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Abstract The pandemic caused by the SARS-CoV-2 virus
fundamentally shook the global and EU economy, which had very
Serious socio-economic consequences. The coronavirus pandemic
affects everyone all over the world. After the first European diseases
caused by COVID-19, the KoronaHR research group was
established with the collaboration of its researchers with the
cooperation of severa universities, the main goals of which is to
monitor the changes in the human resources (HR) management
practices of the domestic corporate/institutional sphere caused by
the coronavirus. The first phase of our online survey was conducted
between June 12 and July 31, 2020, followed by the second phase
between August 1 and November 15, 2020, while the third survey
round was conducted between March 1 and April 20, 2021. In this
study, we sought answers to, among other things, what challenges
human resource management faced, and how traditiona HR
functions were transformed during the pandemic.
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1. INTRODUCTION

The coronavirus pandemic ended one of the longest periods of
continuous growth in economic history in 2020. The resulting
recession differs from previous ones, as it was not caused by
overproduction, over-lending or loss of investor confidence (Li et a.
2021; Strauss-Kahn 2020). For this reason, it would be difficult to
say how long this rise would have lasted without the pandemic. Itis
only probable that it will not be for a long time, since the report of
the World Health Organization (WHO 2019) was published in the
fall of 2019, in which experts predicted an impending pandemic and
also drew attention to the fact that the world is not prepared for it at
all. However, in the history of the economy, before COVID-19,
there was no pandemic that forced almost every country in the world
to a globa economic shutdown of this magnitude. Bird flu was not
as serious as COVID-19, and the much more virulent Ebola has
always been localized, and the world was not so globalized during
previous pandemics either. But even the 1918-1920 pandemic
caused by the much talked about Spanish flu did not have the same

impact as the current one. In the past, the failure of the financial
system typically caused a global crisis and general recession due to
overproduction and over-lending (Shaikh 2011), but now limited
reproduction has become permanent. In addition to its many
consequences, the pandemic has significantly changed the role and
tasks of human resource management (HR). Thisareaisanalyzed in
this chapter based on the results of an extensive Hungarian
questionnaire survey. When processing the collected answers, we
focused on the functiona transformation of human resources
management (HR) and examined the relationship between the HR
answers and the individual measures and the companies
implementing them.

2. LITERATURE REVIEW

A pandemic always causes a long-term recessive effect on the
economy. A problem is caused by the deterioration of the state of
health and the conseguent loss of production, partly by the rising
health costs and partly by the anti-pandemic measures to be taken.
The restrictions also had an immediate impact on the labor market:
unemployment increased, and remote work became more common.
The working hours of many employees and their wages were
reduced proportionally, and many were also laid off. There were
significant inequalities between those who lost their jobs and thus
their income and those who continued to work at home, while also
receiving their usual salary. The dismissals are the literature data
(Adams-Prasd et a. 2020), they primarily threaten employees who
cannot perform at least 40 percent of their tasks remotely. Primarily,
these employees and employees with fixed-term employment
contracts were dismissed, while the others were sent to
telecommute.

The resulting labor market effects showed significant differences by
economic sector. According to the results of a survey examining the
effects on the SME sector conducted by the research group of the
Budapest University of Economics (BGE) (Budapest LAB 2020),
the crisis primarily affected companies that were aready in an
unfavorable situation before the pandemic. At the same time, 5
percent of businesses reported an increase. According to the survey,
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the three most common labor measures were vacations, reduction of
working hours and teleworking. However, the crisis did not advance
innovation, even though it could have become its engine. The
biggest loser of the crisis was accommodation and catering, based
on both domestic and foreign literature data (Larcker 2020; Pulay
2020; Shen et al. 2020). And the biggest winners are the companies
that were able to adapt to the changed circumstances. Such were
organizations dealing with online trade or able to switch to it, IT
companies and manufacturers of pharmaceuticals and hygiene
products, logistics and delivery companies, and food retailers
(Forbes 2020; Perger et al. 2020).

Consequences of the pandemic are challenging the shareholder-
centric governance model that has guided boards and business
leaders for decades. The inclusion of the perspectives and opinions
of the interested parties, especially the employees, in the supervision
and decision-making processes came to the fore. It must also be
shown that the company performs well for all stakeholders (Paine
2020). The essence of the so-called short-term-long-term paradox is
that there is an opposition between the evolution of shareholder
wealth and the long-term survival of the organization (Beech et al.
2004; Dundon and Rafferty 2018). Organizations that are overly
focused on reducing short-term risks and have implemented
excessive downsizing have lost the ability to quickly restart the
knowledge capital of employees and ultimately, often alarge part of
their customers and markets (Malatyinszki 2015; Kaufman 2014).
Given that the ideas of investors and decisions aimed at maintaining
continuous business operations are usually at odds with each other,
solutions that reduce costs in such a way that as many jobs as
possible be preserved are definitely needed. An ideal example of
thisisthe transition to remote work.

The typical first reaction to the previous crisis of 2008-2009
worldwide was the downsizing, since the workforce accounts for
more than 50 percent of the organization's costs (Gerhart et al.
2020). The number of employees can be reduced more easily than
the range of physical assets, o it is understandable that downsizing
is an early and quick cost-cutting option for organizations (Cascio
2002; Gerhart and Trevor 1996). However, the financia benefits are
not clear, as market responses are generaly negative in the long
term (Brauer and Zimmermann 2019). Investment decisions are
often made with a shorter than optimal horizon (Dundon and
Rafferty 2018; Souder et a. 2016), and the same less-than-adequate
short-term thinking guides organizational leaders when making
downsizing decisions.

To solve the economic problems caused by the pandemic, of course,
money is needed; however, it should no longer be invested in
production, nor should it be spent on aid, but rather on the protection
and development of jobs and human capital (Fonseca et a. 2019;
Lee et al. 2010; Schumpeter 1939; Malatyinszki 2007). It is no
coincidence that in Hungary, government-level measures also
primarily serve to protect health and jobs (MTI 2020a, 2020b). At
the company level, the same tasks are the responsibility of HR.
Several authors (Bobby et al. 2020; George and George 2020)
believe that in addition to the usual and well-established measures,
new solutions have also appeared, and have even taken on a central
role, which HR professionals have specificaly adapted to the
pandemic as a root cause. This also indicates that the extraordinary
situation caused by the pandemic has led to such a structural change
(Spencer 2020). It has necessitated HR policies and regulations that
reduce workload and improve the quality of work.

In the dituation caused by the crisis, the set of necessary
competencies has changed, which it can show a different picture
depending on the sector (Grotte, Patd, Hollosy Vadasz, 2021)
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The role of HR has become particularly important in these situations
(Torrington and Hall 1987; Ulrich 1998; Amstrong 1999) because,
among other things, due to the closures, the COVID-19 also brought
to the surface significant inequalities in the labor market. These
include gender inequalities (Landivar et a. 2020) or income
differences (Blundell et al. 2021), which ultimately affect each
individual personally; therefore, HR has a key role in their solution
(Butterick and Charlwood 2021). The mentioned inequalities are
partly supported by the theories and practices of HR, which
encourage and enable the inclusion of work as a commodity in
economic calculations. Employees whose jobs were managed on
this basis suffered disproportionately from the effects of the
pandemic (Berman et al. 2021; Troger 2021). This could happen
even if an HR strategy worked well in principle, but was not
properly adapted to individual needs, such as dealing with the care
of children who stay at home.

The pandemic's significant aterations have had a significant impact
on human resources management. Companies should focus their
efforts, in conjunction with HR professionals, on facilitating change
and driving people transformation, implementing flexible working
arrangements, and depending on new, cutting-edge technologies
(Nutsubidze and Schmidt 2021). It was discovered that there are six
main obstacles that need to be dealt with, including those related to
finances, human resource management, support systems and
processes, marketing, crisis management, and other issues
(Salamzadeha and Danab 2020). The socioeconomic climate of
Hungary and the HRM practices of foreign-owned businesses were
both examined the research (Balawi and Wachira 2021). The study
found that preserving local norms in the host country while
managing personnel effectively and efficiently posed a significant
issue due to the growth of FDIs and multinational corporations in
Hungary.

The extent to which HR can be held responsible for these
inequalities was also a question raised in the literature (Winton and
Howcroft 2020). It is possible to demonstrate HR's responsibility for
any inequality that is the result of a flawed personnel policy (e.g.,
layoffs carried out on the recommendation of the HR department).
At the same time, the responsibility cannot be exclusive. In the
event of a pandemic, it leads to the rapid worsening of aworker who
appears sick at work (Bland and Kelly 2020). Working conditions
independent of HR (low pay, limited independence and job
insecurity) also contribute to the development of inequalities
(Chandola and Zhang 2018). Even before the COVID-pandemic,
workplace stress was a significant challenge, the many triggering
factors of which have now been expanded by four more: the fear of
loss of income and job, as well as the fear of contagion at work, as
well as the forced increase in the frequency of working from home.
Remote work not only reduces operating costs, but also enables
more flexible and efficient work (Harpaz 2002). However, it also
has many disadvantages, most of which result from the disruption of
the balance between work and private life (Moran 2020), such as the
blurring of work time and leisure time, as well as the resulting
family conflicts (Vaganay et al. 2016). Determining the firm's
primary goals, analyzing the available human resources, taking HR
capabilities into account, and calculating the amount of HR the
organization needs, make sure there is enough infrastructure to
finish jobs, deciding on the HR governance plan (Ichsan et al. 2020).
The goa of a study was to determine how socially responsible
human resource management (SRHRM) affected workers' concerns
about outside risks during the COVID-19 pandemic. The researchers
found that employees faced risks to their safety and employment
(He et a. 2022). Thereis solid support for the claim that employee
centered HRM strategies have a significant impact on employee
welfare (Agarwal 2021). The COVID-19 pandemic and HRM
intersect in a way that is best understood by looking at sustainable
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HRM, which draws on the triple bottom line components of the
economic, environmental, and socia pillars of sustainability (Liang
etal. 2022).

During the pandemic, health and safety tasks became the focus of
HR (Caligiuri et a. 2020). The new approach places the customer at
the center of all its decisions and actions (Savi¢ 2019). Due to the
nature of the pandemic attacking human resources, HR activities
related to health protection have also come to the fore (teleworking,
protective equipment, work organization, workplace distancing and
the protection of workers' health in the workplace). The pandemic
crisis caused by the covid has created a new situation in terms of the
organisation of tasks and organisational culture. In a fast-changing
world and despite uncertainty, a well-functioning company must
ensure that tasks are performed and organisational goas are
achieved while maintaining health. In times of crisis, companies
expect their employees to assume greater flexibility, so the focus has
shifted to IT skills, agility, proactivity and initiative. (Széke, 2022).

Despite the detrimental effects of the crisis on businesses, managers
provided staff with training, meetings, and effective communication,
and overall, HR managers are happy with how businesses have
responded to the crisis (Gigauri 2020a8). HRM provided assistance to
employees in updating their skills for remote work, establishing
flexible work schedules, and adopting less stringent performance
management procedures. The senior management has also urged HR
managers to adopt programs that promote the mental and physical
health of workers (Gigauri 2020b). Companies worldwide are being
driven to speed up their transformation to digital business operations
as a result of extraordinary changes brought on by COVID-19.
HRM is at the center of these developments, assisting organizations
in navigating the hazy present and uncertain future. In order to
maintain corporate operations and maintain work-life balance, HRM
must manage employees in organizations during a crisis (Gigauri
2020c).

HR research related to the pandemic analyzes not only past and
present, but also future possibilities (Bennett and McWhorter 2021;
Williamson 2021). The creation of crisis management plans
(Gigauri 2020d) and education and training (Byrd 2021,
Malatyinszki 2020) received increased emphasis. In order for these
measures to have their effect, quick and flexible response,
personalized measures, well-chosen personnel, adequate situation
analysis and communication are necessary (Lositska and Bieliaieva
2020); these are the basic conditions of effective crisis management.
Our first hypothesisis based on these considerations:

Gongalves et al. (2021) showed that the HR changes induced by the
pandemic were proportiona to the size of the organization. This
may be partly related to the experience that in the largest companies
(with more than ten thousand employees) only one in ten employees
was seriously afraid of losing their job (Watkins and Yaziji 2020),
while in the small and medium-sized business sector it was already
one in three, and among the self-employed two out of three. 57
percent of large companies introduced the obligation to wear masks
in closed spaces, while only 51 percent of medium-sized ones. And
in the small business sector, only 47 percent of companies made this
decision. Thereis asimilar difference in vaccination requirements: a
quarter of large companies plan to require vaccination for work,
while a third of small companies have decided to do so (Medici
2021). The ownership structure also significantly determines the HR
strategy for pandemic management. In multinational companies, the
eternal problem is reconciling the interests of foreign owners with
the interests of local management and employees (Dundon and
Rafferty 2018).
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3. METHODS

The "KoronaHR" research group was established in Hungary in May
2020 with the participation of researchers from eleven domestic and
one international university and with the support of numerous non-
profit civil organizations to monitor how Hungarian corporate/
institutional HR management practices respond to the challenges of
the crisis caused by the coronavirus. We formulated the promotion
of the relationship between theory and practice as an additional goal.
The significant involvement of the universities made it possible to
further develop and integrate HR knowledge related to the crisis and
recovery into the curriculum. This level of concentration of
resources made it possible for our research to support the best
possible foundation of national measures against the coronavirus.
The participants aso made the results available through
publications. Thus, our investigations in Hungary can provide
important local insight into the organizational HR management of
the pandemic and thus help to find global solutions as well (Sipos et
al. 2020).

We conducted our investigation with a self-made questionnaire,
which dealt with four major groups of questions, in each case
collecting the experiences, opinions and expectations of the
respondents:

= In the first part, we examined the characteristics of the
responding organizations, such as economic sector, number of
employees, turnover, etc.

= In the second part, we focused on the economic and
organizational effects of the pandemic.

=  Thethird part assessed the changes, competencies, knowledge,
experience and behavior implemented by the HR
departments/departments. We were also curious to what extent
respondents thought the pandemic represented an opportunity
for their organization.

= The last part recorded the characteristics of the respondents
(position within the organization, gender, educational level).

The questionnaire contains both closed and open questions. When
answering the closed questions, the respondents indicated the most
characteristic of the responses formulated in advance, which can be
evaluated on a Likert scae. In the case of open questions, we
examined the opinions of the respondents. The questionnaire was
queried severa times: we also assessed the first, second and third
waves of the pandemic.

For the sampling, defined in space and time, respondent-driven
time-space sampling), which enables a fast and focused sample
increase (Heckathorn 1997; Parsons et a. 2008). In the three
periods, we received evaluable questionnaires from atotal of 1,710
respondents (companies, institutions and non-profit organizations).
A significant number of respondents were domestic private
organizations (58.7% in the first phase, 46.9% in the second, and
51.7% in the third). Roughly a quarter of them were foreign or
mixed-owned (Table 1). In the second phase, the proportion of
responding state and local government organizations doubled
(increased from 11.6% to 22.3 %). This proportion decreased only
minimally in the third phase (19.8%). In the entire sample, nearly
one fifth of the responding organizations were state-owned or
publicly owned, and half belonged to the category of domestically
owned private companies.
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Table 1 Distribution of respondents according to ownership during
the first, second and third KoronaHR research phases (own ed.)

) 1st wave 2nd 3rd wave
Possessive form wave
% % %

State, municipal 11.6 22.3 19.8

Domestic private 58.7 46.9 51.7

Foreign or mixed 26.6 27.6 24.0

Non-profit organization 3.1 3.2 4.6

Altogether 100 100 100

Source: Authors own research

Based on the number of employees, we separated 5 categories, the
ratio of these under each wave is shown in Figure 1.

Figure 1 Distribution of responding companies by size in individual
phases of the pandemic

Company size
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Overall, we can say that our respondents in all three phases came
from companies with less than 250 employees, which corresponds to
the statistical fact that the SME sector is the most significant group
among Hungarian enterprises with a ratio of 99.8% (CSO Hungary
20223).

We separately examined how many of the respondents had prepared
crisis plans, to what extent they were up-to-date, and whether the
company that did not have such a plan prepared one. (Figure 2). The
results show that the majority of companies (almost 60%) follow a
reactive strategy: they only started preparing emergency plans as a
result of the pandemic. Only 15-25% of the responding
organizations had a ready-made plan, but most of them were not up-
to-date. The most unfavorable, however, is the fact that 13.7 % of
the companies did not consider it important to prepare an emergency
plan even in the 3rd phase.

Figure 2 The proportion of companies that have an emergency plan
or are preparing one in each phase
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In phase 1, there was a higher proportion of responding
organizations that did not have an independent personnel/human
resources department (53.8%), while in phase 2 this proportion
reversed, and 50.9% of organizations participated in the research,
where an independent HR department operates. This may be due to
the fact that there was a higher proportion of medium and large-
sized organizations among the organizations responding to the 2nd
phase. In the third phase, due to the rearrangement of the
distribution according to size, the organizations that operate without
an HR department once again prevailed (50.6%).

4. RESULTS

In the first step, we examined how often classic HR solutions
(retrenchments, layoffs, closures) occurred in individual companies
(Figure 3). As a gratifying result, we found that even in the first
phase, when the companies were unprepared, approximately 60% of
the companies did not lay off anyone. This ratio did not change
significantly during the subsequent phases either. In the third phase,
17% of the companies have already increased the number of
employees. these are likely to be organizations that operate without
face-to-face contact (such as e-commerce businesses).

Figure 3 Changes in the number of employees of the responding
companiesin each phase
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The emphasis on staff retention is a sign that the HR departments
have aready reacted according to a new paradigm, the essence of
which is to try to preserve the workforce (and thus also the
knowledge capital). At the same time, it is also certain that this
reaction was supported by the Hungarian government measures,
which were aimed at saving jobs: wage subsidies, tax incentives,
growth grants, simplified administration (IMF 2021). Based on the
answers to the questionnaire, we found that 53% of the respondents
did not use these subsidies even in the first phase (or did not want to
answer this question). The ratio increased to 65% in the second
phase, and it was already 67% in the third phase. The companies
that took advantage of the opportunity primarily used wage
subsidies (24% in phase 1, which decreased to 17% in phase 3) and
the loan moratorium (11% in phase 1, which decreased to 5.5% in
phase 3 %) were used. The importance of the challenges to HR
changed during each phase. Table 2 summarizes the 15 most
common of these challenges. In the first phase — for understandable
reasons — health protection was the most important, followed by
staff management and communication. By the second phase, the
health protection procedures had already been relatively devel oped,
the observance of which had aready become amost routine.
Therefore, in this phase, more attention was paid to staff retention
and communication strategies.
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Table 2 The biggest challenges related to the pandemic situation in Downsizing, Incr
HR during the first, second and third waves 1 digital processes dismissal, administrative
o 1. wave 2. wave 3. wave ' (work -flow). termination of burden
£ employment
-
ogé Designation Designation Designation Downsizing, Performance digital processes
12 evaluation,
layoffs ™ (work -flow).
Effective Personnel Treatment and
internal pl_annl ng and Personnel Treatment and
1 | communication insurance management, staff replacement of _ replacement of those
. information. | Tecruitment, | retention/insurance, those who are Online who are out of work
inrormation, selecti - out of work due | recruitment, ;
U ection, recruitment 13 . ; dueto avirus
contact V1-4-2 | pesdhunting, ' to the virus online situation (e.g. due to
Personne . situation (e.g., interviews inn égﬁool
management Administration | Effectiveintemal due to school |eSS
o i’ communication, closures). closures).
2. | retaining/ensurin , labor law, information and —
gtheworkforce | labor affairs contact Organizational Performance
N12-1-1 _ 14, Other devcerl]c;ﬁmeent, evaluation,
Ret_entl_o n, Maintaining manage?nent SQUARE
home office, ﬁ%g\rﬁ'/g motivation, HR .
3. | remotework U3- benefits enggfuragemen(tj, 15 digitalization | D2°WNSZing, layoffs
8-4 ' satistaction an 16. Other Social support
eng.agem.ent, engagement Sol - Authors h L
satisfaction urce: Authors own researc
Hesalth . ) .
protection, Internal/person The expectations of the HR department have also increased in
hygiene, allonline ) parallel with the growth of individual tasks. Almost a third of all
4. | compliancewith | communicatio | oMeofficeand respondents reported this, and another 30% said they remained
rules and n, contact, remote work unchanged. At the same time, the picture is slightly shaded by the
regulations U4- information fact that - since a significant part of the surveyed companies are
7.5 SMESs - one third of al respondents do not have an HR department
Maintainin Education, Compliance with aal.
ananng (online) health protection, . _ . -
5, motl\{amlon and training and occupational safety It is very important to emphasize that an unexpected crisis can only
commitment 115- development hygiene, rules and’ be managed successfully with innovative methods. An out-of- the -
3-3 e learning ' regui ations box approach is necessary for the organization (and HR within it) to
Responsibilities | Wage support, | Treatment of panic act quickly and efficiently. This is based on the approach that sees
of wage wage ’ uncertainty stress’ the crisis as an opportunity and accordingly tries to exploit the
6. management and | management relief mainfenance development potential in the situation. That is why we also asked
wage support payroll ' of n'1ental health those who completed the questionnaire to what extent they consider
Pandemic- the crisis an opportunity. In the first and second phases, nearly 90%
rel ated tasks of the companies agreed that the crisisis also an opportunity, and in
(protective the third phase, this percentage increased to amost 93 %. Even
Treatment of pui ment more favorable is our finding that roughly every fifth company
panic, € tgsts ’ specifically looks for opportunities for development in the crisis.
7 uncertainty, measjr'e& Training, In relation to crisis management, we also examined which areas of
) stressrelief, coordination development HR the respondents consider to be the most important development
mai ntenance of handli ' (Table 4). We examined a total of 17 measures, but only the 5 most
andling - -
mental health social/psychol common of them were listed in the table.
rob?grlncg etc) Table 4 Potentially developing and strengthening HR areas as a
Quick response. P — result of the crisis during the first, second and third phases
ad o ’ Home office, T hes Rowby row Firt phese Second phese Thirdphese
aptation to remote work eam cohesion, Dedgeion | % | Desgeion | % Desgnetion %
8. changes, avoical coordination, intemd _ - -
development of yp cooperation * oommLeEo | %63 comuricaion | P° | communicaion | °7
measures employment aypicd oocupetiondl aypica
: : 2 employment/ | 536 hedithand 473 employment/ 451
Wlthtivrvnoerkl ng Occupational Quick response, mmo_«;: ;:é homeaffice
safety, health adaptation to N e | &, amloymey | a | | oopdiond 86
9. rriﬂgsmﬁgt protection, changes, ety homedffice reedthertlssiety
substitution | STPLoyment | development of " g | g | | gy | s |
related tasks ) paing
Job analysis, working time ot pasod parsomel
Team cohesion, planning, management, 5 adparing | 28 Jarig | ar | Do 319
10. coordination, transformation scheduling, work planning plaming
Cooperation ’job Organi zation, Source: Authors own research
descriptions substitution
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As can be seen from the table, according to the experts, they saw the
greatest opportunity in the development of internal organizational
communication in each phase. Occupational health protection and
home are listed aternately in second and third place office, followed
by planning (job and workforce planning). Apart from the measures
specificaly aimed at health protection, these are the directions that
characterized HR in transition even before the pandemic, but their
importance was further increased by the pandemic.

5. DISCUSSION

The new paradigm of HR, the essence of which is the appreciation
of the importance of the workforce and knowledge capital, was not
caused by COVID-19. However, forced lock-downs and a
significant downturn in the economy accelerated this process. In
particular, the practical implementation of theoretical considerations
is accelerated. This new direction was also supported by Hungarian
government measures, which encouraged organizations to keep jobs
and continue economic activity during the pandemic waves. Based
on the literature, international trends are moving in this direction as
well. Alves et a (2020) mention the shortening of working hours,
the management of employee stress, flexible HR measures and the
procurement of protective equipment as the main tasks, but at the
same time, the possibility of reducing staff does not even arise in
connection with cost reduction. The pandemic aso resulted in the
rediscovery and further development of old solutions related to the
new direction (Kirby 2020): the paradigm of remote work,
digitization and automation were renewed. The changes had to be
implemented quickly, which aso transformed the role of
management: transparency; communication and trust were valued.
Petzer (2020) also writes about the possibilities of retaining the
workforce (wage reduction, reorganization, flexible working
conditions, reduction of other costs), who emphasizes in his study
that the guarantee of success is determined management that sets
clear and unambiguous goals.

Larger organizations are especialy at the forefront of renewal. The
background of company size as a factor determining crisis policy is
probably that larger companies have stronger capital and therefore
survive longer crises (Gregurec et al. 2021). Another possible reason
is that company size is aso related to greater job security and that
the pandemic may have accelerated previous trends in product and
labor market concentration. In particular, because the initial policy
responses did not provide sufficient protection for workers in small
and medium-sized enterprises. As a third possible explanation, it
cannot be neglected that most of the smaller companies do not have
an HR department, often not even a professional HR specialist, but
members of the management perform these tasks as well.

6. CONCLUSIONS

The operation and strategy of HR is undergoing a transformation
these days. The transformation of the traditional approach has
already begun noticeably a decade ago (Duke and Udono 2012), but
the practical implementation follows the change of theory much
more slowly. Thisis not unique to HR professionals experience the
same with every other scientific paradigm shift. The fact that layoffs
were even more frequent at the beginning of the pandemic is a good
indication of the pandemic's effect on accelerating development,
especially the private sector used this solution more often. In the
public sector, however, more emphasis was placed on hedth
preservation and protection, as well as its control, which was aso
led by HR. The virus primarily threatened human resources through
the loss of health. Therefore, initidly, in the first phase of the
pandemic, the organization of healthcare, communication and the
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home office were at the center of the work of human resources
professionals. In the second and third waves, job security and
retention became most important. The pandemic has resulted in the
appearance of a new HR function: organizations must prepare for
the long-term operation of flexible work organization solutions in a
"business-like" manner" (Kémiives et al. 2021).

During the recovery from the pandemic, the performance of the
Hungarian economy was high, at 7.1% (CSO Hungary 2022b) in
2021. Thiswas also greatly contributed by the fact that a significant
part of the investigated Hungarian organizations saw the coronavirus
crisis not only as a problem, but also as an opportunity. At the
beginning of the pandemic, researchers primarily examined the
similarities and differences between this crisis and previous crises
(Diamond 2019; Fergusson, 2021). According to various sources,
Covid-19 accelerated, rather than disrupted, HR trends that had
already started (Brewster et al. 2010; Kazlauskaite et al. 2013;
Caligiuri et a. 2020; Gartner 2021; Parry et al. 2021; Ulrich 2021).
Nowadays, in addition to theoretica articles, empirical research
results are also available (ROmisch 2020). Our research aso
confirmed that the spread of the HR paradigm, which has been
spreading more and more decisively for a decade and treats the
workforce as a value, was significantly accelerated by the crisis
caused by the coronavirus, and this effect on practical
implementation was even greater. Our work aso highlighted what
we have aready underlined, that new HR measures are needed to
ensure the survival of organizations and the physical and mental
health (well-being) of employees. The various HR roles were
therefore reorganized simultaneously with the pandemic, and a new
mix is beginning to emerge, where the operational, tactical and
strategic roles are overridden by the pandemic, and a “crisis
manager hybrid HR”, that dynamically adapts to the pandemic
situation, is beginning to emerge.

After the three KoronaHR examinations indicated in the article, we
did not stop our research work. Among other things, we extended
the research beyond our country to five other countries in the
Central and Eastern European region (Austria, Bosnia-Herzegovina,
Bulgaria, Romania and Slovakia).

At the same time, the process of recovery from the Covid-19 crisis
and the initial recovery are overshadowed by the new crisis already
mentioned at the beginning of our article, which was triggered by
the Russian-Ukrainian war (Tooze 2022). During the six months of
the war in Europe, it had a significant impact on the world economy,
which culminated in rapidly rising inflation, as well as a shortage of
raw materials and growing uncertainty in Europe and in our country.
The effects of this are still unpredictable today.
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