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INTRODUCTION

It is often said that people don’t leave organizations, they leave management. Now, 

we know that management is not only the face of an organization, but also a direct 

representation of the organization itself—its structure, processes, governance, and 

culture. It’s not a myth that people leave leadership. However, more often than not, 

employees leave because there is something within the organization that has prevented 

them from being successful in meeting their basic needs. It is these deficiencies that are 

equated to poor management, manifesting in voluntary employee turnover.

In this ebook, we discuss the five facets of an engaged organization that enable an 

employee to become empowered and more productive within the organization, and 

how those facets pertain to all levels of leadership to maximize workforce productivity in 

both organizations and individuals.

Daphne Latimore of DB Latimore is a proven and experienced HR 

consultant with strategic and realistic solutions. We chose Daphne 

because she listened to us, understood us, and provided practical 

solutions and consultation. I was surprised at Daphne’s relatable, 

pragmatic, and flexible consultancy style. Bottom line, she knows 

what she is doing—from coaching, developing internal policy, and 

racial equity infusion to leadership retreats—DB Latimore is a real 

one-stop and highly effective consultancy.

— Cormekki Whitley

    Chief Operating Officer Center for Law and Social Policy (CLASP)



CHAPTER 1 
THE 5 FACETS OF AN ENGAGED ORGANIZATION

One of the first researchers to identify and outline the concept of employee 

engagement was psychologist William Kahn. In December 1990, he published a 

paper that defined these three principles:

• Physical Engagement - Extent to which employees expend their efforts—

both physical and mental—as they go about their jobs.

• Cognitive Engagement - Employees need to know what their employer’s 

vision and strategies are, and what performance they need to deliver to 

contribute to the organization.

• Emotional Engagement - Based upon the emotional relationship that 

employees feel with their employer; a positive relationship outcome requires 

leadership to learn how to create a sense of belonging for the employees.

Kahn’s influence is still relevant in today’s organizations in the form of wellbeing 

strategies, all-staff learning workshops, and in leadership and management 

coaching programs.

https://www.talkfreely.com/blog/dimensions-of-employee-engagement


At DB Latimore Professional Services Group, our 

goal is to provide talent development that aligns 

strategy with operations by cultivating the value 

every employee brings to the table—turning stagnant 

operations into agile organizations that empower and 

educate their workforce in having purposeful work 

experiences.

Through our bespoke programs, which are customized 

based on our clients’ needs, we utilize our exclusive Productivity Powered by 

P.E.O.P.L.E. ® framework within the services we offer to enhance workforce productivity 

and maximize operational effectiveness. If you are in a leadership role in your 

organization and can relate to one or more of the following questions, this ebook is the 

tool for you!

• Do I have the right business governance, policies, processes, and procedures 

to enable my organization to be agile? Are they compliant with federal and state 

requirements?

• In today’s work environment, how can I leverage our systems and tools to promote 

productivity?

• Our business landscape is evolving in the hybrid workspace—how do I optimize and 

develop my workforce?

• How do I promote our employee value proposition (EVP) so that employees will have 

an affinity with our brand?

• How do I develop leaders to lead from a core set of competencies?

https://dblatimore.com/


The exclusive Productivity Powered by P.E.O.P.L.E. ® framework was created by 

me, Daphne Latimore—founder and managing partner of DB Latimore Professional 

Services Group—to assist those in the workplace in understanding the five facets of 

an organization. This framework is based upon 35+ years of experience in leading and 

resolving employee relation matters and talent development and promoting inclusive 

and sustainable organizational practices from job creation to off-boarding by utilizing a 

systemic approach.

The first P refers to the business governance of the organization, defined as “a system 
by which an organization makes and implements decisions in pursuit of its objectives.” It 
is the Policy, the Processes, and the Procedures (or Protocols) as to how the organization 
should work.

The E stands for the Efficiency of the business operations — the Effectiveness of the tools 
and systems. Do we have the right tools in the right place in order for employees to be 
successful in managing their tasks?

The O focuses on how leadership is Optimizing the organization’s human resources. Can 
they use the talent they have to support the overall operations of the business and ensure 
its Optimization of those resources?

The second P in the Productivity Powered by P.E.O.P.L.E. ® framework focuses on Product 
Affinity or the Product Service. This refers to an employee’s alignment or affinity with the 
organization’s purpose and the willingness to use their knowledge, skills, and abilities 
(KSAs) to ensure the organization will achieve its mission. Is there an affinity with the 
brand?

The L stands for Leadership. Specifically, it represents a collaborative and communicative 
leadership style that provides clear and compelling directions that will enable the 
employees to have the information, tools, and resources needed to optimally perform.

1.

2.

3.

4.

5.



At DB Latimore, we operate from the firm belief that when Policies, Procedures, and 

Programs (P) are aligned with the Efficiencies (E) of tools and systems, we Optimize (O) 

our resources through the Product (P) and service affinity and collaborative Leadership 

(L) will enable an Engaged (E) workforce. 

Based on this framework, employees are engaged if they understand the workplace

and its:

• Organizational governance;

• Business operations;

• Organizational dependencies;

• Product affinity; and are

• Empowered through leadership.

When an organization or leadership team has a culmination of these five facets, 

it constitutes a fully engaged workforce. Engagement is often referred to as how 

productive and collaborative the workforce is in the business operations and how 

affiliated the employee is with the organization. So, if employees have an understanding 

of the business governance, are using the proper system and tools that are in place 

appropriately, and have developed an affinity for the brand, then the leadership is also 

collaborative and engaged, creating an agile workplace.

This is the premise of the Productivity Powered by P.E.O.P.L.E. ® framework. Once that 

framework is in place, it systematically creates an agile organization. Most businesses 

are tied to their policies and procedures, but when you zoom out and look at it from an 

engagement perspective, you create agility for the employee and for the workforce.



REFERENCE POINT
During the unprecedented pandemic times of the 2020s, the general landscape 

of the workforce is being redefined. Organizations are seeking more alignment 

and are shifting from work/life balance to work/life integration: This includes 

flexibility, organizational agility, personal well-being, and—most importantly—

psychological safety, which is strongly associated with trust in leadership. 

Simultaneously, organizations are shifting their work models to accommodate 

both asynchronous and synchronous environments, supporting the ability to 

achieve their mission while ensuring a positive work experience for their talent. 

The Productivity Powered by P.E.O.P.L.E. ® framework supports these 

organizational shifts by mitigating the challenges brought on by

The Great Resignation.



CHAPTER 2 
POLICIES, PROCESSES, AND PROCEDURES

Business governance—which includes 

policies, processes, and procedures—is the 

foundation of business operations. Policies are 

the business rules and guidelines that ensure 

consistency and compliance with the strategic 

direction of the organization. Processes are 

defined as a series of actions or operations 

viewed as a whole with a start and a finish, 

which lead to accomplishing the organizational 

goal. And lastly, Procedures provide direction 

on how to complete the process.

Oftentimes, when looking at the agility of the workforce, the questions you must ask are:

• Are the company and the mission strategy tied to the Policies and Processes?

• Or, are they tied to the ability of the company to grow? 

In an engaged organization, its Policies, Processes, and Procedures are developed and 

created based on the strategic direction of the business. The agility is not based on 

being tied to the business protocols; however, it’s based on creating business protocols 

to allow the organization to be flexible.



REFLECTION MOMENT
In 2013, Marissa Mayer—the president and CEO of Yahoo—announced that she 

was putting an end to the company’s work-from-home policy, claiming that it 

was not allowing Yahoo to reach its maximum potential as an organization. She 

demanded all the employees that were working remotely come back and work in 

the office full-time to promote collaboration and communication. 

Interestingly, if we fast forward 7 years to 2021, this example is likely to have 

been a definitive precursor to the current demand for organizations to create the 

hybrid work environments of today that not only promote maximum productivity, 

but also innovation and collaboration.

An agile organization possesses the ability to make the necessary adjustments within 

the business’s protocols in order to be successful. In Marissa’s case, it allowed Yahoo 

to do some things differently because they had an attentive workforce. Had they stuck 

with the policy as it was, then the business strategy needed to be geared around the 

policy that was in place. It is also important to note that the policies, processes, and 

procedures must be agile enough to support the business, with the exception of those 

in place for compliance with federal or state regulations.

• How do leaders establish these business protocols? 

• How are they being implemented?



One of the things we found regarding the protocols is that once they are in 

place, managers have a tendency to apply them differently amongst employees, 

creating an environment of disparate treatment. In those cases, we often hear from 

employees that they’re being treated unfairly and that a policy applies to them 

but not to their colleagues. To maintain operations, it is imperative that business 

policies, processes, and procedures are equitable, inclusive, and designed to 

effectively guide business operations.



CHAPTER 3
EFFICIENCY

The second facet, Efficiency, is about business operations—how well the organization 

does what it does and whether it is doing the right thing. The Efficiency of the 

systems and tools requires leadership to ask several important questions: 

• Do employees have the right systems in place to do their job? 

• Are those systems supported by metrics to prove that they are the            

correct systems? 

• Are they having an impact on the overall efficiency and effectiveness of the 

employee’s engagement within the organization and with their work?

REFLECTION MOMENT
I once had an experience when a frustrated employee said to me, “I have figured out the role 

of management—it’s to make my job harder.” I chuckled and asked for more details surrounding 

that point. He explained to me that his organization had instituted a new security system, and 

it now took him twice as long to log into his computer in order to begin work. Around the same 

time, they had implemented a new, tedious time-keeping system, which doubled the time it took 

him to log his labor on a day-to-day basis. So, when you zoom out and view the new protocols 

that had been put into place from the front end front end, that employee was spending more 

time trying to navigate systems that had nothing to do with his day-to-day activities. He had less 

time to do the job he was hired to do, making the entire system very inefficient.

Today’s work environment is highly dependent on the successful deployment of technology—it 

must be efficient and effective. A breakdown such as the one illustrated here has the potential 

to not only derail business operations but also impact the employee experience which leads to 

low engagement.



Oftentimes, leaders look at any innovation as inherently good, without first determining 

if it makes sense for the organization. Before making any decisions, leaders must ask 

the questions below to assess if, and how, overall efficiency and day-to-day operations 

will be impacted. 

• How does an organization determine that they have the necessary systems in 

place for the employees to be successful? 

• Are these the systems that they actually need? Or would they just be nice to have?

In my experience with DB Latimore, I have been able to realize 

real-life practices that can be applied to my profession and to 

my day-to-day routines. Daphne is extremely responsive and 

available when you need her most—not only doing coaching 

sessions but whenever there is a need to be reminded of how 

to manage life’s unexpected turns. She is a “safe space,” and 

actively listens and applies her coaching approach to your 

specific, unique needs.

— Michelle Banks

    Chief Diversity & Inclusion Officer Kohl’s



CHAPTER 4
OPTIMIZATION

Workforce optimization is a strategy that integrates business performance 

considerations with workforce management. It is deeply aligned with

Human Resource Optimization (HRO), which can be defined as:

• Understanding the skills required for a job;

• Recognizing an employee’s strengths and weaknesses; and

• Finding a way to leverage the strengths and minimize the weaknesses to get the 

job done effectively.

In the Productivity Powered by P.E.O.P.L.E. ® 

framework, the O represents the organizational 

dependencies and maximizes the use of 

cross-functional resources. Optimization of 

resources, or how you use the employees 

that are already in your workforce, is a crucial 

factor. For instance, an employee may be hired 

for one job but possess skills better suited for 

another division in need. However, because this 

employee is already funneled into a singular 

position and specific department, leadership 

may hire from outside the company, instead of seeking 

talent in-house.

http://distinctions-asia.com/human-resource-optimization-a-new-paradigm-for-developing-talent/


When it comes to the optimization of resources, it’s the forward-thinking approach of 

leadership to assess and allocate resources across the organization to meet the overall 

business goal. The movement may be lateral, promotional, or via stretch assignments 

that allow for the best utilization of the employee talent within the organization.

REFLECTION MOMENT
An example of this is highlighted in the fall of Sony. As a leader in the industry, 

Sony had everything they needed in-house: the music, the policies and protocols, 

and extremely skilled staff. However, there was a huge divide, and employees 

from different divisions were not talking to each other. So the resources—the 

human resources—were tied to their specific function, as opposed to the good 

of the overall organization. Had someone in their leadership been looking at the 

organization as a whole and not a product of individual systems, Sony would be 

in a different place today.

https://www.industryweek.com/innovation/article/22010621/apple-didnt-just-win-sony-lost-too


CHAPTER 5
PRODUCT & SERVICE AFFINITY

In working with organizations, I repeatedly ask employees and leaders, “Why do you 

work for this company?” or “Why are you doing business with this organization?” This 

chapter discusses the importance of how knowledgeable your organizational leaders 

are about your products and services in the marketplace and the extent to which 

employees and customers can increase your competitive advantage. In outlining 

Product and Service Affinity, we’re talking in terms of the brand.

Many times, we go to work at a job to do a specific function. However, if we do not have 

an association with the work we do, there is no affinity with the brand. At that point, it 

becomes “just a job.” Therefore, as leaders, we must ensure that our employees fully 

understand how their role enhances the organization’s objectives as a whole.

REFLECTION MOMENT
I worked in an organization whose mission, or value proposition was to protect 

those who protect others. I bought into that, and by aligning myself to the mission 

of the organization, their mission became my own employee value proposition 

(EVP) and answered my WHY. I easily felt an affiliation with the brand, our slogan, 

and what our purpose was as an organization. In other words, once I understood 

why we were doing what we did, then I was more aligned to understand the 

relevance of my task in helping the organization to be successful.



When talking in terms of brand affinity, the goal is for employees to feel a connection 

with the products or services they are creating or providing. Just as we want customers 

to feel a connection with the products or services they are paying for.

REFLECTION MOMENT
Another notable example of brand affinity is the State Farm commercials: “Like 

a good neighbor, State Farm is there.” You know the jingle. If an employee has 

an understanding of what that slogan means, they have an affinity. Likewise, 

as a State Farm customer, there is an affinity with the company in knowing that 

when there is a need, they will be there. Whether it’s protecting a home, a car, or 

providing life insurance—whatever that service is—the customer has an affinity 

with them because they understand what the overall mission is.

I’ve been working with DB Latimore for almost four years. 

Daphne’s services have been instrumental in my professional 

and personal development, as she consistently provides helpful 

tools, resources, and guidance. I have no regrets about my 

decision to start working with her.

— Frances Woodard, VP of People and Culture

    National Quality Forum



CHAPTER 6
LEADERSHIP

Within the Productivity Powered by P.E.O.P.L.E. ® framework, we refer to Leadership as 

being collaborative, communicative, and committed, a process by which an individual 

influences a group of individuals to achieve a common goal. Some say employees 

leave leadership and not organizations. In this sense, it is safe to assume that there is a 

behavioral trait within leadership that is triggering dissatisfaction within the employee(s). 

If leaders are communicative, they are sharing with the workforce the direction of 

the organization because they are the conduit between the business strategy and 

operations, and must continually be asking the following questions:

• What is the strategy?
• What is the goal? 
• What is the mission?
• What is working? 
• What is not working?



Once leadership is communicative and committed, the next step is to be collaborative 

with the workforce. The employees are the ones who will know the ins and outs of 

whether or not something is working, and leadership must be connected and insert 

themselves to stay informed and assess the next steps. Oftentimes when an employee 

experiences a new strategy that is launched and then fails, we hear them say things 

like, “Well, we could have told you that didn’t work, but nobody asked us.” So—going 

back to systems and tools—once employees realize that strategy is failing, they create 

a workaround so they can be efficient in doing the task at hand. When leadership is not 

collaborative, the employees don’t convey the message upward, and what we’re left 

with is a newly created practice that will only lead to more inefficiencies.



CHAPTER 7
ENGAGEMENT

If you remember from Chapter 1, the P.E.O.P.L.E. framework defines employee 

engagement based on the fact that they understand the following:

• Organizational governance;

• Business operations;

• Organizational dependencies;

• Product affinity; and are

• Empowered through leadership.

In human resources—redefined as talent 

management—we have always been 

responsible for employee Engagement 

programs. But from the Productivity Powered 

by P.E.O.P.L.E. ® framework perspective, we 

believe that engagement is about creating 

a culture in which an employee wants to be 

engaged. The first thing I recommend for 

engagement is making sure that the employees 

understand the mission of the company. 

• Why would I want to work here? 
• What is in it for me? 



When it comes to engagement in terms of an employee’s “what is in it for me?” 

perspective, it’s about whether or not we are touching on what is known as the Third 

Level Leadership term VABEs—Values, Assumptions, Beliefs, and Expectations. In order 

to have a fully engaged workforce, it’s important that we address the following:

• Values: The things that are most important to an employee.

• Assumptions: What the employee assumes is going to happen when they onboard 

into the organization.

• Beliefs: The belief of the employee that management has the best intentions for the 

company, is going to be supportive of them, and will provide the necessary tools and 

systems in order for them to succeed in their role.

• Expectations: The employee gives of himself to this organization and expects to be 

fairly compensated, not only in salary but within his ancillary benefits. He expects to 

be treated with dignity and respect, and that the work they do matters. 

An engaged organization strives to understand an employee’s VABEs and create an 

employee value proposition that is aligned to the organizational mission and purpose.  

An engaged organization creates a mutual agreement and clear expectations through 

its governance, systems, talent optimization, product and/or service affinity, and 

leadership to engage its most valuable resource—its P.E.O.P.L.E.



The COVID pandemic has served as the modern-day catalyst to how we recruit, 

develop, and retain the workforce. Through disruptive change, it is imperative for 

leaders to lean into the principles of employee engagement through the lens of the 

Productivity Powered by P.E.O.P.L.E. ® framework.

REFLECTION MOMENT
As an HR Strategist, I created the Productivity Powered by P.E.O.P.L.E. ® 

framework as a model for leaders at all levels to have a resource to guide the 

leadership experience and assure that the polarity of strategic and operation 

encompasses the human experience. When the five facets are aligned with 

leadership development vehicles, such as competency building, coaching 

techniques, and effective communications, leaders will thrive and have the ability 

to create an engaged organization.



CONCLUSION
Leadership is a two-sided coin. Leaders are challenged with understanding, creating, 

and driving the strategy for organizations while simultaneously managing the day-to-

day operations of the business. It is an interesting polarity because whereas strategy 

looks forward and sets the vision for the organization, the day-to-day operations require 

leaders to help the business become successful in meeting those goals. It is especially 

important from an operations perspective that leaders focus on how they provide 

quality operations in meeting the needs and the demands of the company, while 

simultaneously looking at how they can drive that organization into the future.

The overall concept of polarity management is that there is no one “correct” answer to 

certain issues. You may see a solution 

to a problem one way, based on your 

perspective; however, a colleague may 

see a just as viable solution to that same 

problem in another way. In this instance, 

both solutions could be right. Perhaps 

the greatest contribution one could offer 

an organization is in embracing those 

solutions simultaneously—and that is 

polarity management. In other words, 

it’s easy to think that one end of the 

spectrum should ultimately win over the 

other. We can choose to lead or empower, 

to support or challenge, but often the most effective way forward is in honoring and 

embracing both at the same time.



dblatimore.com  703-260-8516 

Now that you have an understanding of the five facets of an organization, as a 

leader, you can create a work environment where employees can thrive and be more 

productive, empowered, and fully engaged. By following the Productivity Powered by 

P.E.O.P.L.E. ® framework, the organization becomes naturally agile. When leaders zoom 

out and assess the business from an engagement perspective, it creates agility for the 

employee and for the workforce—a win-win for everyone!

INTERESTED IN
LEARNING MORE?

At DB Latimore Professional Services Group, we utilize our exclusive 

Productivity Powered by P.E.O.P.L.E. ® framework to enhance workforce 

productivity and maximize operational effectiveness. If you are 

interested to learn more about how we can help your organization, 

visit dblatimore.com/contact to request a consultation and design your 

custom package today!

http://dblatimore.com/contact
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