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A SPECIAL REPORT BY QUARTZ INSIGHTS

Learning from Crisis Mode:
Implications for Better Strategy Implementation



This appendix is a complementary resource to  "Learning from crisis mode: 

Implications for better strategy implementation," an executive report created 

by Quartz Insights in collaboration with Brightline Initiative. It extrapolates all 

charts, drawn from the 15 overarching topics explored.

 

Our survey, conducted in August 2018, polled 1,258 executives who have 

experienced a crisis, many from companies with annual global revenues of 

$1 billion or more (65%). Participants spanned North America, Europe, the 

Middle East and Africa. Individuals in C-Suite positions constituted 52% of 

respondents, and organizations represented included for-profits (69%), 

government (26%) and non-profits (5%).
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Executive Management/
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Which of the following best describes your position in the 

organization you work for?

Q1.
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Designing, but not 
implementing strategies

Implementing, but not 
designing strategies

Neither designing nor 
implementing strategies

Both designing and 
implementing strategies

We would like to know whether your job responsibilities include 

designing and/or implementing your organization’s strategies. 

My job responsibilities include:

Q2.
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For-profit organization

Non-profit organization
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Which of the following best describes your current employer?Q3.
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Greater that $5B
Between$1B and $4.99B

Between $500M and $999M
Between $150M and $499 M

Between $50M and $149M
Between $10M and $49M

Between $1M and $9M
Between $500,000 and $999,999

Less than $500,000
Not sure

What is the annual revenue of your organization? Q4.
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500-999 employees

1,000-4,999 employees

5,000-9,999 employees

10,000 or more employees

100-499 employees

Fewer than 100 employees

Approximately how many employees work for your organization 

in all offices and/or branches? 

Q5.

In what country is your organization’s headquarters located?Q6.
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Yes, my organization faced an 
extremely serious crisis

Yes, my organization faced a 
serious crisis

Yes, my organization faced a 
somewhat serious crisis

No, my organization has not faced a 
major crisis during my career

Yes, my organization faced a crisis 
that threatened the existence of 

the organization

Has your organization faced a major crisis during your career? If 

so, please indicate the severity of the crisis?

Q7.

0 5 10 15 20 25 30 35

In the last year

In the last 2 years

In the last 3 years

More than 5 years ago

In the last 4-5 years

In the last 6 months

In the previous question, you indicated that you have faced a 

major crisis during your career. Please indicate how long ago the 

most recent major crisis that you have faced occurred.

Q8.

0 10 20 30 40 50

Somewhat agree

Neither agree nor disagree

Somewhat disagree

Strongly disagree

Strongly agree

Would you agree or disagree with the following statement? When my 

organization faced a crisis, my organization’s or team’s ways of working changed 

significantly in response to the crisis - i.e. my organization went into crisis mode.

Q9.
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Below is a list of management categories that an organization might change while in crisis mode. Considering your 

experience facing a crisis, please indicate to what extent your organization or team changed in each category.

Q10.

Budget allocations

Levels of approval required to 
make decisions and who is 

authorized to make them

Prioritzation of strategic initiatives

Responsibilities of leaders

Quality assurance processes

Overall decision-making speed

Governance processes and metrics

Senior management involvement 
in day to day team activities

Team structures and responsibilities

Teams’ priorities and dedication 
to the organization’s initiatives

Frequency or cadence of 
reporting to leaders

Personnel in leadership roles

Public and community outreach 
and image cultivation

Supplier relationships and 
communication

Print, visual, and social 
media strategies

Allocation of personnel/work 
assignments

Empowerment of crisis teams

Team autonomy to make 
decisions themselves

Hierarchical reporting lines

Speed in execution of existing 
organization processes

Organizational internal politics

Internal communications

Customer relationships and 
communication

24% 32% 27% 12% 5%

24% 34% 28% 11% 4%

22% 34% 27% 11% 5%

25% 38% 23% 10% 4%

26% 36% 25% 9% 4%

26% 33% 27% 10% 5%

22% 35% 28% 11% 5%

22% 38% 25% 11% 5%

23% 36% 26% 10% 4%

20% 32% 30% 11% 7%

24% 33% 27% 12% 4%

22% 34% 26% 11% 7%

21% 31% 28% 14% 6%

20% 33% 27% 12% 7%

23% 34% 26% 12% 5%

21% 32% 28% 12% 7%

26% 34% 24% 11% 5%

26% 34% 25% 10% 5%

21% 36% 26% 12% 5%

23% 35% 26% 11% 5%

24% 38% 25% 9% 4%

24% 38% 25% 10% 4%

23% 36% 24% 12% 4%
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Please indicate to what extent you agree or disagree with the 

following statements:

Q11. When answering the following questions, consider your 

experience from when your organization faced a crisis. To what 

extent do you agree or disagree with the following statements?

Q12.

It was inevitable that my 
organization was going to face a 

crisis at some point.

26% 42% 23% 7%2%

The crisis my organization faced 
was a symptom of it suffering 

from poor leadership.

23% 35% 22% 14% 7%

When my organization faced the 
crisis, people rallied together to 

work with great purpose 
towards a shared goal.

37% 38% 18% 5% 2%

When facing the crisis, my 
organization was capable of 

achieving things that it would not 
have been able to achieve during 

regular working conditions.

31% 40% 20% 8% 2%

Upon emerging from the crisis, 
my organization came out better 

off than it would have been if it 
had never faced the crisis.

32% 40% 20% 6% 2%

Overall, my organization’s 
strategy implementation 

capabilities grew stronger as a 
result of the crisis.

34% 41% 19% 5% 2%
Crisis resolution strategies were 
more successful when they were 
communicated widely across the 

organization.

34% 40% 19% 5% 2%

Communication from senior leaders 
was critical to aligning the organiza-

tion behind a shared vision.

34% 39% 19% 6% 2%

Crisis resolution strategies were 
more successful when they 

incorporated the people that 
were closest to the crisis as part 
of the decision making process.

35% 40% 19% 5% 2%

Organizational leadership 
understood the causes of crises 

better than teams that were 
closet to the crisis.

28% 40% 21% 8% 3%

People that were closet to the crisis 
were given autonomy to identify 

solutions to the issues at hand.  

29% 43% 20% 6% 2%

Responsibility for successfully 
resolving the crisis rested with 
organizational leadership more 

than employees.

30% 37% 21% 9% 3%
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Below are two paired statements about potential outcomes of a crisis. Please choose which outcome you believe more accurately 

characterizes what occurred in the crisis (or crises) your organization has faced while the crisis was ongoing.

Q13.

Business processes benefited 
from adaptation as the crisis 
revealed weaknesses and 
strengths.

Business processes suffered 
because unproven processes were 

adopted as a response to time 
constraints.

Not sure

Employees faced new 
responsibilities where the 
constraints of the crisis caused 
them to develop skills beyond 
their daily role.

Employees faced new 
responsibilities where the 

constraints of the crisis caused them 
to struggle at tasks outside their 

expertise.

Not sure

When teams managing the crisis 
faced unfamiliar terrain, they 
were adequately trained and 
supported allowing them to really 
tackle the tasks they faced.

When teams managing the crisis 
faced unfamiliar terrain, they were 
inadequately trained or supported 
handicapping their ability to tackle 

the tasks they faced.

Not sure

Teams increased their effectiveness 
in response to the crisis because of 
the challenge.

Teams decreased their 
effectiveness in response to 

the crisis because of the 
emotional toll.

Not sure

Organizational decision-making 
sped up during the crisis increasing 
productivity and efficiency.

Organizational decision-making 
sped up during the crisis 

increasing error rates and quality 
issues.

Not sure

The crisis uncovered talented 
leaders from within organizational 
ranks and allowed those talented 
leaders to advance.

The crisis uncovered talented 
leaders but failed to accelerate 

their position inside the 
organization after the crisis.

Not sure

33% 29% 39% 35% 28% 37%

35%

13% 27% 41%7% 13%

34% 27% 39%

31% 30% 39%

40% 29% 31%

The crisis clarified the 
organization’s priorities — allowing 
resources to be rapidly allocated 
where they were most needed.

The crisis distracted from the 
organization’s priorities — 

stalling medium and longer term 
initiatives.

Not sure

37% 29%
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To what extent do you agree or disagree that the following outcomes were among the longest-lasting impacts your team experienced in the wake of the crisis?Q14.

Modifications to team structures 
that were changed as a result of 

the crisis remained in place

Close working partnerships between 
cross-functional teams continued

Team members were more willing to 
call out deficits within teams in regards 

to poor performance and behavior

Team members developed a bias 
towards resolving issues and 

demanding clarity from leaders

A greater sense of trust was 
formed between leaders and 

lower level managers

Business processes that were 
adapted proved long-lasting

Employees came away with 
broader skill sets after being 

exposed to a crisis

A clearer understanding of the 
organization’s priorities renewed 

its vision and sense of direction

Decision making and approval 
processes that shifted better 

positioned the organization to 
respond quickly to changes

Relationships of trust cultivated 
or rebuilt with the public left the 

company with an improved 
image

The experience gleaned by the 
crisis proved invaluable in averting 

or managing crises in the future

Responsibilities of leaders shifted 
enabling them to be more effective

Employees emerged more dedicated 
to the organization’s initiatives

The crisis put internal politics in 
perspective and helped them 

members work better together

Metrics used to quantify progress during 
the crisis proved useful for measuring the 

company’s status afterwards

Employee morale increased 
along with their sense of purpose 

in their role at work

35% 44% 15% 5% 2%

28% 46% 19% 6% 1%

28% 34% 27% 9% 2%

26% 38% 24% 10% 3%

30% 38% 20% 8% 4%

27% 39% 23% 9% 2%

29% 38% 23% 8% 2%

30% 42% 19% 8%1% 28% 40% 21% 8% 3%

28% 37% 25% 9% 1%

27% 39% 23% 9% 2%

29% 39% 21% 8% 4%

29% 37% 22% 9% 3%

28% 38% 23% 8% 2%

28% 38% 23% 8% 3%

33% 37% 22% 7%2%
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0 5 10 15 20 25

Up to a week

Up to a few weeks

Up to a month

Up to a few days

Up to a year

Longer than a year, but 
not indefinitely

Indefinitely

Up to a quarter

Based off your experience with crises, what is the longest your organization could expect to sustainably operate in crisis mode?Q15.

10%

16%

24%

17%

14%

12%

6%
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Design Delivery

What is
Brightline? 

Brightline™ is a Project Management Institute (PMI) initiative together with leading 
global organizations dedicated to helping executives bridge the expensive and 

unproductive gap between strategy design and delivery. 

It delivers insights and solutions that empower leaders to successfully transform their 

organization’s vision into reality through strategic initiative management.

Learn more at www.brightline.org.

BRIGHTLINE COALITION
PROJECT MANAGEMENT INSTITUTE · BOSTON CONSULTING GROUP · AGILE ALLIANCE  

BRISTOL-MYERS SQUIBB · SAUDI TELECOM COMPANY · LEE HECHT HARRISON · NETEASE

ACADEMIC AND RESEARCH  COLLABORATION
TECHNICAL UNIVERSITY OF DENMARK · MIT CONSORTIUM FOR ENGINEERING PROGRAM EXCELLENCE · DUKE CE · INSPER 

IESE · UNIVERSITY OF TOKYO GLOBAL TEAMWORK LAB · BLOCKCHAIN RESEARCH INSTITUTE



Through networking 
opportunities, executives can 

exchange experiences and 
advance ideas and 

practices related to 
strategic initiative 

management.

Brightline will give organizations 
the cutting-edge research and 

solutions they need to better 
implement their strategy. The 

emphasis on ‘practice’ in addition 
to ‘thought’ complements the 

Brightline Initiative’s focus on 
bridging the gap between 
formulating a strategy and 
delivering it. ‘Practice 
Leadership’ may include tools 
such as frameworks and 
assessments that support 
executives in delivering the 
strategy.

BRIGHTLINE  SUPPORTS

CAPABILITY  BUILDING
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Help entities enhance their 

capabilities to sucessfully manage stra
tegic 

change and recognize those who do it w
ell.

Through capability building offerings – such as resource 
libraries, executive education programs, assessments and 

certifications, and publications – organizations will have the 
chance to further develop knowledge and expertise.
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www.brightline.org


