense to the participants that also 

contributed to developing the trustworthiness of the collected data. Peer debriefing is called 

analytic triangulation, is the process whereby we called upon some disinterested peers, who is 

not involved in the research project – to aid in probing our thinking around all or parts of the 

research process (Given, 2008).  All the interviews were taken from May 2020 to June 2020.  

 

 

 



Table 1. The profile of the interviewees 

 

Participants  

 

Gender 

Years of working or 

business operation 

experience 

Profession  Perspective 

Participant 1 Male 4 Manager Industrial (or SMEs in 

the private sector), 

Participant 2 Male 6 Business Consultant Third party (or 

consultancy and 

applied research) 

Participant 3 Male 2 Business Owner Industrial (or SMEs in 

the private sector) 

Participant 4 Female  2.5 Manager Industrial (or SMEs in 

the private sector) 

Participant 5 Male 8 Government Officer Governmental (or 

public sector) 

Participant 6 Female 3 Business Owner Industrial (or SMEs in 

the private sector) 

Participant 7 Male 2 Business Owner Industrial (or SMEs in 

the private sector) 

Participant 8 Male 2 Business Owner Industrial (or SMEs in 

the private sector) 

Participant 9 Male 11 Professor  Academia (or 

theoretical research) 

Participant 10 Male 2 Business Owner Industrial (or SMEs in 

the private sector) 

Participant 11 Female 3 Business Consultant Academia (or 

theoretical research) 

Participant 12 Female 14 Government Officer Governmental (or 

public sector) 

Participant 13 Male  4 Manager  Industrial (or SMEs in 

the private sector) 

Participant 14 Female 9 Professor  Academia (or 

theoretical research) 

Note: The government perspective refers to the public sector perspective, the industrial perspective refers to the SMEs in the private sector 
perspective, the academia perspective refers to the theoretical research perspective, and the third party perspective refers to the consultancy 

and applied research perspective 

The qualitative data were transcribed and stored in Excel. This was coded and analysed 

thematically aimed at making sense of the opinions of the participants by identifying the themes 

(Saldana, 2009). Manual analysis was preferred due to the small size of the interviews. Through 

manual coding, we have identified emerging themes and categories for the analysis and 

discussion.  



 

4. Findings 

Guided by the research objectives and research questions, categories and themes that emerged 

from the interviews include (i) challenging in implementing remote working practices; and (ii) 

solutions implementing remote working practices in SM Es in Bangladesh. Table 2 provides 

highlights of the results about challenges and solutions in implementing remote working 

practices. 

  

 

Table 2. Challenges and Solutions Implementing Remote Working Practices 

Challenges   Solutions   

 

• Financial Constraints • Convincing the Benefits of 

Remote Working Practices 

• Bureaucracy in Private and Public 

Organisations 

• Government Rules 

• Lack of Knowledge and Interest • Financial Incentives 

• Communication Problem • Training 

• High Employee Turnover • IT courses and remote (online) 

classes Universities 

• Difficulty Trustworthy Employees  

 

 

 

4.1 Challenging in Applying Remote Working Practices in the SMEs 

4.1.1 Financial Constraints 

During the interviews, most of the participants identified financial limitations among the major 

challenge to SMEs in Bangladesh even before the COVID-19 pandemic. All the participants 

stated that a significant challenge for the SMEs in applying remote working practices is based 

on the financing of the logistics and resources required for employees to undertake remote 

working; 

 

“The sales volume of my organisation has reduced dramatically due to the 

pandemic; therefore, I cannot afford to buy technologies such as a computer, 

laptops, Internet facilities i.e. WiFi. Moreover, it is also not possible to get a bank 

loan now while I have not got any government financial support as well” 

[Participant 3] 

 

The owner of a small restaurant continued; 

 

During the lockdown, there was the opportunity to move online by taking online 

orders but since the business lacked the equipment like computers, laptops, Internet 

facilities i.e. WiFi and these are expensive our staff was unable to work remotely” 

[Participant 3]. 

 

Also, remote working requires that staff be trained in some skills which many SMEs lack the 



capital to invest in such staff training. Therefore, while some businesses will able to migrate to 

remote working, some could not, due to lack of capital to train their staff on remote working 

and lack of experience in remote working:  

 

"Some batik shops, especially big shops in Dhaka have started online selling after 

pandemic started but I could not start because after investing the money in the 

showroom, employees’ training and working capital, I have no much money to buy 

computers and other facilities to start an online selling using remote working 

practices. Moreover, due to lack of funds, I also cannot train my employees, who 

could also work from home rather than coming to the workplace” [Participant 6]. 

  

As in many developing countries, entrepreneurs who want to start a business or grow their 

business rely mostly on personal savings due to lack of credit and loan facilities from formal 

financial institutions. During the interviews, many participants identified the lack of credit and 

loan opportunities as a key barrier to business moving their operations to remote working 

during the COVID-19 lockdown.  

 

“Many SMEs in Bangladesh have financial limitations because these businesses 

are started by owners' capital. Obtaining loans from banks and government is 

tough. Therefore, the SMEs do not have much economic power to buy the 

technologies to take advantage of the benefits of remote working practices” 

[Participant 14]. 

 

4.1.2 Bureaucracy in Private and Public Organisations 

Bureaucracy in private and public organisations was identified as a major challenge in 

implementing remote working practices in the SMEs in Bangladesh. Out of 14 by 12 

participants in this study have opined it is a major challenge for the SMEs in implementing 

remote working practices. 

 

“We need remote working facilities even before the COVID-19 Pandemic but due 

to the bureaucratic problems, it takes a long time to set up and thus I lost my 

interest. As a result, I cannot sell any grocery products from the warehouse during 

the lockdown. But you can see some online shops have been selling their products 

using remote working practices. I tried to set up everything but due to the licence, 

credit card payment systems, privacy issues, I could not set up. I went to banks for 

credit card account so that I can use it for online media promotions, but I could not 

arrange the licence from the respective department. As a result, the business is 

closed, and 11 employees are redundant” [Participant 1]. 

 

Bureaucratic administration has long been seen as an important barrier to economic 

performance in many developing nations. Red tape process, corruption, inefficient public 

services, low reliability of services was evident among government agencies in Bangladesh 

during the COVID-19 pandemic crisis. Hence, some participants identified these as barriers;  

 

“I would blame the lengthy decision-making process in private and public 

organisations concerning licence, business bank account, loans, security, and other 

issues because if you start remote working practices, you have to spend a lot of 

money and must make a decision quickly. But if we do not get everything on time, 

then the whole process is stuck and lose motivation. I applied for a licence to sell 

the foods by delivery, but I didn’t get it, however, many people are doing without 



even licence, but I like to keep everything clear so that any legal issue in future can 

be avoided. But in my country getting all these not much easy in a shorter period” 

[Participant 7]. 

 

An employee of SME foundation also acknowledges there is a bureaucracy problem among 

the private and public organisations in Bangladesh, but he has added that the bureaucracy is 

reducing day by day. He quoted that: 

 

“I would add the bureaucratic problem that elongates setting up all the respective 

arrangements to develop remote working practices, however, this problem is 

reducing day by day” [Participant 5] 

 

4.1.3 Lack of Knowledge and Interest 

Eight out of 14 participants also presented a lack of interest among the owners and employees 

as a challenge in implementing remote working practices in the SMEs in Bangladesh.  

 

“Most of the owners of SMEs in our country have lack of knowledge about benefits 

of the remote working practices, thus, they show no interest about the work from 

home practices or any other place i.e. out of the traditional workplace. They would 

like to work with technologies but most of them do not like to work remotely and 

even they do like to allow employees to do so. In this respect, similarly, employees 

also show little knowledge how they can develop their work-life balance using 

remote working practices and I would say, therefore, they have little interest to 

work outside of the workplace” [Participant 2]. 

 

 

“Moreover, many of the employees think they feel left out of the organisation and 

mostly become worried about job security. Hence, lack of interest is a significant 

challenge in implementing remote working practices in the SMEs” [Participant 2]. 

 

The lack of interest by employees and employers is a significant challenge in implementing 

remote working practices.  

 

"Employees like to relax in their home rather than working because they will have 

any other place to go if the remote working practices are adopted. Furthermore, if 

some people start working from home even freelancers, they rent tiny office space 

outside of the home or flat because they do not get the right work environment when 

they are working at home. Hence, most of the people in Bangladesh show little 

interest to adopt the remote working practices" [Participant 9]. 

 

Besides lack of interest by some employees and business owners, the knowledge, skills and 

competencies are lacking among many SMEs in Bangladesh.  

 

“Most of the SME employers and employees have also lack of knowledge regarding 

the technologies used for remote working practices. Therefore, they do not show 

much interest to learn and use technologies for remote working facilities in 

Bangladesh” [Participant 11]. 

 

More so, socially, remote working is strange to Bangladesh society as employees are more 

used to engaging in formal employment at workplaces and homes are specially designed for 



relaxing and family socialisation. During the COVID-19 lockdown, it was difficult for many 

businesses to change the mind-set of their employees to work remotely;  

 

“Working from home is taken negatively in Bangladesh society due to lack of 

knowledge about its benefits and in many cases even in 2020 many people 

especially relative and friends think that there are no jobs. Doing work in an office 

is formal and expectation of the Bangladeshi people, however, freelancing is fine 

in many cases but permanent work from home is still not taken positively.  

Moreover, in Bangladesh, I would say also neighbour countries like India, 

Bangladesh and others, home is not for work even in 2020” [Participant 14]. 

 

4.1.4 Communication Problem 

Communication is a major challenge in implementing remote working practices among SMEs 

in Bangladesh. 

 

“Let’s say, I allow an employee to work from home. Either he or she is working or 

not you cannot see and even you do not know what is interrupting him or her in the 

process of work and sometimes they do not simply take the call with many excuses. 

As a result, providing some urgent information becomes difficult” [Participant 1]. 

 

Participant 3, owner of a small restaurant added that: 

 

“Sometimes, employees turn off their phone and even the internet when they are at 

home and tell me that there was a network problem. As a result, making smoother 

communication becomes difficult. This might not be even true as in many cases 

employees do it intentionally. Hence, I do not like to start allowing employees to 

work from home”  

 

“I allowed my employee dealing with bookings to work from home a few months 

ago before the lockdown to start something new. It was simply because he had to 

check to book and confirm over the email, but he didn’t them timely. Even one of a 

friend tried to book a room but his response was not professional because he might 

be in a rush for something else rather than giving concentration when he was at 

home. From then, I do not allow my employees to work from home. It is because 

they do communicate well when they are allowed to work outside” [Participant 

10]. 

 

4.1.5 High Employee Turnover 

High employee turnover is also another issue that is identified as a challenge in implementing 

remote working practices in SMEs in Bangladesh.  

 

“High employee turnover among the employees in my business is an issue for which 

I cannot develop remote working practices. One alarming issue is that employees 

leave when they are skilled after training. So, if I develop remote working practices 

for employees, they need training and after they become skills most of them will 

leave the job. Therefore, I cannot start allowing employees to work remotely. 

However, I think remote working practices are good but the turnover rate in my 

organisation hinders to implement it” [Respondent 1]. 

 



Also, participant 4 opined that most similar opinion regarding the higher turnover as a barrier 

in developing remote working practices. The participant stated that: 

 

“In developing remote working practices, we need to provide all facilities so that 

an employee can work from his or her home but once you give all facilities if he or 

she leaves for a mere reason then it will bring a huge loss for my organisation. This 

is happening right now because some employees leave the job without any good 

reason!” 

 

In this regard, the Participant 14 has opined that: 

 

“When an SME or even a bigger organisation face higher employee turnover, it 

hardly tries to do something that would make the employees more attractive to the 

job market. In this regard, I would say the development of employees through 

training or other sorts of facilities or processes is required in implementing remote 

working practices that may make those employees more demandable among other 

organisations. So, SMEs would not do anything that might be harmful to them in 

retaining employees. Hence, I would say higher turnover tendency among the 

employees, especially generation Y, I mean employees born between 1981 and 

1996.” 

 

 

4.1.6 Difficulty Trustworthy Employees 

Difficulty to find trustworthy employees for the remote works was identified by several 

participants as a challenge for the SMEs in Bangladesh. In this regard, the Participant 6 opined 

that: 

 

“It is difficult to find an employee you can trust to work outside the workplace 

honestly and with high engagement. In my back office of the batik shop, I have to 

keep eye on the employee to ensure either working or not because sometimes 

employees start playing the game for a long time rather than keeping a record of 

sales and other information. So, it is difficult to let employees work remotely, to be 

honest, I can allow about 2 employees from my team to work from home because 

nothing will be much different if they work from home or somewhere else but I 

cannot trust them.” 

 

This challenge is further explained by Participant 10 who argued that: 

 

“I am a graduate and entrepreneur and I try something smart and simple for 

everyone for customers and employees, especially during COVID-19 pandemic but 

the employees sometimes become clever to find out how they work less when they 

are out of monitoring, supervising. Hence, if I allow them to work from home, I 

cannot monitor nor trust them. To be honest, some employees cannot be trusted 

because they sometimes do things intentionally or unemotionally that becomes very 

harmful for brand reputation and customer services."   

 

Participant 11, a consultant has also opined similarly that: 

 

“I consulted many SME owners as well as directors of many companies, but they 

do like to trust their employees due to their many unexpected experiences with 



employees’ performance when employees were allowed to work from home or were 

in outside of the home. Thus, I think employers do not like to start remote working 

practices due to lack of right and trustworthy people even during the COVID-19 

pandemic.”  

 

4.2 Solutions in Implementing Remote Working Practices 

Interestingly, 6 owners of the SMEs participated in this study were against the remote working 

practices whey they were asked to provide their opinion regarding solutions to the challenges 

in applying remote working practices in their organisations. In this regard, only other 8 

participants i.e. Participant 3, Participant 10 and the professors, consultants and government 

officials have outlined some suggestions to overcome the challenges in implementing remote 

working practices. Respective participants have also mentioned their justifications to the 

proposed solutions.  

 

4.2.1 Convincing the Benefits of Remote Working Practices 

This study finds that there are many SME owners and employees do not have much knowledge 

about the benefits of remote working practices. The participants 8 opined as: 

 

“I assume you know there are few businesses have remote working facilities in 

Bangladesh that is not due to the lack of technologies but due to the lack of 

knowledge and understanding about the benefits of the remote working practices. 

Hence, it is very important to convince the employers of the SMEs as well as bigger 

firms to start remote working practices.” 

 

This is also further stressed by other 7 participants because they think most of the owners, as 

well as employees, have lack of idea regarding the economic, environmental and health 

benefits of the remote working practices. In this regard, the Participant 2 opined that: 

 

"Every business owner wants to minimise costs and accelerate profit that is possible 

through remote working practices. Therefore, they should be first convinced how 

remote working practices can reduce their costs in the long run. Thus, they will be 

interested to arrange these practices.” 

 

Participant 14 added that: 

 

“This is the high time to convince practically during this pandemic because most 

of the businesses are shut as they do not have alternative working practices while 

the remote working practices could be effective to run their operations rather than 

closing down. In this regard, the government can come forward to organise 

seminar, symposiums, TV programs, advertisements, and so on to motivate both 

employers and employees to adopt remote working practices” 

 

4.2.2 Government Rules 

Eight out of 14 participants in this study suggest government rules should be created for the 

organisations to start remote working practices. This is because if there is a law, the businesses 

are bound to abide by. In this regard, the Participant 2 has opened that: 

 



“If the government make some instructions, awareness regarding the remote 

working practices will be more improved. As a result, they will be looking for the 

benefits of using remote working practices. Finally, they will adopt starting using 

remote working practices in their organisations.” 

 

In this regard, Participant 8; 

 

“Different facilities such as trade licence, business bank accounts will be easier 

and even job security and satisfaction among the employees will be improved if the 

government start imposing rules and regulations for the implementation of remote 

working practices. As a result, the implementation of remote working practices will 

be accelerated.” 

 

Participant 9 also opined similarly stating that: 

 

“Government can make some mandatory workdays or processes for employees and 

employers so that employees are given opportunities and facilities to work from 

home. In this regard, this pandemic can be effective because every business wants 

to keep its operations continued. Hence, a quick culture to obey the government 

rules and regulations regarding the implementation of remote working practices 

will be achieved immediately. It is because people i.e. employees now have to stay 

home during the Stay Home and Social Distancing issues, therefore, giving the.” 

 

4.2.3 Financial Incentives 

The financial incentives for implementing remote working practices are suggested by every 

participant i.e. 8 participants in implementing remote working practices now and post-COVID-

19 pandemic. Participant 3 opined that: 

 

"I am already out of money because my SME i.e. restaurant is closed since the 

pandemic started but I could start home deliveries and the demands for home 

delivery is increasing. However, I do not have much money to start remote working 

practices, for example, I need a computer, smart mobile phone, delivery transport 

and so on but these are expensive. If I am given financial incentives for example 

loan in lower rate interest, I would be able to buy and start remote working 

practices.”  

 

However, the Participant 14 outlined insisted quick disbursement of financial incentives to the 

SMEs to protect these. In this regard, the Participant 14 has opined that: 

 

“Government should quickly arrange the disbursement of the loans and other 

financial incentives for the SMEs so that these can buy necessary technologies and 

train their employees to implement remote working practices not only for the period 

of COVID-19 pandemic but also for a long time. A new pandemic may also happen 

in the world, so the remote working practices are inevitable for now as well as in 

the future”. 

  

4.2.4 Training 

All the participants gave stress on the training to be provided to both employers of SMEs and 

employees. In this regard, the government of Bangladesh can also arrange mass training 



opportunities for employers and managers about remote working practices. Participant 9 

opined that: 

 

“Training is always important especially when something new to be implemented. 

Remote working practices would be new to many organisations, therefore, how 

these can be applied and how privacy can be protected and how can be utilised in 

the best way can be known from training. Thus, training is very much important in 

implementing remote working practices.” 

 

The participant 12 has outlined that: 

 

“As the remote working is a new concept for many SME owners and employees, the 

training for them about various technologies and changing trends of technologies 

including their usefulness is required. As a result, training attendees will get an 

idea about computers, mobile phone applications, various software, digital security 

issues and so on. Thus, they would be able to implement remote working practices. 

However, developing an idea about remote working practices is required to make 

people interested to take training on remote working practices.” 

 

4.2.5 IT courses and remote (online) classes Universities 

Both of the Professors participated in this study have insisted starting information technology 

(IT) courses as well as regular remote or online classes for all students regardless of faculties 

or area of studies to develop their knowledge and attitude regarding the remote working 

practices for the long period. In this regard, the Participant 9 has outlined: 

 

"I believe every student in the universities is a potential entrepreneur or employee 

so if we can give them an idea about remote working practices before they 

accomplish graduation, they will be applying in their practical life after graduation. 

In this respect, mandatory IT courses and remote or online classes now in the 

pandemic period and post-pandemic period can be effective." 

 

Participant 14 also outlined that: 

 

"If universities teach students remote working practices regardless of faculties or 

areas of studies, students will be able to use the knowledge in their work life. 

Otherwise, the remote working practices will only be known by few students 

especially computer science students. However, in practical life, everyone needs to 

know how to use remote working practices and benefits. If they know these, they 

will be ready always to use remote working practices while they are either 

entrepreneur, owner or employee. Thus, universities' courses can be effective in the 

long term". 

 

5. Discussion and Implications 

This study explored the challenges and solutions in implementing remote working practices in 

the SMEs in Bangladesh. We have found several challenges such as financial constraints, 

bureaucracy in private and public organisations, lack of knowledge and interest, 

communication problem, high employee turnover and lack of trust.  In this regard, our study 

has also found some suggestions that can be used as solutions in implementing remote working 

practices. These include convincing respective stakeholders about the benefits of remote 



working practices, government rules, financial incentives, training and mandatory IT courses 

and remote (online) classes in universities.  

 

 
Fig.1: Process of Adjustments During COVID-19 Pandemic  

Figure 1 explains the process of adjustments during COVID-19 pandemic by people, 

organisations and governments. COVID-19 causes several defies where the stakeholders are 

trying to find a solution by introducing financial support, training and skill development 

initiatives. Several impediments are hindering the process of adjustments, such as financial 

constraints, communication problem, lack of skill and training. Our findings suggest that these 

initiatives will ease the current asperity, however, we can only expect to have a new normal 

situation instead of traditional because of the impediments. The entire process of adjustments, 

roles of stakeholders and the consequence has been delineated in figure 1. 

Our findings have several theoretical implications as it grounds some new insights in 

academic literature regarding the challenges and solutions in implementing remote working 

practices in the SMEs in Bangladesh. For example, bureaucracy in private and public 

organisations, high turnover, lack of trust of employers on employees have been key 

contributions in current literature about the challenges in implementing remote working 

practices. However, other challenges found in this study such as financial constraints, lack of 

knowledge and interest, communication problem are corroborated with some previous studies 

(Budd & Mumford, 2006; Dikkers et al., 2007; Dery & Hafermalz, 2016; Sharp, et al., 2016; 

Coffey & Wolf, 2018).  

The findings found in our study also advance our understanding and existing literature 

regarding the solutions in implementing remote working practices in SMEs proposing some 

significant solutions as some of them have not been highlighted in previous literature. For 

example, convincing employers and employees about the benefits of remote working practices, 

government rules, IT courses and remote (online) classes in Universities as the solutions to 

overcome the challenges in implementing remote working practices have not been examined 

in the previous literature. Nevertheless, training as a solution in implementing remote working 

practices in the previous studies conducted by (Maher & Bedawy, 2015; Hope, 2020; Larson 

et al., 2020). Furthermore, the study also finds financial incentives as effective in implementing 



remote working practices that are consistent with results of the studies conducted by (Robèrt 

& Börjesson, 2006; Nickson, & Siddons, 2012). Moreover, our study also strengthens the 

arguments relating to the effectiveness of university courses in developing organisational 

resilience to apply or implement something new (Islam et al., 2019).  

The paper offers unique insights from an exploratory and qualitative research 

perspective on the global crisis phenomenon in the SMEs sector in a developing country 

context. It helps understand some intricate issues embedded in socio-cultural and contextual 

settings which may not be properly analysed by quantitative studies. From a methodological 

point of view, this study can be used as a template to have further investigations in different 

settings. Our findings have also identified some practical implications. The findings of the 

study can help owners of the SMEs better understanding of the challenges and solutions in 

implementing remote working practices to ensure their organisational operations are not halted 

due to any pandemic. Our study can also be effective for the government and other decision-

makers to develop the remote working practices in the business organisations that would be 

beneficial for the total business environment of the country. Moreover, the study contributes 

to the academic decision-makers at the university level to inaugurate IT courses for the students 

of all faculties so that their interest, attitude and knowledge about remote working practices 

can be developed and can apply in their future workplaces.  

 

6. Conclusion and Limitations 

6.1 Conclusion 

Remote work is our new reality since the COVID-19 outbreak as employers are rapidly shifting 

to remote work. It is obvious that remote working practices have significant potential to keep 

the businesses operational during any pandemic like the COVID-19. Remote working practices 

can save costs, promote employees’ wellbeing and the environment. However, there are some 

significant challenges in implementing remote working practices in countries like Bangladesh. 

Therefore, it is high time to take necessary initiatives so that development of remote working 

practices can be accelerated to keep the business operations during any unexpected situation. 

In this regard, the solutions found in this study can be effective to implementing remote 

working practices in the SMEs in developing countries. The rise of remote work might become 

a new norm and SMEs should innovate to take advantage of the benefits. Allowing remote 

work can benefit not only employees and manager, but the overall productivity and 

sustainability of the organization. 

 

6.2 Limitations 

Despite the merits of the qualitative research method adopted in this study (such as realism, 

significance, richness and high face validity), it is important to note that results should be used 

cautiously due to some limitations. The qualitative approach has its weakness such as data 

saturation, small sample size and geographical focus. Therefore, the findings cannot be 

generalised. Furthermore, the study focused on SMEs, thus, results cannot be applied to large 

organisations. Also, the participants in the study were sampled from one district of Bangladesh 

(i.e. Dhaka due to the time and financial constraints). Therefore, the results might not apply to 

other districts. 

Moreover, the data were collected during the COVID-19 lockdown and restrictions. 

This limited the size of data and the scope of the study. Despite these limitations, this article 

provides a foundation for future studies using quantitative research, especially using a survey. 

Also, future studies can consider comparing different countries to get more insights regarding 

the challenges and solutions in implementing remote working practices. Future studies can also 

focus on SMEs and bigger organisations (i.e. public, private and multinational companies).  
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