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Bottom Line

* The University at Buffalo SPPS Department of
Pharmacy Practice (PHM), in partnership with the
school’s Dean’s Office, launched a multimodal,
stepwise Iinitiative to encourage individual and team
success, starting in 2012.

* This initiative improved advancement in rank among
both junior and mid-career faculty (MCF), facilitated

growth of the leadership team, encouraged

Results

This faculty and staff-led endeavor, rooted in principles from “The Five Dysfunctions of a Team” (Lencioni),
culminated in 22 recommendations that have been implemented to improve culture and team functionality.

A total of 89 faculty development sessions were offered in
teaching (33%), research (25%), service (14%), P&T (8%),
professional development (18%), and other topics relevant to
academia (2%). This program, which is offered in-person and
virtually, is required for junior faculty and optional for MCF.

A total of 31 junior faculty (100%) were paired with
a MCF or senior faculty mentor in PHM. The
program set deliverables in each academic pillar
and was designed to create win-wins for the mentor
and mentee, and for the department. Survey data
iIndicated the program is well-received.

A total of 21 faculty and 5 staff completed the
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A total of 6 staff development sessions were offered: Trust in the
workplace, communication, goal setting and prioritization,
burnout/resilience, work-life balance, and using Al. Future

sessions will center on emotional intelligence, collaboration, and

other topics identified by the Staff Engagement Committee.

Informal MCF
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Program

A total of 12 MCF (60%) opted in and were paired
with a senior faculty mentor from within or outside
the department/school. Further, time and monetary
resources were provided to support their
engagement in university and professional
organization leadership development activities.

Since launch, this tool has provided data informing
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onboarding process, which included HR items and
Process

orientation to the school, policies, duties,
expectations, and effort allocation.

allocation of faculty/staff effort. This was
complimented with job sharing and teleworking to
enhance work-life balance.

faculty/staff retention, and was well-received.
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Strong working/mentoring relationships w/ colleagues
Job satisfaction/enjoyment
Positive work environment
Schedule flexibility/independence

(1) Individual success: Faculty advancement Median time at rank among assistant professors in the

(2) Team success: Faculty/staff retention Department of Pharmacy Practice is 4.5 years.
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