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This	site	uses	cookies	to	improve	your	experience.	Suppose	you	are	well,	but	you	can	opt	for	your	desire.	Accept	Reject	Read	Moreprivacy	&	Cookies	Policy	If	you	do	things,	you	have	probably	addressed	indecision.	Just	this	week	I	was	trying	to	decide	if	I	should	write	this	summary	or	do	some	research	for	work.	I	still	don't	know	if	I	did	the	right	call,
probably	because	I	don't	have	a	goal	adjustment	system	(yet)	but	I	will	be,	after	reading	such	as	matters!	Measure	what	MATTERS	Explore	a	management	system	based	on	key	lenses	and	results	(OKRS).	The	objectives	are	directional.	â	€	olonize	marsâ	€	™	may	have	been	a	good	goal	for	spacex.	The	good	goals	are	ambitious	and	make	you
uncomfortable.	Key	result	is	how	we	arrive.	If	our	goal	has	been	â	€	™colonize	Marsâ	€	™,	our	key	results	could	be:	Earth	and	re-launch	a	reusable	rocket	by	July	2017There	an	astronaut	to	the	Space	Station	by	September	2018	the	good	key	results	are	specific,	tied	to	time	and	measurable	.	I	like	to	think	about	the	goals	like	our	headed	compass,	and
the	key	results	like	milestones	of	the	distance.	Once	we	are	pointed	to	in	the	right	direction,	let's	start	breaking	the	distance	in	manageable	pieces	and	completing	each	piece,	one	after	the	other.	Example	of	Oksobjective:	Walk	through	Canada	Key	results:	Walk	from	Vancouver	to	Calgary	by	June	1st.	Walk	to	Calgary	to	Toronto	by	1st	July.	Walk	from
Toronto	to	Halifax	by	1	August.	By	setting	the	objectives	in	this	way,	we	can	break	them	into	small	pieces,	achievable	and	objectively	measurable.	Then,	we	can	concentrate	on	each	of	those	small	pieces	one	at	a	time,	taking	into	mind	the	goal,	or	superimposing	the	reason	why	we	are	doing	these	things.	Many	companies	use	these	on	an	organizational
level,	including	Google.	In	the	Google	model,	there	are	two	types	of	Okrs	-	engaged	and	ambitious.	The	OKRs	are	accepted	on	objectives	we	will	reach.	The	expected	score	for	these	OKS	is	1.0	These	are	basic	level	expectations	that	should	not	be	compromised.	The	aspirational	OKRs	express	how	we	would	like	the	world	watched.	The	expected	score
for	these	okrs	is	0.7	should	stretch	the	capacity	of	an	individual	or	organization	to	the	limit	and	therefore,	sometimes	he	should	lead	to	bankruptcy.	You	focus	on	OKR	aspiring	when	busy	OKRs	are	on	track.	Example	of	key	results	engaged	vs	intake	objective:	Get	a	world-class	education	in	chemical	engineering.	Admitted:	graduate	in	mit	with	a	degree
in	chemical	engineering:	get	the	best	signs	in	every	class	you	attend	mit.	In	the	example,	above,	the	student	should	focus	on	his	main	result	committed	to	reaching	a	degree	of	passage	in	his	courses	before.	If	this	is	on	the	track,	you	can	its	focus	on	key	aspiration	result	and	extends	to	higher	academic	achievement.	While	OKRs	work	well	in	a	personal
context,	as	above,	they	are	more	often	applied	in	organizations.	In	fact,	shortly	after	writing	this	article	they	were	implemented	at	Benevity,	the	SaaS	software	company	where	I	In	the	organization	of	organizations	within	organizations	is	typically	implemented	in	a	cascade	fashion,	fixed	at	an	executive	level	and	then	pours	into	the	next	level,	and	the
next,	until	the	employees	of	the	first	line.	This	is	fundamental	because	it	creates	an	alignment.	When	the	dust	settles	after	an	OKR	cycle,	each	person	in	the	boat	should	collapse	in	the	same	direction.	To	measure	what	matters,	John	Derer	refers	to	~~~~~TM	as	one	of	the	“okr	Superpowers”.	Example	of	OKRS	in	an	Objective	Organization:	Sell	more
ice	cream	at	any	other	ice	cream	in	Calgary.key	:	Sales	500L	of	Ice	CreamEmployee	The	will	to	recommend	the	rate>	90%	VP	productionAbciettentive:	Produces	500L	GeamEnkey	Results:	Make	200L	Vanillamake	200L	Chocolatemake	100L	in	New	Seasonal	FlavourSvp	of	peopleObjective:	Employee	Availability	to	recommend	Tasso>	Key	revisions	of
90%:	Implementation	New	Advantages	Program	by	the	end	of	the	quarterly	Q1Perform	~	Gently	recommends	to	recommend	the	evaluation	of	the	workplace	bandwidth	for	the	end	of	the	essential	Tax,	CEO	and	leadership	team	set	the	corporate	level	OKR.	Then	castcade	down,	so	that	the	key	results	of	the	leadership	team	become	the	goals	of	their
direct	relationships,	etc.,	Ecculché	up	to	front	line	employees.	Summaryaccording	to	John	Doerr,	good	OKRS	have	these	superpowers:	focusing	on	what	matters	to	measure	progress	towards	our	goal-created	alignment	in	groups	to	us	to	stretch	to	achieve	things,	we	would	not	have	had	the	thought	that	they	feel	committed	that	they	feel	indispensable
for	massive	organizations,	they	also	seem	relevant	to	small	organizations	and	individuals.	It	is	a	nifty	concept	that	I	have	implemented	in	my	personal	and	working	life	for	the	last	4	years	and	found	quite	useful!	Do	you	want	to	learn	ideas	to	measure	what	matters	better	than	ever?	Read	the	world	"Book	Book	Book	Summary	of	Measurement"	that
counts	from	John	E.	Doerr.	Read	a	short	summary	of	1	page	or	watch	video	tunes	edited	by	our	team	of	experts.	Note:	This	book	guide	is	not	affiliated	or	approved	by	the	publisher	or	author,	and	we	encourage	you	to	always	buy	and	read	the	full	book.	We	play	the	Internet	for	the	best	tailor-made	video	what	matters,	from	the	high	quality	video
Summary	to	interviews	or	comments	by	John	E.	Doerr.overviewjohn	Doerr,	a	venture	capitalist,	wrote	on	targets	and	key	results	(OKRS)	in	his	book	“Measure	what	counts:	like	Google,	Bono	and	the	Gates	Rock	World	Foundation	with	okrs”.	The	method	is	a	simple	but	highly	effective	regulation	technique	that	has	been	used	by	Google	since	its	first
days.	OKRS	are	designed	to	be	combined	with	concrete	objectives	and	usable	steps.	This	helps	keep	things	clear	and	transparent	for	companiesthe	teams	in	the	same	way	encouraging	constructive	dialogue.	The	OKR	system	is	a	process	that	guarantees	attention,	alignment,	responsibility	and	stretching.	Help	people	stay	on	track	with	their	action
steps	and	ensure	they	are	workingThe	largest	objective	of	the	organization.	The	result	is	greater	productivity	and	commitment.	Doerr	has	been	able	to	know	about	Andy	Grove	key	(OKRS),	which	is	the	founder	of	Intel.	Doerr	was	a	intern	at	Intel	in	the	1970s,	before	becoming	a	full-time	employee	for	four	years.	He	worked	closely	with	Grove	to	learn
how	Okrs	are	used	to	build	teams	that	can	produce	results	that	change	industries.	Intel	had	a	management	system	developed	by	Andy	Grove.	He	was	based	on	the	work	of	Peter	Drucker,	who	revolutionized	the	field	of	management	with	his	human-centered	approach	to	measurable	results.	Intel	has	adopted	this	new	system	and	used	it	for	great
success:	innovation	is	flourished,	and	have	become	one	of	the	leading	computer	manufacturers	in	the	world.	After	that	Doerr	left	Intel,	he	joined	a	venture	capital	company	as	a	consultant	in	1980.	He	started	recommending	other	companies	and	invested	$	12.5	million	in	Google	when	it	was	just	starting.	He	had	confidence	in	young	start-up	and	in	his
co-founders,	Sergey	Brin	and	Larry	Page,	but	he	also	knew	that	they	didn't	have	much	management	experience.	He	thus	launched	on	Okrs	(Objectives	&	Key	Results),	which	are	targets	related	to	measurable	results	that	help	people	reach	their	goals,	focusing	their	efforts	on	what	is	more	important	than	simply	trying	to	get	everything	done	in	one	run.
The	couple	appreciated	the	idea	so	much	that	they	adopted	it	for	themselves.	The	OKR	system	creates	a	healthy	organizational	culture.	It	is	also	motivating	for	employees,	because	they	can	see	what	their	colleagues	are	working	and	help	them	with	it.	Transparency	has	increased	when	everyone	knows	about	what	everyone	else	is	working,	and	even
the	responsibility	comes	into	play.	Grading	helps	organize	the	objectives	more	efficiently.	Although	the	OKRs	can	be	used	alone,	they	work	better	when	combined	with	CFR	(conversations,	feedback	and	recognition).	Unlike	OKS	that	are	set	within	a	specific	time	frame,	CFR	occurs	continuously.	Many	successful	companies	use	the	OKR	methodology,
including	YouTube,	Amazon	and	La	Bill	&	Melinda	Gates	Foundation.	Individuals	can	benefit	from	this	method	as	well.	When	using	the	OKRS	picture,	individuals	have	more	freedom	to	innovate	in	potentially	changing	ways.	Key	point	1:	ideas	are	the	easy	part	of	success.	The	execution	of	ideas	effectively	requires	a	concerted	effort	and	a	systematic
framework.	There	are	many	people	who	generate	ideas.	They	are	those	who	think	of	new	ways	to	change	things	in	their	lives	and	in	the	world	around	them.	However,	only	some	of	these	successful	idea	generators	because	they	don't	have	a	system	to	generate	good	ideas.	The	OKR	(Objective	and	Key	Results)	system	is	such	a	system	that	Teams	staying
concentrated	on	what	they	want	to	achieve,	as	well	as	monitor	their	progress	towards	these	goals.	As	he	realized	Poppy	King,	having	an	idea	by	millions	of	dollars	is	not	enough	to	catapult	someone	to	business	success.	He	had	an	epiphany	on	the	opaque	lipsticks	and	worked	to	develop	them	into	a	product	that	would	have	a	mass	appeal.	After	many
years	of	work,	she	was	able	to	launch	her	company	with	great	success.	In	Lessons	of	a	Lipstick	Queen:	Finding	and	Developing	the	Great	Idea	That	Can	Change	Your	Life	(2007,)	King	writes	about	how	ideas	can	be	valuable	if	you	know	what	to	do	with	them.	Measuring	John	Doerr’s	Summary	â​​Tip	to	John’s	book	for	anyone	interested	in	becoming	a
better	manager.	â​​Bill	Gates	â​​Whether	you’re	a	CEO	or	a	first-time	entrepreneur,	you’ll	find	valuable	lessons,	tools	and	inspiration	in	the	pages	of	Measure	What	Matters.	I’m	glad	John	took	the	time	to	share	these	ideas	with	the	world.	â​​Reid	Hoffman,	co-founder	of	LinkedIn	and	author	of	The	Start-up	of	You	â​​Measure	What	Matters	deserves	to	be	fully
embraced	by	every	person	responsible	for	performance,	on	every	walk	of	life.	John.	Doerr	makes	Andy	Grove	a	mentor	to	all	of	us.	If	every	team,	leader	and	individual	has	applied	OKRs	with	rigour	and	imagination,	all	sectors	of	society	could	see	an	exponential	increase	in	productivity	and	innovation”.Jim	Collins,	author	of	Good	to	Great,	“John	Doerr
has	taught	a	generation	of	entrepreneurs	and	philanthropists	that	the	execution	of	OKRs	can	be	achieved.	That’s	it.	Measuring	what	Matters	shows	how	any	organization	or	team	can	aim	high,	move	fast,	and	excel.	â​​Sheryl	Sandberg,	Facebook	COO	and	founder	of	LeanIn.org	and	OptionB.org	â​​In	this	indispensable	book,	the	most	important	venture
capitalist	of	our	time	reveals	a	key	to	innovation	and	leadership.	business	success.	This	fresh	and	colorful	book	combines	fascinating	case	studies	with	intuitive	personal	stories	to	show	how	OKRs	can	add	magic	to	organizations	of	any	size.	â​​Walter	Isaacson,	author	of	Steve	Jobs	and	Leonardo	da	Vinci	â​​I’m	a	great	believer	in	John	Doerr’s	simple	and
effective	OKR	systemâ​​I’ve	seen	him	work	firsthand!	I	encourage	all	business	leaders	to	read	Measure	Which	Mattresses	to	learn	some	real	and	practical	secrets	to	success.	â​​Anne	Wojcicki,	Founder	and	CEO	of	23andMe	â​​John	Doerr	has	been	the	source	of	management	magic	for	many	of	Silicon	Valley’s	most	iconic	companies	that	have	continued	to
change	the	world..	Measure	What	Matters	is	a	must	for	anyone	who	is	motivated	to	improve	their	organization.	â​​	Former	Vice	President	Al	Gore	â​​Measure	What	Matters	takes	you	behind	the	scenes	to	create	Intel’s	powerful	OKR	system,	one	of	Andy	Grove’s	finest	ties.	â​​	Gordon	Moore,	co-founder	Intel’s	Measure	What	Matters	tool	will	transform	your
approach	to	setting	goals	for	you	and	your	organization.	John.	Doerr	pushes	every	leader	to	think	deeply	about	creating	a	focused,	purpose-oriented	business	environment.	â​​Mellody	Hobson,	President	of	Ariel	Investments	â​​John	Doerr	is	a	Silicon	Valley	legend.	He	how	to	transparently	set	goals	and	define	key	results	can	align	organizations	and
motivate	high	performance.	Levin,	Dean	of	the	Stanford	Graduate	School	of	Business	“Measure	What	Matters	is	a	gift	for	each	leader	or	entrepreneur	who	wants	a	more	transparent,	responsible	and	effective	team.	Encourages	the	type	of	big	and	bold	bets	that	can	transform	an	organization.”	—John	Chambers,	executive	chairman	of	Cisco	“Beyond
being	a	great	personal	history	of	technology	in	Silicon	Valley,	Measuring	What	Matters	is	an	essential	manual	for	small	and	large	organizations;	The	methods	described	surely	lead	great	execution.”	—Diane	Greene	CEO,	Google	Cloud	John	Doerr	is	an	engineer,	acclaimed	venture	capitalist,	and	the	president	of	Kleiner	Perkins.	He	was	an	original
investor	and	board	member	of	Google	and	Amazon,	helping	to	create	more	than	half	a	million	jobs	and	the	second	and	third	most	valuable	company	in	the	world.	He	is	passionate	about	encouraging	leaders	to	reimagine	the	future,	from	transforming	health	to	advance	machine	learning	applications.	Outside	Kleiner	Perkins,	John	works	with	social
entrepreneurs	for	change	in	public	education,	climate	crisis	and	global	poverty.	John	serves	on	board	the	Obama	Foundation	and	ONE.org.	1Google,	Meet	OKRs	If	you	don't	know	where	you're	going,	you	may	not	get	there.—	Yogi	Berra	On	an	autumn	day	in	1999,	in	the	heart	of	Silicon	Valley,	I	arrived	at	a	two-storey	L-shaped	structure	from	the	101
highway.	It	was	the	site	of	the	young	Google,	and	I	would	come	with	a	gift.	The	company	had	rented	the	building	two	months	before,	growing	a	space	over	a	ice	cream	parlor	in	the	center	of	Palo	Alto.	Two	months	earlier,	I	had	placed	my	biggest	bet	in	nineteen	years	as	a	venture	capitalist,	a	$11.8	million	bet	for	12	percent	of	a	start-up	from	a	couple
of	drops	of	Stanford	grad	school.	I	went	into	Google's	board.	I	committed	myself,	financially	and	emotionally,	to	doing	everything	I	could	to	help	him	succeed.	Just	a	year	after	incorporating,	Google	had	placed	its	flag:	"organize	the	information	of	the	world	and	make	it	universally	accessible	and	useful."	It	might	sound	great,	but	I	had	faith	in	Larry
Page	and	Sergey	Brin.	They	were	self-insured,	also	boasted,	but	also	curious	and	reflective.	They	listened	and	delivered.	Sergey	was	exuberant,	mercury,	strongly	opinions,	and	able	to	skip	the	intellectual	chasms	in	a	single	limit.	An	immigrant	of	Soviet	origin,	he	was	a	creative	negotiator	and	a	leader	of	principle.	Sergey	was	restless,	always	pushing
for	more;	could	get	down	to	the	mid-meeting	floor	for	a	series	of	push-ups.	Larry	was	an	engineer,	the	son	of	a	computer	pioneer.	He	was	a	soft	nonconformist,	a	rebel	with	a	cause	10x:	make	the	Internet	exponentially	more	relevant.	While	Sergey	made	the	technology	business,	Larry	worked	on	the	product	and	imagined	the	impossible.a	blue	thinker
with	his	feet	on	the	ground.	At	the	beginning	of	that	year,	when	the	two	came	to	my	office	to	launch	me,	their	PowerPoint	bridge	was	just	seventeen	years	old.	years.Only	two	with	numbers.	(They	added	three	cartoons	just	to	incarnate	out	of	the	bridge.)	Although	they	had	made	a	small	deal	with	the	Washington	Post,	Google	had	not	yet	unlocked	the
value	of	ads	with	keywords.	As	an	eighteenth-century	search	engine	to	get	to	the	web,	the	company	was	very	late	at	the	party.	As	a	rule,	the	reduction	in	competition	was	fatal,	especially	in	technology.	But	nothing	of	this	has	prevented	Larry	from	lending	me	the	poor	quality	of	research	on	the	market,	and	how	improved	it	could	be,	and	the	bigger	it
would	be	tomorrow.	He	and	Sergey	had	no	doubt	that	they	would	have	crossed,	did	not	matter	their	lack	of	a	business	plan.	Their	pagerank	algorithm	was	much	better	than	competition,	even	in	beta	tests.	I	asked	him:	"How	do	you	think	it	can	be?"	I	had	already	done	my	private	calculation:	if	everything	has	broken	right,	Google	could	reach	a	$	1
billion	market	cap.	But	I	wanted	to	measure	their	dreams.	And	Larry	replied:	"Ten	billions	of	dollars."	Just	to	be	sure,	I	said:	"Do	you	mean	the	market	cap,	right?"	And	Larry	shot	back,	"No,	I	don't	mean	the	market	cap.	I	mean,	revenue.	"I	was	paved.	Assuming	a	normal	growth	rate	for	profitable	technological	society,	$	10	billion	revenues	involve	a
market	capitalization	of	$	100	billion.	This	was	the	province	of	Microsoft	and	IBM	and	Intel.	It	was	a	more	rare	creature	than	a	unicorn.	There	was	no	Braggadocio	in	Larry,	only	calm,	considered	judgment.	I	didn't	debate,	I	was	really	impressed.	He	and	Sergey	were	determined	to	change	the	world,	and	I	thought	they	had	a	chance.	Long	before	Gmail
or	Android	or	Chrome,	Google	full	of	great	ideas.	The	founders	were	quintessential	visionaries,	with	extreme	entrepreneurial	energy.	What	was	missing	was	the	management	experience.	For	Google	have	a	real	impact,	or	even	to	reach	take-off,	they	should	learn	to	make	difficult	choices	and	keep	their	team	on	track.	Given	their	healthy	risk	appetite,
they	would	need	to	pull	the	plug	on	losers	to	fail	quickly.	No	less	important,	they	would	need	timely	and	relevant	data.	To	follow	their	progress.	To	measure	what	mattered.	And	so:	On	that	day	Mountain	View	balm,	I	came	with	my	gift	for	Google,	a	sharp	tool	for	world-class	execution.	I	used	it	for	the	first	time	in	the	1970s	as	Intel's	engineer,	where
Andy	Grove,	the	largest	manager	of	him	or	any	time,	led	the	best	company	he	has	ever	seen.	From	the	Union	with	Kleiner	Perkins,	the	study	of	the	Menlo	Park	VC,	I	had	prosely	the	Gospel	of	Grove	far	and	wide,	at	fifty	companies	or	more.	To	be	clear,	I	have	the	utmost	reverence	for	entrepreneurs.	They	are	an	inveterate	techie	that	adores	to	the	altar
of	innovation.	But	I	had	also	seen	too	many	start-up	fight	with	the	and	scale	and	do	the	right	things.	So	I	would	have	come	to	a	philosophy,	a	mantra:	Ideas	are	easy.	The	execution	is	everything.	In	the	early	1980s,	I	took	a	fourteen-month	sabatic	from	Kleiner	to	drive	the	desktop	division	to	Sun	Microsystems.	Suddenly	I	was	in	charge	of	hundreds	of
people.	I	was	terrified.	Andy	Grove	Systemmy	bulwark	in	a	storm,	a	source	of	clarity	in	every	encounter	I	drove.	It	power	my	executive	team	and	rallied	the	whole	operation.	Yes,	we	made	our	share	of	mistakes.	But	we’ve	also	achieved	amazing	things,	including	a	new	RISC	microprocessor	architecture	to	ensure	Sun’s	lead	in	the	workstation	market.
That	was	my	personal	test	for	what	I	was	bringing,	after	all	these	years,	to	Google	practice.The	one	who	modeled	me	at	Intel	and	saved	me	at	Sun-which	inspires	me	to	this	day-is	called	OKR.	Brief	for	the	main	goals	achieved,	it	is	a	protocol	of	collaboration	setting	goals	for	companies,	teams	and	individuals.	Now,	OKR	is	not	a	silver	bullet.	They
cannot	replace	sound	judgment,	strong	leadership,	or	a	culture	of	creative	work.	But	if	these	fundamentals	are	in	place,	OKR	can	guide	you	to	the	mountaintop.Larry	and	Sergeya	with	Marissa	Mayer,	Susan	Wojcicki,	Salar	Kamangar,	and	about	thirty	others,	pretty	much	the	whole	company	at	Timea	gathered	to	hear	me	out.	They	were	sitting	around
the	ping-pong	table	(which	doubled	as	their	boardroom	table),	or	lying	in	sack	chairs,	dormitory	style.	My	first	slide	of	OKR	PowerPoint	defined:	“A	management	methodology	that	helps	ensure	that	the	company	focuses	its	efforts	on	the	same	important	issues	throughout	the	organization”	a	goal,	I	explained,	is	simply	what	you	want	to	achieve,	neither
more	nor	less.	By	definition,	goals	are	meaningful,	concrete,	action-oriented,	and	(ideally)	inspirational.	If	properly	designed	and	implemented,	they	are	a	vaccine	against	blurred	thought-and	execution.KEY	blurred	benchmark	results	and	monitor	how	you	get	to	the	target.	Effective	KRs	are	specific	and	time-limited,	aggressive	but	realistic.	Most	of	all,
they	are	measurable	and	verifiable.	(As	award	student	Marissa	Mayer	would	have	said,	“It’s	not	a	key	achievement	if	it	doesn’t	have	a	number”.)	Either	you	meet	the	requirements	of	a	key	result	or	you	don’t	do	it;	there	is	no	grey	area,	room	for	doubt.	At	the	end	of	the	specified	period,	usually	a	quarter,	we	declare	the	key	result	satisfied	or	not.	When
a	goal	can	be	long-lived,	rolled	over	for	a	year	or	more,	the	main	results	evolve	as	the	work	progresses.	Once	they	are	all	completed,	the	goal	is	necessarily	achieved.	(.	And	if	it	isn’t,	the	okr	was	poorly	designed	in	the	first	place)	My	goal,	that	day,	I	told	the	young	band	Googler,	was	to	build	a	planning	model	for	their	company,	as	measured	by	three
key	results:	#KR	1:	I’d	like	to	finish	my	presentation	on	time.KR	#2:	We’d	like	to	create	a	sample	set	of	quarterly	Google	OKRs.KR	#3:	I	would	like	to	earn	management	contract	for	three	months	OKR	trial.By	example	title,	Sketched	two	OKR	scenarios.	The	first	envisaged	a	fictitious	football	team	to	which	general	manager	of	scrolling	goal	at	high
level	through	the	Org	concession	graph.	The	second	was	a	real	life	drama	to	which	I	had	a	front	row	seat:	Crush	operation,	the	campaign	to	restore	Intel's	domain	in	the	microprocessor	market.	(We	deepen	both	in	more	detail.)	I	closed	from	from	a	proposal	of	value	which	is	not	less	convincing	today.	OKRs	surface	your	primary	objectives.	They
channel	efforts	and	coordination.	They	link	different	operations,	loan	purposes	and	units	to	the	entire	organization.	I	stopped	talking	to	a	sign	of	90	minutes,	just	in	time.	It's	Google	now.	--In	2009,	Harvard	Business	School	published	a	document	entitled	"Goals	Gone	Wild".	He	conducted	with	a	catalog	of	examples	of	"destructive	objective	pursuit":
Exploding	Ford	Pinto	fuel	tanks,	wholesale	dripping	from	Sears	auto	repair	centers,	the	incessantly	inflated	sales	goals	of	Enron,	the	1996	Mount	Everest	disaster	which	left	eight	dead	climbers.	The	objectives,	the	authors	warned,	were	"a	prescription-resistance	drug	that	requires	careful	dosing	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.
.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	.	They	also	posted	a	warning	label:	"Objectives	can	cause	systematic	problems	in	organizations	due	to	reduced	attention,
unethical	behaviour,	increased	risk	of	recruitment,	a	decrease	in	cooperation	and	a	decrease	in	motivation."	The	dark	side	of	the	lens	setting	could	swamp	any	benefit,	or	so	their	subject	went.	The	newspaper	struck	an	agreement	and	is	still	widely	quoted.	His	caveat	is	not	without	merit.	Like	any	management	system,	OKRs	can	be	performed	well	or
badly;	the	purpose	of	this	book	is	to	help	you	use	them	well.	But	don't	make	mistakes.	For	anyone	who	strives	for	high	performance	at	the	workplace,	goals	are	very	necessary	things.	In	1968,	the	year	Intel	opened	the	store,	a	professor	of	psychology	at	Maryland	University	launched	a	theory	that	definitely	influenced	Andy	Grove.	First,	Edwin	Locke
said,	"hard	objections"	drive	performance	more	effectively	than	easy	goals.	Secondly,	specific	hard	targets	"produce	a	higher	output	level"	of	vaguely	formulated	admonitions	to	do	the	best.	In	the	half	century,	more	than	a	thousand	studies	confirmed	Locke's	discovery	as	"one	of	the	most	tested	and	proven	ideas	in	the	entire	management	theory."
Among	field	experiments,	90%	confirms	that	productivity	is	improved	by	well	defined	and	challenging	objectives.	Year	after	year,	Gallup	polls	attest	a	"crisis	of	employee	involvement	in	the	world".	Less	than	a	third	of	US	workers	are	"centered,	enthusiastic	and	committed	to	their	work	and	work".	Of	those	million	disinherited,	more	than	half	would
leave	their	company	for	an	increase	of	20	percent	or	less.	In	the	technological	sector,	two	out	of	three	employees	think	they	can	find	a	better	job	within	two	months.	In	business,	alienation	is	not	an	abstract	and	philosophical	problem;	You	know	the	bottom.	The	most	demanding	working	groups	generate	more	profit	and	less	turnover.	According	to
Deloitte,Managerial	and	leadership	consulting	company,	the	issues	of	"retention	and	commitment	rose	to	n.	2	in	the	minds	of	business	leaders,	second	only	to	the	challenge	of	building	global	leadership".	But	exactly	how	do	you	build	engagement?	A	study	of	the	two-year	deloitte	found	that	no	single	factor	has	more	impact	of	"clearly	defined	objectives
that	are	written	and	shared	freely..	The	objectives	create	alignment,	alignment,	and	job	satisfaction.	"the	target	setting	is	not	bulletproof:"	when	people	have	conflicting	priorities	or	unclear	goals,	meaninglessly,	or	arbitrarily,	become	frustrated,	cynical	and	demotivated.	"an	effective	target	management	system:	a	system	of	connection	of	the	okr
system	to	the	wider	mission	of	a	team.	respects	objectives	and	deadlines	while	adapting	to	circumstances.	promotes	feedback	and	celebrates	victories,	big	and	small.	More	importantly,	it	expands	our	limits.	moves	us	to	fight	for	what	might	seem	beyond	our	reach.	the	"objectives	gone	away"	the	allowed	crowd,	the	objectives	"can	inspire	employees
and	improve	the	performance."	which,	in	a	nutshell,	was	my	message	for	larry	and	sergej	and	Company.as	I	opened	the	floor	for	questions,	my	audience	seemed	curious.	They	could	give	an	attempt	at	okrs,	although	I	could	not	have	foreseen	the	depth	of	their	resolution.	said	sergej,	"well,	we	must	have	a	principle	of	organization.	We	don't	have	one,
and	this	could	be.	"but	the	marriage	of	google	and	okrs	was	far	from	random.	It	was	a	great	game	of	impedance,	a	transcription	of	the	gene	seamlessly	in	the	google	messenger's	sky.	okrs	there	were	an	elastic,	the	data	-riven	appearstus	for	a	free	role,	an	enterprise	of	worship	of	data.	they	promised	transparency	for	a	team	that	was	deformed	for	open
source,	open,	open	systems.	they	rewarded	"good	fails"	and	boldly	for	two	of	the	most	daring	thinkers	of	their	time.	google,	meets	the	okrs:	a	perfect	fit	.--	while	larry	and	sergej	had	few	preconceptions	about	managing	a	business,	they	knew	that	the	writing	goals	could	make	them	real.	They	loved	the	notion	of	spreading	what	mattered	to	them,	on	one
or	two	pages,	and	making	it	public	to	everyone	in	google.	Intuitive	aspects	such	as	okrs	could	maintain	an	ongoing	organization	through	competition	gales	or	tumult	of	a	hockey-stick	growth	curve.	along	with	eric	schmidt,	which	two	years	later	became	two	years	after	google,	larry	and	sergej	would	be	tenacious,	insistent,	even	conflict	in	their	oo	of
okrs.	While	schmidt	told	the	author	steven	levy,	"the	goal	of	google	is	to	be	the	systematic	innovator	of	scale.	innovator	means	new	things.	and	scale	means	great,	systematic	ways	of	looking	at	things	done	in	a	reproducible	way."	Together,	the	triumvirate	brought	a	decisive	ingredient	to	the	success	of	the	okr:	conviction	and	buy-in	at	the	top.--	as
investor,	they	are	long	on	okrs.	While	google	and	alumni	intel	continue	to	migrate	and	spread	the	good	word,	hundreds	of	companies	of	all	types	and	sizes	are	engaging	in	setting	structured	goals.	the	okr	are	Swiss	army	knives,	suitable	for	any	environment.given	their	wider	adoption	in	Tech,	where	agility	and	teamwork	are	absolute	imperatives.	(In
addition	to	the	companies	given	the	floor	in	this	book,	Okr	adherents	include	AOL,	Dropbox,	LinkedIn,	Oracle,	Slack,	Spotify,	and	Twitter.)	But	the	system	has	also	been	adopted	by	family	names	well	beyond	Silicon	Valley:	ANHEUSER-BUSCH,	BMW,	Disney,	Exxon,	Samsung.	In	today’s	economy,	change	is	a	fact.	We	can’t	To	what	has	worked	and
hope	for	the	best.	We	need	a	confident	icy	to	trace	a	path	in	front	of	the	curve.	More	young	start-up,	where	people	must	absolutely	be	pulling	in	the	same	direction,	Okrs	are	a	survival	tool.	In	the	technological	sector,	in	particular,	young	companies	must	grow	rapidly	to	obtain	funding	before	their	capital	runs	out.	The	structured	goals	give	financiers
one	meter	for	success:	we	will	build	this	product,	and	we	certified	the	market	by	talking	to	twenty-five	customers,	and	here	is	how	they	are	willing	to	pay.	In	medium-sized	scaling	organizations,	the	OKRs	are	a	shared	language	for	execution.	They	clarify	expectations:	what	should	we	do	(and	fast),	and	who	is	working	on	it?	They	hold	the	employees
aligned,	vertically	and	horizontally.	In	larger	companies,	OKRS	are	road	signs	illuminated	by	Neon.	They	demolish	silos	and	cultivate	connections	between	highly	influenced	tax	payers.	With	the	ignition	of	front	autonomy,	they	give	rise	to	fresh	solutions.	And	they	also	maintain	the	most	successful	organizations	that	extends	more.	Similar	performance
mature	in	the	no-profit	world.	At	the	Bill	&	Melinda	Gates	Foundation,	a	$	20	billion	start-up,	OKRS	delivers	real-time	data	that	Bill	Gates	needs	to	be	war	against	malaria,	polio	and	HIV.	Sylvia	Mathews	Burwell,	a	Gates	aluna,	brought	the	process	to	the	Federal	Office	of	Management	and	Budget	and	following	the	Health	Department	and	Human
Services,	where	you	helped	the	US	government	fight	ebola.	Ebola.
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