The Language of OKRs:
Turning Intent into Impact

1

4

SubramaniamP G



Copyright © 2025 by Subramaniam P G.

All rights are reserved. No part of this book may be used or reproduced in any form
whatsoever without written permission except in the case of brief quotations in critical
articles or reviews.

For more information, or to book an event, contact:

pgs@embiggen.co.in

https:// www.subramaniampg.guru



https://www.subramaniampg.guru/

DEDICATION

To my Gurus, whose wisdom has illuminated my path,
To my Teachers, who have imparted knowledge with
patience,

To my Managers, whose guidance shaped my
professional journey,

To my Co-workers, whose collaboration made the
workplace a vibrant tapestry,

To my Friends, whose companionship added joy to
the adventure,

To my Family, the bedrock of love and support,

And to the Almighty, the source of strength and
inspiration,

This book is dedicated to each one of you who has
played a significant role in shaping the chapters of
my life.

Your influence and contributions have woven the
narrative of my story, and for that, I am endlessly

grateful.



Acknowledgement

I would like to express my heartfelt gratitude to the individuals who have contributed to the
creation of this book. Their support, encouragement, and valuable insights have played an

instrumental role in bringing this project to fruition.

I extend my thanks to all whom I have been mentoring on OKR who triggered the desire and

inspiration in me to write this guidebook.

Thank you!



Preface

The idea for this book came from a simple, recurring observation. While guiding managers
and leaders in setting OKRs, I noticed that many of their challenges were not about strategy
or structure — but about words.
Particularly, the verbs they used.
Their OKRs looked well thought-out. The intentions were clear. The logic was sound. Yet
something was missing — a sense of direction, force, and clarity.
I realised that the way people wrote their OKRs often reflected how they worked on them.
When a goal began with words like “to improve,” “to help,” “to support,” or “to enable,” the
focus quietly drifted away from ownership. These verbs sounded intelligent and polite, but
they lacked precision. They described intent, not impact.
An OKR is not a statement of hope — it is a commitment to action. It needs verbs that
move people from thinking to doing, from planning to delivering. And that’s where language
becomes a leadership tool.
Over time, I started rewriting these OKRs with the teams I coached. One word at a time, we
transformed vague phrases into directional ones —

e “todraft a policy” became “Draft a policy.”

e “Support growth” became “Drive growth.”

e “Optimize efficiency” became “Reduce process time from five days to three.”
Each rewrite created not just a better sentence — but a sharper mindset. Suddenly, the teams
saw their goals differently. They could visualise completion, not just contribution.
They began to speak the language of ownership.
This book is a collection of those learnings. It explores how small word choices — especially
verbs — can change the way OKRs inspire, align, and deliver results.
It’s not a grammar book. It’s a leadership guide — about the psychology behind language
and how clarity of words builds clarity of execution.
If you're a leader, manager, or HR professional who works with OKRs, my hope is that this
short book helps you look at your goals differently — not as checklists of intent, but as
statements of commitment.
Because in the end, every OKR is a promise and every word you choose decides whether that

promise turns into progress.
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The Power of Words in OKRs

Words are free. It’s how you use them that may cost you.
— Kipling Williams

Every organization depends on clarity. Yet, when it comes to goal setting, clarity often gets lost
in language.

I began to notice this pattern while guiding managers and leaders through OKR design.
The framework was sound. The intent was clear. But the words were weak.

Their OKRs looked complete — thoughtful, logical, and aligned. But the verbs they chose were

often directionless.
They wrote to improuve, to help, to support, to enable.
Words that looked professional but meant little.

These verbs made the OKRs sound safe, not strong. They described intent, not impact.

They gave comfort, not clarity.

That was when it struck me: the real power of OKRs lies not in the framework, but in the

language used to express them.

Language Defines Direction

Every OKR tells a story. It connects what we want to do with what we must achieve.
When the story is clear, people know where to go.
When the words are vague, even good teams lose direction.

A statement like to improve efficiency sounds admirable. But it doesn’t say what will change,

how much, or by when. There is no finish line, no sense of movement.

Now, rewrite it as Reduce process turnaround time from five days to three.
Suddenly, everyone knows the direction. There are clarity of purpose and a sense of

momentum.

Language shapes how people think about results. In a vague sentence, effort becomes invisible.

In a clear sentence, progress becomes measurable.

Verbs Carry Energy

Verbs decide whether a sentence moves or stands still. They inject the force that turns a

statement into an instruction.

In OKRs, the verb is everything. It is the action that drives accountability.



Words like achieve, deliver, build, reduce, drive, or strengthen create motion.

They show intention, direction, and responsibility.

Words like support, assist, enable, or facilitate sound active but are passive in effect.

They keep people busy without binding them to a result.
When I ask teams to read their OKRs aloud, I ask one simple question:
Does this verb make you feel responsible, or just involved?

That question often reveals why some OKRs succeed while others fade away.

Clarity Builds Commitment

People commit to what they can see. When a goal is clear, the mind aligns with it. When it is

vague, commitment weakens.

Aleader who says to enhance customer satisfaction leaves room for interpretation. Each team
member defines “enhance” in their own way. But when the goal says Increase customer

satisfaction index from 78% to 85%, everyone sees the same outcome.

Clarity of language builds shared ownership. It turns a group of individuals into a team moving

in one direction.

The Psychology of Action Words

Language influences how people think about effort. Action-oriented words change the

emotional response to work.

When OKRs use assertive verbs, people feel in control. They speak about progress and
possibilities.
When OKRs use weak verbs, the same people speak about barriers and dependencies.

The structure doesn’t change. Only the words do. Yet the difference in energy is unmistakable.

How Leaders Shape Culture Through Words

The language of OKRs reveals the culture of leadership. Leaders who use vague or decorative
words often run teams that value activity over outcomes. Those who use precise and directive

language build teams that value accountability.

Every OKR is a leadership message. It signals what the organisation rewards — clarity or
complexity, effort or results. When leaders write goals that sound like commitments, they

teach their teams to think like owners.

That is how culture begins to shift — one word at a time.

A Small Example with a Big Difference

A senior leadership team I once worked with had OKRs that read:



e To improve collaboration across departments
e To support revenue growth through partnerships
e To enable operational excellence in all units

They were elegant on paper, but hollow in action. Three months later, no one could say what

had truly improved or who had delivered what.
We rewrote them.
e Reduce customer handover delays between teams by 40%.
e Drive revenue growth through three new strategic partnerships.
e Deliver five cross-functional improvement projects with measurable ROI.

The energy in the team changed. The teams stopped talking about cooperation. They started

talking about delivery. Accountability became visible.

Nothing about the framework changed — only the words did.

Language Is Leadership

Words create clarity.
Clarity creates focus.
Focus drives performance.

That sequence begins with how you write your OKRs. The sharper the language, the stronger
the execution. As leaders, our task is not to make OKRs sound impressive, but to make them
unmistakably clear. A simple sentence, well written, can align hundreds of people. A vague
sentence, no matter how elegant, can scatter them.

That is the power of words in OKRs. The difference between action and ambiguity often fits in

a single verb.

Reflection

When you read your OKRs, pause at every verb.
Ask yourself: does this word describe what we intend to do, or what we will do?
That one question will tell you whether your OKRs are inspiring progress — or merely

documenting plans.



Intent vs. Action: “To Draft a Policy” or “Draft a Policy”

Well done is better than well said.
— Benjamin Franklin

Sometimes the smallest words decide whether an idea stays on paper or becomes reality.

In OKRs, that difference often begins with the word “to.”

Many managers start their objectives with to improve, to build, to draft, or to enhance. It
seems harmless — even grammatically correct. But in OKRs, it changes everything. The phrase
“to draft a policy” sounds polite and academic. It suggests intention, not commitment. It tells

us what someone means to do, not what they will do.

“Draft a policy,” on the other hand, is assertive. It is clear instruction, not a possibility.

It says, this will be done.

That small shift, from infinitive to imperative, moves language from planning to execution.

It turns the sentence from hope into a command.

Why It Matters

OKRs are not meeting notes. They are not wish lists or reminders of what might be nice to
achieve. They are declarations of commitment. They represent what the organisation or the

individual will deliver within a specific period of time.

When an OKR begins with “to,” it leaves space for interpretation.
It sounds like an essay title or a learning goal — something you will explore or attempt.

But an OKR must convey certainty. It must give direction, not description.
The phrase “to draft a policy” describes an intention.

“Draft a policy” defines an outcome.

The Language of Certainty

Strong OKRs use verbs that imply action and completion. Weak OKRs use verbs that suggest
possibility and preparation. The words themselves don’t just change the sentence — they

change how the team perceives the task.

For example, a manager once told me, “Our objective is to prepare a strategy document.”
I asked him, “Will the document be ready?”

He smiled and said, “Yes, of course.”

I replied, “Then your OKR should simply say, Prepare the strategy document.”

He nodded slowly. “That feels different.”



It did. Because one phrasing sounded like a plan.

The other sounded like a promise.

The Psychology of Direct Language

Language has emotional weight. When you read to draft a policy, your brain hears an option.

When you read Draft a policy, your brain hears an order.

The imperative tone triggers ownership. It creates psychological pressure — the productive
kind. It turns abstract commitment into personal responsibility. This is why military, project,
and creative disciplines use direct instructions. They eliminate confusion by eliminating
optionality. In management communication, the same principle applies. The more precise the

phrasing, the clearer the accountability.

From “Why” to “Will”

In leadership discussions, there is often emphasis on why something matters. But in OKRs,
the more important question is will it be done? The word to belongs to the language of why.

The imperative belongs to the language of will.
For instance:
e To improve customer onboarding experience focuses on intent.

e Improve customer onboarding experience by reducing average time from 10 to 7 days

focuses on action and measurement.

The difference is not just grammatical — it is behavioral. Teams that write in the imperative

form tend to follow through. They imagine completion, not conversation.

A Simple Test

If your OKR can still be true even if nothing changes, it’s written in the wrong form. If someone
says, Our goal is to develop a process, that statement can remain true even if the process never
gets developed — because the team was “working on it.” But Develop a process and roll it out
across three teams can only be true once it’s done. That’s the essence of accountability. The

grammar forces the delivery.

Language Shapes Ownership

In one organisation, I reviewed OKRs across departments.

The IT team had written: To build a ticketing system.

The HR team had written: To improve onboarding.

Both teams were proud of their OKRs.

When asked what had been completed after the quarter, both said, “We’re still working on it.”



We changed the phrasing in the next cycle:
e Build and deploy a ticketing system by June.
¢ Improve onboarding experience by reducing new-hire processing time to five days.

Three months later, both goals were done. The difference was not motivation or resources. It
was language. The moment they switched from intent to action, they began visualizing

completion. That shift of mindset made them accountable.

Practical Guidance

When writing or reviewing OKRs, start every Objective and Key Result with a strong verb.

Avoid the “to” construction.

Read each sentence aloud. If it sounds like something you might discuss rather than deliver,

rewrite it.
Examples:
e To enhance team capability — Enhance team capability through three learning
interventions.
e To prepare a project plan — Prepare and submit project plan by 15 April.
e To draft a policy — Draft a policy on remote work practices and circulate for approval
by Q2.

Direct language does not make OKRs harsh. It makes them honest.

Intent vs. Action Is a Leadership Choice

Many leaders hesitate to write assertive OKRs. They fear being seen as rigid or overly
demanding. But clarity is not rigidity — it is respect. A clear statement respects people’s time
and effort. It leaves no room for misunderstanding. It lets everyone know what “done” looks
like.

When OKRs are written with direct verbs, they stop being bureaucratic checklists. They

become statements of purpose — promises that bind effort to outcome.

Reflection

Read your own OKRs aloud.

Circle every “to.”

Rewrite the sentence without it.

Notice how it feels more decisive, more real.
That is not editing — it is transformation.

Because the shift from intent to action is the first step from thinking to achieving.



Support vs. Drive: Why Ownership Matters

Responsibility is not what someone gives you. It’'s what you take.
— Unknown

Some words sound helpful but quietly weaken accountability. “Support” is one of them.

When leaders or teams use it in their OKRs, it often sounds cooperative. It signals teamwork,
partnership, and flexibility. But beneath that politeness lies a problem — no one knows who

actually owns the outcome.

The Comfort of Support

“Support” feels safe. It allows participation without pressure. You can always say, we

supported the initiative, even if the goal wasn’t achieved.
Supportive OKRs usually appear in cross-functional projects:
e Support sales growth through marketing campaigns.
e Support HR in improving employee engagement.
e Support product launches across regions.

These sentences sound constructive, yet they don’t tell us who is responsible for success. When

many people “support,” no one truly leads.

The Energy of Drive

“Drive” changes the dynamic. It implies leadership, initiative, and ownership.
To drive something means to move it forward, regardless of obstacles. When you write Drive
sales growth through marketing campaigns, it transfers accountability. The marketing team
is not helping; they are delivering. They become answerable for the result, not merely their
effort.

That one-word changes how people think. It changes how meetings sound. It changes how

results are reviewed.
“Drive” commands action.

“Support” describes presence.

Why Ownership Creates Alignment

OKRs work only when ownership is visible.

Each objective should have a single point of accountability — the person or team that will

ensure the result is achieved. When multiple teams write “support,” alignment breaks.



Sales expects marketing to deliver leads. Marketing expects product to release features.

Product expects technology to improve systems. And everyone waits.

But when one team commits to “drive” an outcome, dependencies become visible. Supporters

still exist — but the leader is clear.

A Simple Shift in Conversation

In a leadership  workshop, a  participant once shared this OKR:
Support the launch of our new customer portal.

I asked, “Who owns the success of the launch?”

She said, “The technology team.”

Then I asked, “If the launch fails, are you responsible?”

She hesitated.

We rewrote the OKR together:

Drive the customer portal launch by coordinating development, communication, and user
testing.

Her next comment was telling: “Now it feels like my goal, not theirs.”

That’s what language does — it transfers responsibility from concept to conviction.

The Psychology Behind Ownership

Words signal mindset. When people say they “support,” they subconsciously wait for others to
lead. When they say they “drive,” they begin to take charge. This is more than semantics. It

affects motivation, initiative, and behavior.
Supporters react to problems.

Drivers anticipate them.

Supporters assist in planning.

Drivers shape it.

In every team, accountability flows from the verbs that define its goals.

When Support Still Has a Place

There are situations where “support” is valid. Not every function can own every outcome.
Finance may support operations. IT may support sales. HR may support compliance. But even

then, the OKR must specify what that support means.

Instead of writing Support HR in employee engagement, write Support HR by providing
engagement dashboards and analytics by May.

“Support” can remain in the vocabulary, but never without definition. Unqualified support is

an invitation to drift.



How Leaders Reinforce Accountability

Leaders shape accountability through the words they approve.
When a draft OKR comes in saying support, ask, “Who will drive this?”
When everyone says “we,” ask, “Who is responsible if it doesn’t happen?”

That question changes behavior more than any tool or framework. Because accountability

begins not in systems — but in sentences.

From Shared Effort to Shared Ownership

Collaboration is essential. But collaboration without ownership breeds delay.
Support is participation.
Drive is commitment.

OKRs should reflect both — but they must never confuse them. When each team knows what
they drive and where they support, coordination becomes effortless. Results accelerate

because responsibilities are clear.

Reflection

Look through your OKRs.
Count how many use the word “support.”
Ask yourself: can you replace some of them with “drive”?

If you can, you’ll notice an immediate shift in accountability and mindset.



Achieve vs. Ensure: Precision in Accountability

Don’t promise results. Deliver them.
— Anonymous

Every OKR is a statement of accountability. It tells the world what you will make happen —
not just what you will watch over. Two words often appear in this context: achieve and ensure.

They sound similar, but they create very different kinds of responsibility.

The Language of Achievement

“Achieve” signals completion. It marks a clear endpoint — a result that can be verified. When
you say Achieve ISO 9oo1 Certification by Q2, the expectation is definite. The work ends with
certification in hand. The word achieve communicates delivery, success, and evidence.

It fits OKRs that involve concrete outcomes — things that can be measured, reported, or
displayed. It represents closure.

“Achieve” also energizes teams. It gives them a finish line. People rally around a clear
milestone; they see what victory looks like. Once achieved, the OKR moves from conversation

to record.

The Language of Assurance

“Ensure,” on the other hand, carries a different tone. It is about vigilance and responsibility,

not completion.

When you say Ensure compliance with ISO 9oo1 standards, you are not describing an event.
You are describing a condition — a state that must be maintained. The task never truly ends.
“Ensure” fits goals that involve continuity — areas where success lies in consistency, not
completion. Quality, safety, security, or ethics — these are not things you achieve once. They

must be ensured always. So, while achieve is about delivery, ensure is about durability.

Promises vs. Proof

The difference between the two words is subtle but vital.
“Achieve” represents proof — something you can show.
“Ensure” represents a promise — something you commit to protect.

If an organization writes Achieve employee engagement score of 80% by Q3, it’s a measurable

outcome.



If it writes Ensure employee engagement remains above 80% throughout the year, it’s a
continuing responsibility.
The first belongs to a performance period.

The second belongs to a culture.

Why This Matters in OKRs

Confusing achieve and ensure blurs accountability.
If every OKR uses “ensure,” the tone becomes soft — more about supervision than success.

If every OKR uses “achieve,” it forces the wrong mindset — treating ongoing disciplines like

one-time wins.

A balance is needed. Use achieve where closure is essential. Use ensure where continuity is

non-negotiable.
For example:

e Achieve 95% on-time delivery for Q2 — a measurable, time-bound success.
e Ensure sustained on-time delivery performance above 90% throughout the year — a

continuous commitment.

Language gives shape to responsibility. The wrong verb sends the wrong signal.

Leadership and Accountability

When leaders choose words like achieve, they invite results. When they choose words like

ensure, they build systems. Both are necessary, but they should never be confused.
“Achieve” inspires short-term focus.
“Ensure” nurtures long-term discipline.

Together, they define excellence. An organization that only achieves will celebrate often but
struggle to sustain. An organization that only ensures will maintain standards but rarely grow.

Maturity lies in mastering both — delivering today while protecting tomorrow.

A Case in Point

A client once wrote an OKR:
Ensure 100% safety compliance across all plants.

It sounded impressive but vague. When reviewed, no one could say how compliance was

measured or what progress looked like.
We reframed it as:
Achieve zero safety incidents for two consecutive quarters.

Now the OKR had a rhythm — action first, assurance next. Achievement led to a system that

ensured continuation.



How to Choose the Right Word

Ask a simple question:

Will this goal be completed or continued?
If completed — use achieve.

If continued — use ensure.

e Achieve revenue target of 10 crore by year-end.
o Ensure revenue recognition processes remain compliant with standards.
e Achieve reduction in customer complaints by 30%.

o Ensure complaints are addressed within 48 hours consistently.

Choosing the right word brings precision. Precision builds accountability. Accountability

delivers trust.

Reflection

Look through your OKRs.

How many are built around proof, and how many around promise?
Are you measuring outcomes or just maintaining conditions?
Language tells you instantly where the focus lies.

The right balance of achieve and ensure creates both performance and permanence.



Improve vs. Reduce: When Clarity Outperforms Sophistication

Simplicity is the ultimate sophistication.
— Leonardo da Vinci

In many organizations, goals are written to sound intelligent. They use words like optimize,
streamline, or enhance. These verbs look elegant on presentation slides, but they often hide
confusion. People nod when they read them — yet few can explain what exactly they mean.

That’s the danger of sophistication without clarity.

Why “Optimize” Confuses

“Optimize” is a slippery word. It can mean to increase, decrease, balance, or simply adjust. It’s

one of those terms that allows everyone to agree — but not necessarily to act.

When someone says Optimize cost efficiency, does that mean spend less or spend better?
When they say Optimize manpower, does that mean reduce headcount or improve
productivity?

No one knows for sure — and that uncertainty spreads quickly. The result is polite effort

without precise direction. Teams move, but not necessarily in the same direction.

Why “Improve” and “Reduce” Work Better

“Improve” and “Reduce” are simple, directional words. They tell you where success lies — up

or down.
Improve customer satisfaction means lift the score higher.
Reduce process delays means bring the number lower.

There’s no ambiguity, no debate, no hidden interpretation. OKRs thrive on this kind of clarity.

Because when direction is clear, decisions align.
When you say Improve, the team asks, “How do we make it better?”
When you say Reduce, they ask, “How do we make it smaller or faster?”

Both questions lead to action, not argument.

The Simplicity of Direction

OKRs are not marketing statements. They are instruments of focus. Their language must be
sharp enough to guide effort.

That’s why Improve and Reduce work. They are not poetic, but they are practical. They tell the

brain exactly what to measure and how to move.



A manager once showed me this OKR:

Optimize project delivery time.

When I asked what that meant, he said, “We’ll see what we can adjust.”
We rewrote it as:

Reduce average project delivery time from 20 days to 15.

Now everyone knew what to do, how to track it, and when to stop. The difference was only a

few words — yet it transformed effort into execution.

Why Simplicity Wins

Complexity gives the illusion of intelligence. But clarity delivers results. Words like optimize,
enhance, or streamline may sound powerful, but they are open to interpretation. In
performance systems, that openness is dangerous. When leaders simplify language, they
reduce friction. Teams no longer waste time debating meaning. They focus on progress. This

is not about dumbing things down. It’s about being specific enough to make action inevitable.

Building Directional Discipline

When reviewing OKRs, ask one question about every verb:

Does it tell people which way to move?

If it doesn’t — change it.

Examples:
e Optimize cost — Reduce cost by 10%.
e Optimize engagement — Improve employee engagement index from 75% to 85%.
e Optimize defects — Reduce defects from 5% to 2%.

e Optimize sales funnel conversion — Improve conversion rate from 12% to 15%.

Each rewrite replaces ambiguity with action. Each tells the team exactly what success looks
like.

A Leadership Reflection

In one organization, the CEO insisted that OKRs should “sound strategic.” He encouraged
words like optimize, integrate, and enhance. After two quarters, the reviews became
frustrating. Every function claimed progress, but no one could prove it.

We replaced every unclear verb with improve or reduce. The next review was different.
Conversations moved from “we did our best” to “we hit the number.” Clarity didn’t just make

communication better — it made results visible.



The Discipline of Plain Language

Simplicity is not weakness. It is a mark of discipline. Writing OKRs in plain, directional
language is an act of respect — for time, effort, and for results. Every extra word dilutes focus.
Every vague word diffuses accountability. Great leaders write goals that even a new hire can

read and act on without confusion.

Reflection

Read your OKRs and underline every verb.

Can someone outside your team understand what each one means and in which direction it
points?

If not, simplify it.

Replace “optimize” with “improve” or “reduce.”

Replace “enhance” with “increase.”

Replace “streamline” with “shorten.”

You will find that simpler words don’t just read better — they perform better.



Enable vs. Deliver: The Shift from Input to Outcome

You are what you deliver, not what you intend.
— Peter Drucker (adapted)

Some goals look complete yet never create results. They sound active, but not accountable.
The problem often begins with one word — enable. “Enable” sounds empowering. It conveys
collaboration, partnership, and good intention. But in OKRs, it frequently hides the absence
of ownership. When you say Enable the team to achieve process excellence, it’s unclear what

you're truly responsible for.

Did you train them?

Did you build the system?

Did excellence actually happen?

Nobody knows.

The Language of Inputs

“Enable” is an input word. It describes what you’ll make possible, not what you’ll produce.

It’s about creating capacity, not delivering a result.

In an OKR, this often translates to activity without accountability. You can enable endlessly
and still have nothing to show. Enabling is useful in collaboration, but dangerous in
measurement.

Because OKRs are designed to measure outcomes, not effort.
For example:

e Enable customer success through insights sounds proactive, but it doesn’t tell us if

customers succeeded.
Now rephrase it:

e Deliver monthly customer insight reports with actionable recommendations.

The difference is immediate — the second version has an output you can verify.

The Language of Outcomes

“Deliver” is an outcome word. It defines completion. It promises something visible and
tangible. When you say Deliver an employee engagement program by June, everyone knows

what’s expected. There’s a start, an end, and an accountable owner.



“Deliver” changes the rhythm of execution. It implies deadlines, proof, and responsibility.
It forces clarity.
That’s why outcome-oriented OKRs feel sharper. They don’t leave space for “almost.” They

end only when something exists that didn’t exist before.

The Psychology of Accountability

When teams use enable, they focus on preparing others.

When they use deliver, they focus on creating results themselves.

This difference reflects mindset. Enablers stay supportive; deliverers stay responsible.

I once coached a learning and development team whose OKR read:

Enable leadership growth across all departments.

It sounded noble but vague.

When I asked what “growth” meant, they offered activities — workshops, webinars, mentoring.
We rewrote the OKR as:

Deliver three leadership development programs and measure post-program impact scores of
4/5 or higher.

The team’s behavior changed overnight. They began tracking participation, feedback, and

outcomes. Their focus shifted from conducting sessions to creating transformation.

Why “Enable” Is Not the Enemy

“Enable” is not a bad word. In fact, it has a place in every organization. But it belongs to
supporting OKRs, not owning OKRs. If your role is to provide tools, systems, or resources,
“enable” fits — but only if the outcome of that enablement is measured elsewhere.

For instance:

e Enable sales team with a new CRM tool by Q2 — valid for IT.
But the sales OKR should read:
e Deliver 15% growth in qualified leads using the new CRM tool.
Each team owns its layer of accountability. Enablement must translate into delivery at some

level. When everyone writes “enable,” outcomes evaporate into good intentions.

When Words Shape Culture

Organizations that speak the language of enablement often build a culture of dependency.
People get comfortable providing inputs and waiting for someone else to close the loop. Those
that speak the language of delivery build a culture of ownership. People finish what they start.
They measure success by results, not effort. This linguistic difference can separate a busy

organization from a productive one.



How to Transition from Enabling to Delivering

When reviewing or coaching OKRs, apply three simple questions:

1. What will be visible when this OKR is done?

If you can’t point to something concrete, you're enabling, not delivering.
2. Who will know if this OKR is complete?

If the answer is “the same team,” the accountability loop isn’t closed.
3. What changes because of this work?

Delivery must create visible changes: an artefact, a number, a decision, or a behavior.

These questions move a team’s focus from making it possible to making it happen.

Example Transformations

o Enable automation of payroll process — Deliver fully automated payroll process by
June.

e Enable new employee onboarding framework — Deliver and roll out onboarding
framework to all departments.

e Enable leadership excellence — Deliver leadership competency assessments and

action plans for all managers.

Each rewrite converts activity into accountability. It replaces the comfort of contribution with

the clarity of completion.

The Measure of Maturity

Mature organizations measure delivery, not activity. They know that the ultimate test of intent
is output. Leaders who value “deliver” teach their teams to finish what they start. They reduce

overlap, confusion, and dependency. They build confidence through evidence.

Those who settle for “enable” may stay busy — but busyness rarely builds trust. Trust grows

when words translate into outcomes.

Reflection

Look through your OKRs.

Underline every occurrence of “enable.”

Ask: what exactly am I enabling — and how will I know if it succeeded?

If you can measure the result directly, replace “enable” with “deliver.”

Language doesn’t just change the sentence; it changes the accountability behind it.

That is how leaders turn participation into performance.



Writing OKRs That Move People

Clarity is the foundation of execution.
— Unknown

Words don’t just fill space in an OKR document. They create energy, direction, and

accountability. Over time, I've seen a pattern.

Teams with strong OKRs don’t necessarily work harder — they work clearer. Their language
is crisp. Their intent is unmistakable. They don’t hide behind clever phrases. They commit it
through simple words. Because in the end, language doesn’t just describe performance — it

drives it.

The Weight of a Verb

Every OKR begins with a verb. That single word tells people how to act, how to measure, and

how to lead.

A weak verb creates confusion.

A strong one builds conviction.

When you write To improve, you invite discussion.
When you write Improve, you invite results.

When you write Support, you offer help.

When you write Drive, you take charge.

When you write Enable, you make things possible.
When you write Deliver, you make things happen.

The difference is not grammatical — it is behavioral. It reflects how the organization views

responsibility.

Why OKRs Are More Than Documents

Many organizations treat OKRs as management paperwork. They see them as a reporting
ritual — a list to review every quarter. But OKRs are not about reporting. They are about
rhythm. They create alignment across diverse teams, geographies, and priorities. They help

everyone move in the same direction, with the same clarity of outcome.
If the language of OKRs is vague, alignment collapses.
When language is sharp, coordination becomes natural.

People don’t need reminders — they understand what must be done.



The Three Tests of a Strong OKR

When writing or reviewing OKRs, use these three tests to check the strength of your language.

1. Action Test — Does the verb demand movement?
If not, rewrite it until it does.

2. Clarity Test — Can someone outside the team understand what success looks like?
If not, simplify the phrasing.

3. Accountability Test — Is it clear who owns the result?

If multiple people “support,” assign one who “drives.”

These three tests reveal whether an OKR is written to sound good — or written to work.

The “Action—Outcome—Impact” Formula

A well-written OKR flows naturally from action to outcome to impact.

e Action — What will be done? (Verb-driven clarity)
¢ Outcome — What measurable result will be achieved?

o Impact — What value will it create for the organization or customer?
For example:

Deliver three customer success webinars (action) that achieve an average satisfaction

score of 4.5/5 (outcome) to strengthen client retention (impact).

This structure keeps OKRs grounded in purpose, not just activity. It turns goals into

commitments that connect effort to value.

Language as a Cultural Mirror

The language of OKRs is also the language of culture. You can sense an organization’s maturity

just by reading how its goals are written.
A culture of excuses uses conditional verbs — try, attempt, explore.
A culture of accountability uses decisive verbs — achieve, deliver, build, reduce.

One signals uncertainty. The other signals ownership. Over time, these linguistic habits form
identity. An organization that writes precisely learns to think precisely. And one that thinks

precisely learns to act effectively. Words shape culture because they shape thought.

From Clarity to Commitment

Clarity in OKRs is not about perfection in phrasing. It’s about making sure every person knows

exactly what progress looks like.
Clarity builds confidence. Confidence builds commitment. And commitment builds results.
When teams read a well-written OKR, they don’t ask, “What does this mean?”

They ask, “When can we start?”



That’s the moment you know the language has worked.

A Leadership Responsibility

Leaders often underestimate how closely people read their words. A casually written OKR

sends mixed signals. A carefully written one communicates intent, discipline, and focus.
Language is leadership in visible form.

Every word carries authority; every sentence carries tone. When leaders write with clarity,
teams follow with confidence. If you want accountability to rise across the organization, start

with how goals are written. The tone at the top becomes the template at every level.

From Framework to Philosophy

OKRs are a framework, yes — but they are also a philosophy. They remind us that progress
begins with clarity of thought, expressed through clarity of language. A well-structured OKR
is not just a target; it is a shared promise. It reflects integrity in intent and precision in
execution. When leaders treat language with that respect, they don’t just manage teams —

they align minds.

Reflection

1. Read your OKRs aloud. Do they sound like directions or descriptions?
2. Do your verbs create movement or merely reflect intention?
3. Can a new employee understand your OKRs without further explanation?
If the answer to any of these is “no,” clarity is your next strategic advantage.
When you use them wisely, your OKRs stop being documents — they become commitments

that move people and businesses forward.



Leading Through Language

The art of leadership is the art of communication.
— James Humes

Every organization measure performance. Few measure precision. Yet precision — in
thought, in action, and in language — is what separates average results from lasting impact.
Leadership begins with clarity. And clarity begins with words.

The way a leader writes and speaks becomes the language the organization lives by. Every word

sends a signal — about intent, about values, about what matters.

Words as the First Act of Leadership

Before any plan is made, before any strategy is drawn, there are words. A vision is expressed
through language. A goal is defined through language. A promise is remembered through
language.

That’s why the discipline of OKR writing is not administrative — it’s foundational. It teaches
leaders to think with precision and communicate with purpose. It forces the uncomfortable
question: Do I really know what I want? When leaders struggle to articulate their goals clearly,
it’s not a language problem — it’s a clarity problem. The discipline of writing strong OKRs

helps solve both.

The Cultural Power of Clarity

Language doesn’t just communicate; it ecreates culture. The way goals are written tells people
how to behave. A team that uses vague verbs learns to stay vague in delivery. A team that uses
sharp verbs learns to finish what it starts. Over time, the organization’s vocabulary becomes
its identity. When clarity is rewarded, precision becomes habit. And once clarity becomes habit,
excellence becomes predictable.

That’s how cultures evolve — quietly, through the everyday discipline of choosing the right

words.

From Framework to Philosophy

OKRs are often treated as tools for alignment. But at their best, they’re tools for reflection.
They ask us to be exact about what we want and honest about what we’ve achieved. They teach
that improvement begins with articulation. That leadership is not about saying more but about

saying clearly.



Each time you refine an OKR, you refine your thinking. Each time you simplify a phrase, you
strengthen accountability. Each time you choose the right word, you strengthen your
leadership. Over time, the language of OKRs becomes a philosophy of work — a belief that

clarity is not the opposite of creativity, but the foundation of it.

Language as a Legacy

Every great organization eventually develops its own lexicon. Certain words carry shared
meaning. They become shorthand for values. They remind people of how things are done here.
That lexicon begins with leaders. When leaders write with purpose, their words outlast their
presence. They turn instructions into principles. They turn language into legacy. A well-
written OKR may live for a quarter. But the habit of writing with clarity can shape an entire

generation of managers.

Leading Through Language

Leadership is not just about vision. It is about transmission — the ability to make others see
what you see, and act on it. That transmission happens through language.
Every OKR you write is a small act of leadership. It tells your team what excellence looks like
and what it doesn’t. It shows that words are not filler — they are direction. When language
becomes deliberate, execution becomes disciplined. And when execution becomes disciplined,

growth becomes inevitable.

Final Reflection

Read the goals you've written — for yourself, for your team, for your organization.

Ask one question: Do these words create movement?
If they do, you're leading through language.
If they don’t, you have the opportunity to start now.

Because every transformation begins the same way — with a sentence that says exactly what it

means.
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