
Career Opportunities Action Team (COAT) Report  
 
Executive Summary  
It’s a Career, not just a Job.  The Career Opportunities Action Team first convened in July of 2012 to 
discuss the result of the Staff Pulse Survey with respect to career development at the Harvard School of 
Public Health.  Several themes had emerged from the Staff Pulse Survey in the following areas: 
managing talent, career coaching, career paths, the manager’s role and staff learning and career and 
professional development.   
 
Over the next several months, the Career Opportunities Action Team [COAT] met as a large group, and 
in sub-committees, to explore these themes and to strategize ways in which the Harvard School of 
Public Health can better support internal talent in developing their career paths.  The discussions 
resulted in a combination of identifying what resources currently exist, and what resources the COAT 
would like to see exist for staff development.  Through this process, the Team also identified cultural 
norms at the school that impact an individual employee’s ability to self-advocate for his or her own 
career development, and identified specific actions the school can take to address these barriers. 

 
Project Goals 
 
The goal of this report is to:  
 

1) communicate a shared vision of the Career Opportunities Action Team,  
2) articulate the themes relating to staff needs with respect to career development, and   
3) suggest courses of action for each of the stakeholder groups.   

 

1. Communicate Shared Vision 
The Committee believes that all members of HSPH would benefit from establishing and cultivating an 
institutional culture that values, promotes, and rewards staff self-advocacy and professional 
development in a fair working environment. This organizational transformation requires that all 
constituent groups, namely the Executive Administration, Managers (exempt) / Faculty, and Staff (non-
exempt), at the school, participate in this vision and contribute to its success.  
 
The Executive Administration role will be one of facilitation—to provide the appropriate and necessary 
vision, structures, guidance, tools, and funding to support and underpin the other two stakeholder 
groups. The value realized by this group and the organization itself will be one of a more empowered, 
ambitious, capable, self-reliant and entrepreneurial workforce. 
 
Managers and Faculty take the role of nurturing and mentoring in this transformation. They will be 
focused on recognizing and advancing talent of their staff, contributing to the development of staff 
skills. Staff will exercise more self-advocacy, and recalibrate their thinking: “This is not just your job, it’s 
your career. “ This transformation facilitates communication with management, increases job 
satisfaction and performance, and generates opportunities. 
 
Hence, the HSPH Community will rethink what a career lifecycle looks like in this environment, and 
begin, together, to define new ideals and expectations for all of its constituents. Adopting and 



promoting this new, unified vision, quality, performance and satisfaction will be increased along all 
dimensions. 

 

Themes of Staff Responses  
Understanding HR processes: When it comes to both basic and advanced processes supporting career 
development (including: increasing salary, upgrading titles, contract renegotiation, reclassification, etc.), 
the staff is unsure how to find information on the process and there is no well-publicized central 
repository to answer process questions. 
 
Advocacy during disputes: There can be instances when a manager and a staff member are in 
disagreement, or worse, conflict. It is challenging for a staff member in such a situation to identify the 
best approach to take.  There may be concern of negative repercussions for self-advocacy when seeking 
to address issues of workload and or/work/life balance, job description clarity, or job stress. Staff has 
commented that there are limited tools available when management makes unreasonable requests 
inconsistent with Harvard policies on wage and hour standards. We recognize the role of HR in 
attempting to address and resolve these areas of disagreement/conflict, but it is essential to understand 
that staff comments identify a concern of how HR balances advocacy for managers with advocacy for 
staff. 
 
Clarity on career growth pathways: Staff would like to be better informed of how to move along a 
professional trajectory inside of the HSPH or the larger Harvard community. When one outgrows or 
outperforms their current position, they would like a more clearly articulated path of how to develop 
within the community, and focus on seeking positions outside the organization. 
 
Learning Opportunities: While opportunities for skills development and training exist, many staff express 
that they do not know how to access these opportunities, many are offered in Cambridge requiring a 
larger time commitment away from job responsibilities,  and mitigating the cost of these learning 
opportunities in a reduced/restricted budget climate both at HSPH and in individual 
departments/programs.  In addition to direct course work, networking functions would improve local 
learning, camaraderie, and future prospects. 
 

Recommendations 
 

Suggested Actions 
The Committee recommends the following activities for HSPH to achieve a more comprehensive and 
transparent commitment to professional growth and career development.  
 
The Committee has developed a set of suggestions, outlined below by constituent group. After 
describing each recommendation, we suggest relevant actions or deliverables, assign ownership and 
implementation steps, and articulate the goals and stakeholder value achieved. 
 
 
 
 
 
 



Executive Leadership 
 

1. Kick-Off  Initiative 
Description: A highly visible launch event to declare the organization’s level of commitment to 
creating a career-oriented climate at HSPH. The launch would introduce the concepts below and 
share specific actions that will be taken and supported by the administration. 
 
Suggested Action: A presentation from the school’s administrative leadership, with supporting 
tool package hand-outs, followed up by presentations at departmental staff meetings for all staff. 
 
Value: Generate awareness, unity and declare vision. Demonstrates leadership and dedication. 
Establishes HR, Manager, Faculty and Staff roles. Establishes HR as a Partner in Professional 
Growth. 
 

2. Training Framework  
Description: The goal is to establish guidelines, standards, and some requirements for various 
types of training.  A major concern has been how to present opportunities for training when a unit 
is not sufficiently resourced [staff or funds] to provide the time and money necessary.  Therefore, 
we urge the Administration to consider how funds might become available in each department 
designated to training and development, and to create other mechanisms that would incentivize 
and reward training investments committed at the local level with local resources.   
 
Suggested Actions: 

 Develop Training Funding Model 
 Bundle training money into hiring package 
 Assistance for including training in grant submissions 

 Create Clear Training Standards and Requirements 
 Mandatory Manager/Faculty training on hire/promotion to management role 
 Encourage (sometimes require) additional training based on both staff and 

managerial results of 360° Performance Review 

 Incentivize Training Locally 
 Develop learning plans for staff based upon the Career Roadmap 

 Incorporate training into employee orientation 
 Explain various approaches to receive training 

 Incorporate training into a planned, strategic approach to providing pathways for career 
development 

  
Value: Advance HSPH Managers and Staff to a higher level of performance, with ongoing learning 
that infuses the working environment with best practice ideas leading to process improvement 
and optimization. 
 

3. Professional Growth Toolbox 
Description: Develop a suite of tools that assist Staff in their career planning. Partner in cultivating 
individual strengths and provide valuable, up-to-date, easy-to-access resources to guide 
employees who are invested in their professional growth. Ensure that these resources are well-
promoted and widely used. Collect usage metrics, and act upon the results. This would be an 
online comprehensive manual that serves as an employee’s guide and companion to their HSPH 



Career, including tabs for topics, forms, timelines, roadmaps, training options, information on HR 
processes, staff group connections, etc. 
 
Suggested Actions: 

 Create Professional Growth Toolbox 
 Available electronically 

 Needs to be used periodically throughout employee lifecycle 

 Up-to-date 
 Visual Career Roadmap 

 Illustrates known escalation Opportunity Tracks at HSPH and Harvard 
University with logical trajectories based on job families similar to that 
developed for Grant Managers 

 Includes hard and soft skills needed for  an employee to successfully move 
up Opportunity Tracks 

 Could be helpful for goal setting for Performance Reviews 
 HR Process clarifications around promotions, reclassification, etc. 
  

Value: Unified source for information increases awareness and transparency. When the 
organization begins thinking in terms of careers and staff lifecycle, the community at large will also 
be more inclined to see their own progression inside the environment, and the contributions they 
can make in a broader context. 
 

4. Advanced Performance Review Tools 
Description of Suggested Actions: 

 HR to create a process/repository whereby candidates seeking to advance their careers can 
send CVs/resumes for consideration as appropriate positions arise. 

 Outline 360° bilateral reviews standard practices, implications and value as it pertains to 
evaluating opportunities for professional development  

 Incorporate into manager’s training 
 Hold workshops for Managers and Staff 

 Tie successful reviews to rewards 
 For Managers: A Cultivate from Within award, given to managers with proven track 

record of recognizing and supporting internal talent 
 For Staff: A staff mentoring recognition award continue with 100% completion 

celebration 

 HR evaluation of performance goals to proactively detect position upgrade candidates 
 

Value: Accountability for all parties to contribute to professional development. Provides a method 
to catalog actual achievements, and measure success of initiatives. Reduce stress and identify 
tensions and issues earlier and more frequently and provide a doorway to successful resolutions.  
 

5. Conflict Mediation Center 
Description: Establish mechanisms for mediating manager-staff issues that help level the power 
dichotomy, and a recognized, accessible, non-partisan vehicle for resolving disputes. 
 
 Value: Reduces general workforce frustrations. Ensures fair working conditions. Identifies and 
defuses problem areas. 



 
6. Staff Group Support 

Description: A staff-run group that promotes self-advocacy and individual awareness of their 
career potential. The structure could be similar to the eco-opportunity staff group. The group 
would develop its own charter to help transform the community from the inside out. Initial 
thinking would not limit the group to non-exempt staff, allowing for dialogue and events with the 
entire community. The executive administration would directly assist by recognizing the inherent 
value of the group and help shape its mission. They would liaise regularly with the entity to gauge 
the health of career development initiatives and harvest ideas for improvement.  
 
Value: Essential for a comprehensive, ground-up (or inside-out) re-imagining of the employee 
relationship lifecycle at HSPH and Harvard University. Society feels engaged and valued. Give 
people ownership and they feel invested. Enhances atmosphere of collaboration and supports 
continuous improvement. 

 
7. Develop inter- and intra- school networking events or tap into existing models/groups 

 
8. Establish a representative Dean’s Advisory Committee on Staffing  
 To recognize, empower, and assist the diverse community of staff members at HSPH, we 

recommend the creation of a representative Dean’s Advisory Committee on Staffing.  This 
committee would be comprised of representatives from each of the grade levels and/or job 
functions who would seek to: 

 
 Become a resource for staff to solicit, develop, and implement new staff initiatives 
 Be a communications conduit throughout the HSPH community relating to staff issues 
 Be a safe sounding board for staff members to share their concerns and ideas for 

improving the climate at HSPH for all staff 
 Provide recommendations, strategic planning, and implementation action plans to the 

Dean and Human Resources to address current, new and evolving issues related to the 
myriad of staff experiences at HSPH. 

   

Managers/Faculty 
 

1. Manager Training 
Description: As expressed above, training is for everyone in the community, and very often, 
individuals are put in positions of management without adequate training, whether it be faculty or 
promoted staff. The Committee envisions a valued new hire requirement for training, and 
subsequent refreshers available and encouraged for managers on an ongoing basis, and follow-up 
training required if assigned 360° triggers are tripped. Ways ought to be found to incentivize this 
as a valuable opportunity, and not an obstacle or impediment to productivity. 
 

2. Mentoring 
Description: Mentoring should be rewarded both for its own sake, and in a visible forum. Sharing 
knowledge and cultivating success in employees looking for direction from their management 
should be held in the highest, acknowledged esteem. 
 



3. Fair Labor Act Compliance Agreement 
Description: Yearly, at performance reviews (see below), have managers agree to and sign a Fair 
Labor Act Compliance Agreement, which outlines current regulatory statutes and Harvard 
standards that exceed them. 
 

4. 360° Performance Review 
Description: 360° Performance Reviews are a tool for understanding how well managers are 
connecting with their staff, and the success of their communication style. Attend workshops that 
improve awareness and ability in outlining career-oriented performance goals for your staff. 
Engage with interest their professional growth interests, and expect to be rewarded when your 
staff succeeds or exceeds growth expectations and acquires new, valuable skills or promotions. 
Learn how to learn from the positive and negative feedback you receive on your evaluation. 
 

Staff 
 

1. Launch and Head Career Development Staff Group 
Description: Career development and professional growth-minded incentives begin and rest with 
those most directly affected. The staff cannot sit idly by, requesting “manna from administrative 
heaven” to provide them with all the answers on how they should consider their careers. The time 
is ripe for staff to engage in this process and take responsibility for making great contributions 
towards transforming how the HSPH working community perceives a career lifecycle. This staff-
led, administration-supported group would focus on raising awareness of professional growth 
issues, HR offerings, and keeping career development top-of-mind for the community. The group 
would liaise with the executive administration, and help generate ideas for how to keep the 
transformation alive and healthy. The group would be responsible for holding events and creating 
network and discussion opportunities for the community. 
 

 Raise Career Awareness (It’s not your job, it’s your career!) 

 Establish Affinity Groups 

 Run Networking Events 

 Ensure staff feels engaged and valued 

  
2. Performance Evaluations 

Description: Performance evaluations are the most important tool the staff currently has at its 
disposal to track their progress and chart their own future.  Staff should be encouraged to think 
deeply about goals for the next year, and to develop an outline of ideas on how to achieve these 
opportunities while simultaneously offering value to the department and school. Managers (if 
possible) and HR can help to identify skill-developing opportunities  
 

HSPH Community 
It is HSPH community’s responsibility to be vigilant and ensure that the vision of a professional-
development focused, fair working environment persists. All members of the community will do so by 
focusing diligently on the following areas, all of which have been mentioned in various forms above in 
each constituent group. 
 



3. Support Staff Group 
 
4. Completely Engage 360° Performance Evaluations 

 
5. Require Transparency of HR Processes 

 

Career Opportunities Action Team Members 
 
Shaina Andelman  Biostatistics 
Colleen Bertrand  Nutrition 
Meri Cayem   Office of Career Services 
Sue Gilbert   Global Health and Population 
David Hastings   Genetics and Complex Diseases 
Erik Jespersen  Center for Continuing Professional Education 
Ian Lemle  Office of External Relations 
Bethany Maylone  Health Policy and Management 
Jill McDonald  Epidemiology 
Eileen Nielsen  Sponsored Programs Administration 
Patrick O'Neill  Sponsored Programs Administration 
Olga Provost  Nutrition 
Hardeep Ranu  Epidemiology 
David Rogers  Office of External Relations 
Namasha Schelling  Epidemiology 
Noman Siddiqi  Immunology & Infectious Diseases 
Holly Southern  Genetics and Complex Diseases 
Katherine Vedova  Office of Career Services 
Barbara Zuckerman  Environmental Health 
 
 


