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In recent years, Central and Eastern European countries have faced significant crises, including the COVID-19 pandemic and
the Russian-Ukrainian conflict, which have impacted their social and economic development. This study examines how these
events influenced business operations, leadership, and human resources in Czech, Hungarian, and Slovak organizations. A
total of 1,370 organizations responded to the questionnaire. The research aimed to explore leadership practices during these
challenges by testing five hypotheses. The results clearly demonstrate relationships between a respondent organization’s
country and its perceptions of crisis-driven opportunities, such as technological developments, organizational renewal, and
innovative leadership approaches. Crisis strategies vary by country and organizational context. Larger organizations and
foreign-owned companies are more likely to adopt innovative technological or people-centered solutions.
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A kozép- és kelet-eurdpai orszagok a kozelmultban jelentés valsagokkal néztek szembe, beleértve a COVID-19-et és az
orosz-ukran konfliktust, amelyek hatassal voltak a tarsadalmi és gazdasagi fejlédéslikre. Ez a tanulmany azt vizsgalja,
hogy a jelzett folyamatok hogyan hatottak az Gzleti mikodésre, a vezetésre és a humanerdéforrasokra a cseh, magyar és
szlovak szervezetekben. Kérddivet 1370 szervezet valaszolta meg. A kutatas célja, hogy feltarjak a vezetési gyakorlatokat a
jelzett kihivasok idején, 6t hipotézist tesztelve. Az eredmények egyértelmi 6sszefliggéseket mutatnak az adott valaszadd
szervezet orszaga és a valsag altal vezérelt lehetéségekrdl, példaul a technoldgiai fejlesztésekrdl, a szervezeti megujulasrol
és az innovativ vezetési megkozelitésekrél alkotott képek kozott. A valsagstratégidk orszagonként és szervezeti kontextu-
sonként eltérnek. A nagyobb szervezetek és a kilfoldi tulajdonban [évé vallalatok inkdbb alkalmaznak innovativ technol6-
giai vagy emberkoézponti megoldasokat.
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Currently, there are very few current studies on the
impact of military operations on companies and the
internal running of organizations at war. These publica-
tions focus more on the problems of Ukrainian companies
(Koshlenko, 2024; Bondarchuk et al., 2025), and fewer
such studies can be found in other countries. Based on
analysis of the available literature focuses on the effects
of energy, logistics, value chains and trade (Deloitte,
2022; KPMG, 2022; Markus, 2022; Ahlawat et al., 2022;
Ostapenko et al., 2023; Fawn & Drobysh, 2023; Paryan &
Hashfi, 2023; Ediz et al., 2025).

The publications written about the situation in Ukraine
talk about the sustainability of business there, financial
and financing opportunities (Bandura, Timtchenko &
Hardman, 2024) and possible management solutions in
war conditions (Uvarova & Saprykina, 2023). We find
publications that are not only about the difficulties caused
by the war, but also report on the opportunities created by
new challenges (e.g. new ITC solutions, spread of business
resilience, crisis plans, maintaining team spirit, etc.) (EU,
2024; Poyner, 2024).

Therefore, in June 2023, researchers from J. Selye
University, in cooperation with researchers from sev-
eral countries (the Czech Republic, Hungary, Romania,
Slovakia, USA), launched their research “The impact of
crises — COVID-19, recovery, war — on the management
of companies and organizations.” The purpose of this
research to find what effects the responding organizations
expect from the war on their business activities, manage-
ment and HR in the countries participating in the research.

Theoretical background

The economic development of various organizations
(companies, institutions) was influenced by several signif-
icant changes in recent years. These changes also confirm
the validity of Jared Diamond’s statement (1999, p. 26)
that “We can successfully prepare for the challenges of
the future if we intelligently understand everything that
is possible from the past” However, we are returning to
past phenomena that today’s generations of leaders have
not previously experienced, such as “crises, trade wars,
emerging capital flight markets, widespread social unrest,
geopolitical confrontation and the specter of nuclear war”
(WEF 2023, p. 6). Other historians drew attention to the
fact that medieval plagues had another decisive social con-
sequence: the large number of deaths increased the value
of work, serfs and peasants were able to negotiate more
favorable terms with their landlords (Romsics, 2021).
These past phenomena live today in the guise of artificial
intelligence, the global climate crisis, and the fifth indus-
trial revolution (Harai, 2023; Vinkoéczi et al., 2023). In
the following, we analyze the significant effects of these
changes from the perspective of the literature.

COVID-19 pandemic

According to Pitterle et al. (2015), crises, especially exter-
nal crises, can cause an economic slowdown, which can
lead to rapidly developing continuous commodity and
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financial market imbalances. COVID-19 is considered
an external shock and crisis (UNCTAD, 2020; Vittore et
al., 2021). The pandemic showed a significant impact on
financial markets in the case of 49 countries (Zaremba et
al., 2021).

The closure significantly reduced economic activities,
many companies scaled back their operations or closed
(Brodeur et al., 2020, Gourinchas, 2020).

The pandemic has brought to the fore several areas of
HR that need improvement: further development of inter-
nal communication, expansion of training, and reduction
of administrative burdens (Pat6 et al., 2021). The wider
acceptance of home office has also become essential,
although recent research suggests that this form of work
does not always result in higher productivity (Collings et
al., 2021; Kokt &Chipunza, 2022).

Employers had to retain their employees with much
more complex and innovative solutions than before
(e.g., well work and wellbeing (Dajnoki et al., 2023).
International trade also deteriorated significantly (Naseer
et al., 2023; Gelencsér et al., 2023).

In response to the social and economic changes caused
by the pandemic, the governments introduced a series of
measures which included compensation, and concessions
were also introduced in the area of tax payment and tax
arrears (Mura et al., 2022a).

Despite the fact that unemployment in the world
increased from 5.7% in 2019 to 8% in 2021 as aresult of the
COVID-19 crisis (ILO, 2021), the countries of the devel-
oped world—including the three countries examined in our
article (the Czech Republic, Hungary and Slovakia)-were
also affected by a strong labor shortage. In fact, it was also
established that in February 2022, the level of unemploy-
ment in these countries returned to the pre-COVID cri-
sis level (OECD, 2022). One of the key issues of HRM
in these countries today is the dramatic increase in labor
shortages, which has been influenced by a variety of fac-
tors, namely outbound labor migration after the regime
change, unfavorable demographic factors, the economic
downturn, as well as wage differences within the EU
(Morley et al., 2020; Stachova et al., 2020).

While in 2020, the year the pandemic broke out, annual
inflation was relatively low (0.7%), by 2021 it reached the
so-called the level of stimulating inflation (2-3 percent
price increase).

The main challenge of the pandemic for the global
economy is the negative impact on the implementation of
the sustainable development agenda until 2030 (Elavarasan
et al., 2021; Fagbemi, 2021).

The War between Russia and Ukraine

The war between Russia and Ukraine began in 2014 when
Russia annexed Crimea and began supporting separatists,
primarily in Eastern Ukraine. This escalated to a full-
scale invasion of the country on 24 February 2022, and
continues at the time of this writing in September 2025.
The political and economic reasons for the war are beyond
the scope of this paper. However, the war impacted firms
buying and selling to both Ukraine and Russia, especially



firms located in Central and Eastern Europe. Their prepa-
ration for and response to this major regional crisis is the
focus of this research.

Crisis as an opportunity

During the coronavirus crisis, an opinion was often
expressed that it could also be the basis for many renew-
als. These can be renewals and opportunities and can arise
directly or indirectly (WEF, 2020; UN, 2021). An impor-
tant assumption in our research was that every crisis is
also an opportunity.

The novelty and complexity of COVID-19 threatened
the achievement of organizational goals. According to
Demirkaya and Aydin (2006), a crisis can create unex-
pected opportunities for organizations. Organizations
must be able to prepare and allocate their resources; coor-
dinate the necessary mechanism and use organizational
resources and knowledge appropriately (Liu et al., 2020;
Ton et al., 2022).

Economic situation in analyzed countries

Socio-economic situation

The economic characteristics of these countries are listed
in Table 1. By comparing the three countries by economic
performance, conclusions can be drawn.

*In 2023, 25.85 million people lived in the three
countries under study (Eurostat, 2024b), represent-
ing 5.77% of the population of the European Union
(Eurostat, 2024b).

* In the year before the outbreak of the coronavirus cri-
sis (2019), all countries had positive economic growth
(2.51% to 4.86%). The same cannot be said for 2020,
when the decline ranged from -3.34% to -5.40%. In
2021, growth (3.55-7.20%) was again observed in the
countries studied. The 2022 figures were lower than
the year before (1.67-4.87%).

The unemployment rate before the outbreak of the
pandemic in 2019 was low in all three countries (the
Czech Republic: 1.3%, Hungary: 3.5% and Slovakia:
3.8%). The unemployment rate in 2019 ranged from
1.3% to 3.8% in the 3 countries. In 2021, unemploy-
ment also rose slightly (0.1% in Slovakia, 0.2% in the
Czech Republic) or stagnated (Hungary). In 2022,
unemployment fell again in all three countries (by
0.3-0.4%) (Eurostat, 2024b).

In terms of GDP per capita, the crisis has led to a
decline, to varying degrees, in all the countries sur-
veyed, but by 2021 and then 2022, all three countries
surveyed had experienced an increase (World Bank,
2024).

Foreign capital investments (FDI) are an important
source of the economic development of the examined
countries (Gétz, Eltetd & Sass, 2023). As a result of the
indicated foreign FDI, 15-30% of the employed in these
countries worked for subsidiaries of such ownership
According to KSH (2020) investigations, in 2020, 25.2%
of those employed in the corporate sector worked for
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foreign-owned companies in Hungary. According to stud-
ies by Palocz (2019), in the Czech Republic and Slovakia,
the proportion of domestic employees in non-financial for-
eign-owned enterprises was 28 percent.

Table 1
Economic characteristics of the examined countries

Characteristics CZ HU SK Lote
average
2019 | 10.65 977 5.45 25.87
. 2020 | 10.70 9.77 5.46 25.93
Population 5y o0 Tors  [546  [2568
(million people)
2022 |10.52 9.69 543 25.64
2023 |10.83 9.60 543 25.86
2019 |3.03% [4.86 251% | 347%
GDP  growth| 2020 [-550% [-4.54% |-3.34% |-446%
(%) 2021 [3.55% | 720%  [4.86% |5.20%
2022 |2.46% | 4.58% 1.67% |2.9%
2019 | 1.3% 2.1% 38% | 2.40%
Unemployment | 2020 | 1.7% 20% 44%  |293%
(%) 2021 |1.9% 2.1% 45% |3.03%
2022 | 1.5% 2.4% 4.1% 2.67%
2019 (442127 |34645.6 |33453.8 |37437.37
GDP per capita | 2020 [42827.1 [34169.9 |32922.9]36639.97
(euro/person) 2021 |45630.0 367359 |34505.3|38957.07
2022 |49195.0 [417409 |37457.2 (427977

Source: authors’ own ediiting based on Eurostat (2024b), World Bank (2024)

Empirical Research

Objective

The aim of the research “Factors endangering corpo-
rate-organizational stability, or the running, management
and HR in the shadow of war” was to create a picture of
the situation: after the recovery from the coronavirus cri-
sis of the past two years.

Hypotheses

When formulating our hypotheses, we paid special atten-
tion to the influencing factors of the given countries and
the organizations involved, the crisis management options,
and the crisis as a recovery solution (Creswell & Creswell,
2018). In connection with our research, we formulated the
following five hypotheses:

Many studies (Pearson et al., 1998; Mitroff & Alpaslan,
2003; Bundy et al., 2017) have examined crisis manage-
ment and the effective measures that organizations should
implement in critical situations. A study by Gurkov &
Dhams (2024) assessed the organizational communica-
tion strategies of foreign enterprises, working in Russia
after the start of the war (24" of February, 2022). They
assessed foreign companies from USA, UK, Canada,
Australia, Japan, Germany and EU, etc., but did not exam-
ine, whether the origin (nationality) of these subsidies
influence their attitude. Dai et al. (2017) studied 1.162
multinational enterprises subsidiaries across 20 war-af-
fected countries and found that enterprises perceived the
threat of war quite similarly. At the same time, differences
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were found regarding the responses of the subsidiar-
ies. Hofstede (2001) introduced five dimensions (power
distance, uncertainty avoidance, individualism versus
collectivism, masculinity versus femininity, and long
term versus short-term orientation) in his seminal work
in cross-cultural psychology and management, based on
how national cultures differ from one another. A sixth

ment positive organizational changes is influenced
by their organizational context.

Based on the study by Doern (2016), the crisis man-
agement strategies of SMEs fundamentally differ from
those of large corporations: they are characterized by

dimension (indulgence versus restraint) was added in 2010
(Hofstede et al., 2010). Given these differences, Kostova &
Roth (2002, p. 215) noted that “organizational practices

can be expected to vary across countries”.

Based on the above a research gap was found, as no
previous study was found to focus on the differences
between companies of different nationalities (especially
between Czechia, Hungary, and Slovakia) in context of

response to war situations.

H1 This perception of the overall impact of the war
impact as an opportunity or a constraint for positive
organizational change Is associated with national
context.

H2: Organizations’ preferences for specific crisis
management measures differ significantly across
countries.

Several studies state that developing new business models
becomes sustainable through taking and exploiting new

risks.

A study by Wenzel et al. (2021) discusses how crises

stimulate technological and organizational innovation.

A paper by Teece et al. (2016) provides a framework

for understanding innovation in crisis contexts.

Fedynets (2023) highlights that changes within an
organization are inevitable. Changes caused by crisis con-
ditions in business operations must be implemented as

soon as possible.

H3: Organizations that perceive the war situation as
an opportunity for positive organizational change
are more likely to adopt innovative crisis manage-
ment measures.

According to Meyer & Peng (2016) organizational context
influences perception of crises as threats or opportunities.
Child (1972) introduced the idea of strategic choice and

how context shapes organizational responses.

Lengnick-Hall et al. (2011) discovered that organ-
izational context is a determinant of crisis perception
and response. Williams et al. (2017) also highlighted the
importance of internal organizational contexts, as they
shape whether crises are threats or opportunities for a

given organization.

Manisaligil et al. (2023) discovered that organizations
change similarly in the short term but differently in the

long term.
H4: Whether organizations perceive the war situa-

tion as an opportunity or as a compulsion to imple-
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a lack of prior planning, a reactive approach, personal
intervention, and a strong reliance on external support.
In contrast, larger firms tend to be more proactive, sys-
tem-oriented, and capable of implementing more innova-
tive solutions.

According to Archibugi et al. (2013) larger and
resource-rich firms are more likely to respond with inno-
vation, while smaller firms tend to scale back such activ-
ities during times of crisis. Smallbone et al. (2012) also
found that firm size matters in shaping strategic responses
to economic downturns.

H5: Crisis responses differ by firm size and owner-
ship, with larger and foreign-owned firms preferri-
ng innovative solutions.

The main outcome variables are the perceived impacts
of the war on organizations, opportunities for positive
change, and adopted crisis measures. Independent varia-
bles include country, company size, and ownership struc-
ture, with these clearly distinguished to clarify the model

Questionnaire

The questionnaire used in the survey addresses the
following major groups of questions, for each of them
collecting the respondent’s experiences, opinions and
expectations:

« the general characteristics of the respondent organiza-
tion, its relationship with the Russian and Ukrainian
markets, and its preparedness for war,

« the likely macro and micro economic and financial
impact of the Russia-Ukraine war,

* the impact of the Russia-Ukraine war on your organ-
ization/business in 2022-2023,

» whether the war or post-war situation also represents
an opportunity for the responding organization,

* analyzing the ways in which the organization is try-
ing to adapt to the situation created by the war situ-
ation,

e the range of measures that are being planned or
implemented to mitigate the negative effects of the
Russia-Ukraine war,

e identification of materials, foodstuffs, spare parts
and services which are scarce or difficult to obtain
because of the war,

* characteristics of the respondent,

* other recommendations and comments.

To ensure the reliability and validity of the question-
naire, the authors designed the constructs and the items
through a comprehensive literature search. We drew on
numerous previous research studies. First, the Cranet non-
profit research network provided scientific facts about the



contextual nature of HRM (Brewster et al., 2018). Another
important source for our questionnaire was the one devel-
oped by Central European international human resource
management researchers to analyze HR changes in the
CEE region (Zaharie et al., 2019). Third, we used the expe-
riences of labor market research conducted in the V4 coun-
tries (Horbulak, 2022). A pilot study was conducted with
a select group of organizations, which helped to gauge the
clarity and coherence of the instrument.

Sample

In the examined sample across all three nations, the larg-
est proportion was represented by the domestic private
sector with 51.9%, however, in the Slovak sample their
proportion is much higher, more than 2/3 of the respond-
ents (71.5%) came from the domestic private sector. At the
same time, the proportion of companies with foreign or
mixed ownership was lower (17%), compared to 34.2%
of the Czech sample and 28.9% of the Hungarian sample
(Table 2).

Table 2
Distribution of the sample by
country and by owner (%)

Ownership CZ HU SK Total
Government, local 112% [192% |9.1% |16.3%
government
Domestic private 53.6% |47.8% |71.5% |[51.9%
Foreign or mixed private |34.2% (28.9% |17.0% |28.6%
Nonprofit organizations |1.0% |3.4% 1.2% |2.6%
Other 0.0% |07% [1.2% |.6%
Total (100%) n= 295 910 165 1370

Source: authors’ own research

In terms of organizational headcount/number of employ-
ees, 2/3 of the entire sample consisted of organizations
employing less than 250 people, but their proportion in the
Slovak sample is much higher, 89.7%. In the Czech and
Hungarian samples, their proportion is similar, 60% and
62.3%, respectively.

Statistical analysis

Internal validity integrity and result precision were
assessed after applying non-parametric tests relevant to
categorical data’s attributes. In conformity with stand-
ard practices for result presentation, the frequency anal-
ysis began with a frequency investigation and descriptive
statistics related to the major variables, followed by
non-parametric tests for correlation and contrasting group
differences as appropriate. Due to the wide variety of the
variables, as well as the categorical and ordinal nature of
the data, a structured approach to presentation was taken,
which paralleled the research questions and hypotheses,
consequently streamlining the ordering of frequency and
comparative work.
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Differences found between different groups were
examined by applying chi-square tests, and changes that
extended beyond several groups were tested by apply-
ing Kruskal-Wallis tests. To improve clarity, the results
are now presented in two stages: first, country-specific
findings are outlined in separate subsections; second,
comparative insights across countries are summarized,
focusing on the hypotheses tested. Mann-Whitney U tests
were also used to appropriately examine distributions for
comparison purposes. Results included measures of sig-
nificance, effect size (Cramer’s V), and association meas-
ures (ETA).

Although the Kruskal-Wallis, Chi-square, and
Mann-Whitney U tests were used to investigate differ-
ences between/among groups, it is known that the use
of a multivariate method like MANOVA could have
provided additional information when investigating
several dependent variables simultaneously across var-
ious nations. However, due to the ordinal nature of the
Likert-scale data, the lack of multivariate normality,
and the mixture of categorical and ordinal variables, the
requirements for MANOVA were not fully met. Thus,
the non-parametric tests were chosen as appropriate sub-
stitutes.

HT: The perception of the overall impact of the
war’s impact as an opportunity or a constraint for
positive organizational change is associated with na-
tional context.

Country-specific results

Czech Republic

In assessing the effects of the war, the greatest agreement
among the surveyed organizations was that the conse-
quences of the coronavirus situation are still a bigger prob-
lem than the Russian-Ukrainian war. In this regard, there
is no significant difference between the countries based on
the Chi-square test (Sig=0.127), for more than a quarter of
the respondents this is still a problem.

The most problematic area was indicated by the
respondents in all three countries as the increase in pur-
chase prices (60% of the respondents), with the highest
proportion in Slovakia (67.3%). Overall, this is followed
by the change in the exchange rate of the domestic cur-
rency, which is a problem for Hungarian organizations
in a much higher proportion than for the Czech and
Slovak ones (59.5% vs. 34.9% and 39.6%, respectively),
and also the relationship between the variables here is
the strongest. In four cases, the test shows no correla-
tion between the impact of the war and belonging to the
country:

« threat to the stability of our work/service processes

(Sig=0.858),

* lack of planned/started technological and IT develop-

ment (Sig=0.479),

» general labor shortage due to the war (Sig=0.361),

e lack of qualified professionals due to the war

(Sig=0.236) (Table 3).
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Table 3

The impact of the Russian-Ukrainian war on the organization by country - the total percentage of more typical
and fully typical answers to the questions (%)

The impact of the Ru.ssian-Ukrai.nian war on organiza- CZ HU SK Total Chl-sguare Cramer’sV
tion/enterprise Sig
1 |Increase in purchase prices due to the war 62.7% |589% |673% |60.7% |0.000 0.130
5 ;11’(})1:;1 gst%:tézirzg‘i;t of the change in the exchange rate of the 349% 1595% 1396% |51.8% |0.000 0.200
3 | Threat due to supply (lack) of energy sources 38.3% |32.0% |43.6% |34.8% |0.000 0.133
4 (11’1}11;:tsota:lb;:ell‘tw);1 ;md performance of our suppliers has changed 310% 1319% 1358% 132.2% |0.000 0118
5 Theye is a shortage of raw materials and spare parts on our 132% [241% 1360% |275% 10.000 0.156
foreign market due to the war
6 The consequences of the coronavirus situation are still a big- 306% 1267% 1242% |272% 10127 0.075
ger problem for us than the Russian-Ukrainian war
7 There is a shortage of raw materials and spare parts on our 303% 1251% 1327% 1271% |0.000 0.114
domestic market due to the war
8 | Threat to the stability of our work/service processes 153% [239% [29.1% [22.7% |0.000 0.115
9 | Lack of planned/started technological and IT development |[15.9% |23.6% |[20.7% |[21.6% |0.008 0.094
10 | Difficulties arising from the employment of refugee workers | 23.4% |17.9% [26.1% [20.1% [0.000 0.140
11 | General labor shortage due to the war 15.0% |[17.2% [152% |16.5% |0.008 0.094
12 | Lack of qualified specialists due to the war 11.2% |[17.5% [15.2% |15.8% |0.000 0.117
13 | Benefits of employing refugee workers 21.6% [11.8% [15.2% |[14.3% |0.000 0.152

Source: authors’ owns research

Note: all percentages displayed are of ‘typical” or ‘fully typical’ respondents, and averages are based on a scale of Likert that varies from 1(no agreement at

all) to 7 (complete agreement). All percentages and mean calculations are strictly based on valid answers

Hungary

While those who gave a neutral answer were around 30%
in all three countries, the Slovaks are by far the most pes-
simistic in terms of whether the war situation creates an
opportunity for or forces positive changes in the organ-
ization. Overall, only 14% see some possibility of this,
while more than a quarter (27.4%) of the most optimistic
Hungarian respondents. The Chi-square test (Sig=0.001)
and the Kruskal-Wallis test (Sig=0.000) shows a correla-
tion between belonging to the country and the perception
of positive opportunities. After presenting these coun-
try-specific results, the following sections summarize the
comparative insights across the Czech Republic, Hungary,

and Slovakia, focusing directly on the hypotheses tested
(Table 4).

Slovakia
Overall, based on the above, Hypothesis 1 can be consid-
ered partially approved.

H2. Organizations’ preferences for specific crisis
management measures differ significantly across
countries.

Almost half of the responding organizations in all three
countries attach great importance to the following:

Table 4
To what extent does the war situation represent an opportunity for organizations — % distribution of responses
by country
Thf: war or post-war 'situ.ation also represents an oppor- Chi-square
tunity for your orgamzatlo.n ./ forces your organization to Cz HU SK Total Sig Cramer’sV
make positive changes
Do not agree at all 19.0% [18.1% [28.7% |[19.6%
Mostly do not agree 13.9% |[11.2% |[12.8% |12.0%
Rather disagree 197% | 14.8% [15.2% |15.9%
Neither agree nor disagree (neutral) 30.2% |28.5% |293% |29.0% |0.001 0.111
Rather agree 12.5% |[16.2% |9.1% 14.6%
Mostly agree 3.4% 6.4% 2.4% 5.3%
Completely agree 1.4% 4.8% 2.4% 3.8%
Average of responses 3.19 3.52 2.95 3.38

Source: uthors’ owns research
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* increasing organizational efficiency (53-56%),

» general cost reduction (48-53%)),

» measures to help retain key people and talents (47-
50%),

* more attention to innovation opportunities (45-48%),

* strengthening internal communication (43-47%).

Examining the applied crisis management measures by
country, we find a significant difference between the coun-
tries in all cases based on the Chi-square test, and in 11
cases based on the Kruskal-Wallis test. The strongest dif-
ferences are

» search for new procurement alternatives,

* rescheduling or postponing investments,

* revision of strategy,

* starting and strengthening training programs,

» stronger/renewed marketing activity.

Searching for new procurement alternatives is preferred
by half of the Czech companies/organizations (50.0%),
41.5% of Slovaks, while only nearly a third of Hungarians
(30.3%), but a much higher proportion of Slovaks think
about revising the Strategy (44.4%) and Hungarian (38.4%)
organizations, as well as the Czech (24.1). The Czechs and

STUDIES AND ARTICLES

the Hungarians follow the rescheduling or postponement
of investments in almost the same proportion (33% and
31.6%), while this is much more important for the Slovaks
(43.6%). Stronger/renewed marketing activity is also more
typical for the Slovaks (42.3%) than for the Hungarians
(33.9%) and the Czechs (35.3%). Starting and strengthen-
ing training programs is the most important for Hungarian
companies (36.1%), ahead of Czech (32.4%) and Slovak
(25.8%) ones (Table 5).

Based on the results, Hypothesis 2 is considered
proven.

H3: Organizations that perceive the war situation as
an opportunity for positive organizational change
are more likely to adopt innovative crisis manage-
ment measures.

In the case of almost all crisis management measures, the
average of the responses of this group is above the neutral
value of 3, and in many cases approaches the value of 4,
i.e., the measures are typically applied. There is a signif-
icant correlation between the variables for all crisis man-
agement measures, this is the strongest for the following
measures in order:

Table 5

Measures taken to mitigate the effects of war by country — aggregated percentage of more typical and fully
typical responses to the questions (%)

In what ways is. your organi-zation try.ing to adapt to the CZ HU SK | Total Chi-sguare Kru§kal.- Cramer’s V
war situation? Proportion of typical responses Sig Wallis Sig

1 | Nothing needs to be done 30.3% | 25.1% | 20.0% | 25.6% 0.000 0.000 0.119
2 | Seeking new procurement alternatives 50.0% | 30.3% | 41.5% | 35.9% 0.000 0.000 0.155
3 | Strengthening supplier network 48.1% | 40.6% | 44.4% | 42.7% 0.000 0.002 0.111
4 | Domestic commodities, ensuring self-sufficiency 32.5% | 34.9% | 35.4% | 34.4% 0.000 0.079 0.119
5 | Maintaining export registration 24.4% | 24.6% | 17.1% | 23.7% 0.000 0.001 0.110
6 |Entering new markets 35.7% | 34.3% | 26.8% | 33.7% 0.000 0.038 0.121
7 | Increasing organizational efficiency 54.1% | 52.9% | 56.4% | 53.6% 0.003 0.101 0.099
8 |Restructuring the supply chain 30.4% | 30.0% | 32.9% | 30.4% 0.000 0.002 0.129
9 |Increasing automation, introducing new technologies 35.6% | 34.4% | 28.8% | 34.0% 0.003 0.101 0.099
10 | Using more flexible contracts 35.3% | 35.1% | 35.4% | 35.1% 0.004 0.452 0.097
11 | Improving cybersecurity 42.6% | 38.4% | 37.2% | 39.1% 0.008 0.020 0.094
12 Increasipg mental support for employees while facing 38.0% | 37.7% | 36.8% | 37.7% 0.000 0103 0116

uncertainty
13 | Revising strategy 24.1% | 38.4% | 44.4% | 36.1% 0.000 0.000 0.137
14 | Stronger/renewed marketing activities 35.3% | 33.9% | 42.3% | 35.2% 0.000 0.019 0.133
15 | More focus on innovation opportunities 452% | 47.8% | 46.9% | 47.1% 0.001 0.643 0.103
16 | Rescheduling or postponing investments 33.0% | 31.6% | 43.6% | 33.3% 0.000 0.000 0.151
17 g;::ftﬁ)‘;f;gf;;‘;ﬁ‘;lttl?;t;;‘;:‘;lr‘;:e‘l’lrgamza“onal/ 209% | 19.8% | 154% | 19.5% |  0.001 0.083 0.105
18 Developing, strengthening and professionalizing HR 29.6% | 33.6% | 25.8% | 31.8% 0.000 0.139 0113

functions
19 | Retaining key people and talent 47.1% | 49.4% | 50.3% | 49.0% 0.000 0.782 0.123
20 |Launching complex knowledge management programmed | 26.4% | 28.7% | 19.3% | 27.0% 0.000 0.181 0.114
21 | Rethinking employment conditions 31.1% | 33.9% | 32.9% | 33.2% 0.000 0.175 0.128
22 | Launching and strengthening training programmed 32.4% | 36.1% | 25.8% | 34.1% 0.000 0.015 0.134
23 | Reducing overall costs 53.1% | 48.1% | 49.4% | 49.3% 0.002 0.126 0.102
24 | Strengthening internal communication 46.9% | 46.4% | 43.2% | 46.1% 0.000 0.483 0.125

Source: authors’ owns research
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This shows that organizations that see opportunities in the
situation prefer innovative measures related to technology
or the renewal of the organization more than the others.
Although there are significant differences between the
three groups, in the case of the following measures, the
average of all three groups is above 3, so their application

* revision of strategy,

* developing, strengthening and increasing the profes-

sionalism of HR functions,

* stronger automation, introduction of new technolo-

gies,

* increasing organizational efficiency,

* entry into new markets,
* improving cybersecurity,

* more attention to innovation opportunities.

typically occurs equally in all three groups:

* increasing organizational efficiency,

« general cost reduction,

» measures to help retain key people and talents,

« strengthening internal communication,

 more attention to innovation opportunities (Table 6).

Overall, hypothesis 3 is considered proven.

H4: Whether organizations perceive the war situa-
tion as an opportunity or as a compulsion to imple-
ment positive organizational changes is influenced
by their organizational context.

More than a third of the large companies (35%) declared
that they see an opportunity to implement positive organ-
izational changes in the war and its aftermath, while only
1/5 of the SMEs (19.4%) did so. We see the same in the

Table 6

Measures taken to mitigate the effects of war depending on the assessment of the possibilities — average of the
answers to the questions

The situation of war or its aftermath is also an
What measures are planned to mitigate the | opportunity for your organization/ forces your Chi- | Kruskal- Cramer’s
negative effects of the Russian-Ukrainian war organization to implement positive changes square Wallis v Eta
It does not represent an opportunity Neutral Values it asan Total Sig Sig
opportunity
1 | Nothing needs to be done 2.82 2.80 2.51 2.74 | 0.000 0.002 0.112 0.101
2 | Seeking new procurement alternatives 2.75 2.95 3.24 2.93 | 0.000 0.000 0.141 0.151
3 | Strengthening supplier network 2.92 3.17 3.42 3.11 0.000 0.000 0.131 0.153
4 | Domestic commodities, ensuring 278 3.07 308 | 296 | 0001 | 0000 | 0107 | 0.133
self-sufficiency
5 | Maintaining export registration 2.40 2.76 2.90 2.63 | 0.000 0.000 0.131 0.168
6 | Entering new markets 2.57 3.01 3.33 2.88 | 0.000 0.000 0.177 | 0.231
7 |Increasing organizational efficiency 3.25 3.54 3.93 3.50 | 0.000 0.000 0.179 | 0.229
8 | Restructuring the supply chain 2.59 2.86 3.19 2.81 | 0.000 0.000 0.160 | 0.188
g | EeTE ST o, MIRITE IR IET | ) o 2.97 341 | 2.89 | 0000 | 0000 | 0.81 |0.250
technologies
10 | Using more flexible contracts 2.80 3.02 3.35 2.99 | 0.000 0.000 0.150 | 0.172
11 | Improving cybersecurity 2.80 3.19 3.64 3.12 0.000 0.000 0.176 | 0.240
12 |Increasing mental support for employ- | 5 g3 3.15 349 | 3.08 | 0000 | 0000 | 0.161 |0.201
ees while facing uncertainty
13 | Revising strategy 2.70 3.11 3.49 3.01 | 0.000 0.000 0.189 | 0.252
14 | Stronger/renewed marketing activities 2.77 3.12 3.26 2.99 | 0.000 0.000 0.143 | 0.168
15 | More focus on innovation opportunities 3.00 3.43 3.66 3.28 | 0.000 0.000 0.172 | 0.228
16 iiiftlgedulmg or postponing tnvest- 2.83 3.02 305 | 293 | 0000 | 0030 | 0.107 | 0.081
Using business consultants to solve
17 | organizational/operational problems 221 271 2.67 247 | 0.000 0.000 0.159 | 0.194
that have arisen
iy | DTt shghunligenspetss | 5 2.98 330 | 2.84 | 0000 | 0.000 | 0187 |0.250
sionalizing HR functions
19 | Retaining key people and talent 3.11 3.36 3.67 3.32 | 0.000 0.000 0.132 | 0.172
20 | Launching complex knowledge man- 2.45 2.87 309 | 272 0000 | 0.000 | 0.168 |0.208
agement programmed
21 | Rethinking employment conditions 2.69 2.90 3.26 2.88 | 0.000 0.000 0.135 | 0.180
| EEE S T ST e (R 2.63 2.92 331 | 2.88| 0000 | 0000 | 0.160 | 0.209
programmed
23 | Reducing overall costs 3.27 3.48 3.61 341 | 0.001 0.002 0.104 | 0.111
24 | Strengthening internal communication 3.05 3.36 3.64 3.28 | 0.000 0.000 0.147 | 0.185

Source: authors’ owns research
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case of domestic private companies and foreign-owned
companies: 20.5% of domestic private companies and
31.1% of foreign-owned companies take a similar position.
Based on the averages, it can be seen that they are always
below the neutral value of 4, so they point in the direction
of disagreement. The responses of foreign-owned SMEs
and domestic companies are somewhat more homogene-
ous than the large ones. In both cases, there is a signifi-
cant weak relationship between the variables (Chi-square
sig=0.000, Cramer’s V=0.193 and 0.169), so the attitude to
the situation also depends on the size of the company and
the ownership conditions (Table 7).

STUDIES AND ARTICLES

* domestic commodity funds, ensuring self-sufficiency
(averages: 2.99 and 2.95),

* stronger/renewed marketing activity (averages: 3.03
and 3.12),

* rescheduling or postponing investments (averages:
2.87 and 3.01),

« general cost reduction (averages: 3.41 and 3.45),

« strengthening internal communication (averages:
3.27 and 3.40).

The strongest correlation can be seen with the following
measures:

Table 7

To what extent is the war situation an opportunity for organizations — % distribution of responses by company
size and owner

The s.ituaEtion of war or its after.mat.h is al§0 an opportun.it.y for your SME | Big firms Dorflestic Foreign Total
organization / forces your organization to implement positive changes private | or mix

Do not agree at all (1) 21.5% 11.8% 21.8% 12.3% | 18,4%
Mostly do not agree (2) 14.0% 9.8% 12.7% 12.6% 12,7%
Rather disagree (3) 16.6% 16.2% 16.0% 17.2% 16,4%
Neither agree nor disagree (neutral) (4) 28.6% 27.2% 28.9% 26.7% | 28,1%
Rather agree (5) 12.6% 21.7% 13.9% 18.3% 15,4%
Mostly agree (6) 4.5% 7.5% 4.8% 6.7% 5,5%
Completely agree (7) 2.3% 5.8% 1.8% 6.2% 3,4%
Average of responses 3.19 3.83 3.22 3.71 3,39
Standard deviation 1.589 1.624 1.590 1.647 1,626
Chi-square test Sig. 0.000 0.000
Cramer’s V 0.193 0.169

Source: authors’ owns research

Conclusion: The size of the organization (number of
employees) and ownership structure are an important part
of the organizational context (Robbins, 2023), so hypothe-
sis H4 was accepted.

H5: Crisis responses differ by firm size and owner-
ship, with larger and foreign-owned firms preferri-
ng innovative solutions.

Overall, the most preferred measures in both groups of
companies (with typical responses of around 50%) are:

* increasing organizational efficiency,

» general cost reduction,

» measures to help retain key people and talents,

* strengthening internal communication,

* more attention to innovation opportunities.

The Chi-square test shows a significant correlation between
the individual measures and the two company groups in all
cases, with one exception. An exception is the measures
promoting the retention of key people and talents — this is
judged very similarly in both groups of companies (average
of responses: 3.35 and 3.42). In addition, the Mann-Whitney
test found no significant correlation in six other cases, which
are almost equally typical in both groups of companies:

* search for new procurement alternatives (averages:

2.89 and 3.03),
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* improving cybersecurity (Cramer’s V=0.242),

* stronger automation, introduction of new technolo-
gies (Cramer’s V=0.226),

* maintaining export registration (Cramer’s V=0.224),

* developing, strengthening and increasing the profes-
sionalism of HR functions (Cramer’s V=0.195),

* starting complex knowledge management programs
(Cramer’s V=0.192).

For each of the above measures, the averages of for-
eign-owned companies are above the neutral value of 3,
while the averages of domestic private companies are
below this, so their application is much more typical for
foreigners.

The difference is that, apart from the measures pro-
moting the retention of key people and talents (aver-
age of answers: 3.33 and 3.48), the Chi-square test does
not show a significant relationship for two other meas-
ures. These are General cost reduction (average: 3.42 in
both cases) and strengthening of internal communica-
tion (average: 3.28 and 3.45). The Mann-Whitney test
does not indicate a significant correlation in three other
cases:

 domestic commodity funds, ensuring self-sufficiency

(averages: 2.97 and 3.00),
* stronger/renewed marketing activity (averages: 3.02
and 3.15),
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* rescheduling or postponing investments (averages:
2.90 and 2.96).

The measures listed above are therefore almost equally
typical for both SMEs and large companies, but in the case
of the search for new procurement alternatives, both tests
now show a significant relationship.
The strongest correlation can still be seen with the fol-
lowing measures:
« improving cybersecurity (Cramer’s V=0.255),
* stronger automation, introduction of new technolo-
gies (Cramer’s V=0.213),
* maintaining export registration (Cramer’s V=0.186),
* developing, strengthening and increasing the profes-
sionalism of HR functions (Cramer’s V=0.241),
* starting complex knowledge management programs
(Cramer’s V=0.224).

For each of the above measures, the averages of large com-
panies are above the neutral value of 3, while the averages
of SMEs are below this, so their application is much more
typical for large companies. In the case of export registra-
tion, the difference between the two groups of companies
examined is smaller (so the relationship is weaker), while

the difference is more significant in the case of the devel-
opment of HR functions and complex knowledge manage-
ment (so the relationship is also stronger).

It is also worth highlighting that regardless of the dif-
ferences between the categories, the most homogeneous
answers in both breakdowns, i.e., the greatest agreement
among the respondents within the examined company cat-
egories, were in the following cases (based on the standard
deviation measures):

* increasing organizational efficiency,

* more attention to innovation opportunities,

* us