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Ahli Moore is an Atlanta-based business consultant, 
leadership coach, and strategist with over 25 years 
of organizational development, training, change 
management and business readiness experience. 
Mr. Moore has worked with senior executives, 
training organizations, and human resources 
departments to increase organizational efficiency 
and employee performance across a multitude of 
industries. He has consulted for several Fortune 
500 companies, government agencies, and non-
profit organizations to develop customized 
performance improvement programs that span an 
array of interventions, including training, employee 
performance assessments, organizational needs 
assessments, leadership development, succession 
planning, communication planning, strategic 
planning, employee conflict management and 
stress management. 
 
As the CEO and founder of X-Factor Solutions, Mr. 
Moore is passionate about helping people from all 
walks of life identify and grow their unique 
leadership talents. Mr. Moore holds a Master of 
Science degree in Marketing Communications & 
Information Technologies and a Bachelor of 
Science degree in Political & Public Affairs 
Communication, both from the Florida State 
University. His other professional training includes 
Human Performance Architecture study at 
Loughborough University, Leicestershire, United 
Kingdom, and he is currently pursuing a Doctorate 
of Philosophy in Global Leadership and Change 
from Pepperdine University’s Graduate School of 
Education and Psychology.  
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Dr. Kim Hires is on a mission to help Leaders 
remove the armor of their professional roles and 
strengthen the person within. A survivor of 
Leadership Burnout, Dr. Kim understands the 
pressures of leadership. Known for her 
comprehensive coaching style, Dr. Kim helps 
Leaders realign their passion, purpose, resources 
and performance to create lives they do not burn 
out from. Whether working with clients 1:1 or in 
groups, on her weekly podcast or wrapping up 
audiences in her storytelling and infectious energy 
from the stage, Hires wants every leader to get 
across the finish line Whole. 
 
As the CEO and Founder of The Nightingale Firm, 
LLC, Hires specializes in leader development 
training, and alignment coaching and consulting for 
mid to senior level leaders. Her books, courses 
and unique approach helps leaders rise to 
incredible levels in life and business.  Trained by 
the prolific leadership expert, John Maxwell and his 
team, she is a Certified Coach, Professional 
Speaker, member of the International Coach 
Federation (ICF), author and host of the The 
Leadership Antidote Podcast.  As Kimberly A. 
Hires, PhD her professional career includes 
degrees and experiences from some of the top 
institutions in the US including Johns Hopkins 
University, the National Institutes of Health, and 
the University of Miami. She is an award winning 
professor at Georgia State University in Atlanta, 
Georgia. With an international portfolio of clients, 
Dr. Kim knows how to connect with people. 
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Executive Summary

As the COVID19 crisis disrupts organizations 
around the world, no industry is immune to the 
effects. Current business models are proving to 
be ineffective as every facet of the supply chain 
and ways of life are impacted by the crisis. 
 
Leading in the midst of any crisis is a challenge. 
However, the COVID19 crisis presents 
unprecedented challenges for leaders. Leaders 
must contextualize the crisis for their 
organizations without losing sight of global 
factors. Operating from dual paradigms (local 
and global) is now a requirement. As the reality 
sets in that COVID19 is not a short-term 
phenomenon, leaders must begin to shift their 
perspective from leading in the crisis to leading 
after the crisis. 
 
Long-term effects are imminent due to not only 
disruption in supply but changes in demand. As 
consumers manage the volatility of the job-
market, reductions in both demand and 
consumer consumption are expected over 
remaining quarters of 2020 and possibly 2021. 
Some industries will feel these changes beyond 
2021. Additional effects will occur with the 
workforce itself. These changes will require 
leaders to look beyond revenue as the primary 
indicator for growth. Leadership priorities will 
need to shift to prioritizing workforce and 
innovation as primary indicators for 
organizational health. Revenue growth will occur 
when workforce and innovation are prioritized. 
 
The authors surveyed a diverse sample of 100 
mid-level and senior-level leaders from different 
industries in the United States to gain their 
perspectives on leadership challenges related to 
the COVID19 crisis. 
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Goals: 
(1) To identify leaders' perceptions of their 
greatest challenge during the crisis. 
 
(2) To identify leaders' perceptions of their 
greatest challenge after the crisis. 
 
(3)  To explore whether senior level leaders 
and mid-level leaders were aligned in their 
COVID19 related challenges. 
 

The authors have experience in corporate 
leadership, consulting, and leadership coaching. To 
propose effective solutions, the authors wanted to 
hear from leaders directly. This approach allows for 
powerful insight that will lead to effective and 
sustainable solutions.



Thirty-eight percent of respondents were mid-level 
leaders and 62% were senior level leaders. 
Industries represented include: Finance and Insurance; 
Educational Services; Health Care and Social 
Assistance; Information; Professional, Scientific, and 
Technical Services; and more. Thirty-eight percent of 
leaders reported annual revenue between $1 million to 
$100 million; 23% reported annual revenue of more than 
$1 billion in 2019. 
 
Leaders provided open-ended responses. The authors 
categorized responses as Safety, Workforce, Revenue, 
and Leader Support. Seventy-seven percent of leaders 
reported that they felt equipped to handle the challenges 
of leading after the crisis.  
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Greatest Challenge During COVID19 Crisis
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13%

Greatest Leadership Challenge After the COVID19 Crisis

The analysis revealed that the challenges identified 
during the crisis are similar to challenges predicted 
after the crisis. The Gartner 2019 CEO and Senior 
Business Executive Survey identified similar 
challenges prioritized by leaders at least one year 
prior to the crisis. This is concerning because the 
challenges should not be the same during and 
after the COVID19 crisis. These findings suggest 
that leaders may not have a comprehensive 
understanding of the future of work, solutions and 
support needed due to COVID19. 

Industries, Challenges, Readiness



Global Impact of 
COVID19

The COVID19 crisis is disrupting every 
industry around the world. Not a single 
organization is immune to the effects of the 
crisis. Current business models are proving to 
be ineffective as every facet of the supply 
chain are affected by the crisis. 

The first cases of COVID19 were identified in 
Wuhan, China in late 2019. Over 200 of the 
Fortune Global 500 firms have direct ties to 
Wuhan. Most companies in the world have Tier 
1 or Tier 2 supplies in countries affected by 
COVID19. A recent report by Deloitte 
encourages leaders to see COVID19 as a 
black swan because it exposes vulnerabilities 
in supply chains that need to be addressed. 
Black swan is a metaphorical theory developed 
by Nassim Nicholas Taleb to refer to a rare 
and unpredictable event that creates severe 
disruption. Business models driven by lean 
operating principles are especially vulnerable 
in this crisis. 
 
Long-term effects are imminent due to not only 
disruption in supply but changes in demand. 
As consumers manage the volatility of the job-
market, a reduction in demand and consumer

Supply Chain

Historically, the market reflects and reacts to 
changes in the consumer's way of life. Every 
aspect of life has been affected by the COVID19 
crisis. The way we learn, travel, interact, and 
work will be different going forward. Some effects 
are irreversible as family dynamics experience 
permanent shifts due to death or long-term 
physical harm sustained from COVID19. 
 
These shifts will inevitably change the nature of 
the workforce. The shifts will change the size of 
the workforce, how they desire to work, the way 
they view the purpose of work, and how they 
respond to leadership. In addition to business 
models experiencing a shift, leadership 
paradigms need to evolve. The workforce that 
returns after the COVID19 crisis will be forever 
changed. 
 
Leaders will be charged with not only making 
decisions that will allow the organization to 
survive but the workforce will need 
unprecedented support. To respond to this 
support, leaders will need additional support as 
well. 

Ways of Life
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consumption is expected over remaining quarters. 
Significant change in operations are needed for 
organizations to remain viable during and after the 
COVID19 crisis. Potential solutions include utilization of 
blockchain technology, embracing digitization of global 
trade, and re-imagining every industry on a global 
scale. 
 
These solutions are not without significant challenges. 
The questions for leaders is not "what" needs to be 
done but "how" will it be done. 



Leadership 
Challenges During 
the Crisis

The authors surveyed a diverse sample of 100 
mid-level and senior-level leaders from different 
industries in the US. The majority were classified 
as senior-level (62%). 
 
Industries were classified according to the North 
American Industry Classification System 
(NAICS). Of the 20 major sectors identified by 
NAICS, leaders from 12 sectors participated in 
this survey. Greatest representation was from 
Health Care and Social Assistance (27%), 
Professional, Scientific and Technical Services 
(19%), Educational Services (16%) and Finance 
and Insurance (10%) sectors. Remaining sectors 
represented include Manufacturing; Wholesale 
Trade; Information; Real Estate; Administrative 
and Support  Waste Management and 
Remediation Services; Arts, Entertainment and 
Recreation; Accommodation and Food Services.
 
There was a mix of small business, middle 
market and big businesses per the US Census 
Bureau represented among this leadership 
sample. Highest percentages of representation 
occurred among organizations with annual 
revenues for 2019 less than $1 million (28%), 
between $1 million to $100 million (38%), and 
greater than $1 billion (23%).
 
 

Leaders Surveyed
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The authors have experience in corporate 
consulting and leadership coaching. 
Successful and sustainable change requires 
an understanding of clients' perception of their 
unique needs. The COVID19 crisis has 
exposed weaknesses in every organization 
and only leadership within the organization can 
speak to their specific needs. That's why it was 
important to the authors to hear directly from 
leadership. Consultants cannot stand from 
outside of the organization and inform leaders 
of their needs. Such practice does not promote 
sustainable change. 
 
Leaders were asked to identify their primary 
challenge during the COVID19 crisis. 
Responses were open-ended then categorized 
by the authors. Based on leaders' responses, 
4 main categories were identified: Safety, 
Workforce, Revenue, and Leadership Support.
 
Responses related to Safety were specific to 
prevention of transmission of coronavirus in 
the workplace. Responses related to 
Workforce included direct mention of employee 
retention, employees' returning to the office 

Importance of Leaders' Perception 
of Challenges



and employee specific support. Responses classified under Revenue identified income generating and/or 
preserving activity for the organization. The last category was Leadership Support. Responses that spoke directly 
to leader support, mental health support and resources needed by leaders were placed in this category. The 
majority of leaders identified Revenue related challenges as their greatest challenge during the COVID19 
crisis. 
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A fundamental principle of coaching is that beliefs dictate behaviors. A follow-up question was asked to 
determine if actions taken by leadership aligned with the greatest challenge identified. This open-ended question 
was classified in the following categories: Workforce Support, Revenue Protection, Safety Measures, and Leader 
Support. Workforce Support included any reported actions that helped employees to execute their responsibilities 
and remain employed. Revenue Protection included any reported actions that maintain operations (for example: 
using technology to work remotely), identify new revenue streams, and mitigate financial loss. Safety Measures 
captured any explicit comments that specifically addressed prevention of transmission of COVID19. Leader 
Support included any reported actions that help leadership. 

Safety

19%

Workforce

16%

Revenue

54%

Leader Support

11%

Greatest Challenge During COVID19 Crisis

Action Taken to Address Challenges During the COVID19 Crisis
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Among the total sample, the majority of leaders reported actions aimed to protect revenue. Examples of action 
taken include: remote work, increased use of technology, pivoting sales strategies, and enhancing client support 
for client retention.



Leadership 
Challenges After the 
Crisis

Crisis is a temporary disruption. The COVID19 
crisis will not last forever, however, futurists 
predict that it will change the future of work. The 
logistics of the work environment and how work is 
executed as well as the workforce will be 
changed. Some of the effects are irreversible. 
 
Successful leaders will be required to survive 
during the COVID19 crisis and rebuild after the 
crisis. The authors wanted to learn what leaders 
perceived their greatest challenge will be after the 
crisis. Overall, the results reflected similar 
challenges identified during the crisis. Responses 
were 

There Will Be An After

classified as related to Revenue, Safety, 
Workforce, and Leader Support. However, based 
on the uniqueness of some the responses, the 
authors had to create a new category called 
Uncertainty. Thirteen percent of the leaders were 
unable to identify what they believed their greatest 
leadership challenge would be after the COVID19 
crisis. 
 
When compared to their perspectives on 
challenges during the crisis, less leaders identified 
Safety related concerns as a primary challenge 
after the COVID19 crisis (-4%). This is expected as 
it can be assumed that when employees return to 
work, there will be less concerns about coronavirus 
transmission. 
 
Less leaders also identified Leader Support as a 
primary challenge after the crisis (-3%).
 
More leaders identified Workforce related concerns 
as a primary challenge after the COVID19 crisis. 
Among the total sample, 20% (+4%) of leaders 
identified specific concerns such as retention and a 
willingness to return after the crisis.  
 

Feel Equipped
The authors asked leaders if they felt equipped to 
handle the perceived challenges after the COVID19 
crisis. Approximately 77% of the leaders reported 
that they feel equipped, while 23% reported that 
they do not feel equipped.
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An organization is the sum of its parts. One of the most significant challenges identified during corporate and 
organizational consulting is the misalignment between mid-level leadership and senior-level leaderships' 
perceptions of challenges. Crisis management is more challenging when mid-level leaders and senior-level 
leaders prioritize different things. The authors desired to see if this misalignment existed in the COVID19 crisis 
among this sample. The data file was split by level of leadership and analyzed. 
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Identification of challenges during and after the COVID19 crisis were aligned across the two levels of leadership. 
 
The majority of mid-level leaders (83%) and senior level leaders (76%) reported that they feel equipped to handle 
the challenges after the crisis. 

Leadership Alignment

Greatest Leadership Challenge During the COVID19 Crisis

Mid-level Leaders Senior-level Leaders

Safety Revenue Workforce Leader Support

Greatest Leadership Challenge After the COVID19 Crisis

Mid-level Leaders Senior-level Leaders

Safety Revenue Protection Workforce Support Leader Support Uncertainty



What Can Leaders Do?

Seventy-seven percent of leaders reported that they felt equipped to handle the challenges of leading 
after the crisis. This perception of readiness is concerning as the challenges identified during the crisis 
are similar to challenges predicted after the crisis. The Gartner 2019 CEO and Senior Business 
Executive Survey identified similar challenges reported by leaders at least one year prior to the crisis. 
The authors posit that challenges should not be the same because the work environment has 
changed. These findings may suggest that leaders do not have a comprehensive understanding 
of the future of work, solutions and support needed.
 
One of the undeniable truths related to the impact of the COVID19 crisis is the need for organizations to 
embrace agility, flexibility and adaptability in their respective approaches. In many cases, we went from 
operating on a quarterly calendar to a weekly calendar. The world is changing so quickly that it’s hard to 
keep up. Perhaps things seem more complicated now, and returning to normal becomes seemingly less 
possible each week. However, despite these complexities, based on the authors' interpretations of the 
survey results, we have provided some suggestions for what leaders can do. 
 
Stop attempting to place new wine in old wineskins. Logically, if the relative work environment, the 
workforce, the supply and the demand have all changed, there is no way that the concerns can remain 
the same. The authors suggest that one appropriate action will be to shorten the time duration between 
organizational strategic planning. The speed of change will require swifter, proactive planning. 
Succumbing to a reactionary mode of organizational leadership will undoubtedly result in unrealized 
long-term organizational goals if not organizational death. As with any successful strategic planning 
process, effective organizational leadership will require a simultaneous focus on what needs to change 
immediately, what needs to change next or in the short-term, and what needs to change in the long-term 
to reach "stretch" goals. An important distinction, however, will be that that the leaders should 
incorporate some combination of "in response to," "in support of," and "to insulate ourselves from" the 
effects/impacts/changes associated with COVID19 into each of their planning tasks and statements. 
The inability to identify and incorporate those real influences might underscore a lack of internal 
reflection that may only manifest when the organization is beyond saving. 
 
Stop focusing on preserving the forest while neglecting the trees. The authors also suggest that 
leaders analyze and intentionally distribute (or redistribute where appropriate) the percentage of 
concern that the organization devotes to performance, process, and people. It is understandable that 
leadership continues to have a high concern for both performance (revenue) and process (operations). 
However, the impact of the COVID19 crisis on loyal, competent workforces, considered by many to be 
the most important assets of any organization, may require a shift in concern, allocating more focus on 
employee health and well-being, talent and workforce development, organizational communication, 
flexible work environments, and workplace safety. 
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Stop functioning as thermometers instead of thermostats. When crisis occurs, it is not unusual for 
leaders to operate in survival mode. This survival mode is not limited to operations of the organization 
but self-management as well. It is impossible to thrive and re-build while in survival mode. When leaders 
operate from a place of exhaustion, it is a challenge to implement some of the strategies the authors 
suggest. Coaching and leader development are more vital than ever during a crisis to ensure that 
leaders are equipped with the skills needed to move forward. 
 
In closing, the authors suggest that this type of leadership polling, while not an exact science, is still 
useful in identifying potential gaps between perceived readiness and actual readiness for leading after 
the COVID19 crisis. The changing dynamic of our collective understanding of the scientific details of the 
pandemic, coupled with continuously changing legal constructs will require organizational leaders to 
develop multiple, flexible plans that can be employed across numerous scenarios. 
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Please share this white paper broadly internally and externally with your networks, 
neighbors, and in your industries. 

 
 


