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We thank the authors for their interest in our manuscript and for emphasizing the critical
importance of addressing the attrition of women from the fields of urologic, medical, and
radiation oncology. Their letter highlights the vital importance of institutional and departmental
strategies to promote a sense of belonging and the retention of women from onboarding and

throughout their academic career.

The authors propose the use of an “onboarding buddy” during the initial transition period—a
thoughtful strategy to support early integration. Similarly, some institutions have implemented
launch committees as a structured approach to onboarding. For example, at the University of
Michigan new faculty members are assigned a committee composed of two senior faculty (one
internal and one external to their department), the department chair, and a senior faculty trained
as a moderator, with ideally at least one member sharing the new faculty member’s gender or
racial/ethnic background. These committees meet monthly during the first year to facilitate
department integration and early career planning.! Descriptive studies of participants reported
improved access to advice and institutional information and a sense of connection and support
from the institution.? Notably, involved senior faculty also described the experience as
enjoyable, suggesting that such efforts may foster a culture of engagement and mentorship

across all career stages.

While onboarding efforts are important, long-term retention strategies are critical. Women
remain significantly more likely than men to leave positions in academic medicine.® The authors
provide practical, scalable examples of how departments can build a sustained culture of
community and appreciation for all faculty, including recognition of career milestones and
integration of faculty into committee work early in their careers. Beyond global improvements in
department culture, gender-specific interventions, such as investment in career development
programs for women faculty (e.g. Executive Leadership in Academic Medicine), have been

shown to improve the retention of women faculty.*
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As the demand for cancer care continues to rise alongside an aging population, retaining a
diverse and robust oncology workforce is imperative. Women represent an essential component
of this workforce, and the implementation and evaluation of institutional efforts—both immediate
and long-term—to increase retention of female faculty are needed to mitigate the leaky pipeline.
We are grateful to the authors for their thoughtful contribution and for underscoring the

importance of intentional strategies to support women in the oncology workforce.

This article is protected by copyright. All rights reserved.



References:

1. University of Michigan ADVANCE Program. Launch Committees. University of Michigan.
Accessed May 5, 2025.

2. Stewart AJ, Malley JE, Linderman JJ. Launching new faculty careers: Building a strong
foundation for a diverse faculty. Journal of Women and Minorities in Science and Engineering.
2021;27(1)

3. Chen Y-W, Orlas C, Kim T, Chang DC, Kelleher CM. Workforce Attrition Among Male and
Female Physicians Working in US Academic Hospitals, 2014-2019. JAMA Network Open.
2023;6(7):€2323872-e2323872. doi:10.1001/jamanetworkopen.2023.23872

4. Chang S, Morahan PS, Magrane D, et al. Retaining Faculty in Academic Medicine: The
Impact of Career Development Programs for Women. J Womens Health (Larchmt). Jul
2016;25(7):687-96. doi:10.1089/jwh.2015.5608

This article is protected by copyright. All rights reserved.



