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Online Leadership Self-Assessment

Discover
Discover a deeper understanding 
of yourself and your leadership 
compentencies.

Reflect
Practice self-reflection while 
engaging with leadership content 
and activities.

Grow
Recommendations and resources 
will offer opportunities to grow 
and track development

Purpose
To provide the university 
community with an online tool 
that helps identify an individual’s 
strengths and growth areas based 
on the UW-Madison Leadership 
Framework.

Background
• Assessment questions based on 

63 Leadership Outcomes 
• 10 years of research on the 

UW-Madison Leadership 
Framework 

• Expert validation conducted 
from 2019-2021

• Original hardcopy assessment 
converted to an online version

Additional Resources

Future Plans
• Utilize aggregate assessment 

data for research and 
program improvement 
purposes 

• Integrate into academic, 
co-curricular, and staff 
development programs 

• Expand to include a 360° and 
Organizational Leadership 
Assessment

Features

Foundational 
Framework

Leadershare Resource Directory

Self-Reflection Guide

Group Reflection Activity 



Seek Feedback

Background

The Center for Leadership & Involvement 
(CfLI) has increased its organizational 

commitment to diversity, inclusion, and equity 
over the last several years, primarily through 

professional development and individual 
action. To further evolve, a more intentional 
and systemic approach, limiting reliance on 

reactionary measures, was needed. 

Activate ESAP

To facilitate a rigorous organizational 
review to help identify actionable ways 
to improve our policies, practices, and 
support of our marginalized campus 

community members.
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Purpose

Equity Strategic Action Plan

Equity in Action: Building a Strategic Plan for Lasting 
Organizational Change

The stewardship of the ESAP is a top priority, 
and there is a commitment to devote time and 

resources to advancing its goals. CfLI will 
publicly track progress, invite feedback, and 
remain accountable to this plan. The staff will 
continue to share this process not necessarily 

as a model, but as an invitation to campus 
partners to strengthen their systemic 

commitment to social justice.

Next Steps

• Partnered with CultureBrokers, LLC, an equity-based consulting firm 
vetted by DEI campus experts.

• Developed an identity-conscious stakeholder list of 300+ UW 
students, faculty, staff, and alumni.

• Sent Diamond Inclusiveness Assessment (DIA) to the stakeholder list 
and used data to inform the Gap Report.

• Hosted Report Debriefing Sessions and Open Forums, including 
affinity group options, to gather additional input.

• Narrowed focus to two DIA Gap Report dimensions: Political 
Capital and Built Environment.

• Established plan development teams, including CfLI staff and 
stakeholders, to identify goals, milestones, and roles.

• Adopted Equity Strategic Action Plan (ESAP) containing 3 
actionable goals.

• Publicly announced ESAP Goals to the UW 
community and initiated ESAP action steps.

• Engaged in monthly check-ins with 
CultureBrokers, LLC to track progress and 
address challenges.

• Shared process with interested campus 
units looking to further equity-oriented work.

To examine outreach efforts of current 
programs and increase brand identity 

within diverse students, faculty and staff 
populations.

To improve the accessibility of wayfinding 
signage in CfLI & the Red Gym.

To create an inclusive student 
organization gallery space that represents 

the diversity of student groups. 

ESAP Goals



Instructional specialists from the Center 
for Teaching, Learning and Mentoring and 
across campus identified 6 success 
factors and 31 recommendations from 
research and practice that lead to 
improved student learning... 

Course Success Self-Review
Improve course design and teaching with self-directed learning and targeted resources.

coursesuccess.wisc.edu 

Use the Resource Website
Designers use and share the website for direct 
access to detailed explanations and resources.

Supporting 
Students

Instructor-
Student 

Interaction

Student-
Student 

Interaction

Course 
Planning

Assessment 
& Feedback

Materials
& Media

Take the Self-Review 
Instructors assess the effectiveness of aspects 
of their course using an anonymous survey tool.

Get targeted feedback 

Project Leads and Authors

Dan Pell and Karen Skibba 

Co-Authors 

Lisa Jong and  Julie Collins 

Questions? Comments? Contact us: coursesuccess@g-groups.wisc.edu

...and developed targeted and actionable 
resources to improve teaching, learning and 
course design. 

Nationally Recognized Innovation

website 
views

8500+

Recognized as an exemplar project in 
in the 2022 EDUCAUSE Horizon Report.

Finalist for the 2022 Professional & 
Organizational Development (POD) 
Network Innovation Award.

Analyze Usage Instructional Staff 37%
Faculty 25%

Designer/Technologist 16%
Other Academic Staff 14%
Teaching Assistant 7%

Other 1%

Identify Priorities

since January 2021

completed 
surveys

200

Top Recommendations Rank

Workload 1

Academic & Learning Support 1

Measuring Achievement 1
Collecting Student Feedback 2

Health-Promoting Practices 2

 Fostering Interaction 3

Assessment Expectations & Feedback 3

View the rankings 
for all 31 

recommendations
go.wisc.edu/tl60e1

View 
the 

CSSR

Updated 6.April.2023



Research, evaluate, apply, and disseminate 
educational innovations that advance learning 

and positively impact the world

Leadership Education Instructional Support & 
Development

Scholarship of Teaching & 
Learning

Collaborate 
with us!

ciee.wisc.edu
dakes@wisc.edu

Core Principles
• Apply scholarship to make evidence-based decisions
• Be collaborative & inclusive in everything we do
• Develop capacity-building learning experiences
• Conduct all work using ethical practices
• Embrace a holistic view of learning
• Create transferrable and shareable knowledge

Priorities
• Sponsor, conduct, and coordinate education research
• Assess educational impact of new practices
• Be a change agent to enhance teaching skills
• Improve the quality of student experiences
• Create and lead a Grand Challenges Scholars Program
• Expand student leadership development programs
• Foster coordination between diverse stakeholders

• Nosbusch 
Professorships

• Effective Team 
Dynamics

• Cross-disciplinary 
Curriculum

• Active learning 
classrooms in 
Wendt

• Suite of faculty 
workshops

• TA training

• Pieper Servant 
Leadership 
Programs

• Grand Challenges Scholars 
Program

• Emerging Leaders in 
Engineering



Streamlining Curricular Planning

Russ Portier
Administrative Associate Director
Sandra Rosenbaum School of Social Work
portier@wisc.edu

Determine Course Needs

Assess Dept Resources

Identify Gaps

Report to College

Solicit Instructor
Preferences

Prepare Timetable

Review for Errors

Keep Informed &
Report Out

Challenges
• 60-75 sections of classes/semester
• Accreditation requirements for BSW & MSWs
• Constantly moving target

• Unpredictable faculty course releases
• 30+ renewable adjuncts drawn from the 

community of practitioners

• Anywhere from 5-20 short-term adjuncts (STS)
• TAs funded from multiple sources

• Multiple reports with overlapping information 
presented in multiple spreadsheets

• Work around adjunct full-time work schedules & 
faculty administrative duties

• Tracking classroom preferences

• 80% of course offerings only on T and R, with 
overlapping requirements between programs

• A jigsaw puzzle crossed with a hydra

• Limited staff time
• Staff turnover
• Lots of moving parts

• HR & other staff need for information
• Salary cost share reporting on an epic scale

The Instructional Planning Tool (IPT) is a web-
based application designed to meet all of these 
challenges. It creates a planning layer on top of 
SIS and integrates curricular financial planning, a 
timetable planning UI, and reporting tools.

Instructional Planning 
Tool (IPT)

Timetable planning is done 
in a calendar format to allow 

users to easily visualize the 
whole curricular picture and 

catch unintended scheduling 
overlaps.

Reports like the 
Planned Courses 
report allow users to 
view planning data and 
transfer it into SIS.

Academic year planning lets 
the user see the full year at-a-
glance, with custom highlighting 
to identify special situations like 
temporary increases, special 
funding, or STS.

Course planning lets the user provide 
all details of a course, including 

funding, anticipated enrollment, TA 
assignments, section-level requisites, 

and all other information needed to 
set the course up in SIS.



Creating a searchable 
project database

more information:
dairyinnovationhub.wisc.edu

608.265.4009

Who are we?

Hub-funded research has 
potential impacts for:

The solution? Project Showcase
Project Showcase is an online, 
searchable database that is free 
for anyone to use.
It contains an entry for every
Hub-funded project.

Searches are customizable to fit 
peoples’ needs:

Entries contain a wealth of information about 
the project PI, co-PI and project itself.

There wasn’t a resource 
that contained information 

on every project.

Ø Consumers
Ø Citizens
Ø Local leaders
Ø And more

Ø Farmers
Ø Dairy processors
Ø Scientists
Ø Policy makers

The Hub needed a
better system

to organize and share 
funded projects.

What’s the problem?

Project Showcase offers a 
comprehensive space for projects 
that previously did not exist.

It’s a simple yet effective resource 
for stakeholders, researchers, the 
public and even Hub staff.

Special thanks to CALS IT 
for their assistance on 

building this tool!





Summer Programs Supporting
First-Year Students

CALS QuickStart
Overview & Goals

CALS QuickStart is an early start program offered to incoming College 
of Agricultural and Life Sciences students the summer before their 
first-year. The program:
● Allows students to fulfil their CALS first-year seminar requirement
● Provides early support in their transition to college
● Introduces students to areas of study, resources, people, and 

opportunities in CALS and  UW to make a strong start in college.

Structure & Components
CALS QuickStart consists of a 1-credit first-year seminar 
and an optional additional 3-credit course that fulfills 
common degree requirements.

Quickstart offers optional early move-in programming to 
familiarize students with campus and build their networks 
of peers and supporters.
Activities include: Community
building, CALS Dean welcome,
lunch with advisors & staff,

research faculty talks, lab tours,
academic planning & success
workshop, etc.

WESL consists of two 1-credit seminars to help students 
learn about how to be successful at UW and to think 
about what they want their Wisconsin Experience to be. 
They also enroll in a popular 3-credit course which fulfills 
common degree requirements.

WESL offers an optional early move-in with 
opportunities for students to get to know campus and 
each other. Activities include, campus scavenger hunt, 
tour of campus resources, lunch with faculty and more! 
Activities vary from year to year depending on student 
needs and interests.

Assessment & Feedback

Liza Chang
CALS First-Year Program Manager
Lchang9@wisc.edu

Tracy Spraetz
Summer Project Coordinator

Tracy.Spraetz@wisc.edu

How We Collaborate
Communication with campus partners

Marketing & communications
Academic support for 3-credit courses

Scholarships

Early Start Community of Practice
Do you work with similar programs? We’d love to 

have you join the community! Feel free to connect.

The Wisconsin Experience Summer Launch (WESL) program is open 
to incoming first year students. The program: ·

● Allows incoming students to enroll in online courses and earn credit 
over the summer.

● Helps students get started on their academic and social transition 
to UW-Madison through academic support and learning about 
campus resources.

WESL

WESL conducts several assessments throughout the program and 
post program. 
● Pre-program & post-program survey which was developed in 

partnership with the department of Counseling Psychology 
● Early move-in survey 
● Started conducting small group feedback sessions in fall 2022. 
● The quotes below are from the post-program survey from summer 

2022. Students were asked to share the best part of the WESL 
program. 
“Having the opportunity to get a class done before the start of the 
fall semester was really nice for me, as I could use the extra time to 
do another class”

QuickStart conducts several assessments throughout the program and 
post program. 
● Pre-course, mid-course, and post-course survey
“I'm taking away knowledge of the resources like clubs, the gyms, 
advising, study abroad opportunities, etc. that will help me make my time 
at UW-Madison the best possible. I know where to seek help when I need 
it and find opportunities when I'm ready for them. This course has been 
great for helping me transition to college!”
● Post early move-in survey
“I feel more connected to this group of people and feel more 
prepared to be on campus. It has quickly made Madison feel 
more like home.”
● Check-in survey one semester after the program is 

completed
“Compared to other students, I felt that I already knew how to 
plan out courses I should take in the following semesters and 
knew about programs[…]which further allowed me to plan ahead. 
Having already identified student orgs I was interested in as part 
of the QuickStart final project, I was also able to become 
involved in clubs right at the start of the semester which has led 
to me meeting new people and becoming involved on campus”

“Helped me understand what college coursework looks 
like, and what skills I need for it. Introduced me to some 
campus opportunities that I wouldn’t have found 
otherwise.”

“I feel like I am more prepared for college and I got to 
slowly understand what college is like before being 
thrown into multiple classes.”



The Division of Enrollment 
Management (DEM) launched a 
project that comprehensively 
evaluates and improves our 
recruitment process to attract 
dynamic talent representative of 
diverse backgrounds, identities, 
and experiences.

Improving Pract ices to Recruit  
a Talented Workforce

Challenges

Solutions
This project established a 
comprehensive online 
recruitment toolkit to serve as a 
central hub for the following 
solutions: 

Learn more:

Goals

New Talent Referral Program
• Establishes mechanism for current team members to 

identify talented individuals who could contribute to 
DEM in a positive way

• Allows for the ability to keep prospective talent engaged, 
answer questions, and make connections when  
appropriate. 

Emphasis on Recruitment
• Shifting from searching to recruiting – centering the 

applicant experience
• Recruitment as a representation of organizational culture

DEM Recruitment Standards
• Recruitment Committees formed prior to posting a new 

position
• At least one current UW-Madison student required on all 

recruitment committees

New strategies to engage 
in the active recruitment 
of talent

Updates to the DEM Team 
Member Recruitment 
Process

New DEM standards for 
recruitment of team 
members

Established resources & 
tools

The Process
This project produced a simple two-step submission to initiate recruitment and 
a checklist for easy navigation through the recruitment process. 

Step 1: Position Review
• Solidify funding sources
• Ensure positional alignment

Step 2: Recruitment Request
• Submit key details
• Establish a Recruitment Efforts Plan
• Establish a Diversity Recruitment Strategy

Recruitment Checklist
• Includes an overview of the 

process & tools to assist

• Strategy 1: National/International 
Recruitment Activities
• Strategy 2: Enhance awareness 

among underrepresented 
populations
• Strategy 3: Include a variety of 

backgrounds & experiences

• Interview Question Library
• Search Criteria Guides
• Kick-Off Meeting Tips
• Links to Standards & Talent Referrals

NEW DEM PEER AMBASSADOR 
PROGRAM

ESTABLISHED DEM SEARCH 
COMMITTEE INTEREST FORM

Selection

13% of DEM Search Committees 
were formed after recruitment 
closed

3% of DEM Search 
Committees were formed 
before the position posting

84% of DEM Search 
Committees were formed while 
the recruitment was ongoing

Search 
Committees

51% of search committee members felt the 
charge of the committee was clear

32% of DEM search members 
felt the applicant pool 
represented a strong variety of 
identities, backgrounds, and 
experiences

50% of Search Chairs & Hiring 
Managers experienced 
applicant pools that tends to 
have talent concentrated to 
just 1-2 strong candidates

Less than 50% of DEM search members 
reported sharing a job opening with 
colleagues

Recruitment

32%

50%

When a job opening is shared, it 
tends to be limited to 1-2 colleagues

Recruitment



An opportunity 
to explore values, 
needs, strengths, 
and joys of each 

personality type.

SMALL GROUP 
DISCUSSIONS

TRANSFORMING ORGANIZATIONAL CULTURE:
USING REAL COLORS® TO STRENGTHEN STAFF RELATIONSHIPS

PRESENTED BY: 

CAROL BRALICH
Human Development & 
Relationships Educator 
carol.bralich@wisc.edu

PAUL ROBACK
Community Development 

Educator
paul.roback@wisc.edu

TEACH: Overview of Workshop Curriculum

IMPLEMENT:  Integrate Into Office Culture

OUTCOME MEASUREMENT:

Increased their ability to: Agree or Strongly Agree

Recognize their strengths 94%

Recognize the strengths of others 96%

Build rapport quickly with clientele, colleagues, family, and friends 85%

Understand how others process information 94%

Modify their communication to connect with others 87%

MEASURE:  Outcomes from Workshop Evaluations 

A fun activity that 
engages participants 

in learning that 
there are multiple 

ways to achieve the 
same goal.

INTRODUCTIONS & 
OPENING ACTIVITY

A brief overview 
of the history of 

personality & 
temperament theory.

THEORY & 
HISTORY

A three-part 
assessment to 

identify individual 
color scores / 

temperament types.

ASSESSMENT & 
SCORING

A shared understanding 
of the strengths, 
communication 

preferences, and values 
each color brings to 

work teams.

LARGE GROUP 
SHARING

An opportunity to 
reinforce learning 

objectives and 
evaluate workshop 

outcomes.

DEBRIEF & 
EVALUATION

Real Colors is a three-hour interactive workshop that 
provides skills to understand human behavior to work with 
colleagues more effectively and improve communication.  
Developed by The National Curriculum and Training 
Institute (NCTI), the Real Colors Personality Instrument 
identifies four personality types common across all people.  
What makes Real Colors unique is that it bridges theory 
with real life applications, making the instrument easily 
accessible and understandable.  Since 2014, Carol and Paul 
have taught over 50 workshops to over 1,000 participants 
from the public, private, and nonprofit sectors.  This poster 
provides an overview of the workshop curriculum, long-
term outcome measurement, and an implementation 
strategy that successfully integrates learning outcomes 
that impact organizational culture. 

“I now always try to work 
with other colors on 

projects.  I know that I am 
perceived as not caring, 
so I try to incorporate 

more caring behavior in 
interactions.” (comment 

received in 2018 one year 
post workshop)

“Friendly, fun and 
informational.”  (2021)

“These conversations 
are so important to 

improving our workplace 
culture.” (2021)

“I enjoyed learning 
the information 

about my co-
workers and 
will adapt my 

communication style 
to be more sensitive 
to emotions.”  (2018)

“Awesome information and great activity. Very useful to take information away 
from this presentation and use it in actual life!” (2016) 

“Everything 
helped me 
learn how 
to work 

with others 
and who I 
can go to 
if I need 

some help.  
Awesome 

job!” (2016)

DEPARTMENT STAFF REAL COLORS

Ryan—Green/Blue
Carol—Green/Gold
Dom—Green/Gold
Joni—Green/Gold 

Paula—Green/Gold
Linda–Green/Gold

Donna—Green/Orange 
Janet—Green/Gold-Blue 

Jeannine—Orange/Green 
Kirsten—Orange/Green

Kim—Gold/Blue
Mary—Gold/Blue
Sarah—Gold/Blue

Wendy—Gold/Blue
Amanda—Gold/Blue

Chelsea—Gold/Orange

Amanda—Blue/Gold
Barbara—Blue/Gold
Brenda—Blue/Gold
Diana—Blue/Gold
Janet—Blue/Gold
Joanne—Blue/Gold
Kara—Blue/Gold
Lori—Blue/Gold
Marilyn—Blue/Gold

Michelle—Blue/Gold
Patty—Blue/Gold
Terri—Blue/Gold
Jan—Blue/Gold-Orange
Christine—Blue/Orange
Ashley—Blue/Orange
Julie—Blue/Orange

COUNTY ADMINISTRATOR 
SCHOEMANN STATED THAT: 

“The work that Paul and Carol did with 
our Team was extraordinarily impactful. 
Real Colors served as an excellent tool 
to integrate both our new and our long 
serving teammates to help them build 
relationships, which are essential to 
their day to day work.  Almost a year 
later, you frequently hear references to 
one another’s ‘Colors’ and how those 
personality traits drive our Team and our 
interactions, recruitments, and retention.”  

(December 16, 2016)

An EEO/AA employer, University of Wisconsin-Madison Division of Extension provides equal opportunities in employment and programming, 
including Title VI, Title IX, the Americans with Disabilities Act (ADA) and Section 504 of the Rehabilitation Act requirements. 

Real Colors® is copyrighted and a registered trademark of Real Colors Holdings, Inc. and is exclusively distributed by the National 
Curriculum & Training Institute®, Inc. All Rights Reserved.

This table represents the evaluation results from workshops conducted from 2014 to 2021.  Of the 1,138 workshop participants, 1,118 completed evaluations for a 98% response rate.  

Post-workshop graphic documents workshop participants primary and secondary colors.  Employees reference this graphic when forming project teams, communicating with others, and hiring new staff. 



The Division of Extension
Health & Well-Being Institute
used a social marketing
framework to develop HOM,
including market research and
message testing.

Statewide evaluations of the
campaign in 2021 and 2022
employed pre-post surveys for
schools, 
teacher 
surveys, 
and 
surveys 
for parents/caregivers. 

HOM brought together colleagues
across Extension and fostered
collaborative partnerships between
statewide agencies including the
Department of Agriculture, Trade, and
Consumer Protection and the
Department of Public Instruction Team
Nutrition. A working group is currently
adapting materials for early care and
education settings. In the future,
Extension will adapt HOM for
Hmong/HMoob audiences.
 

Partnerships & Next Steps

Wisconsin Harvest of the Month
Campaign Finds Success with 

 Bilingual Approach
HOM development was a collaborative
effort involving over 40 Extension
colleagues and 30 individuals from state
agencies, community-based
organizations, schools, local farms, and
purchasing co-ops. Extension also
received a USDA Specialty Crop Block
Grant in 2020 to expand materials. 

Emily Latham, MPH
Health Communications State Outreach Specialist

Health & Well-Being Institute
emily.latham@wisc.edu

Download materials from the website:
healthyliving.extension.wisc.edu/programs/harvest-of-the-month/

Development

Bilingual Educators and the Office of
Access, Inclusion, and Compliance
Language Access Team engaged in a co-
construction process. The team created
unique Spanish-language messages that
are culturally relevant and linguistically
inclusive to the diverse residents of
Wisconsin communities.

Evaluation

To develop
HOM
Spanish-
language
materials, 
Extension
Spanish 

Spanish Language Materials

Wisconsin Harvest of the Month (HOM) is a
statewide social marketing campaign 
that encourages children and families 

to eat more Wisconsin-grown 
fruits and vegetables.

I liked being able to incorporate a
seasonal produce item that was  new
on the lunch menu. With facts
provided by FoodWIse and
incorporating student ambassadors,
many students were genuinely excited
to try the Harvest of the Month fruit
or vegetable. -Food Service Director

FoodWIse education is funded by the USDA Supplemental Nutrition Assistance Program– SNAP and Expanded
Food and Nutrition Education Program - EFNEP. An EEO/AA employer, University of Wisconsin-Madison Division
of Extension provides equal opportunities in employment and programming, including Title VI, Title IX, the
Americans with Disabilities Act (ADA) and Section 504 of the Rehabilitation Act requirements















Survey responses
ESL instructors
• “It's a great foundation for in-class 

activities”
• “Students were engaged and most of 

them were able to find some articles 
related to their topics.”

ESL students
• “It was quite effective, it helped me 

browse through the databases more 
efficiently”

• “It helps me to get familiar with the 
library's basic structure and know 
how to work with it effectively.”

Next steps
• Consider shortening module to make 

it more manageable within class time
• Continue to get instructor & student 

feedback on the module
• Update module as databases and e-

learning practices evolve

Leah Freemon
Instructional Services Librarian
leah.freemon@wisc.edu

Heidi Evans
Teaching Faculty, Department of English, 
Program in ESL
heidi.evans@wisc.edu

Teaching Library Research Skills using an Online Module
A collaboration between the Libraries and the ESL Program

Context
College Library Instruction
• ~200 instruction sessions/semester
• ~10 instruction librarians

ESL Program
• 15-25 sections of ESL 117 (Academic 

Writing I)
• Students write a short research essay

Research instruction
Session 1 (online module)
• Librarian developed content that is 

incorporated into classwork by ESL 
117 instructors 

• This online module can be used in a 
variety of ways

Session 2 (library visit)
• Hands on practice for ESL 117 

students with assistance from their 
instructor and a librarian

• Builds on the skills presented in the 
Session 1 Module

Benefits
• Increased flexibility
• Interactive and engaging
• Sustainable





Collaboration to Understand Food Security
Leveraging partnerships to reach the community
UW-Madison Division of Extension Brown County
Patrick Nehring – Community Development; Liliana Ramirez and Clarice Martell – FoodWIse

Next Steps  

Challenge 

Project Partnerships 

Results  
How do we better understand the barriers to 
healthy food access in Brown County? 

• Expanding partnerships where Extension is delivering direct 
and indirect education and policy, system, and environmental 
change interventions.

• Dissemination of virtual mapping of local food resources 
available in Northeast Wisconsin.

• Continued communication about survey results.
• Bringing together other food system partners.
• Planting for Purpose connecting locally grown produce to 

individuals using food pantries.
• Develop strategies to overcome barriers to healthy food 

access and culturally inclusive foods as part of the CHIP.
• Getting seeds into the hands of residents through the 

establishment of the Brown County Seed Library.
• Assessing nutrition at meal programs offered at shelters and 

free meal sites.
• Developing a plan for distributing food during an emergency in 

Brown County.

Press Release of Survey Results 

We asked community members which of the following would make it 
easier to obtain food for them and their household. 90% of 
individuals indicated one or more challenge obtaining food. 

• We reached a total of 383 households. 
• This totaled 1,140 individuals.

• Survey was implemented in four languages 
and reached a more demographically diverse 
audience than the last time the survey was 
implemented in 2015. 

Partnering Pantries 

Race of Survey Participants 

Survey Participation

Leveraging Partnerships
Years of 
Partnerships Member of NEW 

Food Forum

IRB process

Strategy Lead on 
Brown County CHIP

Partners reviewing 
and adding 
localized questions

Implementation of 
the survey and data 
evaluation

Connection to 
UWGB Nursing 
Program

Present to Brown 
County Food & 
Hunger Network
Dissemination to 
partners and the 
community

Working with pantry 
partners on 
accessibility

Translation by 
Extension Office of 
Access, Inclusion, & 
Compliance

FoodWIse advances healthy eating habits, 
active lifestyles and healthy community 
environments for families with limited incomes 
through nutrition education at the individual, 
community and systems levels. To better 
understand food access and security, UW-
Madison Division of Extension Brown County 
has been conducting a customized food security 
survey based on the United States Department 
of Agriculture Food Security Survey Module 
approximately every five years since 1999. In 
the fall of 2022, Extension FoodWIse Brown 
County partnered with:

Seven Brown County food pantries

Brown County

Brown County Community Health 
Improvement Plan 

Brown County Food and Hunger Network

NEW Food Forum, a local food policy 
council

University of Wisconsin Green Bay

Medical College of Wisconsin

Extension Office of Access, Inclusion, 
& Compliance

To determine food security levels, we asked the following 
statements about individuals’ food situation: 



PROCESS
1. Identify language needs: Take into consideration 

student interest, grant obligations and partner 
needs.

2. Identify & hire content creators: Can be LPO 
program language partners, tutors, or other staff 
on campus, typically paid as student hourlies or 
by lump sum payment. Leverage financial support 
from grant funding where possible.

3. Onboard & train creators: Provide training in 
WiscWeb/WordPress.

4. Timeline & Review: Budget approximately 15-
20hrs total for content creation, ideally during 
winter or summer breaks. Webpages are 
reviewed for accuracy by language experts within 
the LPO staff and partner community.

5. Resource launch: Once complete, the new open 
resource webpage is shared and promoted via 
LPO program newsletters and social media.

6. Replication & Maintenance: After initial resource 
creation, language partners, tutors, and student 
assistants regularly review, maintain, and add to 
these webpages.

OUTCOMES
• Helped students sustain LCTL learning gains 

between programs and beyond, filling a critical 
need for our alumni.  

• Served as powerful outreach, recruitment, and 
retention tools.

• Provided part-time employment, professional 
development, and networking opportunities for 
LCTL content creators.

• Created valuable peer-training and mentorship 
opportunities for LPO student employees who 
help onboard the content creators.

NEXT STEPS
• Expand creation of these resources to additional 

LCTLs across LPO programs
• Hebrew coming Spring 2023!

• Continue using these resources during outreach 
and recruitment initiatives, especially at 
institutions where LCTL languages are not offered 
during the academic year

• Leverage language sustainment initiatives when 
applying for grants and grant reporting

PROJECT GOAL
Help meet a critical need for our program alumni by  creating innovative open-
source language sustainment resources for Less Commonly Taught Languages 

(LCTLs).

OPEN-SOURCE LANGUAGE RESOURCES FOR 
LESS COMMONLY TAUGHT LANGUAGES (LCTLS)

OVERVIEW
The Language Program Office (LPO) engages with, 
supports, and fosters the further development of 
Less Commonly Taught Languages (LCTLs) through 
teaching, learning, and research.

The LPO administers majorly summer intensive 
LCTL language domestic study programs for 
undergraduates, graduates, and non-traditional 
students both at UW-Madison and beyond. LPO 
programs are primarily government grant-funded.

PROBLEM
LCTL languages are often under-represented 
academically. There is a lack of open-source LCTL 
resources and language sustainment opportunities 
for program alumni, who are often unable to 
continue their desired language study all year 
round.

THE IDEA
To meet this critical language sustainment need, 
over the past year, the LPO along with support from 
the following programs developed six open-source 
language sustainment resources webpages for 
Arabic, Hindi, Indonesian, Persian, Russian, and
Turkish languages.

• Project Global Officer (Project GO)

• Regional Flagship Language Initiatives (RFLI)

• Middle Eastern & Mediterranean Language 
Institute (MEDLI)

• Institute for Regional and International Studies 
National Resource Center (IRIS NRC)

RESOURCE COMPONENTS
Each open-source language sustainment resource 
webpage includes the minimum following info:

• An introduction to the LCTL language

• Language self-study tools & resources

• Media links to recommended podcasts, news, 
radio stations, print, TV, and film media

• Cultural information (sports, cooking, holidays, 
etc.) 

• Content Curator Bio(s)

SCAN QR CODES FOR RESOURCE LINKS

RussianPersianIndonesian TurkishHindiArabic

lpo.wisc.edu | lpo@lpo.wisc.edu | 608.265.1471

Contact: Kerry Uniyal, Academic Program Specialist
608.263.3724 | kuniyal@wisc.edu



Merging Lanes:

Designing a Multi-Disciplinary Clinic to Better Serve 

Vulnerable Families

Contact: Cary Bloodworth, Bloodworth@wisc.edu
Jennifer Binkley, jbinkley@wisc.edu

Background

Traditionally, child welfare agencies 
intervene in families only after a crisis 
has occurred. The Department of 
Children and Families (“DCF”) wanted to 
implement a program that was more 
preventative than reactive, that would 
serve families upstream and stabilize 
them in order to prevent crises from 
occurring in the first place. To do this, 
DCF partnered with the UW Law School, 
the UW School of Social Work, and four 
pilot counties to create the Family Legal 
Advocacy and Supports Clinic 
(“FLASC”). FLASC merges two fields 
which have traditionally worked in 
parallel – law and social work. In FLASC, 
law students and social work students 
work collaboratively to provide both civil 
legal services and social supports to 
help families wholistically.

Outcomes

Next StepsGoals

Challenges

• Developing eligibility criteria and a 
process for referrals

• Setting up an intake process
• Ethical issues with having a social 

worker on the legal team
• Information sharing with other 

stakeholders

• Provide an enriching educational 
experience for law students and 
social work students

• Provide quality legal and social 
services to families at risk of future 
CPS involvement

• Prevent future CPS involvement and 
child removal by providing services 
that help stabilize families

Clinic Design

FLASC launched September 1, 2022. So 
far, we have:

• Received 90 referrals
• Directly represented 13 people in 

family law-related cases
• Engaged in limited scope 

representation in 1 case
• Referred 9 individuals to other legal 

clinics or legal services organizations
• Provided 35 families with legal 

assistance via service appointments 
• Provided 24 families with social 

support services

• Roll out end-of-representation surveys 
• Data collection and analysis from 3 

sources:
o Aggregated data from DCF regarding 

future CPS contact with families 
referred to FLASC

o Aggregated data from FLASC 
regarding services provided to 
families

o Survey response data from families 
themselves

The general concept developed by stakeholders of who 
FLASC would serve and how FLASC would serve them.

The internal workflow of FLASC developed by the clinic.







Creating an Institutional 
Sustainability Data Dashboard
Alex Frank – Office of Sustainability, Salvador Grover – Agroecology

Lots of Data, but Difficult to Find

Sustainability progress is assessed through 
the Sustainability Tracking, Assessment & 
Rating System (STARS). STARS is a 
comprehensive sustainability rating 
system for colleges and universities and is 
aligned with the United Nation’s 
Sustainable Development Goals.

While publicly available, the STARS report 
is not designed for users to interact or 
download the data, nor is it a vehicle to 
share trends. 

The goal of the dashboard is to share and 
visualize STARS data to show progress 
over time and be a resource for staff, 
students, and stakeholders.

Data Management – Follow the STARS

STARS is organized into four categories:
• Academics
• Engagement
• Operations
• Planning and Administration
This structure is used for the dashboard.

Technology – Simple is Beautiful 

The Office of Sustainability website is built 
on the UW Theme for WordPress. To get 
data online and available in a simple format 
with minimal ongoing maintenance, we 
utilized the wpDataTables plug-in with 
HighCharts visualizations.

Organize, organize, organize

Data and Graphs and Tables – Oh My!

• Users can zoom and pan in graphs, tooltips show data details
• Tables can be searched and filtered, graphs visualize filtered table data
• Data are accessible via download (.xls, .csv, .png, .pdf)
• Text provides context and links to resources for more detail on programs, projects, or 

future opportunities that affect the data

Forward to 2.0

• Continue to add data annually 
• Add new data in academics, engagement, and planning 

and administration
• Transition to Tableau for greater visualization flexibility
• Seek and respond to user feedback
• Share with students and faculty for coursework integration

Zoom, Pan, 
Tooltips

The dashboard is being developed 
iteratively, but the first step was organizing 
the data and setting-up a process for 
ongoing updates. 

Sharing the currently available data is the 
first step. The dashboard will continually 
track progress, which updates as data 
becomes available.



SAFETY TALK
Redesigning Monthly Meetings 
to Support Youth Activity Leaders

Introduction

Challenge

Prior to March 2020, the Office of 
Youth Protection hosted monthly 
Precollege Council meetings in 
Memorial Union. Youth activity leaders 
and representatives from key 
administrative offices attended 
sessions focused on relevant policy 
and best practices in youth protection.

In-person youth programming paused 
indefinitely in March 2020. Precollege 
Council meetings moved online, and 
focus turned to navigating the 
challenges presented by the pandemic.

Workplace expectations at 
UW-Madison changed significantly 
by the time multi-day, in-person 
youth activities resumed on campus 
in May 2022. The Office of Youth 
Protection evaluated how Precollege 
Council meetings could meet evolving 
needs of participants through:

• discussions with stakeholders, 

• an online questionnaire, and

• feedback on proposed changes.

Results
Responses resulted in renaming the group to accurately convey its purpose 
and restructuring meetings to increase their efficacy. Five "Cs" of effective 
communication were used to frame the developments.

CLEAR
• The Precollege Council was renamed the Youth Activities: 

Protection and Engagement Group to better reflect its purpose.
• Meetings employ a consistent structure and feature a relevant theme.  
• Visual presentations highlight key information. 

CONCISE
• Meetings are held to strict time limits.
• Presentations focus on essential information.

COMPELLING
• Meeting themes are selected through stakeholder feedback, 

highlighting the application of content to different program types.
• Focus is on fostering collaboration and problem-solving.

CURIOUS 
• Relevant guest speakers from throughout the university are invited 

to share their expertise and unique perspectives.
• Time is reserved for discussion, which is steered by the attendees. 

CONSIDERATE
• All meetings are virtual to accommodate participation from 

employees who are not based in Dane County and those 
who work remotely. 

• Session recordings and presentation files are available after 
each meeting.

• Supplemental in-person learning opportunities are scheduled. 
• Youth protection challenges are readily acknowledged.

Join Us 

YOUTH
PROTECTION

POLICY
FRAMEWORK

PART I 
Recordkeeping

PART II 
Screening 
Personnel

PART III
Training 

Personnel

PART IV
Supervising 

Youth

PART V
Preparing for 
Emergencies

PART VI
Reporting 
Incidents

The new Youth Activities: Protection 
and Engagement Group meets the 
third Tuesday of the month between 
3pm-4pm via Zoom. Register through 
UW-Madison’s Professional 
Development Catalog. 

Learn About

Find Out More

Questions? 
Email youthprotection@wisc.edu

Meetings focus on effective 
implementation of UW-Madison’s 
youth protection framework, relevant 
laws and policies, best practices 
in youth protection, and how to 
engage youth.



KIDS ON CAMPUS
Screening and Training Adults with Access to Minors

Scope

Solutions

Challenges

What’s Next?

2019
Centralized Youth 
Program Registration
Implemented

2020
Responsible Employees 
and Campus Security 
Authorities Identified

2019
Records of Adults 
with Access to 
Minors Collected

2021
Trainings in Canvas 
and WordPress 
Developed

2023
Tableau Visualization 
for Compliance Audit 
in Development

Questions? Please contact our team at youthprotection@wisc.edu.

UW-Madison needs to know:

● WHAT youth activities are taking place
● WHEN youth activities are scheduled
● WHERE youth activities occur
● WHO has access to minors 
● HOW adults with access to minors 

have been screened and trained

UW-Madison’s Youth Protection 
Policy, UW-1045, requires that 
employees and volunteers who 
have access to minors complete 
screening and training prior to 
working in youth activities. 

Training requirements vary based on 
role in the youth activity and include:

● Mandatory Reporting of Child 
Abuse and Neglect

● Campus Security Authorities
● Responsible Employee
● Sexual Misconduct and Clery 

Crimes in Youth Activities: 
Reporting and Prevention

$1B

$237M
Cost of Jerry Sandusky case at Penn State 

(Whitford, 2020)

Recent University of Southern California case 
(Cifarelli Law Firm, 2021)

● Creating additional training 
and professional development 
for adults working with minors.

● Collaborating with OHR 
to adopt an institution-wide 
volunteer management system. 

59,186
youth registrations

Youth activities supported by

8,000+ 
UW-Madison employees 

and volunteers 

2022
Process for 
Information Sharing 
and Consultation 
Created 

Background

Find Out More

Value
Trained adults contribute to 
positive environments that  
SUPPORT learning and 
belonging. Training and 
screening REDUCE RISK 
of abuse for minors who 
participate in youth activities. 

These efforts also DECREASE 
the likelihood of expensive legal 
action and associated damage 
to the institution’s reputation.  



Results of Interventions

Round of review           Time to Approval

Full Board Studies

Expedited Studies

Exempt Studies

IRB Efficiency Project (IEP)
Lynn Haynes, Carol Pech, Christina Moord, Gretchen Anding, Catherine 

Rogers, Casey Pellien, Travis Doran, IRB and HRPP staff

Background

Institutional Review Board (IRB) review is required for 
human research and can contribute to administrative 
burden. Consistent with UW’s 2020 Strategic 
Framework, we implemented key changes to improve 
the efficiency and effectiveness of UW IRB processes 
with the primary aims of reducing administrative 
burden and protocol approval times, and improving UW 
investigator satisfaction with the IRB experience.

Survey of research stakeholders 
Areas of dissatisfaction: 
• Minimal faculty engagement in policy creation
• IRB fees and funding review process
• Redundancies in application and inconsistency of 

reviews
• Pre-committee review and final approval timelines
• Perceived adversarial, rather than collaborative 

relationships between IRB and study teams

Assessment               Opportunities

Conducted internal and external assessments to 
identify opportunities to improve efficiency

• Reducing and simplifying the IRB office’s high 
volume of overlapping documents (SOPs, 
guidance, reference tools) to improve 
transparency and consistency of review

• Substantially altering the IRB intake and pre-
review process to reduce time to IRB member 
review and approval

• Implementing structural changes to the UW IRB 
committees to maximize flexibility and improve 
turnaround times

• Transition IRB to OVCRGE to eliminate fees and 
unify the IRB offices under one administrative 
structure to align related business processes and 
accountability.

Faculty 
Advisory 
Working 
Group

Pre Review
IRB Office 

Org

IRB 
Committee

Customize 
Toolkit

Create 
Templates

ARROW 
redesign

Education 
& 

Outreach

Leveraged UW strong history 
of shared governance

Solutions and 
Implementations

Recognize and consider impacts  
and efficiency benefits for all 

stakeholders

Created Faculty Advisory 
Working Group and 7 project 

groups each focused on unique 
aspect of project and overseen 
by the project manager and 

executive committee
Project Executive Committee 

approved the implementation of 
the Huron HRPP Toolkit
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Rounds of review (staff to study 
team) has decreased from >3 to 1

Funding review was minimized and IRB fees for most studies were 
eliminated to significantly reduce burden.  6- month IEP survey and 
recent IRB committee survey indicate improved communication 
between staff and study teams and excellent support by IRB staff.

Median time to first IRB staff 
comments and IRB approval has 
decreased for all review types 

IRB 
Committees

IRB 
Office

Study 
Teams



Overview Mentoring 

RED Peer Mentoring Program 
Connecting and Supporting UW-Madison Research Administrators

Providing Opportunities
Increasing Staff Engagement

Creating a Culture of Collaboration
Building Community

Individualized 

What People Are Saying

Research Administrators exist 
within every UW School/College 

and within most departments 
on campus.  

On our large decentralized 
campus, it can be difficult for 

staff to make connections  and 
learn from each other.  

The Office of Research and 
Sponsored Programs created the 

RED Peer Mentoring Program in 2018 
to build community and create 

connection for research 
administrators.  

Participants apply and are matched 1:1 
based on interests and goals. 

Our 2023 cohort includes representation from 45+ unique departments on campus. 
Program participation has grown 245% since inception.

Peer Partners create mentoring 
agreements and action plans to 

meet their own individualized 
development goals throughout 

the 1-year program.  

The cohort meets bi-monthly for 
networking and peer 

learning events. 

“I’ve learned so much from my mentor and have been able to enhance my career in ways I know I could not have just navigating the system on my own.”
“The relationship building is outstanding! It’s been such a supportive experience.”

"My current position is VERY siloed, and I'm very glad to have access to other voices and resources via the RED program.”
"In addition to expanding my skills and remaining engaged in my career, I have made a great personal contact that I enjoy talking to and meeting with."

Learn More! 

Results



Inclusion and 
Representation

Application and  
Review Workflow

Collaborative
Planning

Submission 
Window

Review and 
Score

Select and 
Announce

PI 
Onboarding

Launch 
Projects

Reflect and 
Adjust

The American Family Funding Initiative
An Internal Funding Competition Rooted in Collaboration

 • By working with a previously 
allocated site licensure agreement, 
the DSI saved $7K annually on our 
application management platform.

 • We use a pre-review to focus our 
efforts on applications of interest 
to American Family. While 65% 
of Round 4 applications made it 
through this pre-review, 75% of 
Round 5 applications achieved this 
milestone and 80-90% of them had 
some insurance-relevant content.

 • The percentage of funded PIs 
identifying as female increased 
from 5.6% in Rounds 1 & 2 to 27.8% 
in Rounds 3 & 4.

Process Improvements
Communicating  
Topics of Interest

ResultsChallenges American Family Insurance partners with UW through the Data Science Institute 
(DSI) to sponsor data science research relevant to the insurance industry. Since 
2020, the American Family Funding Initiative has awarded nearly $4 million to 
28 research teams at UW–Madison through an internal funding competition 
administered by the DSI.

Next Steps

American Family will invest a total of $10M in ten rounds of awards. Round 5 
applications were due in March 2023, and we will announce results in May. The DSI 
and American Family collaborate year-round to plan, implement, reflect, and adjust.

 • Find an application platform that 
can manage parallel UW and 
AmFam reviews with unique criteria

 • Increase the number of submitted 
applications focused on research 
topics of interest to AmFam

 • Increase applications from people 
underrepresented in data science & 
address bias in the review process

Thank You!
Max Coller, OVCRGE

Beth Meyerand, Office of the Provost

Lindsey Stoddard-Cameron,  
Office of the Secretary of the Faculty

Dan Dickinson, Melissa Godboldt,  
Zak Rottier, and Neal Silbert,  
American Family Insurance

We needed an application management 
system that would streamline our 
complex review process and allow blind 
reviews. We found the solution in our 
own backyard: the Office of the Vice 
Chancellor for Research and Graduate 
Education uses SurveyMonkey Apply, 
which met our criteria. Switching 
platforms, along with OVCRGE’s tech 
support, saved us time and money.

We wanted to increase the number 
of proposals relevant to both data 
science and insurance. AmFam and the 
DSI worked together to create a data 
science topic map depicting research 
areas of interest. To help PIs write strong 
proposals, AmFam gave a presentation 
on data science applications in insurance, 
held office hours, and shared detailed 
descriptions of their areas of interest. 

In our first two funding rounds, most 
awards went to PIs identifying as male 
and White. To attract a more diverse 
applicant pool, we worked with the 
Office of the Secretary of the Faculty on 
an outreach strategy for new faculty. We 
also implemented a blind review process 
to address bias. We have made progress 
on gender representation, but we have 
not achieved racial or gender equity.

SurveyMonkey Apply helps us manage our workflow. The topic map communicates funding interests.

Learn More:
datascience.wisc.edu/research-amfam/

research@datascience.wisc.edu
In Rounds 1 & 2, PIs identifying as male received a 
disproportionate % of awards. In Rounds 3 & 4, gender 
identity of applicants and awardees was more similar.

While the majority of our funded PIs 
currently identify as Asian, we need to 
increase representation of Latina/o/x 
and Black applicants and awardees. 
Our one-year awards are challenging 
for PIs who need two years of 
graduate student funding. A possible 
solution is to connect these PIs with 
the DSI’s data scientists for research 
support.



The Impact of Culturally Aware Mentoring Interventions on Research Mentors and 
Graduate Training Programs

E. Eiring, A. Byars-Winston, R. McGee, S. House, S. Hurtado., A. Carrasco, R. Jones, Y-G. Lee, 2023

Results

Qualitative Interview Sample 
“I see myself as much more 

privileged now than I ever had in 

the past. I mean, I have always 

considered myself to be someone 

who never got the opportunities, 

who never, you know, never 

landed the great positions, was 

never recognized for awards or 

never elevated to high positions. 

And yet I've done perfectly fine for 

myself and consider the possibility 

that it simply relates to privilege, 

to my white majority, male status 

that makes a number of steps 

easier in life.” (White, male)

Personal 
introspection 

advances culturally 
responsive 
mentorship

Cultural diversity influences research 

mentoring relationships. The 

Culturally Aware Mentoring (CAM) 

intervention equips research mentors 

with the understanding and skills 

required to effectively mentor 

historically excluded graduate 

students. 

The CAM  research responds to the 

pressing need for graduate faculty to 

employ inclusive, evidence-based 

mentoring practices to improve the 

environment for historically excluded 

students in NIH research areas and 

create the cultural shift in academic 

departments called for by the National 

Academies of Sciences, Engineering, 

and Medicine. Our results support the 

efficacy of culturally focused mentor 

training interventions. 

CAM Website: 
https://cimerproject.org/cam-nrmn/

Preliminary data demonstrate 

increases in mentors’ knowledge 

of cultural diversity and 

confidence to broach topics such as 

racism and stereotype threat, and 

results in changes in mentoring 

practices.

Study Design
● Randomized Control Trial
● National sample: 33 sites
● 3 Treatment Conditions of CAM 

Intervention ( WL, 6hr, 9hr)
● Case Studies with 2 sites
● 796 Participants

Constructs
● Mentoring Competency
● Cultural Diversity Awareness (CDA)
● Department Climate
● Theory of Planned Behavior
● Organizational Learning

Aim 1
1. What are the pre- to post changes in research mentors’ perceptions of competencies, 

mentoring effectiveness, cultural awareness, and intended behaviors as assessed by the study 
measures across format and dosage of CAM interventions? 

2. What factors facilitate or inhibit research mentors’ actual performance/enactment of CAM  
behaviors in research contexts after exposure to the CAM intervention? 

AIM 2
1. How do CAM participants exchange knowledge with faculty peers about mentoring students, 

specifically HU graduate students? 
2. What conditions or events motivate departmental involvement in training and subsequent 

adoption of CAM practices and principles across the department? How do these differ for 
single departments vs. interdepartmental CAM training models? 

3. What changes are evident in participants’ perceptions of their departments (e.g., climate)?  

Research Questions 



Overview
This poster will review how to use Python code to 
sort and count thousands of email domains.*

Python Code Parts

The Problem
Our center requires detailed analytics on over 
10,000 users. Most analytics software doesn’t 
support our needs and manual sorting is too 
time-consuming.

The Solution
We developed a Python program to sort these 
emails. Our program takes in a CSV file of email 
domains and outputs several sorted CSV files.

The Result
We can now quickly analyze over 10,000 users as 
needed. Additionally, our code can be reused to 
count items such as:
• Internal (“wisc.edu”) vs. external users
• Academic vs. governmental (“.edu”, “.gov”, etc.)
• Number of unique domains

To learn more, the adjacent sample code counts 
all emails that end in a country code (“.au”, “.za”, 
etc.) and outputs a sorted spreadsheet.

Using Python and Email Domains to 
Extract Custom Analytics Data

import csv

# open the file to read from
f = open(“emails-domains.csv”, “r”)  

 # create empty dictionary
d = {}  

# loop through each email to sort
for line in f:
 domain_end = line.replace(“\n”,””).split(“@”)
 domain_end = domain_end[1].split(“.”)
 domain_end = domain_end[-1]
 if domain_end in d:
  d[domain_end][1] += 1
 else:
  if domain_end == “au”:
   d[domain_end] = [“Australia”,1]
  elif domain_end == “za”:
   d[domain_end] = [“South Africa”,1]
 ...

f.close()

# create a new csv file
f = open(“countries.csv”, “w”, encoding=’UTF8’, new-
line=’’)
writer = csv.writer(f)

# write the first row of the file
writer.writerow([“email domain ending”, “country”, “number 
of instances”])

# add each item from the dictionary to you CSV file
for item in d:
    writer.writerow([item, str(d[item][0]), str(d[item][1])])

f.close()

Sample Code for Countries
domain_end = line.replace(“\n”,””).split(“@”)
This code splits the email domain at the “@” and 

returns a list. The email “smith@health.com.za” would 
return [“smith”, “health.com.za”] and store the list 

in domain_end. The split() function is used to keep 
splitting the email until we have the email ending.

the if/elif/else statements
The if/else statements determine if the country is in 

the dictionary. If the country code is in the dictionary, 
the count increases by one. If not, the country is 

added to the dictionary.

writer.writerow([item, str(d[item][0]), str(d[item][1])])

This code writes each item from the dictionary to the 
spreadsheet. Every item is a country code, and each 

item connects to a list with the country and the count.

Additional Useful Python Concepts
if “string” in x:

Use this syntax to search for keywords in an email. 
For instance, a program could count each email that 

contains “wisc.edu”.

dictionary = {}

Dictionaries connect a key to a value. To count unique 
domain names, create a dictionary with each domain 
name as a key and its value as the count. Then, count 

each key with only 1 for a value.*Please ensure you are GDPR compliant in your collection of email 
domains. 

For more information, contact: Audra Koscik akoscik@wisc.edu
Communications Specialist  | Center for Health Disparities Research

Follow the QR code 
to see full Python 
example program on 
GitHub.



Madison Microneurosurgery Initiative: A New Perspective for Microvascular Laboratory Training  in LMICs
Abdullah Keles, MD1*, Alberto Acitores Cancela, MD1, Adefisayo Adekanmbi, MD1, Mohammad Shahnawaz Bari, MD1, Chloe Dumot, MD1, Guillermo Garcia Oriola, MD1, Turab Gasimov, MD1, 

Mehmet Sabri Gurbuz, MD1, Jared Paul U Golidtum, MD1, Yannick Canton Kessely, MD1, Zviad Malazonia, MD1, Charbel K. Moussalem, MD1, Mohd Aidil Bin Mohd Nor, MD1, 
Ahmed Hussein Omar, MD1, Jayunkumar Shah, MD1, Burak Ozaydin, MD1, Mustafa Kemal Baskaya, MD1

1 Department of Neurological Surgery, University of Wisconsin Madison, Madison, WI

INTRODUCTION

RESULTS

METHODS

 Our outreach efforts have benefited a total of 15 LMICs 
and 22 centers, through the donation of 43 stereo 
microscopes and seven macro/micro instrument 
sets(Fig.2). 

 We have facilitated online microvascular anastomosis 
training sessions in four different countries - namely, 
Lebanon, Paraguay, Turkey, and Bangladesh(Fig.3).

 We have organized microsurgical training 'boot camps' 
in six other locations across Turkey, Georgia, and 
Azerbaijan(Fig.4).

 Neurosurgeons who have attended our courses and 
completed the Baskaya Microvascular Bypass Training 
Curriculum have performed 16 microsurgical 
operations.

 In 2020, we began procuring stereo microscopes, 
microsurgery training instruments, and materials from 
various online auction websites and other 
sources(Fig.1). 

 All the purchases and quality checks were made by the 
first author, AK, and MMI members. After the quality 
check, we donated different microscopes and instrument 
setups to neurosurgeons from LMICs based on 
individual needs(Fig.2).

 After delivering the setup to the intended locations, we 
provided previously recorded training videos and 
organized online training sessions. 

 Additionally, we have visited some of the centers, and 
organized in-person training courses in those countries.

CONCLUSIONS

Figure 4: Microanastomosis training 'boot camps' in six locations 
across Turkey, Georgia, and Azerbaijan.

Figure 2: Worldwide donations of the Madison Microneurosurgery Initiative.

Figure 1: Basic Training Setups; stereo microscopes, light 
sources, and surgical tools.

 Free, accessible, and sustainable microsurgical training 
for LMICs is feasible.

 MMI intends to keep supporting microvascular 
laboratory training in LMICs.

 Although modern microsurgical techniques were 
introduced in the late 1960s, in low- and middle-income 
countries (LMICs), approximately five million essential 
neurosurgical operations per year are not addressed.

 Compared to high-income countries, one of the main 
reasons for this inequality in LMICs is the lack of 
access to microsurgical training facilities and medical 
professionals trained in microneurosurgical techniques. 

 Madison Microneurosurgery Initiative (MMI) was 
founded to bridge the gap in microsurgical training by 
providing basic, accessible, and sustainable 
microsurgical training opportunities to healthcare 
professionals from LMICs in their respective countries.

Figure 3: We have organized online microvascular anastomosis training sessions in four different countries - namely, Lebanon, Paraguay, Turkey, and 
Bangladesh. (a) Online demonstration setup (b) Online training sessions with Paraguay neurosurgeons (c) Laboratory training after initial online session

REFERENCES

1. Dempsey RJ. Global neurosurgery: the role of the individual neurosurgeon, the Foundation for 
International Education in Neurological Surgery, and "service through education" to address 
worldwide need. Editorial Material. Neurosurg Focus. Oct 2018;45(4)E19. 
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Figure 5: From microsurgery laboratory to the operative rooms. (a) 13 AV fistulas for dialysis patients have done by Dr. Kessely in Chad (b) EC-IC bypass by Dr. 
Shah from India (c) Nerve grafting by Dr. Gurbuz from Türkiye to repair iatrogenic peripheral nerve injury (d) First EC-IC bypass case in Tbilisi, Georgia done by 
Drs. Tsikarishvili & Malazonia 
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Background
NIH defines a clinical trial as 

“A research study in which one or more human subjects are 
prospectively assigned to one or more interventions (which 
may include placebo or other control) to evaluate the effects 
of those interventions on health-related biomedical or 
behavioral outcomes.” 
-U.S. Department of Health and Human Services | National Institutes of Health

OnCoreTM is a Clinical Trial Management System licensed by 
Advarra® that provides researchers the ability to manage 
clinical trials to guarantee safe and successful conduct of 
trials and ensures reproducible results.

Includes standardized interfaces to integrate with the 
Electronic Health Record (EHR): 

Enables providers to see that a patient is on trial

Alerts the study teams when a patient on a trial is   
hospitalized

Supports recruitment through MyChart Patient Portal

Allows appropriate billing for study specific activities

The WiscOnCore project involved consolidating the two 
disparate instances of OnCore into a single instance 
integrated with the EHR. A large team and stakeholders 
totaling over 500+ including Principal Investigators, study 
team members and informaticians collaborated to:

▪ Re-engineer processes and workflows for efficient operation
▪ Configure data collection fields for oncology and non-

oncology of research
▪ Ensure quality of existing data through QA/QC procedures
▪ Migrate cleaned data to WISC instance
▪ Validate data post migration
▪ Collect all new studies in WiscOnCore

Research and Sponsored Programs

REDCap Electronic data capture

Pharmaceutical Research Center

Institutional Review Board

Human Resources

Wisconsin Real World Data Collaborative
(Wisc-RWDC) data repository

Impact

Future
Expand integrations with other systems

Issues Addressed
Inefficiencies with two separate systems

Change Management
▪ Provided users and stakeholders links to central 

documentation with additional information and 
timeline

▪ Outlined major changes of what is changing and 
who is affected

▪ Developed migration checklists outlining 
important tasks for users

▪ Sent weekly emails including timeline reminders 
and action items

▪ Conducted informational webinars and held 
monthly user group meetings

Communication was key!

Clinical Trial Systems Integration Reduces 
Duplications and Increases Efficiencies

Unifying clinical trial management for productivity and patient safety

Support provided by:
University of Wisconsin Carbone Cancer Center Support Grant P30 CA014520 
The Institute for Clinical and Translational Research, Clinical and Translational Science Award (CTSA) program, the National Center 
for Advancing Translational Sciences (NCATS), grant 1UL1TR002373.https://it.med.wisc.edu/

Strategic 
Plan

Built systems and processes that 
support enterprise-wide clinical 
research

Streamline Consolidated and automated 
processes and workflows

Efficiency Decreased administrative burden and 
system costs

Growth Optimized processes and infrastructure 
to support future integrations

Metrics Enabled reporting and analytics across 
all Clinical Trials



The Wisconsin State Laboratory of Hygiene Quality and Safety Award:
Fostering a Culture of Innovation Through Recognition

Christabel Yeboah, MPH, Royce Riessen, MBA, Hannah Gander, MPH

The Quality and Safety (QAS) award was established in 2022 to recognize and celebrate the efforts of WSLH staff who are finding ways to
improve the work safety environment, the work processes for staff, and/or the delivery of services to our customers. The QAS award aims to
foster a culture around quality and safety.

This award recognizes a team or individual for outstanding performance beyond normal job expectations. Recipients are selected based on
being an advocate, improving a process, innovating, or completing a project in the areas of Quality or Safety.

Before 2022, the Wisconsin State Laboratory of Hygiene 
(WSLH) presented two employee awards: Cheers for 
Peers, an award designed for everyday acknowledgment, 
and the annual Employee Awards, a prestigious award 
intended for high-level achievement.  To bridge the gap 
between these awards, WSLH leadership formed a team 
to design and implement an additional form of 
recognition, the Quality and Safety (QAS) award. The 
team included members from the Quality Assurance 
Committee and the Safety Committee.

The team concluded that all WSLH staff should be 
eligible for the new QAS award, and nominations can 
also be made by all staff. The award was to be presented 
bi-annually to encourage ongoing appreciation of quality 
and safety in the laboratory. 

Background Award Purpose and Criteria

Session Date: 4/20/2023
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Results Conclusion
After one year and two nomination periods for the QAS award, a survey was sent to all
nominators and award recipients to gather feedback and improve both the nomination
process and the award promotion. Survey results showed an overwhelmingly positive
response to the award. Out of 15 individuals, all agreed that receiving the award helped
them feel recognized and appreciated for their work. Feedback included:

“Thank you for creating this award!”
“Keep it going!”

“Really enjoy the award ceremony and snacks with all of the recipients!”
“It was nice to receive recognition for the attention I pay to my work.”

Future improvements include increasing the promotion of the award and the explanation
behind the award. The next steps include reiterating the importance of the award, what
receiving the award means, and continuing to highlight that all staff members are
eligible to nominate and/or receive the QAS Award.

0 2 4 6 8 10

Strongly Disagree

Disagree

Agree

Strongly Agree

QAS Award - Recipent Perspective

Receiving the award helped me feel recognized and appreciated for
my work.
Receiving the award gave me a better understanding of the
importance of quality and safety at WSLH.
I would like to receive additional awards in the future.

As a recipient, I will likely submit a nomination for a coworker to
receive this award.

0 2 4 6 8

Strongly Disagree

Disagree

Agree

Strongly Agree

QAS Award - Nominator Perspective

I intend to nominate future individuals (if applicable) for the
QAS Award.
Using the QAS Award helped me to have a tool to recognize
staff.
Using the QAS Award highlights the efforts of staff beyond the
team/unit.

2022 QAS Award Recipients

Photo Credit: Jan Klawitter



Podcasting for the Interprofessional Healthcare Team
An evidence-based practice initiative

Tracy Mrochek, MPA, RN, NPD-BC, Manager, Nursing Professional Development
Background

Market Analysis

• Literature review
• Market analysis
• Interviews

Implications for Practice

• Podcasting is a contemporary delivery method for professional development
• Health professionals have high interest in podcasts and already listen to them 

in their personal lives
• Podcasts offer “on the go” access to professional development for 

professionals who are stressed, tired, and/or burned out
• Podcasting is an innovative dissemination method for faculty research and 

sharing expertise
• Most learners reported high satisfaction with podcasts and have increased 

knowledge, competence, and confidence. Some learners have changed their 
attitudes and practice behaviors through podcasts

• Involving students in podcasting can provide unique learning opportunities 
(e.g., podcast hosting) that may not be found in clinical settings

• Podcasting will not be a revenue generator
• Cost and resources to plan, implement, and evaluate a podcast can vary 

significantly and depend on the goals of the program
• Securing funding for a podcast may be challenging but there are several 

approaches to consider
• It is feasible to have a sustainable podcast for the interprofessional 

healthcare team 

Acknowledgements

Thank you to Sue Gaard, MS, RN, NPD Director (Organizational Sponsor), Linda 
Bub, MSN, RN, GCNS-BC, NPD-BC (EBP Mentor) who greatly contributed to 
the success of this initiative and my participation in the Association for 
Nursing Professional Development’s EBP Academy. 

An additional thank you to the Podcast Exploratory Team Members for their 
preparation, active participation, thoughtful responses, and willingness to join 
me on this podcasting journey: Lindsay Derksen, RN, Theresa Fishler, MSSW, 
CISW, Ann Garton, DNP, FPCC, RN, CNE, Michele Glynn, DNP, RN-BC, Grace 
Leonard, EdM, BA, Chris Manakas, MD, Pam McGranahan, DNP, RN, and Lucas 
Schulz, PharmD, BCIDP.

Signe Skott Cooper, MEd, RN, FAAN was an 
innovator and pioneer in continuing education for 
nurses. She led telephone conference courses 
throughout Wisconsin, using 24 “listening posts” for 
over 600 nurses (University of Wisconsin–Madison, 
2022a). 

This initiative was sparked through participation in 
the Association for Nursing Professional 
Development’s Evidence-Based Practice Academy.

In 2016, University of Wisconsin–Madison  
Interprofessional Continuing Education Partnership 
(ICEP) became Jointly Accredited. ICEP is a 
partnership comprising the UW–Madison School of 
Nursing, School of Medicine and Public Health, and 
School of Pharmacy.

Review best practices, internal/external issues, resources, and 
opportunities/barriers to determine the feasibility of a sustainable podcast 
for members of the interprofessional healthcare team.

Objective

Framework: Johns Hopkins Evidence-Based Model

(Dang, et al., 2022)

Logic Model & References

•Outline content
• Secure host/ guests
• Develop marketing 

strategy
• Complete accreditation 

requirements
• Begin recording/ 

dissemination
• Assess team/ program 

progress 
• Initiate QI strategies

• Assess team/ 
program/ 
episodes and 
initiate QI 
strategies 
(quarterly)

• Generate pilot 
report and 
recommendations

18-Month Implementation Timeline

Approach

Literature Findings

Thoughts About Podcasts from the Interprofessional 
Team

Pharmacist: Excited to take a 
systematic approach, supported 
by multiple disciplines.

Physician: Makes 
perfect sense and is 
probably overdue.

Nurse: It is just exciting. People 
have been asking for this type of 
education for a while. It is always 
difficult to get something started.

Nurse: It is a huge win for 
getting people information in 
places and sources that they 
are already looking for it.

Social Worker: I think about the Advisory Group and the 
importance of who and what organizations are on that 
advisory group, because I think those perspectives 
would lend themselves to individual episodes that would 
be very meaningful.

©The Johns Hopkins Hospital/The Johns Hopkins University

• Interprofessional planning meetings 
• Data compilation
• Future planning

1st Lt. Signe Skott Cooper
Courtesy of UW–Madison School of Nursing

• Secure funding
• Recruit Advisory 

Team
• Conduct needs 

assessment
• Determine roles
• Finalize theme/focus
• Define outcomes
• Develop process 

map
• Integrate framework

• Finalize and 
implement 
sustainability plan
• Assess team 

progress and 
initiate QI 
strategies 
(quarterly)

Start 3 Months 5 Months 9 Months Finish: 18 Months

Level 1: Reaction 
(Satisfaction)

Many articles 

Level 2: Learning
(Changes in Knowledge, Competence, 

Confidence, and Attitude)
Several articles 

Level 3: Behavior
(Applying Learning to Practice)

Few articles

Level 4: Results
(Patient or System Outcomes)

No articles

Findings: 50 Interprofessional Podcasts
• UW–Madison  Health Sciences Podcasts: 7 Podcasts (April 2022) 
• Google Search and Spotify, Apple Podcasts, and Stitcher Platforms: 

43 Podcasts (March-April 2022)
36/50 podcasts have released at least one episode in the last six months

17/50 podcasts have produced at least 100 episodes

UW–Madison episode run time range: 4-76 minutes

Google Search and Spotify, Apple Podcasts, and Stitcher Platforms 
Episode average run time: 37 minutes

Funding methods: Government grants, education grants from ineligible and 
eligible companies, donations, services and selling products

Accredited continuing education: Yes=18, Unknown: 1, No=31
Of those that are accredited, 3 charge learners a fee

Podcasts marketed as “interprofessional” are often not



Former Communication to Staff
 Top-down model

 Difficult to find SoP
-specific information

 Excluded postdocs

 Inconsistent communication

 Staff received information 
second-hand

 Relied on staff members to seek out
information themselves

All-Staff Meetings for Better Staff Engagement
Shelley Calhoun and Anna Reinhart, CASI Co-Chairs
University of Wisconsin–Madison School of Pharmacy 

CASI’s Mission
To represent School of Pharmacy (SoP) academic and 
university staff members, advise the Dean in developing 
and reviewing policies and procedures impacting staff, and 
identify and promote opportunities for SoP staff.

Identifying the Problem
Timely, accurate information is crucial in times of change. 
During COVID lockdown, SoP staff were suddenly isolated 
and without standard communication from the school.

 Inconsistent communication across the SoP - some 
units do not include staff in regular meetings

 Lack of timely communication of information to staff

 No staff-only venue to ask questions, share concerns

 Faculty votes impacting the SoP community occurred 
without time for staff to review or provide input

Considering Staff Needs
 Timely communication of staff-focused topics

 Central resource for information

 Direct connection with leadership

 Provide information to all staff at the same time

 Staff can give feedback as well as receive information 

 Human connection during a very difficult time

Key Stakeholders

Campus

Dean

Division Chairs,
DAC 

Faculty, 
Supervisors

Staff

New Communication with Staff
A collaborative environment featuring input from staff and leadership. 
Postdocs are now included in All-Staff Meetings, too.

Staff & 
Postdocs

CASI & 
ADAS

Dean

For Staff, by Staff
With support from leadership, CASI established a standard 
procedure for All-Staff Meetings to address topics 
relevant to staff and foster connection with the SoP:

 Virtual format for broad accessibility 

 Regularly occurring

 Collect questions and feedback in multiple ways to 
ensure all voices are heard

 Icebreakers and opt-in breakout groups for social 
interaction during lockdown

Continuous Improvement
What began as a quick and useful solution has become a 
standard tool leadership and staff appreciate and rely on.

Since returning to in-person / hybrid work, All-Staff 
Meetings follow a consistent format:

 Standard agenda format:
 New / outgoing staff
 Dean’s update
 HR update
 Featured topics
 Promote CASI activities and opportunities

 Virtual meetings for broad accessibility

 Standard day, time, length

Timing is Everything
Deliberately place All-Staff Meetings within the existing 
schedule of SoP meetings:

 Two weeks before Faculty/Staff Meetings 
(which sometimes feature votes impacting staff)

 One week after CASI meetings
(to allow committee input on All-Staff agenda)

 Two All-Staff Meetings per semester, scheduled at 
the start of each academic year

 Collaborative model

 SoP-specific information in 
central location

 Includes postdocs

 Consistent communication, 
timing, meeting format

 Staff receives information 
directly from leadership 
and CASI

Dean

Assoc. Dean for Administration 
and Staff (ADAS)

Staff Members

Dean’s Advisory Council (DAC)

Committee on All-Staff Issues 
(CASI) 

Postdoctoral Fellows

Who is CASI?
Committee on All-Staff Issues (CASI) members are staff 
elected or appointed to represent the following disciplines:

Research Staff

University Staff

Instructional / 
Administrative Staff



Implementing Inclusive Tai Chi Prime
Ejura Salihu1, Kristine M. Hallisy2, Betty Chewning1

1School of Pharmacy, University of Wisconsin-Madison  
2Department of Family Medicine and Community Health, University of Wisconsin-Madison

PROBLEM: Wisconsin is #1 in deaths from falls1 SOLUTION: Tai Chi Prime – National Council on Aging evidence-based falls prevention program3

CONCLUSION 

Recruit and train peer-concordant Tai Chi Prime 
(TCP) Leaders to adapt and disseminate TCP to 
AA/Black and Latinx communities in Milwaukee.

There is little dissemination of tai chi-based fall-
prevention programs in African American/Black 
(AA/Black) and Latinx communities. Community 
peer-concordant leaders are needed. 

Race Trainees AA/Black Latinx
Total (N=25) 12 13
Trained (n=19) 9 (75%) 10 (76.9%)
Table 1: Total TCP leader recruitment and training 
completion rates for TCF-Adapted program training. 

“I would recommend this course because 
the instructors are very knowledgeable 
and kind, the materials are great, and the 
pace of the course is perfect for learners.” 

“Inclusive Tai chi sounds like I can make 
it possible for anyone to get healthier.”

“[I am] learning how to provide a service 
that is beneficial to our community 
mentally, physically and spiritually.”

Course satisfaction
(Return/Participant rates)

Course 
1 

(25/26)

Course 
2 

(20/20)

Movement 
Intensive 1

(14/14)

Movement 
Intensive 2

(15/15)
To what extent did the 
program meet the 
stated objectives?

4.84 3.75*
n=15

3.93
n=11

5*
n=13

Content adds value  
to practice 4.80 4.96 5 5
Content matched 
written description 4.88 4.95

5*
n=13 5

Instructional methods 
were appropriate for 
content

4.88 5 5 5

Handouts added 
value 4.88 4.95 5 5
Session met my 
expectations 4.80 4.96 5 5
Likert scale where 1 = Not satisfied and 5 = Very Satisfied.
*Not all participants responded to this item (no answer, reason unknown). 

Year 1 participatory planning contributed 
greatly to successful recruitment and 
training of TCP peer-concordant leaders   
as the first stage of implementation. 

References 
Visit Tai Chi Prime website 

Table 2: TCP Leader training feedback demonstrated high 
satisfaction rates for both AA/Black and bilingual Latinx learners. 

1. Centers for Disease Control and Prevention. (2021, August 6). Facts about falls. Centers for Disease Control and Prevention. Retrieved March 31, 2023, from https://www.cdc.gov/falls/facts.html.
2. Chewning B, Hallisy KM, Mahoney JE, Wilson D, Sangasubana N, Gangnon R. Disseminating Tai Chi in the Community: Promoting Home Practice and Improving Balance. The Gerontologist. 

2020;60(4):765–775. E-published (2019): https://doi.org/10.1093/geront/gnz006.
3. National Council on Aging. Center for Healthy Aging Evidence-Based Program: Tai Chi Prime. Retrieved March 31, 2023, from https://www.ncoa.org/article/evidence-based-program-tai-chi-prime.
4. Yu T, Hallisy KM. Tai Chi Fundamentals® Adapted Program with Optional Side Support, Walker Support and Seated Versions. Taos, NM: Uncharted Country Publishing (2015).

Tai Chi Fundamentals 
Adapted Program4

TCP Leader
Training

Home Practice 
Training 

Tai Chi Fundamentals 
Adapted Program4

Tai Chi Prime Leader Training (Year 1) Tai Chi Prime Community Courses (Year 2) 

Authors’ contact information: Ejura Salihu (PhD candidate, SOP) @ salihu@wisc.edu, Kristi Hallisy (PI) @ hallisy@pt.wisc.edu and Betty Chewning (Co-PI) @ betty.chewning@wisc.edu.

Funding provided by Baldwin Wisconsin Idea Grant: Inclusive Tai Chi: Promoting Leaders of Color to Adapt Tai Chi for Latinx & African American Elders (July 1, 2022-June 30, 2024).

OBJECTIVE: Inclusive Tai Chi Prime2

METHODS: 2-year Participatory Planning Model 

• Eight advisory board members representative of 
AA/Black and Latinx communities meet monthly 
with the TCP research team. 

• Tai Chi Prime Leader training (Year 1)
• Tai Chi Prime Community courses (Year 2)

RECRUITMENT: Exceeded Benchmark (N=15) 

TCP TRAINING: Leader Candidate Feedback (4 courses)



Future Goals
• Mixed media education as part 

of onboarding, including videos 
and articles

• Development of interactive 
SharePoint resources that all 
staff can add to at any time

• Formalize feedback process at 
various timepoints to improve 
onboarding process and team 
cohesion

Onboarding Structure:

Week 1: meeting with staff, onboarding 
overview, compliance training

Week 2: follow-up meetings, study overviews 
by leading coordinators, introduction to study 

materials

Week 3: additional project training and 
overview, trial-specific onboarding, on-site tours

Week 4: 30-day review, review of SMPH, 
DFMCH, PROTEA onboarding checklist with 

manager and new staff

Week 5: Review all onboarding steps, confirm 
cross-training if applicable

Finding Comfort in 
Complexity: Revamping 

Onboarding for Clinical Trails 
Research

Megan Ringo, MS

Needs Assessment
• Low staff morale  
• Lack of central hub for 

document sharing
• Missing details for complex 

clinical trial onboarding
• Building trust with new and 

current staff

For more 
information about 

PROTEA 
Research:

Gaps
• Lack of tracking and 

documentation 
• Supervisor’s understanding for 

clinical trial requirements
• No direct contact between 

new staff, PIs, and other study 
staff

Outcomes
• Decreased basic onboarding 

task time from 4 months to 1.5 
months, including specific trial 
onboarding tasks, for full-time 
staff

• Development and maintenance 
of shared resources

• Immediate transparency with 
new staff with more clear 
standards

• Development of simplified 
onboarding process that is easily 
customizable and updated

• Alignment with DFMCH 
resources and assistance in 
development of other onboarding 
procedures

Acknowledgements
• Randy Brown, MD, PhD & 

Christopher Nicholas, PhD
• Previous PROTEA staff, specifically 

Bri Deyo and Amy Baltes
• Current PROTEA research staff and 

students, specifically David Horton

Methods
• Discussed onboarding goals 

and timelines for new staff with 
current staff and PIs

• Collapsed departmental 
onboarding, trial requirements, 
and other important resources 
into a singular document 

• Identified other important 
educational and developmental 
resources to include with 
incoming staff

• Shared proposed timeline, 
requirements, and resources 
with current staff

• Revised proposed items, 
finalized with current staff



Evolves: Student-Run to Student-Driven
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StudentPrint Timeline

StudentPrint is redesigning its business model as it changes from Student-Run (registered student organization) to Student-Driven (a 
department within the Wisconsin Union). StudentPrint’s mission is to provide printing and graphic design services of the highest qual-
ity to the UW student body, greater Madison community, and beyond while giving its team the chance to develop professional skills 
they can use in their future careers. Our four core values—diversity, education, technology, and teamwork—support our mission and 

help support the Wisconsin Idea. StudentPrint is excited to have a larger role on campus and to work with more
UW–Madison entities to support our growth and mission.

Featured Graphic
Design Work

SP Website Order Form Meet Our Team 50th Documentary

2023

1972

StudentPrint starts in
Memorial Union 

SP switches to
student-run in 1998 

Naming printers after 
notable SP Alumni 

SP officially joins the 
Wisconsin Union

SP purchases a new large 
format printer!

SP moves to the SAC

SP celebrates their 
50th Anniversary



Streamlining Communication Access Across UW–Madison
Centralized ASL Interpreting & Live Captioning Services:  McBurney Disability Resource Center

BACKGROUND 
• Sign language interpreting and live captioning accommodations were

decentralized services at UW. 

• Consumers of the services who wanted to attend a UW event had to:  
contact the hosting department of the  event, make their 
accommodation request, and share how to implement the 
accommodation.

• Responsibility to coordinate and pay for the request fell on the 
departments, who did not necessarily know how to coordinate these 
services. In addition, the costs for the services were unexpected & not 
predictable, so were a potential obstacle to providing the 
accommodation.

• The McBurney Center would coordinate services and bill back.

• Feedback indicated people who needed the accommodations were 
not attending events due to the barriers of making their requests.

• Starting July 1, 2022, campus began centrally funding sign language 
interpreting and live captioning accommodations through the 
McBurney Center.1, 2022, campus

McBurney Disability Resource Center Communication Access Team
communicationaccess@mcb.wisc.edu

Public Access

• Proactively provide 
interpreting and 
CART

• Department is 
responsible for the 
cost 

Accommodation

• Receive a disability 
related request for 
an accommodation

• Request is funded 
centrally

Live Professional Captioning 
(CART)

Sign Language Interpreting

14
6

39

14
7

9412
2

28
1

PUBLIC ACCESS 
REQUESTS

ACCOMMODATION 
REQUESTS

* FY 23 REQUESTS THROUGH 4/5/23

ANNUAL REQUESTS

FY 21 FY 22 FY 23*

OUTCOMES
Simplified Scheduling & Request Support
UW students, departments, employees, program 
participants, and job applicants can now make 
accommodation requests online for sign language 
interpreters or live captioning. Once a request is 
submitted, the McBurney Center Communication Access 
Team will reach out to the requestor to discuss logistics 
and share information about the services.

Reduced Funding Barriers
If the communication access request is for an 
accommodation, departments do not need to determine  
funding first. This reduces barriers, expedites the 
process, and increases the likelihood that the 
accommodation is provided.

Centralized Coordination of Services
The McBurney Center became a central point of contact 
for disability-related accommodation and general public 
access requests for sign language interpreting and live 
captioning services.

Increased Campus Accommodation Requests
Disability accommodations for sign language interpreting 
and live professional captioning have increased 
tremendously. Participants are receiving 
accommodations, attending more UW events, and 
applying for UW positions.

Streamlined Billing
Departments are only billed for public access requests.

(ASL & CART requests coordinated by the McBurney Center)

For more information or to make a request, scan the QR code
Ask participants about accommodations on your registration forms! 



On-campus forensic nurse exams: 
Meeting students where they’re at
More than 20 percent of students will experience 
sexual violence during their time on campus. 

Prior to 2021, UW–Madison students who experienced 
an unwanted sexual encounter could only receive
a forensic nurse exam (FNE) at the Meriter Hospital
emergency department (ED). Challenges for students
to access care at the ED included: 
• Preference for care and comfort  
   in a non-ED setting
• Privacy and confidentiality concerns
• Awareness of services available 
• Easy follow-up for campus advocacy 
   and mental health services

Sexual violence on campus is pervasive 
According to the 2019 AAU Campus Climate Survey on Sexual Assault and Misconduct, 
26.1 percent of undergraduate women and 6.8 percent of undergraduate men reported 
nonconsensual sexual contact by physical force or inability to consent since entering 
UW–Madison. Rates of victimization were higher among transgender and gender diverse 
students (28.4%). 

Improved access to care
• From July 2021–March 2023, 151 unique patients
   were seen in Medical Services for care related to  
   unwanted sexual encounters. Of that, 93 patients 
   requested an FNE at UHS.
• All post-visit surveys that were completed indicated 
   students who were seen at UHS would not have gone
   to the Meriter ED for the same care. 
• Students are able to meet with an FNE within one hour
   of a drop-in unwanted sexual encounter appointment.
• UHS created an FNE nurse case manager position to help 
   students follow up with medical care and other services.
• Improved coordination and access to mental health 
   and advocacy services through UHS Survivor Services. 

Future opportunities
to better serve students
• Obtain funding to provide HIV PEP medications
   and IUD emergency contraception
• Expand hours when services are available and 
   locations where students can access services
• Increase awareness of FNE services with a dedicated  
   marketing and communications campaign
• Enhance collaboration with campus and 
   community partners.

Increasing Access to Forensic Nurse Exams for Students
A collaboration between University Health Services (UHS)

and community partner Dane County Multi-Agency Center (DaneMAC)

Removing barriers
In 2021, by removing barriers to care in a place that students trust, UHS 
collaborated with DaneMAC to provide FNEs at UHS.  
The specialty trained nurses come to UHS during business hours to provide:
• Emotional support
• Physical examination
• STI and pregnancy concern options
• Forensic evidence collection 
• Opportunities to report
• Safety planning

Students can decide what services they need at that time. 
All services are confidential and no cost. 

Contact
Shaina Murtaugh, PA-C: smurtaugh@wisc.edu
Kristen Lively, RN, BSN: kristen.lively@wisc.edu
Erika Enk, RN, MSN, MPH: erika.enk@wisc.edu

Cantor D, et al. (2019, September 16). Report on the AAU Campus Climate Survey on Sexual Assault and Misconduct The University of Wisconsin–Madison. 
Accessed April 3, 2023 at https://www.uhs.wisc.edu/wp-content/uploads/2020/01/University-of-Wisconsin-Madison_Report-and-Appendices-1-6_9-16-2019-1.pdf

Percent of students who experienced penetration or sexual touching involving
physical force and/or inability to consent or stop what was happening since entering
the University of Wisconsin–Madison, by gender, student affiliation, and behavior.

In 2021, UHS began a collaboration with DaneMAC
to provide forensic nurse exams at UHS. The service
has been utilized more than 90 times to date. 

Post-visit surveys indicate that students who were seen
at UHS for an FNE since 2021 would not have gone to
the emergency department for the same care. 

By providing services directly on campus, students have 
better access to UHS Survivor Services and other campus 
and community resources through a dedicated team of 
medical and mental health providers and advocates. 

This collaboration can serve as a model for other  
university and community partnerships.

Campus and community partners 
supporting survivors
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Digital Badges

Increasing Retention with Digital Badges

Overview
The UW System Collaborative Language Program (CLP), 
established in 1998, is designed to diversify language 

course offerings throughout the UW System. This is done 

through shared instructional resources and a variety of 

blended learning techniques and technologies. 

Challenges
Lack of the following resources:

Knowledge of all skills learned in the study of 
languages and cultures

Available time in schedule to degree requirements

Diverse array of courses for all students

Language requirements in most disciplines

Knowledge of career connections

Time to functional and working proficiency

Proficiency Testing

STAMP 
4S™

(STAndards-based Measurement of Proficiency)

Aligned To The ACTFL Proficiency 
Guidelines

Avant’s assessments utilize actual authentic texts 
and audio you would encounter in the real world 
such as articles, advertisements, and news. All 
Avant proficiency tests are aligned to the ACTFL 
Proficiency Guidelines.

Career Ready CredentialLevel Up: Test Results

Badge backgrounds represent languages offered through
CLP

Icons for all 4 skills: Reading, listening, speaking, and 
writing.

Badges for novice-mid to advanced+ for all skills and 
languages. 

S h e ild b u lle t b y D an ie l B ru ce

No hidden costs to students

Integrating today’s emerging instructional
technologies

Specializing in languages critical to state and 
national security and the economy

Serving nearly 400 students per semester
across Wisconsin

Building career readiness with skills such as 
problem solving, critical thinking, creativity, 
intercultural communication, information and 
technology literacy, …

Benefits

Collaborative Language Program
University of Wisconsin	System
uwclp.org

Campus
Stakeholder Education

Testing & 
Result Distribution

Microcredentials
Boosting Retention





Improving Data Collection and Reporting Strategies for 
School of Business Undergraduate Post-Graduation Plans

Problem
• Hours of manual tracking
• Excel files for each 

academic year; ~ 50 tabs 
worth of data

• Different forms of data 
prep

• Static Excel Reports

Solutions

• Easily embed surveys via 
QR codes and email 
outreach

• Custom input form to 
seamlessly log student 
outcomes

• Programming for 
automated data prep

• Combine data files
• Automatically add new 

responses to reports

• Interactive web-based 
reporting for staff and 
school leadership

Salaries:
Details 

&
Trends

Data Centric Process Improvement 

Data 
Collection
Qualtrics

Data 
Management 

R

Reporting

Tableau

The first destination survey provides baseline data collection 
enhanced by surveys designed by School of Business staff. 
These surveys are integrated into meetings between career 

coaches and students for real-time data collection. 

R provides robust coding focused on data management. By 
writing R scripts, we were able to consolidate many tabs of 

data into one master file while building in the ability to 
automatically record new responses into reports.

Tableau provides interactive web-based reporting allowing staff to 
see data when logging into the UW-Madison server. The clean data 

set from R is loaded into Tableau to meet reporting needs.

Outcomes

Where do students get hired?

92% 
Student Job 
Satisfaction

96% 
Knowledge 

Rate

94% Job 
Placement 

within 6 mo.

Use Cases & Stakeholders

Equity gap 
analysis

Nate Kelty
Bryan 

Zaramba

Coaches

Leadership Marketing
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This study describes student self-described importance 
and impact of  working at a low-cost veterinary medical 
teaching clinic where students from multiple disciplines 

collaborate on cases. 

Who is WisCARES:

Wisconsin Companion Animal Resources, Education, 
and Social Services at the University of  Wisconsin-

Madison is an outreach partnership launched in 2014 
as a collaboration between the Schools of  Veterinary 
Medicine, Medicine and Public Health, Pharmacy, and 
Social Work. WisCARES is a unique interdisciplinary 

program with several purposes: 

• Increase access to veterinary services for low-
income and homeless pet owners

• Provide concurrent social services and healthcare 
support to the same clientele

• Provide participating students with practical training 
in a One Health setting

Background Hypothesis

• Student Online Survey (Qualtrics)

• 3 sections (Likert & Open-Ended Question format)

• 100 forth-year veterinary students participating in a 
two-week clinical rotation at WisCARES

• January 2020 – March 2022

Methods

Figure 2: Pre and Post rotation SPICE-R results showing 
student responses before (see inset figure) and after 
curricular changes.  No changes in IPE knowledge 

scores were noted prior to implementing structured 
and intentional opportunities in the curriculum.  

However, after the new curriculum, students reported 
increased IPE knowledge scores.

• WisCARES provides a unique learning opportunity 
that students value

• Students report improved confidence and ability to 
navigate diverse groups of  clientele

• Intentional conversations built into the curriculum 
continue to impact students 1 month after the 
rotation

Acknowledgements

The authors thank the students and staff  of  WisCARES for their support 
and participation. Additionally, we would like to recognize the support of  
the University of  Wisconsin Schools of  Veterinary Medicine, Pharmacy, and 

Family Medicine and Community Health and our sponsors:

1. Students’ confidence, compassion and comfort 
working with a low income or homeless and 
diverse populations would improve

2. Students’ interprofessional knowledge would 
improve by providing space for students to work 
together with multiple disciplines and encourage 
interprofessional collaboration   

Elizabeth Alvarez1, DVM, DABVP , Kelly Schultz1 MS, DVM, Simon Lygo-Baker2 PhD, Ruthanne Chun1 DVM, DACVIM

WisCARES OneHealth Low-Cost Veterinary Medicine Teaching Clinic 
Assesses Vet Student Learning Outcomes 

Results

SPICE-R IPE Survey: Validated survey measuring 
extent of  student interprofessional (IPE) knowledge

The clinic provides preventive, chronic and urgent care 
appointments, five days a week, with in-house 

laboratory and radiology capabilities as well as dental 
and surgical procedures. Fourth year student training 
opportunities exist as one or two-week rotations. In 
addition to veterinary students, pharmacy and social 

work students also participate at WisCARES on a 
regular basis. WisCARES is unique in how 

comprehensively it engages students from multiple 
healthcare disciplines in providing veterinary medical 

care along with compassionate care for the entire 
family unit. 

WisCARES Clinic

Conclusions

1. Department of  Medical Sciences, School of  Veterinary Medicine, 
University of  Wisconsin-Madison, Madison, WI.

2. Head of  Department of  Higher Education, University of  Surrey, 
Guildford, Surrey, UK

Authors

Figure 3: Student responses comparing their comfort, 
compassion and appreciation to the labeled questions 
were overwhelmingly positive at the end of  the two-

week rotation and persisted 1 month after completion 
of  the rotation as students returned to more 

traditional clinical experiences.

In Progress: We are undertaking further studies to 
explore long-lasting positive impacts from 
participating through WisCARES clinic rotation

Results (Continued)

Figure 1: Generalized schedule of  2-week course 
starting new curriculum in May 2021 including 
sessions led by social work staff. Prior to this, 

unstructured discussions occurred when possible. Figures 4: Student responses to questions regarding 
both the importance of  various issues prior to starting 
the rotation and the impact of  those issues following 

the rotation.  

Overall, students found these topics important to learn 
about prior to starting their WisCARES clinical rotation 
and felt a very large impact on their education, work or 

life after participating in the experience.

Similar patterns were obtained for 5 additional prompts:

• How to serve clients who are from a different 
socioeconomic background than yours?

• How to take leadership roles in case management

• How to improve your skills managing the financial 
aspects of  your cases

• How to be more empathetic or supportive to clients

• How to approach cases creatively addressing patient 
or client care needs



Utilizing Airtable To Improve Pledge Processes

Putting It All Together

Understanding The Pieces
Creating A Graphics Menu

Lessons Learned

If you’d like help understanding how interfaces can work for you and your team, please don’t hesitate to reach out!
Lisa Bultman | Administrative Project Manager | PBS Wisconsin | lisa.bultman@pbswisconsin.org

A Scattered Puzzle
Understanding the Pain Points 

of On-Air Pledge
Building Airtable Interfaces to Eliminate 
Redundancy and Improve Collaboration

Scheduling teams build 
out a calendar of pledge 
programs, spanning 
multiple weeks of both 
live on-air and repeat 
pledge programming.

In order to get the puzzle together, 
we needed to first understand who 

used the information.

The schedule grid is the starting 
point for all members of the team, 
though it is often in flux until late 
into the process.

Scheduling teams adjust 
pledge programs due to 
availability of specific 
premiums, thus adjusting 
the entire schedule.

The pledge team enters all show 
information, including where 
image assets can be found.

Static links are provided to help 
new incoming designers find 
common resources.

With multiple designers assigned throughout the course of the year, creating 
shared language is essential. Utilizing visualization tools provided by Airtable, 
this space also serves as a hub for every person working on the project to find 
exactly what they are looking for at any given moment.

Designers utilize the 
pledge premiums to 
create on-air graphics.

The production teams 
utilize this information to 
create an on-air pledge 
schedule, arranging staff 
for live pledge.

The gift fulfillment team 
utilizes this information 
to establish pledge 
premiums.

Graphic designers build
on-air graphics for the 
live pledge shifts, often 
with missing information 
and unclear deadlines. 
Many standard practices 
exist only in the minds of 
experienced designers.

Production staff builds 
live pledge shift resources, 

often utilizing missing or 
out of date information to 

determine team schedules 
and shot priorities.

Gift fulfillment teams 
prepare a list of pledge 
gifts - with information 

often coming in very 
last minute.

So much stress of projects comes from siloed information.

Creating a single source of truth improves the pace at which work 
can be completed because the time spent asking questions or 
receiving clarification is greatly reduced.

Airtable’s customizable interfaces can easily create collaborative 
spaces that not only improve pace but transform the way we 
communicate about a project.

Specialty design requests are 
filtered into the view, creating a 
single source of truth for all 
information needed by every team.

Every request can be assigned, 
reviewed, and confirmed by 
production staff in one easy spot.



Future work
With further refinement, this 
automatic Q&A technology can 
be used as a personal virtual 
teacher by promptly helping 
students understand what they 
don’t understand. The course 
level chat bot can greatly 
improve the effectiveness of 
online courses (such as those 
offered by Coursera or edX) on 
a large scale at a low cost.

Answering Student Course Questions with GPT-4
Using in-context-learning to improve CS 538 course outcomes

Problem statement
Students often require prompt 
and accurate responses to their 
queries, however, instructors 
may not always be available to 
address these questions in a 
timely manner. This project 
aims to utilize In Context 
Learning with GPT-4 to serve 
as an intermediary in answering 
student questions, leveraging 
course transcriptions as a 
training dataset. This approach 
also fosters confidence in 
seeking assistance from course 
staff as GPT-4 validates when a 
question is challenging and 
requires instructor intervention.

Tools: Whisper, SentenceBert, GPT-4

Example Results (Question: Q, Context: C, Answer: A)

Authors: Thanadej Rattanakornphan, Rudy Banerjee, Kaiser Pister

Q: What is the definition of first class functions?

—

C: Yeah? So it's the three things of the function can be defined in any 
scope, they can be passed to other functions as values, and they can be 
returned from functions as values. To say it in one tagline, first class 
functions means functions are values. They're just normal values. Just 
like you say let X equal 3, you can say let X equal a function. All right. So 
then that leads to a little bit of a pretty natural question coming after that.


First class functions. What are they? Who can give me the three points 
of what makes a first class function all at once somebody who didn't 
answer the same question yesterday? … That's one of the things that 
first class functions allows us to do. So it's a capability of first class 
functions, but it's not necessarily what they are. Yeah?

—

A: First class functions can be defined by three main characteristics: 
they can be defined in any scope, they can be passed to other functions 
as values, and they can be returned from functions as values. In 
essence, first class functions mean that functions are treated as normal 
values, just like assigning a number to a variable.

Q: For functions, can we just roughly say: The access link refers 
to the environment where is function declared, and the control 
link refers to the environment where it gets called? 
—

C: Then we would search global for x. It doesn't exist. We would 
actually search the interpreter for x. And the interpreter would 
say, hey, you're looking in a place that you aren't supposed to 
look. That means you have undefined. And it would tell the log 
that x is undefined. Okay. So how do we know how to wire up 
the access links? How can we figure out that f and g both have 
access links back to global? And this is what I put these arrows 
in for. When we create a function, we're defining the function f.


So if we go back to our example, we start where x is equal to 
1… which means its access link points to the global scope. The 
control link still points to g. Because we still want to return to g.

—

A: Yes, you can roughly say that for functions, the access link 
refers to the environment where the function is declared, and the 
control link refers to the environment where it gets called.




GRIT
Getting Ready for Informed Teaching

School of Nursing Faculty Orientation to Teaching with 
TechnologyWhen, at the onset of the 

pandemic, the SoN needed to pivot 
to remote teaching, academic 
technology team created an online, 
Canvas-based space where SoN 
faculty would find resources and 
information about fast-changing 
teaching environment and get 
information and support for using 
technology (then often new for 
many) to make such a pivot 
feasible. We called it “Getting 
Ready for remote teaching,” or 
GRiT, for short.

In 2022, considering lessons from 
the pandemic, and adapting to 
present needs, our team re-
invented the original GRIT (now 
renamed to Getting Ready for 
Informed Teaching) as an 
introductory orientation  for new 
faculty, and an ongoing “hub” 
intended to keep continuing faculty 
up-to-date on teaching with 
technology.

For more info. contact the School of Nursing 
Academic Technology Team (George Jura, Tim 
Piatt, and Mitch Elbe) at: 
blended@son.wisc.edu

4 MODULES 
(45 minutes total) 

EACH MODULE INCLUDES:

• A short overview video with 
captions + transcript 

• An “assignment” that lets our team 
keep track of module completion, 
and – more importantly - follow-up 
directly with interested faculty:

Assignment: “Please watch the 
brief video for Module (N) and post 
a brief comment (one sentence is 
enough!  but you can write as much 
as you'd like to) that confirms that 
you have watched the content –
please include any questions you 
may have, and we’ll contact you 
directly to follow-up.“

• Samples of standard resources we 
add to all SoN courses in Canvas (for 
example, a Technology in this 
course page), and optional 
resources faculty can opt-in to 
include (for example a HIPAA 
Reminder Page for clinical courses, 
or APA Reference Guides)

GRIT also includes a Course Kick-Off Checklist, an interactive, adaptive online form that lets 
faculty communicate to our team their Canvas course preferences and make well-informed 
choices after competing the 4 modules.

FUTURE (FA23) CHALLENGE: Reorganizing content to accommodate new faculty, and 
simultaneously to minimize the time returning faculty need to spend reviewing previously 
seen and newly updated content.

UW-MADISON SCHOOL OF NURSING 

2nd degree A-BSN 
1-year accelerated program

BSN@Home 
Online Professional Degree 

Undergrad T-BSN 
2-year traditional program

Graduate: DNP 
Hybrid & Fully Online 

Graduate 
Professional Certificates 

Graduate: PhD 
Research-Focused Program

SUPPORT FOR TIMETABLE COURSES

80+ 50+



Improving DIY Video
for Effective Live& Recorded Lectures

Combining Technology Skills (using DIY kit) 
with Mutimedia Learning Principles

The pandemic has caused potentially 

irreversible changes it in the practicalities of 

teaching and learning, with numerous 

negative impacts that should not be 

underestimated. At the same time, it created 

unanticipated opportunities.

One of them, is a dramatic increase in faculty 

interest, comfort, and technological skill level 

in using video for teaching in synchronous 

(Zoom) and asynchronous (recorded video 

lectures) modalities. 

In 2021 our team (SoN Academic Technology) 

has created a small, DIY video-recording kit 

available for faculty to check out, with the idea 

of making it easy for faculty to create video 

recordings, especially demos of clinical 

procedures and equipment in lab settings.

We also created a Canvas website that 

provided just-in-time training on how to use 

the kit, and the basics of video editing.

In 2023, based on faculty requests and 

feedback, we analyzed the most frequent use 

cases, and created a new version of the kit 

that can more flexibly accommodate the 

typical use scenarios faculty encounter in their 

work. The updated DIY kit is available to 

faculty for a check out. 

The kit includes an HD pan-and-follow camera 

(webcam) that can be controlled using hand 

gestures, a 2-light LED lighting set, a high-

quality wireless headset with a mic, and 

several versatile stands for placement of 

various kit components.

USE CASES 

Use cases the updated kit 

accommodates:

• Synchronous lectures (video + PPT / 

Keynote screen), with optional basic 

video recording (Zoom)

• Asynchronous lectures (video + PPT / 

Keynote screen), with optional edited 

video recording (Camtasia)

• Conference and meeting 

presentations (video + PPT / Keynote 

screen) with optional basic video 

recording (Zoom)

• Whiteboard-assisted video lectures 

(video + narration, Adobe Premiere 

Rush) 

• Process and equipment demos for 

clinical courses (video + narration, 

Adobe Premiere Rush)

TEACHING WITH MULTIMEDIA FELLOWSHIP 
During the fall semester of 2023, the School of Nursing will offer faculty the opportunity to 

patriciate in a faculty development fellowship series, titled Teaching with Multimedia. In a 

series of 8-10 face-to-face meetings faculty will explore both the pedagogical a technical 
aspects of using the video kit to accommodate a range of possible use cases.

For more info. contact the School of Nursing Academic Technology Team (George Jura, Tim 

Piatt, and Mitch Elbe) at: blended@son.wisc.edu


