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Why it is important?
How OKRs works?

NACP’s experience in implementing OKRs



OKRs - a management system for Ukraine's rapid growth by 10 times or more
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Process approach in management

Maturity levels of the management
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Studies on which the NACP's OKR methodology is based

LEADERSHIP and the
NEW SCIENCE

kmbs

Kyiv-Mohyla
Business School

NEW YORK TIMES BESTSELLER

What
‘Matters

OKRs - The Simple Idea
That Drives 10x Growth

John Doerr

d recommend John's book for anyone
tod in bocoming a better manager’ Bill Gates

INSIGHTS
FROM
INSIDE GOOGLE

/
WORR
RULES’
e LAYZL0
tenwo BOCK

LEAD

REVISED AND UPDATED WITH 100 NEW PAGES

THE

FIFTH

DISCIPLINE

The Art & Practice of
The Learning Organisation

PETER M.SENGE

— OF ——

TEAMS

NEW RULES OF ENGAGEMENT
FORA COMPLEX WORLD

GENERAL STANLEY

McCHRYSTAL

US. Army, Retired

GABRIEL WEINBERG
and LAUREN McCANN

SUPER

THINKING

Upgrade Your Reasoning and
Make BETTER DECISIONS with
MENTAL MODELS

DIsCOVERING
ORDER IN A
HAOTIC WORLD

. WHEATLEY

Thinking in Systems

Donella H. Meadows



What is OKRs?

OKRs:

-+ a system for setting goals and achieving results
- a method that allows to achieve sincere involvement of employees, unlocks the creative
potential of each team and its member, due to a common vision of the organization's goals

OKRs Structure:
According to J. Doher's formula

Iwillachive  goals and they can be measured by KR

Goals are ambitious
Key results are clearly measurable



KPI vs OKRs: Difference

KPI

Key Performance Indicators

Business metrics that reflect
performance

For performance management and
measurement

Leadership led - Top-Down

Not changeable on a regular basis

The level of performance you
want to achieve

00 00 0 0 0O

Monitors the steady state and
provides benchmarks

© 0 00 o

OKR

Objectives and Key Results

Goal-setting method that improves
performance and drives changes

For alignment, engagement and
focus

Bottom-up and Top-Down - 50/50

Frequently set, adaptive, tracked
and re-evaluated

A specific area of improvement to
focus on

Informs everyone on what’s important
to achieve company goals



OKR is a continuous performance management system implemented with CFR*

CFR is a powerful alternative to annual performance reviews

Conversation

A genuine, deeply structured dialog between manager and employee aimed at
improving performance

Feedback

Two-way or group communication with colleagues to assess progress
and identify areas for improvement

Recognition
Expressing gratitude for participation of any importance to all those who deserve it

CFR shows complete interaction inside the team
*CER - conversations, feedback, recognition



5 common OKRs mistakes

Use OKRs as a list of tasks. Tasks within the goal should be determined by the team or the
performer, 50/50 - at least 50% of quarterly OKRs should be determined by someone other than
the manager.

Too many OKRs. From one to three desirable but realistic OKRs per quarter.

Not coordinating OKRs. OKRs will not bring any benefits if they are set separately. Start with the
organization's priorities and then ask department heads, team leaders, and individual
contributors to set OKRs to advance those priorities.

Lack of support for organizational change. Shifting to OKRs requires a change in mindset.

Goals are not imposed from above, but are set by employees independently in discussion with
management.

There is no cross-functionality. Create a need for Teams to interact with each other.



Getting started with OKR - NACP's experience

Why are we implementing OKRs? e have a common goal
«  We profess a systematic approach

«  We strive for development
We are customer-oriented

What value do we create? - Integrity as ethics and integrity
Making the public sphere accountable
«  Making corruption unacceptable
« Anti-corruption processes are effective, convenient and not burdensome

The first steps « Mission statement (why do we exist?)
« Behavioral definition (who are we?)
«  Definition of values
Fixation of strategic goals by top management (OKR, the period of achievement of which is more than a year)

Implementation « Jointly set quarterly OKRs with teams
«  Discussion of quarterly OKRs in the last week of the quarter



Building integrity

Mission

wh - We are building a virtuous government and a just society
why we exist

Vision NACP team is a champion of integrity, making the public sector accountable, corruption
(What value we create? unacceptable, and anti-corruption processes effective, convenient and easy to use

Integrity. 'Behave with integrity even when no one is watching”
Cooperation. "Together we can do anything"
Values - Responsibility No imitation. We change the essence, not the form’
(How dowe behave?) Development. "To be better tomorrow than today"
Ambition. "Who else but us? When, if not now?"

NACP has become a benchmark of state institution
- Public service and corrupt practices are not compatible
Long-term ggals (OKB) - Public organizations, business and their leaders have become virtuous due to the
(Howwe will succeed in the long run?) implementation of anti-corruption policy
Ukrainians choose integrity as a key to success



uarterly OKRs cycle

1. Establish 6. Evaluate Q1
Companywide Performance & Set
Priorities & OKRs for Q2 Company/Team
20XX and Q1 OKRs
. 4. Report 4. Report 7-9. Present Q1
2. Establish Q1 Progress Progress Performance
. 5. Monthl ;
3. Rollout 5. Monthly y Publish Results, &
Q1 OKRs Check-In Check-In Recalibrate OKRs

Month 1 Month 2 Month 3 Month 4



Highlights from the quarterly OKR cycle

Main issues,to be discussed at
the meeting:

Ambitious and operational OKRs

- What was successful?
- What didn't go well?
+ What should be done differently in the next quarter?

- The team can have both ambitious (part of the Work

Plan) operational OKRs (included in the civil servant's
tasks for the next year).

What is important to remember when working with OKRs

+ Goal should be achieved within a quarter + There can be no team without its own

- Key result is measurable

Key Result or Goal

. No more than 3 ambitious OKRs per team - Each OKR must have an owner (it can be

- Each Goal should have at least 3 and no

more than 5 Key Results

either a manager or a subordinate)



Measuring weekly progress on key deliverables throughout the quarter

1 By stages

Key Result: A draft portfolio on effective management in public institutions based on OKRs was developed and presented at the level of
the head of the organization in at least three central executive authorities

33.3% 33.3% 33.3%

Create a draft doc Present to 3 departments

Design and endorse doc
Al By weeks

Key Result: Upgrade "War & Sanctions' portal

Art-sanctions

module Sanctions expert API upgraded with
15% developed . module developed 10% translation
2 weeks 15% 4 weeks 2 weeks
+ + — — + — + — —
2 weeks 15% 2 weeks 30% 1 week+ 15%

News module News module
implemented implemented

OSINT registry developed



Measuring weekly progress on key deliverables throughout the quarter

:

Key Result: 100% of units were trained to use the system

In this option, indicate the % of key results for this week

10% 20% 15% 15% 20% 15% 10%
+ — + +

+ —0— + —

Delayed

I
I +

Key Result: 80% satisfaction of divisions with self-assessment of goals and their setting for the next quarter

The result will be known in the last week of the quarter, which means that the progress does not change throughout the quarter

100%

i

Adaptive

Key Result: When you divide the percentage into equal parts of the quarter and set the same percentage of completion every week. For
example, if we have 13 weeks, then -7.7% is set every week (provided that the project is moving and there is no suspension of work)

77% 717% 77% 77% 7.7% 77% 77% 77% 77% 77% 77% 77% 7.7%

—t— — 44— —4— —— —F— — 4= —— —F— —— —— —F— —4—



Weekly progress

= 1.2. ¥ HA3K 3anposanxeno
KynsTypy opranisauli, wo
HABYAETHCA, WARXOM CTBOPEHHR
cninbHOro Gavenns Ta poboTu 3
MEHTANLHUMM MOZENAMM

Tun %

BuxoHarma Ha Ha

wini

Uine

1.21. 3 B

HABMAMHA "380POTHMI 38'A30K"
xepiswuxie (6opa -2)

1.2.2. Po3pofinexo nporpamy
HABYAHHA 32 TeMO «MenTansHi
MOAENE: BIIME MUCNEHHA HA
peaynsrar»

1.2.3: Coopmosano rpyny

Knovosuni
pesynsrar

Gopa-1) |
Hasuamma. BO% yvachnxie
HABNAHHA NIATBEDANNN
CNPOMOXHICTS ananisysaTn
CBOC MUCNEHHA Ta MeHTaNbHI
moaeni, axi y eomy
QOPMYIOTLCR | OBMExyIOTS
3narTHicTs GavmTi GaxTy 3
Pi3nmx CTOPIM

1.24.N Jopranisosano

crparerivumi cecii 3 dopmy
cninsHoro Gaverns ans
NPALIBHMKIB CTRYKTYDHMX
NiaPO3AINIs, WO 3a3nani
TPANC Uiy 32
BwwX xepisnmuxia

1.26.Nn;

cTpareriumy cecho 3
¥ "

ey ° 6
Aans TON-menegxmenTy,
KePIBHMKIB CAMOCTIRNMX
CTPYKTYpHIX Niapo3ainie Ta
OCHOBHMX CTeRKxoNAepls

peaynsrar

3navenns
Ha Kineub
cooroami iony

Issue
Opmmmus

3navennn Craryc

novarxy
nepiogy

17% 0 1 6

K-cTo

% BUXOHAHHA

20% 0 20 100 % BUXOHAHHA

30% 0 30 100 % BMKOHaHHA

10% 0 10 100 % BuxoHaMHR

Nnanosa
nava
novarxy

03.04.2023

03.04.2023

03.04.2023

03.04.2023

03.04.2023

03.04.2023

Nnawvosa
nava
lasepwenns

30.06.2023

30.06.2023

30.06.2023

30.06.2023

30.06.2023

30.06.2023

Issue
assignee

KO3n0BA

Oxcava

ICAEBA

ICAEBA
Amna

ICAEBA
Anna

KO3N0BA

APOBKO
Irop

Bei sanyvenl
niapo3ninu

100. Ynpasnixng no poSori 3
nepconanom

100. Ynpaeniumua no poSori 3
NepcoHanom

100. Ynpasninng no pobori 3
NePCoHaNnom

100. Ynpasnixns no pobori 3
nNepcoHanom

100. Ynpasniuns no poSori 3
nepcoHanom

100. Ynpasniums no pobori 3
NePCOHANOM



HOW TO LAUNCH IT? 57 Key results

Goals

Mission
Values

\ Vision

Ministry X



