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Purpose: To examine the sustained impact of a faculty leadership program at an academic health center (AHC) on participants’
perceived effectiveness in leadership skills and leadership attainment compared to faculty controls.

Methods: The sample included 95 faculty members who participated in the year-long Faculty Leadership Institute (FLI). We
compared FLI participants to 156 unmatched faculty controls. Participants completed online surveys self-reporting on perceived
effectiveness in leadership skills, and leadership positions attained an average of 7 years after program completion. Background
information, such as demographic characteristics and academic rank, was obtained from the faculty affairs office.

Results: The sample of participants was 47% female, 76% White, with an average age of 52.39 years. Academic ranks were higher in
the FLI group; 62% of FLI graduates and 44% of controls were Full Professors (p < 0.001). FLI participants reported moderate-to-high
effectiveness in overall leadership skills, which was significantly greater than controls (p < 0.001; d = 0.62). FLI participants had
higher self-reports of effectiveness on 25 of 26 (96%) leadership skills and these differences were significant in 16 of 26 areas (62%),
(» <0.034 to 0.001) with small to moderate effect sizes (ds = 0.34 to 0.57). FLI participants attained a greater number of leadership
positions. However, after correcting for multiple comparisons, the difference was not significant (p = 0.1). FLI participants were more
likely to have held a leadership position in clinical operations (p = 0.018). Group differences in perceived effectiveness in leadership
skills and leadership attainment did not vary by gender or race.

Conclusion: Findings support sustained benefits of the FLI program, particularly in perceived effectiveness of leadership skills,
regardless of gender or race. Although additional research is needed to demonstrate how the positive effects translate to system-level
outcomes (eg, research funding, patient care), continued efforts to develop talented faculty members are important to ensure
a succession of well-prepared leaders at AHCs.
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Introduction

As academic medical centers (AMCs) continue to grow in size and complexity, there has been an expanding call to develop
diverse, multi-disciplinary leadership teams.'” The critical role of physician leaders in ensuring team and organizational
effectiveness has specifically been emphasized.! Yet, formal leadership training has typically not been integrated into the core
curriculum for medical trainees and faculty.> Experts have cited several reasons why leadership training for physicians is
critical — more effective management of physician practices have been associated with better clinical outcomes, higher patient
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satisfaction,” and better financial performance. Furthermore, stronger leadership is associated with better physician well-
being.’ Indeed, young physicians have reported a desire for more leadership training.*

Much of this training has been delivered through intensive executive degree programs,’ limiting the reach and
potential impact. Over the past two decades, an increasing number of leadership programs have been created within
institutions and/or professional societies for physician faculty, trainees, and medical students.'' Several competencies
have been addressed in these training programs, with wide variability in content across programs. Many programs
include education on operational/financial considerations and strategic planning, in addition to training on emotional
intelligence, communication, and problem-solving.>'? The format has also been widely variable, with some programs
using a predominantly didactic approach in large group settings, and others employing hybrid (independent + group
learning)'® and/or newer approaches, such as flipped classroom models (ie, where students are asked to review curricula
in advance to facilitate engagement and discussion during class time).”

While research has demonstrated promising outcomes after these leadership programs, many gaps remain. First, many
studies have compared self-reported competencies at baseline with those immediately post-program completion,® with
few studies examining outcomes greater than a few years. Second, most studies have included small sample sizes and
have lacked a control group. Given the time, effort, and financial investment involved in developing and sustaining
academic leadership programs for physicians, more rigorous outcomes data are critical.

The Faculty Leadership Institute (FLI) was developed to provide leadership training to interested faculty members
(both physician and non-physician faculty), as part of the Ohio State University (OSU) College of Medicine’s Center
for Faculty Advancement, Mentoring, and Engagement (FAME).'*'> Applications were invited from all full-time
College of Medicine faculty members, with 30 participants selected each year. FLI included a rigorous educational
component prior to and in between monthly group sessions; sessions were facilitated by local experts, along with an
expectation to complete homework, self-study, and a group Capstone Project. The three-hour classes focused on topics
in five core areas, including character, interpersonal skills, business acumen, healthcare leadership, and change
management. While the FLI curriculum covered many of the core topics included in other national leadership
programs, education on healthcare law and human resources was also provided. Additional resources included access
to Harvard Business Review, leadership books, and 360-degree evaluations with coaching during the program.
Participants also received bi-monthly articles on leadership topics during and after program completion. From 2011
to 2018, more than 150 faculty (primarily M.D.s along with some Ph.D.s) from diverse areas within academic
medicine completed the leadership program. Evaluations after completion of the program showed a significant increase
in mean knowledge of core areas compared to pre-session scores (p<0.001), with no difference based on gender or
faculty rank.'®

Given the lack of longitudinal evaluations of leadership training, the primary aim of this study was to examine
the long-term impact of the FLI program on participants in comparison to faculty members who did not complete
the program. We hypothesized that FLI participants would be more likely to report more effective leadership skills
and attain leadership positions in a variety of areas, relative to non-participants. We also explored group differences
in attainment of different leadership positions and in perceived effectiveness of leadership skills based on gender
and race (ie, group x gender and group x race interactions). To address noted gaps in the literature and test these
hypotheses, a cross-sectional analysis of long-term follow-up data from FLI graduates and faculty controls was
conducted.

Materials and Methods

Population and Sampling Procedures

Our target population for this study included individuals who held a faculty appointment from the Ohio State University
College of Medicine and were on the College faculty roster as of the final day (December 31) of 2013 or 2018. The total
number of faculty in the database (with redundancies removed) was N=2477. We further screened the faculty database to
only include individuals who were alive and still working (whether at OSU or not) and individuals for whom we had

valid contact information. Since we were only interested in evaluating the FLI program as it existed between 2011 and
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2018, we removed faculty from the database who participated in FLI after 2018 prior to drawing a control group sample.

The final database contained 1563 faculty members comprised of 148 FLI graduates and 1415 potential controls. Table 1

shows the demographic characteristics of the population prior to study implementation.

Table | Comparisons of Background Characteristics Between FLI Cohort and Control Group

FLI Cohort (n=95) Control (n=156) Total (N=251) p-value®
Age at Survey Consent, M (SD) 51.78 (7.53) 52.80 (10.36) 52.39 (9.32) 0.73
Gender, n (%) 0.38
Female 39 (41.1%) 79 (51%) 118 (47%)
Male 52 (54.7%) 67 (43%) 119 (47%)
Non-binary/third gender 0 (0.0%) 0 (0%) 0 (0%)
Transgender 0 (0.0%) 0 (0%) 0 (0%)
Prefer not to answer 4 (4.2%) 10 (6%) 14 (6%)
Race, n (%)
American Indian/Alaskan Native 0 (0%) 0 (0%) 0 (0%) N/A
Asian 5 (5%) 12 (8%) 17 (7%) 0.73
Asian Indian 8 (8%) 6 (4%) 14 (6%) 0.30
Black/African American 4 (4%) 7 (5%) 11 (4%) 1.00°
Native Hawaiian or Other Pacific Islander 1 (1%) 0 (0%) 1 (0.4%) 0.67°
White 70 (74%) 120 (77%) 190 (76%) 0.78
Prefer to self-describe 0 (0%) 1 (1%) 1 (0.4%) 1.00°
Prefer not to say 9 (10%) 15 (10%) 24 (10%) 1.00
Ethnicity, n (%)
Not of Hispanic, Latino/a/x or Spanish origin 82 (86%) 137 (88%) 219 (87%) 0.90
Mexican, Mexican American, Chicano/a/x 0 (0%) 4 (3%) 4 (2%) 0.57°
Puerto Rican 1 (1%) 0 (0%) 1 (0.4%) 0.67°
Cuban 0 (0%) 0 (0%) 0 (0%) N/A
Another Hispanic, Latino/a/x or Spanish origin 3 (3%) 1 (1%) 4 (2%) 0.33°
Prefer not to say 5 (5%) 10 (6%) 15 (6%) 0.90
Missing 4 (4%) 4 (3%) 8 (3%) 0.75°
Current Academic Rank, n (%)
Missing 4 (4%) 1 (1%) 5 (2%) 0.001°<
Assistant 2 (2%) 31 (20%) 33 (13%)
Associate 30 (32%) 56 (36%) 86 (34%)
Full 59 (62%) 68 (44%) 127 (51%)
Years since FLI participation, M (SD) 7.36 (1.70) N/A N/A N/A

Notes: Participants selected all choices that applied for race and ethnicity; *Independent sample t-test (a =0.05; two-tailed) were used for
continuous variables; Chi-square tests (a =0.05) were used for categorical variables unless otherwise specified; Percentage totals may exceed 100%
due to rounding; Bolded p-values were significant. ®Fisher exact tests (o =0.05) were used when at least 25% of cells had expected counts < 5 and

the value in bold and denoted by © corresponds to a statistically significant result.
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With the remaining n=1415 faculty candidates who had never participated in the FLI program, we sought to create
a sizeable control group of at least n=450 to compare to our faculty who had participated in the FLI program from 2011
through 2018 (n=148). To obtain a control group of this size, we chose to include the entire database of n=1415
candidates for this study instead of drawing a random sample. To engage faculty who had not participated in our
intramural FLI program, we offered an incentive, offering to donate $10 to one of three charities for subject participation.
This study was determined to be a category 1 exemption from review by The Ohio State University Wexner Medical
Center Institutional Review Board, meaning that the research was considered a study of effectiveness of a program
conducted in an established education setting.

Measures

We developed a leadership training evaluation instrument for use in this study. The core of the instrument was derived
from the FLI curriculum and adapted for use with non-FLI faculty. Items for this portion of the instrument included FLI
learning objectives or topics along with a self-rating scale. Other portions of the instrument included a section designed
to assess the subject’s trajectory as a leader in academic medicine or higher education, and a section designed to obtain
basic demographic information.

Self-Perceived Leadership Effectiveness

The survey was designed to glean the effectiveness of the core leadership skills taught in the FLI program and whether
individuals who did not participate in FLI would consider themselves as effective in those skills. Participants rated their
perceived effectiveness as a leader on 26 core leadership skills, using the following scale: 1=Not effective at all,
2=Slightly effective, 3=Moderately effective 4=Very Effective, or NA=Not sure, do not remember, cannot assess. Items
represented skills in areas such as strategic planning (eg, “Creating organizational vision, mission, objectives, and
priorities”), business acumen (eg, “Understanding basic principles of accounting”), change management (eg, Identifying
and mobilizing stakeholders”), negotiation and conflict resolution “Applying mediation and negotiation technique”),
communication (eg, Demonstrating sensitivity in communication with individuals of varying cultures and backgrounds™),
and healthcare law (eg, Knowledge of False Claims Act, Anti-kickback and Stark laws”). To aid interpretation, average
scores were calculated across all items for an overall perceived leadership effectiveness score (ie, range 1—4) if 80% of
items were completed.

Attainment of Leadership Positions

We used the formal leadership positions and titles held by participants during their career thus far as an indicator of
leadership attainment or trajectory. We asked participants to indicate whether they had held leadership positions across
eight different levels within the university or academic health center setting, including University/Higher Education (eg,
President, Vice President, Chancellor, Provost, Faculty Senator), Academic Health Center (eg, CEO, Chief of Staff,
Committee Chair, etc.), College or School (eg, Dean, Vice Dean, Associate Dean, Unit or Block Director), Graduate
Medical Education (eg, Residency Program Director, Fellowship Program Director, Academic Program Director),
Department (eg, Chair, Vice Chair, Associate Division Chief), Clinical Operations (eg, Medical Director, Associate
Medical Director, Clinical Program Director), Research Program (eg, Research Director, Institute Director, Center
Director), or Professional Organization (eg, President, Board of Directors, Committee Chair). Primary leadership items
were quantified as “yes” = 1, and “no” = 0. Then, an overall leadership summary score was calculated by counting the

number of leadership positions endorsed across all eight categories (ie, range 0-8).

Demographic Background

Demographic characteristics regarding gender, race, ethnicity, and age, as well as faculty rank, track, and years at the
institution were obtained from the college faculty database. In addition to asking participants to report on their perceived
leadership skills, we also asked them to report on other formal leadership training, outside of the FLI program, that they
may have received.
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Survey Implementation

We implemented our survey instrument using the REDCap electronic data capture software hosted at The Ohio State
University.'”'® We surveyed all n=1563 faculty members, including the 148 who participated in FLI. Data collection
took place from April-August 2023, with reminders distributed to non-respondents every three weeks for up to four
months. Consent for the use of participants’ answers to the leadership questionnaire was sought through REDCap in
advance of their completion of the questionnaire.

Analysis Plan

Descriptive statistics were calculated using means (standard deviation [SD]) or frequencies (relative frequency [%]) to
summarize continuous and categorical demographic characteristics, leadership positions attained, and leadership skills,
respectively. Chi-square analyses, Fisher exact test (where expected counts < 5), and independent sample #-tests (o =0.05,
two-way) were used as appropriate to evaluate group differences in primary outcomes. Cohen’s d was also provided for
primary outcomes to describe the mean standardized difference of perceived leadership effectiveness between groups.
Linear and logistic regressions were used to explore interactions between group and demographic characteristics (ie,
gender, race) on both leadership positions attained and perceived leadership effectiveness. To account for the increased
likelihood of type I errors when performing multiple statistical tests, the false discovery rate (FDR) adjustment was
applied using the Benjamini—Hochberg procedure for all statistical tests. The FDR adjustment is a method for controlling
the expected proportion of incorrectly rejected null hypotheses (ie, false positives) among all rejected hypotheses.
Specifically, p-values from all statistical tests were ranked in ascending order, and each was compared to a threshold
calculated as (i/m)-o, where i is the rank of the p-value, m is the total number of tests, and a is the desired FDR threshold
(eg, 0.05). Adjusted p-values were computed to reflect the corrected significance levels, ensuring that findings are robust
to multiple testing. All analyses were conducted using SAS v9.4 (SAS Institute Inc., Cary, NC, USA).

Results

Participants
The final eligible sample consisted of 1563 faculty members, 148 of whom were FLI graduates and 1415 controls. We
received surveys from 106 FLI graduates for a 72% rate of return and 212 controls for a 15% rate of return. We dropped
11 FLI and 56 controls due to incomplete data on primary variables of interest. This resulted in a final sample of 251
participants (251 of 1563 = 16%) for analyses, comprised of 95 FLI graduates (95 of 148 = 64%) and 156 controls (156
of 1415 = 11%).

The overall sample was 47% female (n = 118), 76% White (n = 190), and 87% non-Hispanic (n = 219), with an
average age of 52.39 years (SD = 9.32) (Table 1). Faculty appointments included 13% Assistant Professor (n = 33), 34%
Associate Professor (n = 86), and 51% Professor (n = 127), where 68% (n = 170) reported having a medical degree (eg,
MD, DO, MBBS) and 26% (n = 66) reported having a PhD only. The remaining 6% (n = 15) checked Master’s degree (n
= 4) or did not indicate their degree (n = 11). On average, FLI participants were followed for 7.4 years (SD = 1.7) after
enrollment in the leadership program. Overall, the two groups of faculty members were similar on background factors,
except FLI participants were less likely to be Assistant Professors and more likely to be Full Professors relative to
controls (Table 1). Specifically, 2% of FLI graduates and 20% of controls were Assistant Professors, while 62% of FLI
graduates and 44% of controls were Full Professors (p < 0.001).

Self-Perceived Leadership Effectiveness

Group comparisons of perceived effectiveness in leadership skills are in Table 2. FLI participants reported moderate to
high effectiveness in overall leadership skills (M = 3.17; SD = 0.41), which was significantly greater than controls (M =
2.85; SD = 0.56) based on average scores across all items (p < 0.001; d = 0.62). Exploratory comparisons on individual
items indicated FLI participants had higher self-reports of effectiveness on 25 of 26 (96%) leadership skills relative to
controls, and these were statistically significant in 16 of the 26 (62%) leadership skills relative to controls (p < 0.034 to
0.001, see Figure 1), with small to moderate effect sizes (ds = 0.34 to 0.57). FLI scores were highest for recognizing
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Table 2 Comparison of Self-Perceived Leadership Effectiveness Between FLI Cohort and Control Group

FLI Cohort Control df t p-value® | Cohen’s d
M (SD) M (SD)

Discriminating between leadership and management 3.37 (0.67) 3.19 (0.74) 245 | 1.90 0.16 0.25
Recognizing different leadership styles 3.57 (0.52) 3.39 (0.67) 245 | 2.15 0.10 0.28
Developing and implementing strategic plans 3.22 (0.70) 3.04 (0.87) 244 | 1.71 0.22 0.22
Creating organizational vision, mission, objectives, and priorities 3.30 (0.65) 3.07 (0.83) 244 | 231 0.07 0.30
Performing external scans of environment to keep up with national, 3.12 (0.70) 2.88 (0.89) 244 | 2.18 0.09 0.29
regional, or local trends and changes in business models
Understanding basic principles of accounting 2.65 (0.81) 2.63 (0.99) 238 | 0.15 0.95 0.02
Interpreting and creating financial statements (Balance Sheet and 2.43 (0.88) 2.43 (1.00) 232 | 0.02 1.00 0.00
Income Statements)
Problem identification, analysis (root cause), solution generation 3.43 (0.69) 3.25 (0.80) 245 | 1.82 0.18 0.24
Impact and consequences of decision making (internal and external) 3.51 (0.52) 3.25 (0.81) 246 | 2.77 0.027 0.36
Identifying and mobilizing stakeholders 3.43 (0.68) 3.13 (0.87) 245 | 2.80 0.027 0.37
Securing commitment and achieving results through skillful 3.47 (0.65) 3.21 (0.80) 244 | 2.69 0.032 0.35
communication
Managing performance through coaching and feedback, developing 3.31 (0.67) 3.04 (0.77) 244 | 2.76 0.027 0.36
talent
Managing grievance procedures and terminations 2.81 (0.81) 2.63 (0.93) 229 | 1.51 0.30 0.20
Knowing factors that influence team dynamics 3.54 (0.62) 3.31 (0.69) 245 | 2.63 0.034 0.34
Creating, participating in, and leading teams 3.61 (0.59) 3.39 (0.66) 246 | 2.63 0.034 0.34
Identifying types of negotiations 2.92 (0.75) 2.57 (0.88) 240 | 3.13 0.012 0.41
Applying mediation and negotiation techniques 2.88 (0.72) 2.53 (0.85) 238 | 3.31 0.008 0.44
Applying conflict resolution techniques 3.02 (0.73) 2.66 (0.81) 240 | 3.54 0.005 0.47
Stating and applying principles of communications 3.31 (0.67) 2.99 (0.77) 245 | 3.26 0.009 0.43
Demonstrating sensitivity in communication with individuals of 3.48 (0.58) 3.25 (0.63) 245 | 2.92 0.021 0.38
varying cultures and backgrounds
Applying appropriate communication tools and techniques to 3.51 (0.58) 3.16 (0.65) 245 | 4.19 0.001 0.55
effectively communicate in the workplace
Effectively applying tools for quality improvement 3.28 (0.67) 2.92 (0.83) 237 | 3.53 0.005 0.47
Familiarity with national quality initiatives such as national quality 2.88 (0.85) 2.38 (1.08) 235 | 3.77 0.003 0.50
forum
Understanding effective strategies for improving patient satisfaction 3.22 (0.76) 2.69 (1.02) 222 | 4.22 0.001 0.57
Knowledge of False Claims Act, Anti-kickback and Stark laws 3.03 (0.83) 2.59 (1.07) 230 | 3.40 0.007 0.46
Understanding the Affordable Care Act and consequences of 2.98 (0.78) 2.71 (0.88) 232 | 2.36 0.07 0.32
healthcare reform
Overall Average Leadership Effectiveness 3.17 (0.41) 2.85 (0.56) 246 | 472 | <0.001 0.62

Notes: Independent sample t-tests (o =0.05; two-tailed) were used for continuous variables. *Bolded p-values were significant. All p-values adjusted using FDR correction.
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Figure | Significant Variables of Self-Perceived Effectiveness between FLI Cohort and Control Group.

Notes: The bars in red represent faculty members who have completed the Faculty Leadership Institute program and the bars in gray represent faculty controls. A=Impact
and consequences of decision-making (internal and external); B=Identifying and mobilizing stakeholders; C=Securing commitment and achieving results through skillful
communication; D=Managing performance through coaching and feedback, developing talent; E=Knowing factors that influence team dynamics; F=Creating, participating in,
and leading teams; G=ldentifying types of negotiations; H=Applying mediation and negotiation techniques; I=Applying conflict resolution techniques; J=Stating and applying
principles of communications; K=Demonstrating sensitivity in communication with individuals of varying cultures and backgrounds; L=Applying appropriate communication
tools and techniques to effectively communicate in the workplace; M=Effectively applying tools for quality improvement; N=Familiarity with national quality initiatives such as
national quality forum; O=Understanding effective strategies for improving patient satisfaction; P=Knowledge of False Claims Act, Anti-kickback and Stark laws; Q=Overall
Average Leadership Effectiveness.

different leadership styles (M = 3.57, SD = 0.52) and creating, participating in, and leading teams (M = 3.61, SD = 0.59).
The largest group differences were seen in understanding effective strategies for improving patient satisfaction (p =
0.001), applying tools and techniques to effectively communicate in the workplace (p = 0.001), familiarity with national
quality initiatives (p = 0.003), and applying conflict resolution (p = 0.005), tools for quality improvement (p = 0.005),
knowledge of false claims act, anti-kickback and stark laws (p = 0.007), and negotiation (p = 0.008) techniques.

Leadership Positions Attained

Participants in both groups were more likely to hold leadership positions in Professional Organizations (62%; n = 157),
followed by Departmental Leadership (55%; n = 138) and Clinical Operations (40%; n = 101) (Table 3). The overall
number of leadership positions held by FLI participants (M = 3.14; SD = 1.49) was greater than controls (M = 2.65; SD =
1.88) but after controlling for multiple comparisons, the difference was not significantly different relative to controls (¢
(248) = 2.13, p = 0.1). The FLI group was more likely to hold leadership positions in Clinical Operations compared to
controls (53% vs 33%, p = 0.018), but there were no group differences on other individual leadership outcomes,
including University/Higher Education, Academic Health Center, College or School, Graduate Medical Education,
Department, Research Program, or Professional Organization (Table 3).

Group Differences Based on Gender and Race

Regressions were conducted to explore interactions between group (FLI vs control) and sex (female vs male; see
Table 4). No interaction effects were found for race on leadership positions (ps = ns). In addition, group differences in
perceived leadership effectiveness did not differ based on gender or race (ps = ns).
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Table 3 Comparisons of Leadership Positions Attained Between FLI Cohort and Control Group

FLI Cohort Control Total p-value®
(n=95) (n=156) (N=251) b
Ever held a leadership position at the University Level 13 (14%) 26 (17%) 39 (16%) 0.8l
Ever held a leadership position at an Academic Health Center 29 (31%) 38 (24%) 67 (27%) 0.72
Ever held a leadership position at a college or school level 29 (31%) 37 (24%) 66 (26%) 0.56
Ever held a leadership position in graduate medical education (GME) 35 (37%) 39 (25%) 74 (30%) 0.27
Ever held a leadership position at the department level 57 (60%) 81 (52%) 138 (55%) 0.45
Ever held a leadership position for clinical operations 50 (53%) 51 (33%) 101 (40%) 0.018°
Ever held a research program leadership position 25 (26%) 42 (27%) 67 (27%) 0.90
Ever held a leadership position in a Professional Organization 60 (63%) 97 (62%) 157 (62%) 0.90
Total score for the 8 leadership positions, M (SD) 3.14 (1.49) 2.65 (1.88) 2.84 (1.76) 0.10¢
Years since FLI participation, M (SD) 7.36 (1.70) N/A N/A N/A

Notes: Participants selected all choices that applied for race and ethnicity; *Chi-square tests (o =0.05) were used for categorical variables unless otherwise specified;
®Bolded p-values were significant. “Independent sample t-test (a =0.05; two-tailed) were used for continuous variables; All p-values adjusted using FDR correction.

Table 4 Interaction Effects Between Group and Sex or Race on Overall Average Leadership Effectiveness and Total Leadership/

Achievements

Sex Race
Female (FLI vs Male (FLI vs Control) p-value White (FLI vs Control) Non-White (FLI vs p-value
Control) Control)
Overall Average Leadership 0.37 (0.18, 0.57) 0.29 (0.11, 0.47) 0.78 -0.31 (-0.45, —0.16) —0.34 (-0.65, —0.03) 0.94
Effectiveness®
Total score for the Leadership 0.83 (0.15, 1.51) 0.15 (—0.49, 0.79) 0.46 —0.44 (—0.94, 0.06) —0.7 (-1.77, 0.36) 0.82
Positions®
Leadership/Achievements®
Ever held a leadership position 1.24 (041, 3.71) 0.49 (0.17, 1.4) 1.00 1.29 (0.59, 2.83) 1.09 (0.16, 7.37) 0.78
at the University Level
Ever held a leadership position 1.31 (0.54, 3.15) 1.31 (0.58, 2.94) 0.75 0.69 (0.37, 1.3) 1.01 (0.26, 3.93) 0.94
at an Academic Health Center
Ever held a leadership position 1.64 (0.7, 3.85) 1.08 (0.47, 2.48) k:]] 0.78 (0.41, 1.49) 0.52 (0.14, 1.98) 0.70
at a college or school level
Ever held a leadership position in 1.94 (0.85, 4.46) 1.43 (0.64, 3.19) 0.95 0.56 (0.31, 1.04) 0.63 (0.16, 2.43) 0.78
graduate medical education (GME)
Ever held a leadership position 1.48 (0.67, 3.23) 1.36 (0.64, 2.88) 0.94 0.83 (0.47, 1.48) 0.46 (0.13, 1.63) 0.94
at the department level
Ever held a leadership position 2.2 (0.97, 4.98) 1.99 (0.94, 4.19) 0.09 0.49 (0.27, 0.88) 0.31 (0.09, 1.12) 091
for clinical operations
Ever held a research program 2.01 (0.86, 4.71) 0.52 (0.22, 1.24) 0.59 1.01 (053, 1.92) 1.22 (0.32, 4.66) 0.78
leadership position
Ever held a leadership position 1.51 (0.65, 3.49) 0.85 (0.41, 1.78) 0.94 1.01 (0.56, 1.82) 0.81 (0.23, 2.8) 0.94
in a Professional Organization

Notes: All p-values adjusted using FDR correction. *Stratified mean and 95% confidence intervals were produced from linear regression; p-value was determined by
including an interaction term between sex and study arm in the model. ®Stratified odds ratios and 95% confidence intervals were produced from logistic regressions; p-values
were determined by including an interaction term between leadership/achievement and study arm in each model.
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Discussion

Our findings demonstrated sustained benefit of a faculty leadership program, in that faculty participants self-reported
moderate-to-high effectiveness of leadership skills at an average of 7 years after program completion, which was
significantly higher than the control group. FLI participants were more likely to attain leadership positions in clinical
operations, but overall number of positions did not differ significantly between groups. Notably, group differences in
leadership positions and perceived effectiveness in leadership skills generally did not vary based on gender or race.

In terms of participant characteristics, there were important group differences in academic rank, in that the FLI
participants were more likely to hold the rank of Full Professor, while the faculty members in the control group were
more likely to be Assistant Professors. This greater academic advancement was seen despite the lack of significant age
differences between the FLI cohort and the control group and is similar to other studies examining effects of a faculty
leadership program on promotion.'” While we cannot assess whether this advancement was a direct result of FLI
program participation (ie, program participants may have been at higher rank than their peers at the time of program
completion and/or higher-rank individuals may already have stronger networks or leadership access), it is an important
difference given that promotion has been linked to retention, career satisfaction, offers financial reward, and also more
leadership opportunities.?’

Regarding self-perceived effectiveness in leadership, FLI graduates reported greater competency than the control
participants in 96% of the leadership skills that were assessed, and these were significant in nearly two-thirds of these
skills. They also reported a higher total score compared to the control group. Some of the biggest differences were seen in
applying negotiation and conflict resolution techniques, decision-making, mobilizing stakeholders, skillful communica-
tion, talent development, team dynamics, and creating, participating, and leading teams — skills that are critical for
physicians to acquire to maximize their own well-being and increase effectiveness of AHCs."® These results suggest that
the FLI program is meeting its goal (ie, to provide evidence-based leadership education designed to cultivate leaders
capable of addressing the evolving challenges within AHCs) and is aligned with a priority that has been underscored by
the National Academy of Medicine.?' It is also important to note, however, that there were no group differences in
domains pertaining to accounting, financial statements and strategic plans, indicating these to be potential areas to
strengthen in the FLI curriculum.

Findings regarding program effectiveness are similar to previous studies that have shown self-reported benefits of
participating in a faculty leadership programs.” These results also extend the literature by assessing these skills many
years after program completion and comparing outcomes to those in a control group.”>** Recent systematic reviews have
shown that most evaluations of faculty leadership programs rely solely on immediate post-program self-evaluations and
that a control group is rarely included.”>** These reviews have highlighted the importance of using more rigorous
approaches to assess whether these leadership development programs yield true value in healthcare and justify the
financial and time investments of those who create the programs and those who participate.>**

Contrary to our second hypothesis, total number of leadership positions, although higher for FLI graduates, did not
significantly differ between groups. Further, we did not see outcome differences by race or gender. Prior research has
shown that development of a physician leadership program creates a culture where physician leadership is valued,
prepares physicians for their leadership roles and strengthens the institutional leadership pipeline.”” Recent qualitative
studies have highlighted the importance of institutional leadership training opportunities for women and other commu-
nities underrepresented in leadership positions, in order to achieve more equitable access to these positions.?® =’
Although not the focus of this study, in a previous study we have shown that FLI-trained faculty had a lower attrition
rate (3.6%) than our medical center as a whole (5.3%) and also lower than the national physician attrition rate of 7.8%."°
Further research is needed to determine how to better support these communities beyond leadership training at our
institution and at other AHCs, such as developing an infrastructure for ongoing mentorship and sponsorship for years

after program completion,¢-*°

competency-based offering of positions with holistic evaluation, and broader calls for
positions to capture more underrepresented groups. Additionally, since leadership roles were self-reported in this study,
future research should integrate other sources of data (eg, records from Human Resources) to assess leadership

attainment more objectively and comprehensively.
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There are some study limitations to consider. First, this was a single-site study and while many of the position types
and leadership principles may be applicable to other AHCs, they may not translate to all types of medical centers. The
self-evaluation survey methodology is subject to response rate limitations and recall bias, which may be affected by
social desirability, as it relies on a subjective perspective of leadership effectiveness. The low percentage of responses
from control faculty members (a product of sampling all non-FLI faculty) might have also introduced selection/
nonresponse bias in that those who participated may not be representative of the entire faculty group. Furthermore,
the leadership domains assessed were aligned with the FLI’s learning objectives rather than a validated measure, which
may limit generalizability. The Cohen’s d effect sizes for some of the leadership effectiveness differences were small,
suggesting that meaningful differences between groups in those domains may be modest. Additionally, since we did not
have baseline data on leadership roles or competencies, we cannot determine whether FLI program participation was the
sole factor in explaining group differences. Perhaps, program participants were more knowledgeable of these domains
than their peers to start and/or perhaps they pursued additional leadership training after completing the FLI program.
Finally, attainment of leadership positions was difficult to assess and compare given the heterogeneity of position types
and inability to assess timeline of attainment (ie, before vs after FLI program completion). Further investigation using
objective outcome measures is warranted, to assess how perceived effectiveness in leadership skills translate into tangible
organizational outcomes. Our small sample sizes for gender and race differences may have contributed to our inability to
find differences in these groups.

Despite these limitations, the long-term evaluation and use of a control group provide a more rigorous approach to
mitigate issues like inflated efficacy scores that may be seen immediately after the completion of a leadership
program.”* In addition to subjective effectiveness metrics, there was also a focus on objective leadership position
outcomes, giving multiple perspectives regarding program evaluation. This study contributes to the growing body of
knowledge on physician leadership education, highlighting how programs like FLI can create a culture where
physician leadership is valued and encouraged, in addition to empowering physicians to pursue higher-level leadership
roles within academic institutions, achieve higher academic ranks, and become more effective leaders.”>>1? Future
research will be aimed at prospectively following FLI program participants’ career trajectories to assess how their self-
rated skills translate to attainment of leadership roles and system-level outcomes (eg, mentoring, research funding,
patient care). Studies should also be conducted to determine how our findings may or may not translate to other types
of institutions/regions. Ultimately, continued efforts to develop talented faculty members, with a particular focus on
underrepresented groups, will ensure a pipeline of leaders well prepared to meet the demands of academic medicine
and ensure its bright future.

Conclusion

These findings verify the sustained benefits of our FLI program. These benefits were found in the effectiveness of overall
leadership skills, with substantially higher self-reports of effectiveness compared to controls, demonstrating the real-
world benefit of FLI program participation. Although not statistically significant, FLI participants attained a greater
number of leadership positions. From an equity standpoint, these differences did not vary by gender and race. Although
causal inferences may be impacted by selection/nonresponse bias and lack of baseline comparison data. Additional
research may help demonstrate how positive effects translate to system-level outcomes (eg, research funding, patient
care) across various types of institutions. Thus, continued efforts to develop talented faculty members is important to
ensure a succession of well-prepared leaders at AHCs.

Ethical Approval

This study was deemed exempt by The Ohio State University Institutional Review Board.

Acknowledgments
The authors would like to thank the faculty members who generously participated in this work, as well as the faculty and
staff who delivered the Faculty Leadership Program.

352 https: Journal of Healthcare Leadership 2025:17



Nahata et al

Funding

This work was supported in part by a grant from the Emeritus Academy at The Ohio State University Office of Academic
Affairs, the OSU Center for Clinical and Translational Science (UL1 TR002733), and the Ohio State University (OSU)
College of Medicine’s Center for Faculty Advancement, Mentoring, and Engagement (FAME).

Disclosure
The authors report no conflicts of interest in this work.

References

—_

w o

~

wn

foe]

10.

12.

13.

14.

15.

16.
17.

18.

19.

20.

2

22.

23.

24.

25.

26.

217.

. Majmudar A, Jain AK, Chaudry J, Schwartz RW. High-performance teams and the physician leader: an overview. J Surg Educ. 2010;67

(4):205-209. doi:10.1016/j.jsurg.2010.06.002
Stoller JK. Developing physician-leaders: key competencies and available programs. J Health Adm Educ. 2008;25(4):307-328.

. Rotenstein LS, Sadun R, Jena AB. Why doctors need leadership training. Harvard Business Review. Available from: https://hbr.org/2018/10/why-

doctors-need-leadership-training. Accessed December 3, 2024.

. Leslie LK, Miotto MB, Liu GC, et al. Training young pediatricians as leaders for the 21st century. Pediatrics. 2005;115(3):765-773. doi:10.1542/

peds.2004-1223

. Larson DB, Chandler M, Forman HP. MD/MBA programs in the United States: evidence of a change in health care leadership. Acad Med J Assoc

Am Med Coll. 2003;78(3):335-341. doi:10.1097/00001888-200303000-00021

Straus SE, Soobiah C, Levinson W. The impact of leadership training programs on physicians in academic medical centers: a systematic review.
Acad Med. 2013;88(5):710. doi:10.1097/ACM.0b013e31828af493

Frich JC, Brewster AL, Cherlin EJ, Bradley EH. Leadership development programs for physicians: a systematic review. J Gen Intern Med. 2014;30
(5):656—674. doi:10.1007/511606-014-3141-1

. Pradarelli JC, Jaffe GA, Lemak CH, Mulholland MW, Dimick JB. A leadership development program for surgeons: first-year participant

evaluation. Surgery. 2016;160(2):255-263. doi:10.1016/j.surg.2016.03.011

. Lawson L, Lake D, Lazorick S, Reeder T, Garris J, Baxley EG. Developing tomorrow’s leaders: a medical student distinction track in health system

transformation and leadership. Acad Med. 2018;94(3):358-363. doi:10.1097/ACM.0000000000002509
Richard K, Noujaim M, Thorndyke LE, Fischer MA. Preparing medical students to be physician leaders: a leadership training program for students
designed and led by students. MedEAPORTAL J Teach Learn Resour. 2019;15:10863. doi:10.15766/mep 2374-8265.10863

. Jeste DV, Patel S, Lee EE, et al. American psychiatric association’s leadership fellowship program: short-term and longer-term outcomes. Acad

Psychiatry J Am Assoc Dir Psychiatr Resid Train Assoc Acad Psychiatry. 2021;45(2):142-149. doi:10.1007/s40596-020-01339-1

Torbeck L, Rozycki G, Dunnington G. Leaders growing leaders: designing a tier-based leadership program for surgeons. J Surg Educ. 2018;75
(4):947-956. doi:10.1016/j.jsurg.2017.12.009

Mai DH, newton H, Farrell PR, Mullan P, Kapoor R. Implementation of a clinical leadership curriculum for pediatric residents. J Med Educ Curric
Dev. 2022;9:23821205221096354. doi:10.1177/23821205221096354

Faculty Leadership Institute (FLI). Faculty advancement, mentoring, and engagement. Available from: https://u.osu.edu/comfame/leadership/
faculty-leadership-institute/. Accessed December 14, 2024.

Way DP, Nahata L, Gerhardt C, Martin DR, Carrau RL, Satiani B. Leadership development and its association with retention of surgical versus
nonsurgical faculty at a large academic health center. J Surg Res. 2024;303:173—180. doi:10.1016/j.jss.2024.09.011

Bhagwan Satiani MD. Personal Communication.

Harris PA, Taylor R, Thielke R, Payne J, Gonzalez N, Conde JG. Research electronic data capture (REDCap)--a metadata-driven methodology and
workflow process for providing translational research informatics support. J Biomed Inform. 2009;42(2):377-381. do0i:10.1016/.jbi.2008.08.010
Harris PA, Taylor R, Minor BL, et al. The REDCap consortium: building an international community of software platform partners. J Biomed
Inform. 2019;95:103208. doi:10.1016/.jbi.2019.103208

Tung J, Nahid M, Rajan M, Logio L. The impact of a faculty development program, the Leadership in Academic Medicine Program (LAMP), on
self-efficacy, academic promotion and institutional retention. BMC Med Educ. 2021;21(1):468. doi:10.1186/512909-021-02899-y

Fassiotto M, Maldonado Y, Hopkins J. A long-term follow-up of a physician leadership program. J Health Organ Manag. 2018;32(1):56—68.
doi:10.1108/JHOM-08-2017-0208

. Institute of Medicine. Academic health centers: leading change in the 21st century. Acad Emerg Med. 2004;11(7):802-806. doi:10.1197/;.

aem.2004.02.007

Geerts JM, Goodall AH, Agius S. Evidence-based leadership development for physicians: a systematic literature review. Soc Sci Med.
2020;246:112709. doi:10.1016/j.socscimed.2019.112709

Mayowski CA, Norman MK, Proulx CN, et al. Evaluation of two longitudinal faculty leadership training programs: behavioral change and
institutional impact. J Health Organ Manag. 2022;36(6):796—815. doi:10.1108/JHOM-03-2022-0088

Lyons O, George R, Galante J, et al. Evidence-based medical leadership development: a systematic review. Available from: https://bmjleader.bm;.
com/content/5/3/206. Accessed, 2024

Debets M, Jansen I, Lombarts K, et al. Linking leadership development programs for physicians with organization-level outcomes: a realist review.
BMC Health Serv Res. 2023;23(1):783. doi:10.1186/s12913-023-09811-y

Greene AK, Szczygiel LA, Thomas JD, et al. Leadership experiences and perceptions of mid-career to senior clinician-scientists: a qualitative
exploration. Acad Med J Assoc Am Med Coll. 2024. doi:10.1097/ACM.0000000000005777

Iyer MS, Bradford C, Gottlieb AS, et al. Gender differences in the path to medical school deanship. JAMA Network Open. 2024;7(7):¢2420570.
doi:10.1001/jamanetworkopen.2024.20570

Journal of Healthcare Leadership 2025:17 hetps: 353


https://doi.org/10.1016/j.jsurg.2010.06.002
https://hbr.org/2018/10/why-doctors-need-leadership-training
https://hbr.org/2018/10/why-doctors-need-leadership-training
https://doi.org/10.1542/peds.2004-1223
https://doi.org/10.1542/peds.2004-1223
https://doi.org/10.1097/00001888-200303000-00021
https://doi.org/10.1097/ACM.0b013e31828af493
https://doi.org/10.1007/s11606-014-3141-1
https://doi.org/10.1016/j.surg.2016.03.011
https://doi.org/10.1097/ACM.0000000000002509
https://doi.org/10.15766/mep_2374-8265.10863
https://doi.org/10.1007/s40596-020-01339-1
https://doi.org/10.1016/j.jsurg.2017.12.009
https://doi.org/10.1177/23821205221096354
https://u.osu.edu/comfame/leadership/faculty-leadership-institute/
https://u.osu.edu/comfame/leadership/faculty-leadership-institute/
https://doi.org/10.1016/j.jss.2024.09.011
https://doi.org/10.1016/j.jbi.2008.08.010
https://doi.org/10.1016/j.jbi.2019.103208
https://doi.org/10.1186/s12909-021-02899-y
https://doi.org/10.1108/JHOM-08-2017-0208
https://doi.org/10.1197/j.aem.2004.02.007
https://doi.org/10.1197/j.aem.2004.02.007
https://doi.org/10.1016/j.socscimed.2019.112709
https://doi.org/10.1108/JHOM-03-2022-0088
https://bmjleader.bmj.com/content/5/3/206
https://bmjleader.bmj.com/content/5/3/206
https://doi.org/10.1186/s12913-023-09811-y
https://doi.org/10.1097/ACM.0000000000005777
https://doi.org/10.1001/jamanetworkopen.2024.20570

Nahata et al

28. Farkas AH, Bonifacino E, Turner R, Tilstra SA, Corbelli JA. Mentorship of women in academic medicine: a systematic review. J Gen Intern Med.
2019;34(7):1322-1329. doi:10.1007/511606-019-04955-2

29. Dannels SA, Yamagata H, McDade SA, et al. Evaluating a leadership program: a comparative, longitudinal study to assess the impact of the
Executive Leadership in Academic Medicine (ELAM) program for women. Acad Med J Assoc Am Med Coll. 2008;83(5):488—-495. doi:10.1097/
ACM.0b013e31816be551

30. Schwartz R, Williams MF, Feldman MD. Does sponsorship promote equity in career advancement in academic medicine? A scoping review. J Gen
Intern Med. 2024;39(3):470-480. doi:10.1007/s11606-023-08542-4

31. Vitous CA, Shubeck S, Kanters A, Mulholland M, Dimick JB. Reflections on a leadership development program: impacts on culture in a surgical
environment. Surgery. 2019;166(5):721-725. doi:10.1016/j.surg.2019.05.015

32. Stoller JK, Goodall A, Baker A. Why the best hospitals are managed by doctors. Harv Bus Rev. 2016.

Journal of Healthcare Leadership DOVEPI'ESS
Taylor & Francis Group

Publish your work in this journal

The Journal of Healthcare Leadership is an international, peer-reviewed, open access journal focusing on leadership for the health profession.
The journal is committed to the rapid publication of research focusing on but not limited to: Healthcare policy and law; Theoretical and practical aspects
healthcare delivery; Interactions between healthcare and society and evidence-based practices; Interdisciplinary decision-making; Philosophical and
ethical issues; Hazard management; Research and opinion for health leadership; Leadership assessment. The manuscript management system is
completely online and includes a very quick and fair peer-review system. Visit http://www.dovepress.com/testimonials.php to read real quotes from
published authors.

Submit your manuscript here: https://www.dovepress.com/journal-of-healthcare-leadership-journal

. ournal of Healthcare Leadership 2025:17
34 EXinDO ) P


https://doi.org/10.1007/s11606-019-04955-2
https://doi.org/10.1097/ACM.0b013e31816be551
https://doi.org/10.1097/ACM.0b013e31816be551
https://doi.org/10.1007/s11606-023-08542-4
https://doi.org/10.1016/j.surg.2019.05.015
https://www.dovepress.com
http://www.dovepress.com/testimonials.php
https://www.facebook.com/DoveMedicalPress/
https://twitter.com/dovepress
https://www.linkedin.com/company/dove-medical-press
https://www.youtube.com/user/dovepress

	Introduction
	Materials and Methods
	Population and Sampling Procedures
	Measures
	Self-Perceived Leadership Effectiveness
	Attainment of Leadership Positions
	Demographic Background

	Survey Implementation
	Analysis Plan

	Results
	Participants
	Self-Perceived Leadership Effectiveness
	Leadership Positions Attained
	Group Differences Based on Gender and Race

	Discussion
	Conclusion
	Ethical Approval
	Acknowledgments
	Funding
	Disclosure

