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			What Experts Are Saying

			“This book is an excellent reference/guidebook for leadership in any size organization. I found myself taking notes and wanting to apply the concepts to my business from the very first chapter. I will be recommending this book to my clients, from start-up businesses to companies that are seasoned and successful.”

			—Douglas M. Marshall, III CPA

			“…Daphne diagnoses the reality beneath the surface of organizational life; she prompts leaders to bring their divergent styles and views out into the open so they can tackle conflict directly and reach alignment; and she demonstrates how equity and top performance are mutually reinforcing values.”

			—Dr. Olivia A. Golden, former nonprofit ED and senior public sector leader
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			Foreword

			By Jackie Hilton, 
Senior HR and People/Culture Professional

			There has never been a more urgent time to rethink how we build, grow, and sustain the people side of our organizations.

			We’re navigating a complex workplace landscape—one where expectations are evolving, agility is no longer optional, and people want to work in environments that are not only high-performing but also human. In the midst of these shifting dynamics, the role of people leaders has expanded. We’re not just stewards of process; we are architects of culture, catalysts for equity, and strategic partners in transformation.

			That’s why this book matters.

			In Human Capital at the Core: Strategies for Sustainable Workforce Transformation, Daphne Latimore brings forward the clarity and courage we need to evolve. She doesn’t just talk about the importance of culture or the need for engagement—she shows us how to operationalize those values through systems, behaviors, and leadership alignment.

			

			This is not a book filled with abstract theory. It’s grounded in decades of real-world experience working across sectors, guiding complex change, and helping organizations move from intention to action. Daphne has a rare ability to cut through the noise and get to the heart of what drives transformation: behavior, accountability, and people-centered leadership.

			What I appreciate most about her approach is that it affirms something we all know to be true but sometimes forget: HR is not just a function—it’s a force. And when done well, it has the power to shape not only careers but cultures.

			If you are a Chief People Officer, an HR Business Partner, a senior leader, or simply someone who cares about the future of work, this book will equip you. It will challenge you. Most importantly, it will remind you that sustainable transformation doesn’t begin with new software or policies. It begins with how we show up, how we lead, and how we put people at the center of everything we build.

			I’m proud to call Daphne a colleague and a respected thought partner in this space. Her work reflects the kind of leadership our organizations need today—and this book is a valuable guide for anyone ready to lead what’s next.

			Jackie Hilton

		

	
		
			

			 

			Preface

			In today’s evolving workplace, organizations face a growing tension: the pressure to be agile, inclusive, and performance-driven—all at once. As workforce expectations shift and business models become more complex, many leaders struggle to move from intention to execution when it comes to cultivating strong, sustainable people strategies.

			Over the past thirty years, I’ve had the privilege of supporting a range of organizations—from mission-driven nonprofits and public agencies to large private-sector enterprises—helping them navigate the complexities of workforce transformation. What I’ve learned is this: HR is not just a function. It’s a force. A well-aligned human capital strategy, embedded across the employee life cycle, can become the very engine of organizational health, adaptability, and innovation.

			My work sits at the intersection of organizational development and talent management—two disciplines that are often siloed, but when integrated, unlock the full potential of people and culture. Over the past three decades, I’ve helped leaders and teams align values, systems, behaviors, and outcomes in ways that drive meaningful change.

			

			This book draws from that experience. It’s a practical, thought-provoking guide for anyone who shapes culture and leads people—from CHROs and executive leaders to team coaches and OD professionals. Human Capital at the Core isn’t just about managing change—it’s about redefining success by placing people strategy at the center of business strategy. For too long, HR was seen as the operational backbone—focused on policy, compliance, and administration. But the demands of today’s workplace require more than structure; they require strategy. That’s where I’ve focused my work: helping organizations move from intention to execution by aligning leadership, systems, and behavior to create sustainable growth and human-centered impact.

			This book reflects the shift from traditional HR toward a more dynamic space, where organizational development and talent management are core drivers of business transformation. 

			Let’s move beyond one-size-fits-all solutions and start building workplaces where equity, performance, and trust are not in competition—but in concert.

		

	
		
			

			 

			Chapter 1 

Rethinking the Value of Human Capital

			“We’ve checked all the boxes, but 
something still isn’t working.”

			It’s a refrain I’ve heard more times than I can count. The policies are in place. The performance management system is live. Diversity statements are posted. Engagement surveys have been conducted. And yet—teams are stuck. Morale is uneven, trust is eroding, and leaders aren’t sure how to move forward.

			This is what happens when human capital is treated as a set of tools rather than a living, evolving system.

			In this chapter, we begin by examining the fundamental shift required to lead workforce transformation in today’s world: moving from process-centered HR to people-centered strategy. For too long, organizations have tried to drive performance by managing outputs. But performance is a product of behavior—and behavior is shaped by culture, leadership, and trust.

			The Limits of Traditional HR

			HR has historically been asked to reduce risk, standardize policies, and ensure compliance. These functions are critical, but they are not sufficient. Processes can help people do their work, but they don’t necessarily help people do their best work. And they rarely inspire people to remain engaged, loyal, or innovative.

			Human capital strategy takes a different view. It centers on the individual—not just as a worker, but as a contributor, a collaborator, and a culture carrier.

			Defining Human Capital Strategy

			Human capital strategy is more than workforce planning or succession charts. It is a deliberate effort to align talent, culture, and behavior with the evolving needs of the organization. It asks:

			
					What kind of culture does our strategy require?

					What behaviors do we need to see more of?

					How do we equip, trust, and empower people—not just manage them?

			

			When strategy and culture are aligned, people don’t just meet expectations—they elevate them.

			

			The People Function: 
Reframing the Role of HR

			HR must evolve into the people function, a center of strategy and insight. This requires HR and OD professionals to think beyond programs and begin designing for experience—because the experience shapes the behavior, and behavior drives outcomes. 

			This is the work behind the work. And it means asking different questions:

			
				
					
					
				
				
					
							
							Instead of asking:

						
							
							“Are people attending training?”

						
					

					
							
							Ask:

						
							
							“Are we seeing different behavior on teams?”

						
					

					
							
							Instead of asking:

						
							
							“Do we have a process?”

						
					

					
							
							Ask:

						
							
							“Do people trust the process—and the people leading it?”

						
					

					
							
							Instead of asking:

						
							
							“What’s broken?”

						
					

					
							
							Ask:

						
							
							“What’s missing from the human capital equation?”

						
					

				
			

			A Living, Breathing System

			Your workforce is not a machine to be fixed. It is a living, breathing system of human beings who are responding to what they see, feel, and hear. If the strategy says “Collaborate” but the behaviors reward silos, people believe behavior. If the organization values inclusion but leadership is unclear on what that means day to day, people believe behavior.

			To transform the workforce, we must start with behavior. That means intentionally shaping experiences, rituals, leadership actions, and accountability structures so they are grounded in trust and clarity—not just performance expectations.

			Case in Point: 
When the Culture Said One Thing, but the System Said Another

			A midsized organization I worked with had recently undergone a strategic shift. The new CEO wanted to foster cross-functional collaboration and innovation. The messaging was clear: “We win as one team.”

			But when I was brought in to observe leadership behaviors and assess workforce alignment with the new strategy, something was immediately apparent: the structure and culture still rewarded individual competition over collaboration. Leaders’ performance was measured on siloed KPIs, teams operated in parallel rather than intersecting, and the team members recognized as high performers were those who stayed in their lane and protected their turf.

			In one meeting, a manager said: “I’m all for collaboration—but if I share this resource with another department, my team takes the hit. That doesn’t make sense under our current system.”

			It wasn’t that people didn’t want to collaborate. It was that the system wasn’t aligned with the new strategy. Behavior was being shaped by outdated reward structures and unspoken norms—not vision statements.

			Our work began with a simple principle: behavior follows design. We coached leaders to model the desired behaviors, revised incentive structures to reward shared success, and created cross-functional projects with joint accountability.

			Six months later, collaboration wasn’t just a goal—it was becoming the norm.

			Key Takeaway

			You can’t shift culture with messaging alone. People respond to what’s rewarded, who’s promoted, and what behaviors are tolerated or reinforced.

			

			Practitioner Reflection Points

			
					Where is your organization overly focused on process and under-invested in people?

					What behaviors are being reinforced by your current systems—even unintentionally?

					How are you measuring success: by compliance or by culture?

			

			Chapter 1 Summary

			
					Traditional HR approaches that focus on processes and compliance can limit organizational potential.

					Human capital strategy centers on people as dynamic contributors whose behaviors drive performance and culture.

					Sustainable workforce transformation requires aligning culture, leadership behaviors, and business strategy.

					HR must evolve into the people function, a strategic partner that designs experiences to shape desired behaviors.

					Behavior follows design. When systems and incentives are misaligned, culture and strategy suffer.

					Transformation starts with intentional leadership actions, clear accountability, and trust-based relationships.
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