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Abstract. The spread of a new and unknown viral infectious disease named the Covid-19 pandemic
paralysed world without any preparation time. It has significantly changed approaches to organizational
management as well as HR policy. Governments have taken immediate measures to address the challenges
caused by the COVID-19 pandemic, including protecting jobs, providing financial support to businesses and
households experiencing a sharp drop in income. Based on a 4-country-wide European questionnaire survey,
increase in workload, fear, and teleworking have been examined with attitude research and linear modelling.
As results, authors found that the same epidemic in each country led to different workload increases and
affected subordinates and non-subordinates, and women and men to different degrees. Among the effects of
the crises caused by the pandemic, the increase in workload is the most significant. That must be taken into
consideration in the HRM policy. The most important finding is that the increasing frequency of remote work
to a certain extend can be considered as innovation. The nature of the research conducted on basis of four
European countries can contribute to the future development of scientific study related the solution of similar
problems in HR management and labour organization.
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INTRODUCTION

The coronavirus (COVID-19) epidemic ended one of the longest periods of continuous growth in
economic history in 2020. This recession is different from the previous ones, as it was not caused by

o



MpaBo Ta iHHoBauiHe cycniabcTBO — Law and innovative society
2023, 1(20), 10-21, https://doi.org/10.37772/2309-9275-2023-1(20)-1

overproduction, over-lending or loss of investor confidence, but by COVID-19, which directly attacks
the human factor. Initially, the only possible defense was to limit personal direct contact. Because of
this, many workplaces have closed or, at best, moved to the online space. The biggest losses were in
the tourism, hotel and hospitality sectors and commerce that was unable to transition online
(Coldiretti, 2020; Forbes, 2020). To compensate for lost income, states introduced fiscal rescue packages
and strengthened the social safety net (Laborde et al., 2020), and companies tried to help their
employees by reorganizing working hours and teleworking. The spread of remote work, which was
previously rare and considered an innovation in many sectors, has led to changes in the labor market.

The purpose of the study is to get precise information on the impact of the pandemic on workload
and teleworking in its peculiar demographic and geographic breakdown.

In the research, the authors examined the change in workload and the effects of remote work in
four European countries, which differ from several points of view. Reviewing the literature, the authors
found that even within a continent, significant differences can be seen between individual countries
in terms of the effects of the same epidemic. However, there was no any comprehensive analysis that
provides a complex overview of the effects of the pandemic on work from several countries and their
relationship to several demographic variables (gender, education, position, job characteristics). That
was a reason for conducting the study in four European countries.

At the beginning of the study, the following hypotheses have been formulated: H1 - As a result
of the epidemic, people’s workload changed to a different extent in the examined countries and
demographic groups; H2 - In the four countries and demographic groups examined, the frequency of
working from home increased to a different extent during the pandemic and the lockdowns.

THEORETICAL FRAMEWORK

A pandemic always has a long-term recessive effect on economic development. It causes a problem
both in the form of loss of production due to the deterioration of health, rising health care costs and
the anti-epidemic measures to be taken. The role of human resources management (HR) is particularly
important in such situations (Malatyinszki, 2015). Namely, because the economically developed
countries have already reached the level at which the basis of efficient economic growth is not
additional capital investment, but added human value, the so-called human capital. The theory of
human capital and the role of economic growth based on the human factor were discovered in the
second half of the last century by researches that have since been awarded the Nobel Prize (Fogel,
1994; Schultz, 1961, 1980). Today, the most important aspect of the theory is that the human factor
plays the main role in increasing the competitiveness of developed economies.

As part of the Hungarian KoronaHR project, several surveys were conducted on the impact of
the epidemic on human factors and human resource management (HRM) during the various phases
of the pandemic (Poyr, Balogh, Dajnoki, Karoliny, Kun, et al., 2020; Poyr, Balogh, Dajnoki, Karoliny,
& Szaby, 2020; Poyr, Balogh, et al., 2021; Poyr, Dajnoki, et al., 2021). Based on this, the three most
common measures served to protect health and the social situation, as well as the use of remote work
as an innovative solution in every possible case (Figure 1).

The most difficult task in keeping jobs was that due to the closures to prevent the explosive spread
of the infection, getting to the workplace and keeping a distance during work or personal contact
with customers was a particularly big problem (Koh, 2020). Telecommuting is considered to be an
innovative solution because the most common HRM strategy in previous crises was downsizing and
cost reduction. Together with remote work, the role of digitization and robotization has grown, but
the importance of localization has also increased (Bagy, 2020). At the same time, according to surveys,
telecommuting did not lead to the strengthening of family relationships but made it more difficult to
separate work and private life (Moran, 2020). Worldwide, the workload and the resulting frequency
of psychological problems and burnout among both employees and managers have increased (Baska,
2020). The appearance of the negative effects of remote work also draws attention to the fact that
short-term decisions made in emergency situations, in addition to immediate solutions, can also have
effects that cannot always be properly assessed in the long term.
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The most common HR measures for phases 1-3 of the pandemic

The percentage of companies implementing the measure among the respondents

Phase-3 62.3%

Phase-2 68.9%

Phase-1 63.4%

I 70.5%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0% 80.0%

= Helping employees with social problems New work and health protection measures m Permission/order for home work

Figure 1. The most common HR measures for phases 1-3 of the pandemic
(Source: authors own)

METHODOLOGY

To verify their hypotheses, the authors conducted attitude research (Gajar, 1983; Stebbins, 2001),
with a self-edited questionnaire containing well-defined answers, designed for quantitative research
(Cameron & Price, 2009). Although online surveys are increasingly popular due to their cost-
effectiveness, the questionnaire was prepared offline (Gunter et al., 2002). When compiling the
questions, it was an important aspect that the questionnaire was appropriate in terms of research
ethics. This was ensured by the application of the ethical rules of medical research (Leeuw et al.,
2008) to one’s own research (Leavy, 2020), and by taking into account the recommendations of the
APA Scientific Board (Cherry, 2020). Therefore, the selection of the queried demographic variables
was done in consideration of the preservation of anonymity. Also based on ethical considerations, the
authors ensured the voluntary and anonymous nature of the filling.

The questionnaire consisted of groups of questions containing a total of 19 statements. In addition
to the demographic characteristics (age, gender, place of residence, position), one group of questions
was about the development of the workload, and one about the more complicated working conditions.
A separate group of questions assessed the decrease in income due to the pandemic, the fear of infection
at work and the trend in the frequency of remote work. Among these, the present study focuses on
the evolution of workload and the evolution of the frequency of remote work.

The survey countries were selected so that the sample included EU member states and third
countries, countries from the western and eastern half of Europe, and northern and southern countries.
That is why Hungary, Montenegro, Spain and the United Kingdom were chosen. The respondents
were selected using a respondent-driven time space sampling procedure (Heckathorn, 1997; Parsons
et al., 2008). Based on the closer interaction and the offline form of the questionnaire, a higher response
rate can be expected than the 20-40 percent response rate of online questionnaires (Ilieva et al., 2002).
This expectation was indeed met, as 90% of the returned questionnaires were completely filled out.
A total of 899 questionnaires were returned from the examined countries in the following breakdown:

— 314 people Hungary (HU),

— 145 people Montenegro (MN),

— 179 people Spain (ES),

— 261 people United Kingdom (ES).

Descriptive statistics of the sample are included in Table 1.
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Table 1 Descriptive statistics of full sample

Descriptives N=899
Gender
male 574
female 325
Graduation
basic 32
intermediate 229
advanced 638
Employment relationship
owner* 83
manager® 308
subordinate 508
Working hours
complete 654
part time 224
other 21
Employment contract
indefinite (permanent) 647
fixed-term (contractual) 232
other 20

* in the following, these two groups are included as one category (with a non-subordinate name)
in order to make the sample representative

Given the sampling procedure, the sample is not representative. This problem was corrected by
the authors by applying weights, which were based on Eurostat (2021) data. Table 2 contains the
weights used.

Table 2. Weights used by the authors

Non-subordinate Subordinate
Female Male Female Male
Hungary 0.5087 0.7760 1,7730 0.8594
Montenegro 0.2640 0.4028 1,6597 3,8926
Spain 0.7545 0.5242 2,0832 0.8941
United Kingdom 0.5087 0.7760 1,7730 0.8594

Source: authors own calculation based on Eurostat (2021) data

The authors sought an answer to whether the previously detailed demographic variables have an
effect and what effect they have on the responses to the 19 statements in the questionnaire. Individual
effects and interactions between individual explanatory variables were also examined. Special emphasis
was placed on the country as a group-forming criterion. Based on the central limit distribution theorem,
the normality of the sample can be assumed from the number of elements in the sample. Therefore,
the analysis of covariance (ANCOVA) method was used for the tests. For each investigated statement,
a linear model was set up, which included all demographic variables and their interaction with the
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country as explanatory variables in the first step, and then, eliminating the non-significant variables,
only the model in which all explanatory variables were significant was analyzed. An exception to this
was made only when two variables alone did not, but their interaction had a significant effect on the
outcome variable; in this case, the non-significant individual variable was also included in the final
model. The authors performed the quantitative analyzes using R Studio 1.3.1093 and Microsoft Excel
365. The present study only includes an analysis of the results of the responses related to workload
(Q1) and telecommuting (Q7). Q1 and Q7 are the number of the given group of questions in the
questionnaire.
The initial model for all questions was as follows:

Y=B 0+ 1 X 1i+p 2 X 2i+B 3 X 3i+ B 4 X 1i X 2i+p 5 X 1i X 3i+e i (1)

where:

X 1 = Country (HU, MN, ES, UK)

X 2 — Employment relationship (Non-subordinate, Subordinate)
X 3 — Gender (Female, Male)

RESULTS

Table 3 summarizes the results of the linear model related to workload and the increasing frequency
of remote work, and Table 4 shows the partial test results. The global test results of all models show
a significant fit (sig < 0.05). The explanatory power of the workload model is 27.81%, in the case of
telework becoming more frequent, this value is 41.93%.

Table 3. The explained variance of the linear models and the partial Eta-square indices of the
parameters

Employment Country * Coutnry *

2

Model R Country relationship (ER) Gender ER Gender
Q1 0.2781 0.0307 0.0034 NA 0.1256 NA
Q7 0.4193 0.0843 0.2030 0.0031 0.3822 0.1246

Source: authors’ own calculation

Table 4. F-statistics and significance values of the parameters of the linear models. (The parameters
and the degrees of freedom of the residual term are shown in brackets)

. Intercept | Country Country * ER | Coutnry * Gender
Variable ER (1) | Gender (1
(1) 3) M S G ) 3)
Q1 (891) | 5704545 | 110.257 | 12.867 NA 37.778 NA
sig <0.001 <0.001 <0.001 NA <0.001 NA
Q7 (887) 818,753 21,312 537.820 4.046 122.883 3.119
sig <0.001 <0.001 <0.001 0.045 <0.001 0.025

Source: authors own calculation

Significant (p<0.001) differences can be detected according to countries and positions, and the

interaction of these two variables is also significant. As it has been demonstrated, the total explained
variance of the model is 27.81%, the interaction (12.56%) is the largest of the significant effects, the
effects of the country (3.07%) and the position (0.34%) are much smaller. In the case of countries,
there is only a significant difference between Montenegro and the other three countries: in Montenegro,

14 - ——



MpaBo Ta iHHoBauiHe cycniabcTBO — Law and innovative society
2023, 1(20), 10-21, https://doi.org/10.37772/2309-9275-2023-1(20)-1

the workload was found to be almost unchanged, while in the other three countries the workload
increased significantly.

A significant difference can also be detected by position (Table 5 and Table 6). Non-subordinatess
(3.83) generally reported a greater increase in workload than subordinates (3.56). However, this result
only actually appears in the case of Montenegro, where the difference between the two groups is the
largest. (Non-subordinate: 4.06; Subordinate: 2.35).

Table 5. Q1 — Estimated marginal averages of changes in workload by country and position

1 ERs Non-subordinate Subordinate
Country Mean of group 3.83 3.56

HU 3.77 3.53 4.01

MN 3.20 4.06 2.35

ES 3.87 3.77 3.98

UK 3.94 3.96 3.92

Source: authors’ own calculation

In Hungary, the opposite can be observed, i.e. the workload of subordinates (4.01) increased
significantly more than that of non-subordinates (3.53). In Spain (Non-subordinated: 3.77; Subordinated:
3.98) and the United Kingdom (Non-subordinated: 3.96; Subordinated: 3.92) no significant difference
can be detected between the two groups, roughly the same amount of increase in workload (average
of 4) was reported (Table 7).

Table 6. The significance values of the deviation of the estimated marginal averages of the workload
responses between each job group by country and in the entire sample

ER All HU MN ES UK
Non-subordinate — Subordinate <0.001 <0.001 <0.001 0.202 0.773

Source: authors’ own calculation

Table 7. Significance values of the differences of the estimated marginal averages of the responses
between individual countries by position and in the entire sample

Country All Non-subordinate Subordinate
HU - MN <0.001 0.031 <0.001
HU - ES 0.769 0.594 0.978
HU - UK 0.247 0.039 0.677
MN - ES <0.001 0.505 <0.001
MN - UK <0.001 0.939 <0.001
ES - UK 0918 0.721 0.936

Source: authors’ own calculation

By comparing the averages of the four countries in pairs, it can be stated that the change in the
workload of non-employees in Hungary (3.53) is significantly lower than in Montenegro (4.07) and
the United Kingdom (3.96), but it does not differ significantly from the average in Spain (3.77). In
the case of subordinates, the average of Montenegro (2.35) shows significant differences from the
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average of all three other countries (HU: 4.01; ES: 3.98; UK: 3.92). This different relationship in the
two groups causes the significant interaction between the two variables.

Table 8. Estimated marginal averages of changes in telework by country and position

Q7 ER Non-subordinate Subordinate
Country Mean of group 0.72 2.03
HU 0.65 -1,.1 2.61
MN 1.01 0.40 1.62
ES 2.01 1.84 218
UK 1.83 1,95 1.72

Source: authors’ own calculation

The increase in the frequency of home work was observed on average in the entire sample. (Table
3 and Table 4) as a result of the pandemic and the closures. Country (p<0.001), position (p<0.001),
the interaction of these two (p<0.001) and gender (p=0.045) and its interaction with country
(p=0.025) have a significant effect on the answers to the question. The model has a relatively strong
explanation (41.93 %), this is mostly due to the interaction of the country and the position (38.22 %),
the position has the second largest effect (20.30 %), followed by the interaction of the country and
the gender (12.46 %). the country (8.43%), and finally the gender (0.31%), the effect of which is far
below the other stronger effect sizes (Table 9 and Table 10).

Table 9. The deviation of the estimated marginal averages of the change in telework between each
position group (significance values per country and in the entire sample)

ER All HU MN ES UK
Non-subordinate— Subordinate <0.001 <0.001 <0.001 0.098 0.123

Source: authors’ own calculation

Table 10. Significance values of the deviation of the estimated marginal averages of the change in
telework between individual countries by position and in the full sample

Country All Non-subordinate Subordinate
HU - MN 0.040 <0.001 <0.001
HU - ES <0.001 <0.001 0.001
HU - UK <0.001 <0.001 <0.001
MN — ES <0.001 <0.001 <0.001
MN - UK <0.001 <0.001 0.883
ES - UK 0.495 0.965 0.001

Source: authors’ own calculation

No significant difference can be detected between the representatives of the two genders for the
entire sample, i.e. there is an increase of the same degree in the case of women and men in terms of
how often they worked from home during the pandemic and the lockdowns than before. A more
significant but opposite difference can be found in Montenegro (female: 0.86; male: 1.17) and the
United Kingdom (female: 2.02; male: 1.65) (Table 11, Table 12 and Table 13).
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Table 11. Estimated marginal averages of the result of changes in telework by country and gender

Q7 Gender Female Male
Country Mean of group 1,43 1,32
HU 0.65 0.77 0.53
MN 1,01 0.86 1,17
ES 2,01 2,09 1,94
UK 1,83 2,02 1,65

Source: authors’ own calculation

Table 12. Differences in the estimated marginal averages of the change in telework between each

gender (significance values per country and in the full sample)

Gender

All

HU

MN

ES

UK

Female—Male

0.133

0.535

<0.001

0.950

<0.001

Source: authors’ own calculation

Table 13. Differences in the estimated marginal averages of changes in telework between individual

countries (significance values by gender and in the entire sample)

Country All Female Male
HU - MN 0.040 0.969 <0.001
HU - ES <0.001 <0.001 <0.001
HU - UK <0.001 <0.001 <0.001
MN - ES <0.001 <0.001 <0.001
MN - UK <0.001 <0.001 0.012
ES - UK 0.495 0.975 0.260

Source: authors’ own calculation
DISCUSSION

Overall, among the examined countries, the increase in workload was the largest in the United
Kingdom, which primarily affected non-executives, but subordinates also reported a similar increase.
There is no significant difference between the two groups. According to the Good Work Index, which
examined the topic in April 2020 (CIPD, 2020), three quarters of subordinates and two thirds of
non-subordinates complained of increased workload. The average increase in additional burdens is 28
percent, but 44 percent of workers in the key sectors of the epidemic situation (health and social
sector, education, public services) complained of significant overload. Spain came in second place in
this regard, where, however, compared to the United Kingdom, the workload of subordinates increased,
although no significant differences were found between the two groups here either. Spain’s second
place may also be a consequence of the fact that the country was in a very critical epidemiological
situation in the spring and summer of 2020. The general level of the increased workload was determined
by literature data at 44 percent, which is almost the same as the workload of the English key sector
(Salas-Nic06s et al., 2021). In the case of third-placed Hungary and fourth-placed Montenegro, however,
a significant difference could be shown between the two groups: in the former, the workload of
subordinates increased to a greater extent (they reported the largest increase in workload among
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subordinates living in the examined countries). In Montenegro, on the other hand, the workload of
non-affiliated employees increased more, among the non-affiliated respondents of the four countries,
they perceived the increase in workload to be the greatest.

Another peculiarity of the Hungarian situation is that, due to the economic shutdown and
restrictions in March, primarily not the workplace, but rather the mental burdens increased, such as
fears of unemployment, loss of income, and their negative effects on family relationships (Poyr, Balogh,
Dajnoki, Karoliny, Kun, et al., 2020; Poyr, Balogh, Dajnoki, Karoliny, & Szaby, 2020). One of the most
important findings regarding Montenegro is that it had the highest proportion of people working from
home among the countries examined, even before the pandemic. It is probably due to this characteristic
of remote work that the literature (IJAS, 2020) reports that the workload of those working from home
has decreased as a result of the measures associated with the pandemic, while that of other workers
has increased. However, the frequency of working from home increased the most in Spain as a result
of the epidemic, which can probably be explained mostly by the already mentioned strict lockdown
restrictions.

CONCLUSIONS

The present study focuses on a subfield of a previous larger research, on the change in workload
due to the COVID-19 pandemic and the increase in the frequency of remote work, as well as their
consequences. The increase in telecommuting is one of the innovations that can clearly be attributed
to the impact of the pandemic. It has become an accepted form of work in many sectors where even
the professionals did not think of using it before.

The research has been conducted based on the questionnaire consisted of groups of questions
related to the demographic characteristics (age, gender, place of residence, position), development of
the workload, and the more complicated working conditions caused by Covid19 pandemic. The
respondents from Hungary, Montenegro, Spain and the United Kingdom were selected using a
respondent-driven time space sampling procedure. The method of sampling and the size of the target
group can be considered as limitations of our research - the statistical conditions for evaluation are
nevertheless met, given the for the number of elements and normality of the sample as a whole and
its individual groups.

The results of the linear model related to workload and the increasing frequency of remote work
shows that the total explained variance of the model is 27.81%, the interaction (12.56%) is the largest
of the significant effects, the effects of the country (3.07%) and the position (0.34%) are much smaller.
In the case of countries, there is only a significant difference between Montenegro and the other three
countries: in Montenegro, the workload was found to be almost unchanged, while in the other three
countries the workload increased significantly. By comparing the averages of the four countries in
pairs, it can be stated that the change in the workload of non-employees in Hungary (3.53) is
significantly lower than in Montenegro (4.07) and the United Kingdom (3.96), but it does not differ
significantly from the average in Spain (3.77).

As a summary of research results, it can be argued that the examined countries all reacted similarly
at the government level, although two fundamental schemes were recognized in governments support:
1) financial aid and compensations for the effects of unemployment; 2) providing subsidies to save
jobs and create new ones.

In the field of HR measures, different priorities have been found in each country. The examined
countries have in common that the workload of managers has increased and their work has become
more complicated.
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BIMAUB I'IAHAEﬂMI'l. COVID-19 HA PObOYE HABAHTAXEHHA
TA AOMALUHIN O®IC Y AEAKNUX EBPOINMENCBKUX KPAITHAX

Anorais. [lomuperis HOBOro i HEBifIOMOTo BipycHOTO iH(EKIINHOr0 3aXBOPIOBAHIIST, HA3BAHOTO TAHIEMIEI0
Covid-19, mapasnizyBaso cBiT 6e3 OyAb-sIKOTO Yacy Ha miAroToBKY. L[5 maHmemiss CyTTEBO 3MiHWIA MiAXOAU IO
YIIPaBJIiHHS OPTaHi3allisiMi, a TAaKOXK 710 Ka[POBOI MOJITUKA. YPSIN BXKUIU HETAWHUX 3aXOJIIB /IJIT BUPIIIEHHS
npobaeM, cupuunnenux naugemicio COVID-19, Bkmouaioun 3axuct poOOUUX Micllb, HagaHHs (GiHaHCOBOI
miaTpuMKH Gi3HECY Ta JOMOTOCIIONAPCTBAM, SIKi 3a3HAJIM PI3KOTO Ma[iHHS JOXO/IIB.

Ile pocmisKeHHsST 30CEPesKY€EThCST Ha MONepeIHbOMY OiJIbII MAaCIITAOHOMY JOCHIIZKEHHI — 3MiHI POOOYOTo
HaBaHTaxkeHHs yepes nmangemito COVID-19 Tta 36iablneHHs 4acTOTH BiggaseHol pobOTH, a TaKOXK Ha IXHIiX
HacJIiaKax. 3pocTaHHs BiZiaseHol poOOoTH € OJHUM i3 HOBOBBE/IEHD, K€ OJHO3HAYHO MOKHA BiJ[HECTH IO BILIMBY
nanzemii. BoHa crama npuitHATHOIO GOPMOI0 pobOTH B HaraThoX CEKTOPaX, Jie paHilie HaBiTh mpodecioHamu He
JLyMaJIi TIPo 11 BAKOPUCTAHHS.

JloctijipkeHHsT TPOBOINIIOCST HA OCHOBI aHKETH, 110 CKJIA/IAIACs 3 TPYII ITUTaHb, NOB>SI3aHUX 3 JleMOTpahiuHUMU
xapakTepuctTukamu (BiK, cTaTh, MicIle MPOKUBAHHSI, 110CA/Aa), PO3BUTKOM POGOYOro HaBAaHTaKEHHsS Ta
yCKJIAHEHHSIM YMOB TIpaiii, ciprurHennM nangemieio Covid19. Pecionnentu 3 Yropiuau, YopHoropii, Icmanii
ta Cnosrygeroro Koposisersa 6ysiu BifiGpati 3a I0IIOMOTOIO TPOIEAYPH IIPOCTOPOBO-YACOBOI BUOIPKH, KEPOBAHOI
pectioriertamu. Metos Biibopy Ta po3Mip HilboBOI TPYITH MOKHA BBAKATH OOMEKEHHSIMU HAIIOTO JIOCIIIJPKEHHST —
CTATUCTUYHI YMOBH JIJIST OIIHKHM, TUM HE MEHIII, IOTPUMaHi, BpaXOBYIOUH KiJbKICTh €JIeMEHTIB Ta HOPMAJIbHICTh
BUOGIPKHU B IiI0MY Ta il OKpeMUX TPYIL

Y pesynsraTi MpoBeIeHOTO JOCIKeHHST aBTOPU BUSIBUJIN, IO OJIHA 1 Ta )X eIlijieMis B KOKHIil KpaiHi nmpu3sBeJsia
JI0 Pi3HOTO 30ibIIIEHHS POOOYOTO HABAHTAKEHHSI 1 B Pi3Hiil Mipi BIUIMHYJIA HA T/JIETJINX 1 HEIT/ITIETJINX, 8 TAKOXK

oo



MpaBo Ta iHHoBauiHe cycniabcTBO — Law and innovative society
2023, 1(20), 10-21, https://doi.org/10.37772/2309-9275-2023-1(20)-1

Ha JKiHOK 1 yostoBikiB. Cepell HACIAKIB KPU3, COPUYMHEHUX MaHaeMicio, 30iIblIeHHs POO0YOro HaBaHTaKeHHS
€ Haiibinpm 3uauynuM. [le HeOOXiTHO BPaxOBYBaTH B TOJITHUIN YIPaBJIiHHS mepcoHanoM. HaiitBaskausinmumii
BUCHOBOK TOJIATAE B TOMY, 1[0 301JIbIIEHHS YaCTOTH BijiajieHoi poOOTH MEBHOI MipOI0 MOJKHA BBa)KaTh
innosarieo. Xapaxkrep AOCTLKEHHS, IIPOBEACHOr0 Ha 06a3i YOTUPHOX E€BPOIEHCHKUX KPAiH, MOKE CIIPUSTH
MO/IAMTBIIIOMY PO3BUTKY HAYKOBUX JOCJI/KEHB, TIOB>SI3aHUX 3 BUPIMICHHIM TOMIOHUX MpobaeM B yIIpaBJiHHI
TIePCOHAJIOM Ta OpTraHi3allii rnpart.

KmouoBi ciioBa: eKoHOMIUHA KPH3a, IOMAIITHIN o(ic, yIIPaBIiHHS JIOICHKUMEI PECYPCAMHU, TaHIEMist, poboUe
HaBaHTAKCHHSI.

IMPACT OF COVID-19 PANDEMIC ON THE WORKLOAD
AND HOME OFFICE IN SOME EUROPEAN COUNTRIES

Abstract. The spread of a new and unknown viral infectious disease named the Covid-19 pandemic paralysed
world without any preparation time. It has significantly changed approaches to organizational management as
well as HR policy. Governments have taken immediate measures to address the challenges caused by the
COVID-19 pandemic, including protecting jobs, providing financial support to businesses and households
experiencing a sharp drop in income.

The present study focuses on a subfield of a previous larger research, on the change in workload due to the
COVID-19 pandemic and the increase in the frequency of remote work, as well as their consequences. The
increase in telecommuting is one of the innovations that can clearly be attributed to the impact of the pandemic.
It has become an accepted form of work in many sectors where even the professionals did not think of using it
before.

The research has been conducted based on the questionnaire consisted of groups of questions related to the
demographic characteristics (age, gender, place of residence, position), development of the workload, and the
more complicated working conditions caused by Covid19 pandemic. The respondents from Hungary, Montenegro,
Spain and the United Kingdom were selected using a respondent-driven time space sampling procedure. The
method of sampling and the size of the target group can be considered as limitations of our research — the
statistical conditions for evaluation are nevertheless met, given the for the number of elements and normality
of the sample as a whole and its individual groups.

As results, authors found that the same epidemic in each country led to different workload increases and
affected subordinates and non-subordinates, and women and men to different degrees. Among the effects of the
crises caused by the pandemic, the increase in workload is the most significant. That must be taken into
consideration in the HRM policy. The most important finding is that the increasing frequency of remote work
to a certain extend can be considered as innovation. The nature of the research conducted on basis of four
European countries can contribute to the future development of scientific study related the solution of similar
problems in HR management and labour organization.

Keywords: economic crisis, home office, human resource management, pandemics, workload.
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