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Abstract: The current paper is the second part of the study "Characteristics of Crisis
Management Measures in the HR Area During the Pandemic in Hungary — Literature Review
and Methodology". Based on two waves of a questionnaire survey conducted during the first
and second waves of the COVID-19 pandemic, this article presents prevalent HRM reactions
of Hungarian organisations (companies and institutions) and tests if these reactions are
connected to the organisation's size (employee headcount and revenue), ownership and
sector (main field of activity). The testing is conducted separately on two relatively large
non-representative samples (N1 > 300, N2 > 900) employing statistical (rank-correlation,
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rank-sum, and association) analyses. One of the characteristic changes the pandemic
triggered in the companies and institutions is that the functions of HRM have been expanded
with new activities (e.g. home office, health protection). The respondents indicated
considerable new efforts, especially after the second wave, such as replacing plans,
providing new employees, and addressing employees' social problems. Our research also
highlighted that smaller SMEs regard it as less important to maintain and operate an active
HRM function even during the pandemic. With the increase in organisational size (employee
headcount and revenue) home office, the new workplace safety and occupational health
measures, the hiring freeze and downsizing are substantially more frequent at larger
companies as opposed to smaller ones. We are aware of the fact that the practices applied
by a country of 10 million people during the pandemic have no substantial global influence;
at the same time, the experiences gained and presented here can expand and diversify the
methods and toolkits applied in this area.

Keywords: COVID-19; pandemic; crisis;, human resource management; home office, survey

1 Introduction

The current article is the second, empirical part of the study "Characteristics of
Crisis Management Measures in the HR Area During the Pandemic in Hungary —
Literature Review and Methodology". The previous paper consisted of the literature
review that provided a background for the research as well as the hypotheses
derived from the reviewed papers and the description of the methodology of the
surveys and the hypothesis testing. Therefore, we only provide a brief summary
here.

The research this paper investigates the questions of what responses, solutions, and
practices organisations used against the appearance of the COVID-19 pandemic and
what kind of changes it has inducted, both in general and in particular within the
field of Human Resource Management (HRM).

In the first part of our study, we presented a literature review describing the main
effects of the first two pandemic waves on economies, organisations, and
particularly on HRM contexts and practices. The empirical research hypotheses
presented in the first part of the study are based on the examinations by [5] and [15].
To build a better connection between the first and the second parts of our study, we
repeat the hypotheses below (see the detailed connections of the hypotheses to the
literature as well as the description of the methodology in the first part of the study).

H1: The typically occurring HRM crisis management measures caused by the
effects of the COVID-19 pandemic are primarily related to headcount
management/workforce requirements (hiring freeze, downsizing, downsizing of
temporary staff, reducing labour requirements by automation/technical solutions
and the innovative handling of work hours (reduction of working hours,
enabling/directing home offices, elaboration/re-planning of replacement plans).
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H2: Among the responding organisations the most frequently applied HR crisis
management measures are correlated with the organisation's revenue and
headcount: enabling/directing home offices, new occupational health and safety
measures, hiring freeze and downsizing are considerably more frequent at larger
companies than at smaller ones.

The H2 hypothesis is broken down into sub-hypotheses:

H2a: Among the responding organisations the most frequently applied HR crisis
management measures are correlated with the organisation's two main size
indicators: revenue and headcount.

H2b: Enabling/directing home offices, new occupational health and safety
measures, and reducing the risks of the pandemic HR crisis management
measures are correlated with the organisation's two main size indicators:
revenue and headcount.

H2c: The "No task" attitude is typical mainly at organisations that are smaller
according to revenue and headcount.

We divided the reporting of the result into two sub-sections by the two hypotheses.
In both parts we follow the methodology described in the paper "Characteristics of
Crisis Management Measures in the HR Area During the Pandemic in Hungary —
Literature Review and Methodology": frequency and rank-correlation and
associational analyses, and rank-sum tests are conducted.

The data were collected in two phases of a questionnaire survey during the first two
waves of the pandemic (between 12 June and 31 July 2020 and between 01 August
and 15 November 2020), resulting in 508 and 1,041 responses, respectively. Since
the samples during the two survey phases do not match, the results are not directly
comparable; thus, we analyze them in the present study separately.
The demographics of the samples are described in the first part of our article.
The same questionnaire was used during both survey phases (in original language:
http:/limesurvey.szie.hu/index.php/44678?lang=hu; the authors will provide the
English translation electronically on request).

The methods of analysis are kept simple, but are adequate for testing our hypotheses
(for the detailed description, see the Material and methodology section of the first
part of our article).

Conclusions and the discussion of the study's limitations close the article.

2 Results from Two Questionnaire Survey Waves

In the current section, we are presenting the tests of the two main (and three sub-)
hypotheses in two consecutive sub-sections.
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2.1 Examination of the First Hypothesis

In the first phase of our research, — which comprises the examination of the first
wave of the pandemic — we investigated what HR crisis management measures were
introduced by the respondent organisations caused by the appearance of the
coronavirus pandemic. Figure 1 describes the typical crisis management measures
identified by the research results.

An overwhelming majority of the respondent organisations (86%) concluded at the
first wave of the pandemic that some measures were necessary for the HR area,
while only 13.8% indicated that they characteristically did not have any HR tasks
at the beginning of the crisis situation.

New occupational health and work safety measures were indicated in the highest
proportion (82%) as a task that appeared to some extent, of which a considerable
percentage of respondents (42%) indicated that it was highly characteristic.
Enabling/directing home offices was present in a similarly high percentage (81%)
in the practice of the organisations, in such a way that over half of them (53%)
selected the highly characteristic category.

In the sample elaboration/re-planning of replacement plans, and addressing
employees' social problems appeared the third and fourth place as HR interventions
with similar percentages (71-69%).

The next two places among somewhat typical solutions are supporting personal
development (57%) and hiring freeze (55%). At the former, the highly typical
marking is 14%, while at the latter it is higher, 30%.

It can be established that among the studied 19 HR measures, respondents marked
a dozen as non-existent in their practice. There are (in the least typical order):
revising the equal opportunities strategic plan (82%), pay reduction (78%),
downsizing of temporary staff (76%), reducing labour requirements by training,
development (75%), reducing labour requirements by automation/technical solution
(73%), reducing fringe benefits (73%), revising the performance appraisal system
(70%), downsizing (65%), revising the incentive scheme (65%), pay freeze (62%),
reduction of working hours (57%) reducing the risks of the pandemic through
training (56%).

In the survey of the second wave of the pandemic, we also examined what HR crisis
management measures were introduced by the respondent organisations caused by
the appearance of the coronavirus pandemic.

Figure 2 summarises the data of the second wave and presents what HR crisis
management measures characterised the respondent organisations, and to what
proportion of the organisations the measures extended to.

A substantial percentage of organisations (69.1%) considered that HR had tasks
related to the effects of the pandemic. L.e. less than one-third of them did not see a
reason for intervention by the HR area to a low, medium, or high extent. Of these
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8.3% of respondents very strongly did not see HR tasks appear in relation to the
pandemic.
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Figure 1
Typical crisis management HR measures in the first phase
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Figure 2
Typical crisis management HR measures during the second wave
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The measures marked by most respondents as characteristic at least to a low extent:
"New occupational health and safety measures" (86%), "Enabling/directing home
offices" (74%), "Elaboration/re-planning of replacement plans" (66%) and
"Addressing employees' social problems" (65%). But for nearly 50% of
organisations (45-50%) "Supporting personal development", "Hiring freeze" and
"Reducing the risks of the pandemic through training" was also typical. At 30-41%
of organisations "Revising the incentive scheme", “Revising the performance
appraisal system” (the score of these being close to each other is a good sign and
may suggest an integrated approach to these two areas), and “Reduction of working
hours” to some extent. Less than 30% of respondents indicated “Reducing labour
requirements by automation/technical solution”, “Reducing labour requirements by
training, development”, “Downsizing”, “Revising the equal opportunities strategic
plan”, “Downsizing of temporary staff” and “Reducing fringe benefits”. The two
last places with under 25% were “Pay freeze” and “Pay reduction”. These
percentages show that (at least based on the answers of the respondents) proactive
and forward-looking solutions, those seeing the remedy in development, were more
frequent. It may be separately highlighted that from the ranking the effort is evident
to provide production capacity by physical or human capital investment
(technological development, training). These are forward-looking solutions even
without the pandemic situation, but the current situation may have given them
momentum.

If we only consider the highly typical markings, then in the second wave of the
pandemic the most frequent HR measures were ,,New occupational health and
safety measures” (28%), “Addressing employees’ social problems” (24%),
“Elaboration/re-planning of replacement plans” (22%). Furthermore, marked 10-
20% were “Enabling/directing home offices”, “Supporting personal development”,
“Revising the incentive scheme”, “Hiring freeze”, “Revising the performance
appraisal system” and “Reducing the risks of the pandemic through training”.
At this level of importance, other HR solutions were under 10%.

2.2 Examination of the Second Hypothesis

According to the description in the methodology chapter, we first conducted rank
correlation studies, specifically on each sample separately and in chronological
order.

The rank correlation with the headcount variable is shown in diminishing order of
strength in Table 1, omitting the non-significant variable pairs.

Table 1

Rank correlation between HR measures and headcount (first sample)

Measures N Spearman’s rho
New occupational health and safety measures 363 0.419%***
Elaboration/re-planning of replacement plans 360 0.304***
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Downsizing of temporary staff 358 0.287***
No tasks 339 —0.250***
Enabling/directing home offices 363 0.247***
Addressing employees’ social problems 362 0.223%**
Hiring freeze 360 0.190***
Reducing labour requirements by automation/ technical | 359 0.175%%*
solution

Reducing labour requirements by training, development 357 0.141**
Reducing the risks of the pandemic through training 360 0.137**

* p <0.050, ** p <0.010, *** p <0.001, rank correlation cases with over 0.200 absolute value marked

with a grey background, negative values with italics

The rank correlation with the revenue variable is shown in diminishing order of

strength in Table 2, omitting the non-significant variable pairs.

Table 2

Rank correlation between HR measures and revenue (first sample)

Measures N Spearman’s rho
New occupational health and safety measures 358 0.414%**
Elaboration/re-planning of replacement plans 355 0.277***
Downsizing of temporary staff 358 0.267***
No tasks 353 0.266%**
Enabling/directing home offices 334 —0.233%**
Addressing employees’ social problems 357 0.182%*
Hiring freeze 355 0.161**
Reducing labour requirements by automation/ technical | 355 0.160%*
solution

Reducing labour requirements by training, development 354 0.120*
Reducing the risks of the pandemic through training 352 0.115*

* p <0.050, ** p <0.010, *** p <0.001, rank correlation cases with over 0.200 absolute value marked

with a grey background, negative values with italics

The rank correlation with the headcount variable is shown in diminishing order of

strength in Table 3, omitting the non-significant variable pairs.

Table 3
Rank correlation between HR measures and headcount (second sample)
Measures N Spearman’s rho
Enabling/directing home offices 979 0.323***
New occupational health and safety measures 974 0.269***
Reducing the risks of the pandemic through training 973 0.253***
Elaboration/re-planning of replacement plans 972 0.242%***
Reducing labour requirements by training, development 967 0.201***
Addressing employees’ social problems 975 0.187***
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Downsizing of temporary staff 974 0.173***
Hiring freeze 973 0.152%**
Reducing labour requirements by automation/ technical | 968 0.151***
solution

Revising the equal opportunities strategic plan 968 0.138***
Revising the performance appraisal system 969 0.122%**
Supporting personal development 971 0.106**
No tasks 926 —0.096**
Revising the incentive scheme 970 0.085%%*
Pay freeze 977 0.081*
Downsizing 977 0.079*

* p <0.050, ** p <0.010, *** p <0.001, rank correlation cases with over 0.200 absolute value marked

with a grey background, negative values with italics

The rank correlation with the revenue variable is shown in diminishing order of

strength in Table 4, omitting the non-significant variable pairs.

Table 4

Rank correlation between HR measures and revenue (second sample)

Measures N Spearman’s rho
Enabling/directing home offices 957 0.328***
New occupational health and safety measures 952 0.313***
Elaboration/re-planning of replacement plans 950 0.203***
Addressing employees’ social problems 953 0.195%***
Reducing the risks of the pandemic through training 951 0.186***
Downsizing of temporary staff 952 0.149%**
Reducing labour requirements by training, development 945 0.145%***
Hiring freeze 951 0.139%**
Reducing labour requirements by automation/ technical | 946 0.106**
solution

Revising the performance appraisal system 947 0.098**
Supporting personal development 949 0.096**
No tasks 906 —0.083*
Pay cuts 955 —0.082*
Pay freeze 955 0.079*
Revising the incentive scheme 948 0.068*

* p <0.050, ** p <0.010, *** p <0.001, rank correlation cases with over 0.200 absolute value marked

with a grey background, negative values with italics

Chi-square (cross-table) analyses for the H2c hypothesis

At the actual and random distribution according to the headcount categories, the

expected frequencies for the first sample are shown in Table 5.
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Table 5
Considering the “No tasks” measure characteristic according to headcount categories (first sample)

How characteristic is the | Headcount categories (person) Total

No task opinion? 0 19 | 10- | 50- | 251- | 501- | over
49 | 250 | 500 | 2000 | 2000

No task | No | Actual 8 44 42 45 27 28 14 208

at all Expected | 11.7 | 58.9 | 41.7 | 38.0 | 20.9 | 22.7 | 14.1 | 208.0

Yes | Actual 11 52 26 17 7 9 9 131

Expected | 7.3 | 37.1 | 263 | 24.0 | 13.1 | 143 | 8.9 131.0

Medium | No | Actual 11 63 52 55 30 33 19 263

level no Expected | 14.7 | 74.5 | 52.8 | 48.1 | 26.4 | 28.7 | 17.8 | 263.0

task Yes | Actual |8 |33 |16 |7 |4 |4 4 76

Expected | 43 | 21.5| 152 | 139 | 7.6 8.3 52 76.0

Very No | Actual 11 77 59 58 32 33 21 291

much Expected | 163 | 82.4 | 58.4 | 532 | 29.2 | 31.8 | 19.7 | 291.0

notask 1Ty T Actal | 8 9 (9 |4 |2 |4 2 48

Expected | 2.7 136 | 9.6 | 88 | 4.8 52 3.3 48.0

According to the Table’s data, in the two lowest headcount categories (0 and 1-9)
the received frequencies are always below the expected value, meaning that the
smallest organisations, in comparison to random distribution, answered more
frequently than some extent they agree that they have No HR tasks. In the case of
No task at all the value of Cramér's V is 0.266 (p = 0.001), thus here the correlation
is significant. In the case of Medium level no task 1, at the Very much no task 3
expected cell values did not reach 5, thus here the test could not be performed.
To remedy this, we created a dummy variable based on the headcount, with the
value 1 if the organisation’s headcount does not exceed 9, and with the value 0 if it
is higher. By the application of this variable on a 2x2 matrix the test could be
performed in the case of Medium level no task (V= 0.227, p <0.001) and the Very
much no task (V= 0.192, p <0.001), with a significant result in both cases (to avoid
data duplication we did not publish these Tables, since they are clear from the above
Table).

At the actual and random distribution according to the revenue categories, the
expected frequencies are shown in Table 6.

Table 6
Considering the “No tasks” measure characteristic according to revenue categories (first sample)

How characteristic | Annual budget/revenue in 2019 Total
is the No task | ynde | 51 - | 101 | 501 | 2.51 | 25.1 | over
opinion? r 50| 100 - millio | - 25 | - 100

milli | millio | 500 n billi | 120 billion

on n milli | HUF - | on billi | HUF

HUF | HUF | on 2.5 on
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HU | billion | HU | HU
F HUF F F

No N | Actual | 40 16 32 29 60 15 12 204

task | o Expec | 51.9 19.5 342 | 26.3 46.4 | 147 | 11.0 204.0
at ted

all 3 Actual | 45 |16 | 24 | 14 6 |9 6 130
s | Expec | 331 | 125 | 218 | 167 |296 |93 | 7.0 130.0
ted
Me | N | Actal | 53 | 21 45 | 34 70 |21 |14 258

diu | o | Expec | 657 | 247 |433 [332 [587 [185 [ 139 | 2580
m ted

}"'Zleo Ye | Actual | 32 | 11 11 |9 6 3 4 76

task | S | Expec | 193 |73 127 | 98 173 |55 |41 76.0
ted

Ver | N | Actual | 63 27 50 | 36 73 |23 |14 286

y o | Expec | 72.8 | 274 |480 [ 368 |651 | 206 | 154 | 2860

muc ted

:‘a;‘lg Ye | Actual | 22 5 6 7 3 1 4 48

s | Expec | 122 | 46 80 |62 109 |34 |26 48.0

ted

Total Actual | 85 32 56 | 43 76 |24 |18 334
Expec | 850 | 320 | 560 | 430 | 760 | 240 | 180 | 334.0
ted

* 1 EUR =351.1 HUF [17]

The lessons of distribution according to the revenue categories are similar to the
study conducted based on headcount. In the case of the at least low extent agreement
those with revenue under HUF 501 million, at the other two dummy variables, those
with revenue under HUF 101 million agreed more frequently than what would be
expected without correlation. In the first case, the precondition of Cramér's V
calculation is met, and according to this, the correlation was significant (V"= 0.246,
p = 0.003). Similarly to the solution applied in the case of headcount, we made a
2x2 matrix here as well. The values of the new revenue-based dummy were 0, if the
indicated revenue was under HUF 100 million, and 1 if it was over that amount.
The test runs in this way had a significant result in both cases (in the case of
medium-level agreement: V' = 0.245, p < 0.001; at a high-level: V' = 0.182, p =
0.001).

Thus, in the first sample, we found evidence that H2c cannot be disregarded.

At the actual and random distribution according to the headcount categories, the
expected frequencies are shown in Table 7.
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Table 7
Considering the “No tasks” measure characteristic according to headcount categories (second sample)

How characteristic is the | Headcount categories (person) Total

No task opinion? 0 1-9 10- 50- | 251- | 501- | over
49 250 | 500 | 2000 | 2000

No task | No | Actual 19 94 135 151 58 95 89 641

atall Expected | 18.0 | 112.1 | 139.1 | 139.1 | 59.5 | 872 | 85.8 | 641.0

Yes | Actual 7 68 66 50 28 31 35 285

Expected | 8.0 | 499 |619 |619 |265 |388 |382 | 2850

Medium | No | Actual 23 120 165 176 72 112 102 770

level no Expected | 21.6 | 134.7 | 167.1 | 167.1 | 71.5 | 104.8 | 103.1 | 770.0

task Yes | Actual 3 42 36 25 14 |14 22 156

Expected | 44 | 273 |339 |[339 | 145|212 |209 | 156.0

Very No | Actual 24 138 182 191 80 123 112 850

much Expected | 23.9 | 148.7 | 184.5 | 184.5 | 789 | 115.7 | 113.8 | 850.0

notask "y T Actual | 2 24 19 10 6 3 12 76
Expected | 2.1 | 133 | 165 | 165 | 7.1 | 103 | 102 | 76.0

Total Actual |26 | 162 | 201 | 201 |8 | 126 | 124 | 926

Expected | 26.0 | 162.0 | 201.0 | 201.0 | 86.0 | 126.0 | 124.0 | 926.0

In comparison with the first sample, it is a conspicuous difference that the
organisations employing 0 people agreed the most frequently that HR tasks are
unnecessary than what would be expected in the case of random distribution,
moreover even less frequently. However, organisations employing 1-9 people
showed characteristics similar to the earlier, and even organisations with less than
50 people seemed to ,,join” them. The Cramér's V calculation was only possible in
the case of the first variable (V' = 0.139, p = 0.013), which was significant.
We transformed the headcount variable into a dummy again, but now (in light of
the new tasks) we drew the line at 50 people rather than 10. In this way, the
correlation was significant in the case of the Medium level no task (V= 0.090, p =
0.006) as well as the Very much no task (V= 0.104, p = 0.002). Thus, in summary,
we are witnessing a phenomenon similar to the data collection during the first wave,
with the difference that the behavior of organisations with no employees did not
match the previous and the headcount limit was pushed higher.

At the actual and random distribution according to the revenue categories, the
expected frequencies are shown in Table 8.
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Table 8
Considering the “No tasks” measure characteristic according to revenue categories (second sample)

How Annual budget/revenue in 2019: Total
characteristic is | yng | 51 - | 101 - | 501 2.51 | 25.1 | over
the No task | or | 100 | 500 | millio | - 25 | - 100
opinion? 50 milli | millio | n billi | 120 | billion
milli | on n HUF - | on billi | HUF
on HU HUF 2.5 HU on
HU F billion | F HU
F HUF F
No N | Act | 129 59 97 124 101 51 66 627
task | o ual
at Exp | 139. | 63.0 | 105.9 1142 | 927 | 478 | 63.7 627.0
all ecte | 8
d
Y | Act |73 32 56 41 33 18 26 279
es | ual
Exp | 62.2 | 28.0 | 47.1 50.8 413 | 212 | 283 279.0
ecte
d
Med | N | Act | 159 77 132 142 114 | 55 76 755
ium | o ual
level Exp | 168. | 75.8 | 127.5 | 137.5 | 111. | 57.5 | 76.7 | 755.0
no ecte | 3 7
task d
Y | Act | 43 14 21 23 20 14 16 151
es | ual
Exp | 33.7 | 152 | 255 27.5 223 | 115 | 153 151.0
ecte
d
Ver | N | Act | 179 87 144 152 123 | 64 84 833
y 0 ual
muc Exp | 185. | 83.7 | 140.7 151.7 123. | 63.4 | 84.6 833.0
h no ecte | 7 2
task d
Y | Act | 23 4 9 13 11 5 8 73
es | ual
Exp | 163 | 7.3 12.3 13.3 10.8 | 5.6 7.4 73.0
ecte
d
Total Act | 202 91 153 165 134 | 69 92 906
ual
Exp | 202. | 91.0 | 153.0 165.0 134. | 69.0 | 92.0 906.0
ecte | 0 0
d

* | EUR =351.1 HUF [17]
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The result of the chi-square (cross-table) analyses performed on revenue categories
showed marked differences between the two waves as well. In the second, it was
only true for the lowest revenue category in the case of all three agreement variables
that more respondents marked the proper level of the No task option than larger
organisations. But in the case of No task, at all even the organisations under HUF
500 million agreed more with no action than the larger ones. The Cramér's V
calculation was possible in the case of all three variable pairs, but it did not show a
significant correlation in any of them. After transforming the revenue variables into
dummies we were able to show significant differences according to revenue
categories. In the case of No task at all the limit was HUF 500 million (V= 0.113,
p =0.001), HUF 50 million with Medium level no task (V= 0.066, p = 0.046), and
Very much no task (V= 0.066, p = 0.049).

Conclusions

According to our first hypothesis (H1), the crisis management measures that
typically occur in the HR sector due to the effects of the pandemic are primarily
related to headcount management/workforce requirements. In the first phase of the
research, respondents indicated the New occupational and health safety measures
as the highest percentage, and the Enabling / directing home office was included in
the practice of the organisations in a practically similar proportion. These measures
were clearly necessary, as the cause of the crisis was a health problem attacking
human resources, the coronavirus. Addressing employees ’social problems came in
third, which in turn clearly indicates a paradigm shift. Downsizing used almost as a
template in the management of previous crises was not among the top ten in the
frequency ranking of the measures examined. Instead, Pay freeze, Hiring freeze,
and Reducing working hours were chosen by the organisations surveyed. This is
related both to addressing social problems and to the fact that companies have
realised the danger of loss of knowledge due to Downsizing. So headcount
management was really important, but HR has already done this based on a new
paradigm. The growing importance of human capital measures is, therefore, in line
with international experience [13].

In the crisis caused by the pandemic, many organisations focused on the safety,
health, and well-being of employees [7] [22]. They tried to respond to the challenges
with thoughtful planning and the development of employee’s skills and
competencies [12] [18]. The frequency of remote work has increased significantly
worldwide [14]. This was also the most common reaction in our survey. Overall,
the frequency of this was significantly higher in companies with more employees,
especially in those with foreign ownership, which is also consistent with the
literature [3]. However, in the first phase of the epidemic.it was precisely the large
companies that introduced remote work less often [2], which is supported by the
results of our study.

According to our second research hypothesis (H2), the most commonly used HR
crisis management measures in the sample correlate with the organisation’s revenue
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and headcount: Enabling/directing home office [16]. New occupational and health
safety measures [21]. Hiring freeze and Downsizing are significantly more common
in larger firms than in smaller ones [9]. The rank correlation analysis, supplemented
by a cross-tabulation analysis for the third sub-hypothesis, confirmed that the larger
the relative headcount (H2a) and revenue (H2b) of an organisation, the more prone
it is to practically all of the measures listed. The word “practically” is needed
because Downsizing showed a significant correlation only for temporary workers.

The very weak correlation found between the “No” tasks attitude and the headcount
category, and the revenue category shows that this attitude is more typical for
smaller organisations. Cross-tabulation analyses have confirmed this, but also
indicate that in this respect the limit between small and large organisations may
have been different at each phase of the pandemic. This is also consistent with the
results of international studies [1].

According to our results, nearly 10% of companies did not respond to the crisis at
all. International data, on the other hand, show that SMEs, which are more common
in our sample, responded more quickly and proactively compared to large
companies [6], and their employees were more satisfied with the measures [10].

Among the typical HR measures, wage reductions were more typical of small
companies, downsizing more for large ones [1]. Both wage cuts and downsizing
were more typical of foreign-owned companies than domestic companies. It was
observed that both previously indicated measures were proportional.

As the correlation in our results is weak, further research would be needed to
substantiate this statement.

Limits and Future Plans

In the first and second phases of our research (i.e. the two waves of a questionnaire
survey), which roughly coincided with the first and second waves of the pandemic,
we reviewed the activities of nearly one and a half thousand Hungarian companies
and institutions. We are fully aware that our sample is not representative. However,
it is relatively large and heterogenous, thus the organisations participating in it
represents different parts of the Hungarian economy.

According to [4] Budhwar and Cumming (2020), the COVID-19 crisis brought
attention to the importance of an international perspective. In their view, the
pandemic reminded us of the interconnectedness of the entire world. Therefore,
studies from certain regions — such as the Hungarian example in this article — may
provide an important local perspective on the pandemic's organisational
management and may help us find global solutions. Our future plans include
expanding the study in an international dimension: We started our research using
an online survey in other eastern and central European countries such as Austria,
Slovakia, Bosnia, and Romania. It can be stated that organisational responses to a
pandemic must also consider national-organisational cultural differences.
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As a conclusion of our article, let us mention the opinion regarding COVID of [8]
Diamond (2020:13) the world-famous researcher of the effects crises and
pandemics, ‘the real threat to our civilisation is not posed by COVID, but rather by
climate change, exhausting resources, and global inequalities”.
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