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Executive Summary

Introduction

ILEA is the signature initiative of the Partnership for College Completion (PCC), a non-profit
organizationfoundedin 2016 to catalyze and champion policies, systems, and practices that
ensure all students can graduate from college and achieve their career aspirations. Withan
initial focus on northeastern lllinois, PCC has set a goal to eliminate institutional achievement
gaps in college degree completion for low-income, first generation, Latinx or Hispanic, and
Black or African-American studentsin lllinois by 2025, establishingthe region as a national
leaderin equityin attainment.

Equity Statement

Roosevelt University was built on diversity, acceptance, and the possibility of opportunities. As
an institutionthatis proud of its origins, we are committed to providingan environment for
diverseindividuals to learn and grow without fear of exclusion or disadvantage. We are a
community committed to the values of our mission:that knowledge and integrity can only
develop through valuing therich diversity of our histories, experiences, and ideas. The greatest
expression of our commitment to diversityis ensuring that all students, regardless of their
racial or economic background, are thrivingand achievingequitable outcomes. AtRoosevelt
University, respect flourishes, voices are valued, and the principles of social justice are
treasured, unfettered in the pursuit toward a safe space for all who encounter the institutionas
well as a more just society outside of it.

Current State

Roosevelt University has had a historically diverse student body since its foundingin 1945. For
this study, we will focus on the past 5 years of data.

Graduationrates provide anillustration of the trajectory of new students based on a degree
completion window of six years, depending on the first semester of enrollment. Six-year
graduation rates have fluctuated between the five cohorts and gaps between select
demographics have decreased over time, buta 21% difference is identifiable between White
and Black or African-American new full-time freshmen in the most current cohort of fall 2013.

Fall-to-fall retentionrates are harbingers for future graduation rate. The retention rate gap
between Black or African-American and White students has decreased by 25% from the starting
cohort of fall 2015 to fall 2018 but currently remains at an 11% difference.

In terms of new undergraduates by Pell Grant status, overall fall-to-fall retention rates have
increased over the past two years, decreasingthe gap between Pell Grant recipientsand non-
Pell Grant recipients by 11%.



Current Initiatives

Over the past few years, Roosevelt hasrestructured its core administration and hired staff
members with fresh ideas to better serve the student body. Roosevelt’s faculty have also
contributed to these ideas with resource support and directimplementation of initiatives.
These initiatives compose the major catalyst for the overall increase in retention rates over the
past two years and will continuetoincrease graduation and retention ratesin the future. Some
examples of the current initiatives and platforms in place to reduce equity in attainmentgaps
include the RU food and toiletry pantry, Multicultural Student Support Service (MSSS), students
of concern team, early alert program, the Office of Academic Affairs (OAA), and the McNair
Scholars Academic Achievement Program.

Future Vision

The goal of the Equity Plan and the lllinois Equity in Attainment initiative is to eliminate
disparitiesin degree completion rates on our campuses between African-American and White
students, Latinx and White students, and students based on Pell Grant eligibility, while
increasing the overall 6-year graduationrate for all full-time freshmen. The central focus of this
projectis to improve 6-year graduation rates and fall-to-fall retention rates for new full-time
freshmen and fall-to-fall retention rates for new full-time transfers.

To decrease the equity gap in achievement between demographics of students at Roosevelt,
our goal is a minimum 44% 6-year graduation rate for all new full-time freshmen of the fall
2020 for each racial/ethnicidentity of study with a central focus on Black or African-American
and Hispanicor Latinx students. The 6-year graduation rate goal for White studentsis the same
as their average 6-year graduation rate for the past five cohorts, decreasing equity gaps while
maintaining higher rates for selected student populations.

By the end of the 2025-2026 academic year, we expect to minimize the first-year fall-to-fall
retention rate gaps between African-American and White students, Latinx and White students,
and Pell Grant recipients and non-Pell Grant recipients for full-time freshmen and reach close to
a parity between selected student populationsfor full-time transfers.

Institutional Strategies

Roosevelt willimplement several strategies to decrease equity in attainmentthat exist for
several student populations.

For African-American students, we will utilize the EAB (formerly the Education Advisory Board)
platformto track and support African-Americans and utilize the Office of Multicultural Student
Support Services (MSSS) to increase supports for African-Americans. For Latinx/Hispanic
students, we will utilize EAB platform to track and support Latinx/Hispanic students, utilize the
Office of Multicultural Student Support Services to increase supports for Latinx/Hispanic
students on campus, and attain Hispanic Serving Institution (HSI) designation for grant-funded



support for Latinx/Hispanicstudents. For Pell Grant eligible students, we will utilize the EAB
platformto track and support students who are Pell Grant eligible, increase institutional giving
to specifically support students who are Pell Grantrecipients, and increase full-time
professional academicadvisors. In terms of cross functional supportofall ILEA constituencies
(Pell Grant recipients and Latinx and African-American students), we will identify/hire a
diversity, equity, and inclusion specialist to identify gapsin systems and processes that create
barriers to equitablestudent success, enhance classroom learning, increase grant fundingthat
supportsthese student populations, and participate in the Gateways to Completion national
program.

Evaluating Impact

Roosevelt’s commitment to the ILEA initiative is corroboratedin its core value of diversity and
inclusiveness, in which the University “embraces diversity, values personal perspectives, and
strives to ensure equity in student success to address societal gapsin educational attainment.”
1 Each aspect of the University’s Equity Plan will be continuously reviewed, based on our
progress towards institutional benchmarks.

Institutional Research will provide the majority of final statistics for the Equity Plan. These data
will be assessed, based on the set benchmarks for each cohort in the Equity Plan. Final
retention rates will be analyzed after grades are confirmed for the subsequentsemester (spring
term) or year (fall term) after the student has been admitted as either a new freshman or
transfer.

! Joe Regan et al, Building a Stronger Roosevelt 5-Year Strategic Plan: 2019-2014, 2019
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1: Introduction

1a: ILEA Overview

Despite improvementsin high school graduation and college matriculation rates for lllinois
students, there are wide and persistent gapsin college completion rates especially for low-
income, first-generationstudents,and students of color. The launch of the lllinois Equity in
Attainment Initiative (ILEA) marks a major step forward for 25 two-year and four-year public
and private non-profit colleges and universitiesfrom northeastern lllinois and across the state
who are committingto eliminate racial and socio-economic achievement gaps by 2025, while
aggressively increasingcompletion rates on their campuses.

ILEA is the signature initiative of the Partnership for College Completion (PCC), a non-profit
organizationfoundedin 2016 to catalyze and champion policies, systems, and practices that
ensure all students can graduate from college and achieve their career aspirations. Withan
initial focus on northeastern lllinois, PCC has set a goal to eliminate institutional achievement
gaps in college degree completion for low-income, first generation, Latinx or Hispanic, and
Black or African-American studentsin lllinois by 2025, establishingthe region as a national
leaderin equityin attainment.

Beginning with this initial cohort, PCC will offer direct support and resources to the 25 colleges
and universities who have embraced the Equity Initiative. PCC will work alongside these partner
colleges to jointly set commitments, identify appropriate evidence-based strategies to utilize on
their campuses, and scale effective practices. PCC will support policy and practice change
efforts that have the explicit goal of eliminatingracial and socioeconomicdegree completion
gaps, whileincreasinginstitutional college completion rates overall.

By participatingin ILEA, partners commit to a core set of principles:

e Institutions are responsible for graduating all of their degree-seeking students as quickly and
efficiently as possible.

e All students can graduate with college degrees if they have the right information, tools, and
support systems.

e Achievement gaps between low-income, Black or African-American, and Latinx or Hispanic
students and their higher-income and White peers are unacceptable and should be eliminated.

o These efforts will be undertaken without sacrificing institutional quality or excellence or
increasing admission standards.

The ILEA colleges will conduct a deep analysis of their institutional data, develop equity plans
that contain annual growth targets, and report progress toward their goals, which will be
shared publicly. The colleges will also work to identify obstacles students face and develop
programs and policies that break down unnecessary barriers to college graduation. The ILEA
colleges and universities will ensure the road to each degree path is clearly mapped outand



communicated, guaranteeing that students can access courses when they need them to
maintain momentum in pursuit of their degree.

The launch of the Initiative follows a galvanizing 2017 PCC report, “Unequal Opportunity in
lllinois: A Look at Who Graduates College and Why It Matters,” which found that only 33.7
percent of African American students who start at four-year institutions earn bachelor’s
degrees within six years — a rate 32.7 percentage points below that of their White peers. For
Latinos, 49.3 percent are earning degrees, a still-wide gap of 17.1 percentage points. The
completion gap between low-income and wealthier studentsis also alarming: according to
Advance lllinois, only 37 percent of low-income students graduate in six years while 75 percent
of wealthier students do.

Increased and more equitable graduation outcomes across the diversity of our state’s higher
education institutions benefits students, their families, and the state of lllinois. A3% increase in
graduation rates is projected to produce a $1.7B increase in net earnings, $132M increase in tax
revenue,and $35M in publicsystem savings. The progress of the ILEA member colleges and
universities will provide a set of learnings that the Partnership willdocument and share with
practitioners and policymakers across lllinois, the region and the nation, establishinga path
forward that will promote equityin college achievement.

For more information on ILEA, please visit: http://partnershipfcc.org/ilea.

1b: Institution Overview
Mission

Reflecting theideals of its foundersin 1945, Roosevelt Universityis a private, nonsectarian
community of educators, scholars, and learners committed to academic, creative, and service
excellence who value differences in personal experiences and perspectives; ask the difficult
guestions; and promote mutualunderstanding, inclusion, social consciousness, and action
toward social justice. Recognizingthat difference broadens perspectives, Roosevelt University
seeks and serves a diverse, promising student body from metropolitan Chicago and aroundthe
world.

The hallmarks of the Roosevelt University experience are strong student-faculty interaction and
engagement with metropolitan Chicago as both a laboratory for learningand as an expression
of its commitment to social justice. The experience is created through the efforts of a strong
faculty dedicated to excellence in teaching, research, and creative activity and a staff equally
focused on helping students grow and achieve their educational and life goals.

Rooseveltis a metropolitan university thatis an active partnerin the social, economic, and
cultural development of the communities it serves. It offers a broad array of academic


http://partnershipfcc.org/images/Unequal_Opportunity_in_IL.pdf
http://partnershipfcc.org/images/Unequal_Opportunity_in_IL.pdf
http://partnershipfcc.org/ilea

programs, from the baccalaureate through doctorallevels, in a highly interactive environment
where students can explore, discover, and develop their unique abilities and interests.

Vision
Roosevelt University is nationally recognized for providing transformational experiences and

opportunitiesfor discovery that create socially conscious citizens who are leadersin their
professions and their communities.

Core Values

From its founding, Roosevelt University has been dedicated to the enlightenmentof the human
spirit. The following core values are rooted in social consciousness — providing opportunities
and developingindividuals, thereby contributingto a just society:

Diversity and Inclusiveness — The University embraces diversity, values personal perspectives,
and strives to ensure equity in student success to address societal gaps in educational
attainment.

Enlightenment and Awareness — Roosevelt inspires the discovery of personal and universal
truths through learning opportunities that highlight individual responsibility within a society.

Integrity and Civility — The University supports respectful discourse and a deep understanding of
various perspectives, leading to actions that promote a common goodfor all and the sustainable
environment which our world depends on.

Adaptability and Transformation — Roosevelt adapts its curriculum and practices to emphasize
effective teaching and experiential learning to broaden the acquisition of knowledge to
transform students.

Knowledge and Wisdom — The University fosters exemplary teaching, interactive learning, and
research for the community to gain knowledge. The University provides a broad array of
experiences so that knowledge can be further developed and wisdom can be gained and acted
upon.

Current Enrollment
Fall 2019 Semester

4,071 total enrollment
2,321 undergraduate students
1,750 graduate and doctoral students



Institutional Quick Facts Profile

Faculty/Staff

Student/Faculty Ratio

Average Class Size

Academics

Degree Programs

Campuses

197 full-time faculty
87% of full-time faculty hold a PhD or equivalent degree

256 non clerical Administrators

11:1

18

5 colleges: College of Arts and Sciences, Heller College of Business, College of

Education, Chicago College of Performing Arts, College of Pharmacy

63 undergraduate majors and 38 minors
56 graduate programs

2 doctoral programs

Chicago: 32-story vertical campus and historic Auditorium Buildingin downtown
Chicago’s South Loop neighborhood

Schaumburg: 225,000-square-foot facility on 27 acres of land 30 miles outside of
downtown Chicago in northwest suburban Schaumburg

Harper University Center: At Harper Community College in Palatine.

History of Addressing Equity on Campus

As explainedin our mission and founding principles, Roosevelt has a strong history of inclusion
and social justice. In 1945, “Roosevelt College was created in a courageous effort to make
higher education more democratic. It was born into a world where racial, gender and religious
segregation dominated colleges and universities, in a nation where fewer than 20 percent of
high school graduates went on to higher education and in a city where stores, restaurants,

housingand recreation excluded African Americans.

”?2

Roosevelt’sfoundingasanindependent, private, coeducational institution of higher learning
was a feat requiringconsiderable courage. The University was born of a dispute between the

2 Lynn Weiner, “The Equality Experiment”, Roosevelt Review Spring 2015, 2015
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Board of Trustees of Chicago’s Central YMCA College and then-President Edward J. Sparling
over equality of opportunity and academicfreedom. In 1945, the Board of the Central YMCA
College mandated that quotas be placed on the admission of minority students, not an
uncommon practice at the time. President Sparling, a man of uncompromising principles,
defied this mandate and was fired as a result. In a remarkable vote of confidence and shared
purpose, 92% of the faculty and 97% of the student body left the school with him. Together,
they established a different kind of academic institution, one committed to equal access to
higher education for all Chicago residents.

The ethical conduct of Roosevelt’s founders attracted the supportofleadersin the fields of
diplomacy, the sciences, the arts, literature, and business. Members of the University’s earliest
advisory board included Eleanor Roosevelt, Albert Einstein, Ralph Bunche, Marian Anderson,
Pearl Buck, Thomas Mann, and Gunnar Myrdal. Today, Roosevelt’s principled beginnings
continue to inspirea community dedicated to honoringits roots and furthering the values that
define the institution.

In 2015, our effortsto continue to live our mission were further amplified by the introduction of
a campus climate survey. The results of that survey resulted in the creation of five distinct task
forces, one of which was the inclusion statementand action plan task force. From the work of
this committee, the university established an inclusion statement, but has yet to complete the
action plan. Thus, joiningILEA is the first step toward creating a plan to increase student access
and success across campus, while closing the equity gap.

Equity Statement

Roosevelt University was built on diversity, acceptance, and the possibility of opportunities. As
an institutionthatis proud of its origins, we are committed to providingan environment for
diverseindividuals to learn and grow without fear of exclusion or disadvantage. We are a
community committed to the values of our mission:that knowledge and integrity can only
develop through valuing therich diversity of our histories, experiences, and ideas. The greatest
expression of our commitment to diversity is ensuringthat all students, regardless of their
racial or economic background, are thrivingand achievingequitable outcomes. AtRoosevelt
University, respect flourishes, voices are valued, and the principles of social justice are
treasured, unfetteredin the pursuit toward a safe space for all who encounter the institutionas
well as a more just society outside of it.

1c: Purpose of the Equity Plan

The ILEA Equity Planis intended to serve as a roadmap for outlining how [your college or
university] will work toward closing gaps in degree attainmentfor low-income, first generation,
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African American, and Latinx students. Due to the persistence and size of equity gaps across
colleges and universitiesin lllinois, the lllinois Equity in Attainment Initiative seeks to prioritize
urgent action on equitable degree completion outcomes for students across racial and
socioeconomicgroups. Below please find the degree completion disparities between the
followingtarget student groups:

= African-American and White students
= Latina/ostudentsand White students
= Studentsreceiving Pell Grants and those who are not eligible

The ILEA Equity Planis intended to complement other institutional efforts to increase equity
and degree completion.

1f: Campus Engagement Plan

At the behest of our President, Ali Malekzadeh, Roosevelt University joined the ILEA coalition.
The ILEA Leadership team consists of the following:

Ali Malekzadeh, President

Lois Becker, Provost and Executive Vice President of Academic Affairs

Joseph Regan, Associate Vice President for Institutional Research and Accreditation
Michael Cassidy, Vice President for Enrollment Managementand Athletics

Jamar Orr, Vice President of Student Affairs and Dean of Students

Katrina Coakley, Associate Provost for Student Success

Joe Roeges, Research Associate, Institutional Research

Amanda Wornhoff, Assistant Provost for Core Curriculum and Assessment

Mike Maly, Associate Provost for Research and Faculty Success

Theseindividuals represent a cross section of University Leadership, Academic Affairs, Student
Affairs, and Institutional Research. In phase 1, this core team attended the Fall Symposium, and
has subsequently met to discuss and launch the ICAT Survey. The broader campus community
was informed of the ILEA initiatives by President Malekzadeh on March 22, 2019, in a university
wide message, which launched the ICAT survey. Additionally, the campus was informed about
the purpose of ICAT and ILEA on the floor of the University Senate on March 22, 2019, by
Provost Becker.
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The next phase of our campus engagement planis to bringtogether various stakeholders on
campus to discuss the ICAT Survey Results. Invitees from the following functional areas will be
present: Student Affairs, Academic Affairs, Financial Services, Budget and Planning, IT,
Institutional Research, Full-time Faculty, Executive Council, and Dean’s Council.

Beyond the ICAT Debrief in April 2019, the results of the survey will be shared with the entire
campus community. We will also solicit support from other members of the campus community
who are passionate about closingthe equity gap, and invite them to participate in draftingthe
equity plan.
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2. Current State

2a: Undergraduate Enrollment

Roosevelt University has had a historically diverse student body since its foundingin 1945. For
this study, we will focus on the past 5 years of data. Chart 1 represents the total number of
enrolled undergraduates by self-identified race/ethnicity, based on federally-defined
classifications.

Chart 1: Undergraduate Enrollment - Fall Semesters - 5-
year Comparison by Race/Ethnicity
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Table 1 - Undergraduate Enrollment Statistics - Fall Semesters - 5-year Comparison by Race/Ethnicity

Race-Ethnicity Fall 2015 Fall 2016 Fall 2017 Fall 2018 Fall 2019
Enrollment|% of Total |Enrollment|% of Total [Enrollment|% of Total [Enrollment|% of Total [Enrollment|% of Total

American Indian 6 0.2% 7 0.3% 9 0.4% 10 0.4% 9 0.4%
Asian 162 5.3% 149 5.7% 149 6.3% 137 6.0% 126 5.8%
Black or African-American 577 18.8% 491 18.9% 421 17.9% 366 16.1% 333 15.2%
Hawaiian/Pacific Islander 7 0.2% 8 0.3% 6 0.3% 7 0.3% 5 0.2%
Hispanic or Latino(a) 755 24.6% 643 24.7% 625 26.5% 582 25.6% 604 27.6%
Multi-Racial 86 2.8% 69 2.7% 76 3.2% 79 3.5% 78 3.6%
International 148 4.8% 125 4.8% 95 4.0% 100 4.4% 104 4.8%
White 1,449 47.2% 1,232 47.3% 1,099 46.6% 1,044 46.0% 1,000 45.7%
Other/Undeclared 49 1.6% 34 1.3% 34 1.4% 94 4.1% 62 2.8%

Table 1 includes a proportional comparison, per fall semester, of the self-reported
demographics of undergraduates at Roosevelt University. For the purposes of ILEA and to
decrease equity gaps between students, we will focus our analyses on demographics of
students that have historically faced disproportionately steep societal barriers that have
hampered their opportunities to earn a college degree. The target student populationsinclude
Pell Grantrecipients and students thatidentify as being either Black/African-Americanor
Hispanic/Latina/o. Inthetable above, the proportion of undergraduates that identify as either
being White or Black/African-American has slightly decreased over the past five years. The
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proportion of Hispanicor Latina/o undergraduates has increased between the fall semesters of
2015 and 2019.

Students potentially encounter excessive financial restrictions that affect their abilities to afford
an education. Many of these undergraduate are eligible to receive a Pell Grant. New
undergraduate enrolimentforthe past5 fall semesters by Pell Grant statusis included in table
2, below (new freshmen and transfers).

Table 2 - Undergraduate Enrollment Statistics - Fall Semesters - 5-Year Comparison by Pell Grant Status

Pell Grant Status for All Fall 2015 Fall 2016 Fall 2017 Fall 2018 Fall 2019
Undergraduates Enroliment (% of Total |Enrollment|% of Total |Enrollment|% of Total |Enrollment|% of Total |Enrollment|% of Total
Pell Grant Recipient 1,397 43.1% 1,178 42.7% 1,133 45.1% 1,059 43.8% 1,022 44.0%
Non-Pell Grant Recipient 1,842 56.9% 1,580 57.3% 1,381 54.9% 1,360 56.2% 1,299 56.0%

As part of submitting yearly student data to IPEDS for accreditation, we review undergraduate
6-year graduation and fall-to-fall retention rates for new cohorts of full-time transferand
freshman students. These key statistics will be the benchmarks for ourinstitutional analysis of
current and future equity initiatives.

2b: New Undergraduate 6-year Graduation Rates

Graduationrates provide anillustration of the trajectory of new students based on a degree
completion window of six years, depending on the first semester of enrollment.

Chart 2 - 6-year Graduation Rates by Cohort and Race/Ethnicity
for Full-time Freshmen
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Chart 2 represents the 6-year graduation rates of the last five fall cohorts of full-time freshmen
by three comparative demographics of students: Black or African-American, Hispanicor
Latina/o, and White. Six-year graduation rates have fluctuated between the five cohorts and
gaps between select demographics have decreased over time, buta 22% difference is
identifiable between White and Black or African-American new full-time freshmen in the most
current cohort of fall 2013. We did notinclude 6-year graduation rates for new full-time
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transfers due to the variability of credit hours earned from previous institutions and the class
code of the student.

Pell Grant and first generation status werefirst included as a database category during the fall
2012 semester. Chart 3 includes the 6-year graduation rates for the most recent two cohorts of
new full-time freshmen by Pell Grant status. The overall 6-year graduationrate for non-Pell
Grantrecipientsisat least 7% higher than Pell Grant recipients in each new cohort of full-time
freshmen. The impact of first generation statusis shown in chart 4, where non-first generation
students had a 16% larger 6-year graduationrate than first generation new full-time freshmen
for the fall 2013 cohort.

Chart 3 - 6-Year Graduation Rates by Pell Grant Status for the Fall
2012 and 2013 New Cohorts of Full-time Freshmen
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Chart 4 - 6-Year Graduation Rates by First Generation Status for
the Fall 2012 and 2013 New Cohorts of Full-time Freshmen
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2c: New Undergraduate Fall-to-fall Retention Rates

Fall-to-fall retentionrates are based on the number of enrolled new full-time freshmen and
transfers thatreturned for the subsequent fall term.
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Chart 5 - Fall-to-fall Retention Rates by Cohort and

Race/Ethnicity for Full-time Freshmen
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Chart5 includes fall-to-fall retention rates for the most current five cohorts of full-time
freshmen for Black or African-American, Hispanicor Latina/o, and White students. Over the
pasttwo years, retention rates have increased each year for the three demographics of
studentsin ourstudy. The retention rate gap between Black or African-American and White
students has also decreased by 25% from the starting cohort of fall 2015 to fall 2018 but
currently remains at an 11% difference. In terms of new undergraduates by Pell Grant status,
chart 6 also shows that retention rates haveincreased over the past three years, decreasingthe
gap between Pell Grant recipients and non-Pell Grant recipients by 11%.

Chart 6 - Fall-to-fall Retention Rates by Cohort and Pell Grant
Status for Full-time Freshmen
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Chart 7 - Fall-to-fall Retention Rates by Cohort and
Race/Ethnicity for Full-time Transfers
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Fall-to-fall retentionrates have alsoincreased since fall 2015 cohort for new full-time transfers
for each demographicincluded in our study. Chart 7 demonstrates the 7% increase in fall-to-fall
retention for Black or African-Americansin the past three years but a 9% decrease from the
2017 cohort to the 2018 cohort.

The fall-to-fall retention rate for new full-time transfer Pell Grant recipients has also improved
since the fall 2015 semester in Chart 8, increasing from 70% to 79%. The fall-to-fall retention
rate gap between Pell Grant and non-Pell Grant recipients for new full-time transfersis within
2%.

Chart 8 - Fall-to-fall Retention Rates by Cohort and Pell Grant
Status for Full-time Transfers
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Fall-to-fall retentionrate increases over the past few years have been catalyzed by recent
initiatives implemented by administrators at Roosevelt University and will be discussed in
furtherdepthin the next section.
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2d: Current Initiatives

Over the past few years, Roosevelt has restructured its core administration and hired staff
members with fresh ideas to better serve the student body. Roosevelt’s faculty have also
contributed to these ideas with resource support and directimplementation of initiatives.
These initiatives compose the major catalyst for the overall increase in retention rates over the
past two years and will continue to increase graduation and retention ratesin the future. We
will highlight several of the programs that have been created or expanded uponin the past
three years.

RU Food and Toiletry Pantry

The pantry was created by the Homeless and Food Insecurity Task Force with the overall
purpose to provide services related to food insecurity amongst the Roosevelt University
student body. The pantry’s primary focus is to service students who do not have
financial meansto sustain a nutritionally rich diet and those who do not have access to
an on campus meal plan or other options to fulfill their dietary needs. Student facing
issues of hunger and/or homelessness are at a greater risk for early dropout, poor
academic performance, mental health concerns, and physical issues.

During the first seven months of the 2018-2019 academic year, the food and toiletry
pantry serviced 60 self-identified students, of which many required more than one visit
dueto theirfinancial hardship. More than 50% of these students were Pell Grant
recipients duringthe 2018-2019 academicyear. The program proportionately helped
more minority students, 45.0% identifying as Black or African-American, 13.3%
identifyingas Hispanicor Latina/o, and 15.0% identifyingas White.

Multicultural Student Support Service (MSSS)

MSSS provides academicsupport designed toimprove the retention and graduation
rates of first-generation college students, students of color, and students from limited
income backgrounds through sustained developmental programming, advocacy,
financial literacy, and by providing a network of people and resources to help students
succeed.

During the spring 2019 semester, 75 undergraduate students were registered for the
program. Of these students, 37.3% were Hispanicor Latina/o, 32.0% were Black or
African-American, and 17.3% were White. Two-thirds of the registered undergraduates
were also Pell Grant recipients and one-third were first-generation college students.

Student of Concern

The staff in the Office of the Dean of Students and Office of Student Rights and
Responsibilities serve as the student ombudspersonsto investigate situations and assist
in the resolution of grievances brought by a student against people at all levels within
the university. The Dean of Students also chairs the Behavioral Assessment Team which
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assesses disruptive or concerning behavior by students, faculty, staff, or guests and
provides consultation; makes recommendations to the authoritative entity that, in turn,
takes action; and bringsin appropriate services and departments to resolve situation
before they become emergencies. An individual is identified as a ‘student of concern’ if
she/heis facing one or more various forms of crisis, trauma, or conflict within or outside
the boundaries of the University.

Students are less likely to return the following semester if they felt threatened or
harassed, have gone through a trauma without support, and/ordid not feel confident in
the university’s ability to respond to a crisis. The Office of the Dean of Students works
with many campus partnersin helping our students face challenging personal times. Of
the 46 individual studentsthat faced one or more personal crisis away from their studies
duringthe spring 2018 semester, 73.9% were retained in the fall 2018 semester. For the
58 students that faced a crisis or concern away from the classroom during the fall 2018
semester, more than 87% were retained in the spring 2019 semester, as of February,
20109.

Early Alert

The Academic Advising office began usingthe Faculty Feedback (Early Alert) modulein
Banneras our formal early alert systemin spring2016. The program was instituted to
help connect students to resources on campus to fit each student’s need. Given
Roosevelt’s student population, the Early Alert program is vital to helping students
succeed and persist to graduation. The purpose of the program is to create a University
culturethat encourages student success, to foster collaboration between the Academic
Advising Office and faculty and to facilitate greater faculty engagement with students.

During the fall 2017 term, 157 officially enrolled undergraduates had received early
alerts from a faculty and/or academicadvisor based on signs of underperformance in
classes to help reach students identified as at-risk. Undergraduates that received early
alerts were largely Pell Grant recipients, non-White, and with a range of academic
experience (21% seniors versus 29% freshmen).

In the fall 2018 term, 228 enrolled undergraduates had received an early alert from a
facultyand/oracademicadvisor. Students that received early alerts were mostly
minority students with a wide range of academic experience (freshmen class consisted
of the smallest proportion at 22.8%).

Academic Affairs

The Office of Academic Affairs (OAA) has organized faculty development initiativesthat
center on inclusionary pedagogical practices. The OAA organizes a yearly faculty day
long retreat involving workshops to help bolster faculty teaching. The most recent
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retreat featured a workshop entitled “Bandwidth Recovery,” led by Dr. Cia Verschelden.
The workshop addressed a variety of evidence-based interventionsthat are meant to
help students to regain cognitive resources that have been diminished by the negative
effects of economicinsecurity, discrimination and hostility against non-majority groups
based onrace, ethnicity, sexual orientation, or gender identity, and other aspects of
difference. OAA also organized a workshop entitled “Educating for Success in the First
Year” for RU First Year Success and Transfer Success instructors, led by Dr. Jillian Kinzie,
a nationally recognized education leader from Indiana University. The workshop
centered on best practices for teachingfirst-generation, low-income, and
underrepresented students. Finally, OAA has also organized workshops to bolster skills
in terms of mentoringundergraduate research, as evidence suggests improved
mentoring positively impacts underrepresented students the most. These efforts are
ongoing, focusing on helpingfaculty create inclusionary classrooms.

McNair Scholars Academic Achievement Program

Funded by the U.S. Department of Education as part of the Federal TRIO program, the
mission of the McNair Scholars Academic Achievement Program at Roosevelt University
is to provide promisingundergraduates with the knowledge necessary to achieve and
successfully complete a doctoral degree. The McNair Scholars Academic Achievement
Program accomplishes this through enhancement workshops,advanced research, a
mentoring program, and a supportive atmosphere. McNair students are required by
their senioryear to complete a number of scholarly activities as they prepare to apply
for graduate school and graduate funding opportunities. McNair students benefit from a
summer research program, presenting research at professional conferences, visits to
graduate schoolstheyare interested in attending, academic counseling, course tutoring,
preparingfor GRE exams, and receiving advice and assistance with the graduate school
selection and application process. The McNair Scholars Academic Achievement Program
is committed to helpingstudents build solid foundations in their professional and
personal relationships through mentoring, community building activities, and nurturing
a sense of accomplishmentin their educational goals at the end of their program.
Federal guidelines require that two-thirds of the participants be first-generation college
students and low-income (based on federal thresholds). The remaining one-third may
be underrepresented students (African-American, Latina/o, Native American or Pacific
Islander) in higher education.

The McNair Scholars Academic Achievement Program isin the second year of the 5-year
grant. At the onset of 2018, Roosevelt University accepted 25 studentsinto the
program. Of the 25 students accepted, 17 are first-generation and low-income (by
federal guidelines) and 8 are underrepresented. Of the first cohort, 18 are graduating by
spring 2019. A second McNair scholar cohort was recruited throughout the fall 2018
semester. As of spring 2019, 18 new students will join 7 from Cohort 1. Cohort2 has 13
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first-generation/low-income students and 5 that are considered underrepresented. So
far, 100% of the McNair cohort conducted research, 100% applied to graduate school,

96% were accepted into graduate school, and 100% will obtain their undergraduate
degree.
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3. Future Vision

Goal

The goal of the Equity Plan and the Illinois Equity in Attainment initiative is to eliminate
disparitiesin degree completion rates on our campuses between African-American and White
students, Latino/a and White students, and students based on Pell Grant eligibility, while
increasingthe overall 6-year graduationrate for all full-time freshmen. The central focus of this
projectis to improve 6-year graduation rates and fall-to-fall retention rates for new full-time
freshmen and fall-to-fall retention rates for new full-time transfers. We will not include goals
for new full-time transfer graduation rates due to the variance of transferred credit hoursand
the correspondingstudent’s class standing. Roosevelt’s target 6-year graduation rate goals are
presentedintable 3, below.

Table 3 - Minimum 6-year Graduation Rate Goals for New Full-time Freshmen by Selected Student Population

Cohort Ethnic/Racial Identity Pell Grant Status Total
Black or| Hispanic White All Other| Pell Grant| Non-Pell| Target
African- or| Students|Racial/Ethnic|Recipients Grant Total
American| Latino/a Identities Recipients
Students| Students
Fall 2020 44%* 44%* 44%* 44%* 44%* 44%*| 50%**

* Minimum 6-year graduation rate for selected student population.
** Target goal for the entire university.

To decrease the equity gap in achievement between demographics of students at Roosevelt,
our goalis a minimum 44% 6-year graduation rate for all new full-time freshmen of the fall
2020 for each racial/ethnicidentity of study with a central focus on Black or African-American
and Hispanicor Latino/a students. The 6-year graduation rate goal for white studentsisthe
same as their average 6-year graduation rate for the past five cohorts, decreasing equity gaps
while maintaining higher rates for selected student populations.

New full-time freshmen Pell Grant recipients and non-recipients are expecting, at minimum, a
44% 6-year graduation rate for the fall 2020 cohort, the same 6-year graduation rate for non-
Pell Grant recipients for the most recent finishing cohort of full-time freshmen (fall 2013). We
expect 6-year graduation rate gaps by socioeconomicstatus to drastically decrease for future
cohorts due to recently implemented retention programs.

Our goal is to increase the university’s overall new full-time freshmen 6-year graduation rate to
above 50%, 9% higher than the correspondingrate for the fall 2013 cohort. We will need to at
least reach, if not surpass, all of our selected student population 6-year graduation rate goals to
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attain a similar achievement rate benchmark as our peer institutions and to greatly improve the
future outcomes of our students.

Table 4 - 6-year Graduation Rate Goals for New Full-time Freshmen by Selected Student Population per Cohort

Degree in 6 years - Goals
New Full-time Freshmen
Cohort Black or
African- Hispanic or All Other|

American Latino/a White| Racial/Ethnic Pell Grant| Non-Pell Grant

Students Students Students Identities| Recipients Recipients TOTAL
Fall 2012* 33% 34% 46% 32%" 33% 44% 39%
Fall 2013* 30% 31% 52% 36%| 37% 44% 41%
Fall 2014 32% 40% 46% 43% 35% 45% 41%
Fall 2015 20% 31% 48% 39%) 30% 44% 38%
Fall 2016 33% 37% 48% 43% 40% 46% 44%
Fall 2017 39% 47% 53% 49% 43% 54%) 49%
Fall 2018 43% 48% 53% 51%| 44% 54%| 49%
Fall 2019 44% 48% 53% 40%) 44% 54% 49%
Fall 2020 45% 48% 53% 51% 45% 55% 50%

*Actual data - not a projection

1 The 6-year graduation rate for students within the "All other racial/ethnic identities" category was much lower for the fall 2012 cohort than the average of
the fall 2008-2012 cohorts (32% to 39%).

Table 4 includes yearly projections by selected student population, leading to our minimal goals
for the fall 2020 cohortin table 3. Most of the retention programs currentlyimplemented were
created in the past two years. Additionally, a cohort’s first year generally has the greatest
impact on the 6-year graduation rate. We can then assume that 6-year graduation rates will
increase more rapidly from thefall 2017 cohort onward. 6-year graduation rate goals for full-
time freshmen are also calculated based the implementation of retention programs and the
fall-to-fall retention rates for corresponding cohorts of students. The difference between fall -
to-fall retention rates and 6-year graduation rates for first-year full-time freshmen within the
same cohort usually falls between 20-30%, dependingon special exceptions for the
correspondingacademicyear.

We expect a larger increase in 6-year graduation rates for White students and/or non-Pell
Grantrecipientsthanincludedintable 4, but our main focus is to decrease the equity gaps
between specific student populations. Table 4 reflects the yearly change in first-year fall-to-fall
retention rates for the fall 2014-18 cohorts of new full-time freshmen, includingthe overall
decrease in the retention rate due to administrative missteps that directly affected the fall
2015-16 cohorts.
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Table 5 - First-year Fall-to-Fall Retention Rate Goals for New Full-time Freshmen by Selected Student Population per Cohort

First-year Fall-to-Fall Retention Rates
New Full-time Freshmen
Cohort Black or
African- Hispanic or All Other|

American Latino/a White| Racial/Ethnic Pell Grant|Non-Pell Grant

Students Students Students Identities| Recipients Recipients TOTAL
Fall 2012* 56% 52% 63% 58% 54% 62% 58%
Fall 2013* 52% 66% 71% 59% 62% 68% 65%
Fall 2014* 53% 65% 67% 68% 60% 69% 64%
Fall 2015* 35% 50% 71% 57%| 47% 65%| 57%
Fall 2016* 48% 57% 72% 64%| 59% 69%| 64%
Fall 2017* 55% 70% 80% 77% 66% 81% 74%
Fall 2018* 66% 66% 77% 77%) 70% 77%) 73%
Fall 2019 66% 70% 79% 76% 71% 79% 75%
Fall 2020-25 70% 72% 79% 76%| 72% 79%| 76%

*Actual data - not a projection

Table 5 includes first-year fall-to-fall retention rates for full-time freshmen for the fall 2014-18
cohortsand the projections forsubsequent yearsleadingto the target academicyear of 2025-
2026. The fall 2017 cohort of new full-time freshmen had the highest known fall-to-fall first-
year retention rate recorded at the University (74%). We will use that percentageas a
benchmark for future academic years, with additionalimprovements expected based on new
retention programsimplemented after the fall 2017 semester. The fall-to-fall retention rate for
new full-time freshmen in the fall 2018 cohort was within 1% of the 2017 cohort’s record year.
We are strivingto decrease achievement gaps between selected student populations while
increasing overall first-year fall-to-fall retention rates and 6-year graduation rates for full-time
freshmen. In terms of new full-time transfers for this study, we will focus on yearly retention

rate targets for each selected student population.

Table 6 - First-year Fall-to-Fall Retention Rate Goals for New Full-time Transfers by Selected Student Population per Cohort

First-year Fall-to-Fall Retention Rates
New Full-time Transfers
Cohort Black or
African- Hispanic or All Other|

American Latino/a White| Racial/Ethnic Pell Grant| Non-Pell Grant

Students Students Students Identities| Recipients Recipients| TOTAL
Fall 2013* 71% 81% 81% 73%| 77% 79%| 78%
Fall 2014* 69% 83% 84% 79%)| 78% 82%)| 80%
Fall 2015* 61% 78% 83% 68%| 70% 81%)| 76%
Fall 2016* 65% 78% 80% 80%)| 74% 79%| 76%
Fall 2017* 77% 82% 87% 71%| 81% 82%)| 81%
Fall 2018* 68% 84% 83% 80%) 79% 81%)| 80%
Fall 2019 79%% 83% 85% 82% 81% 83%) 82%
Fall 2020-25 81% 83% 85% 82%)| 82% 83%)| 83%

*Actual data - not a projection

First-year fall-to-fall retention rates for new transfer studentsareincluded in table 6, above.
Fall 2014-18 cohorts have been presented to gauge the yearly trend of enroliment to better
assess the improvements to the equity gap in achievement for future Roosevelt students. By
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the end of the 2025-2026 academicyear, we expect to minimize the first-year fall-to-fall
retention rate gaps between African-American and White students, Latino/a and White
students, and Pell Grant recipients and non-Pell Grant recipients for full-time freshmen and
reach close to a parity between selected student populations for full-time transfers.

The first-year retention rate of 81% for the fall 2017 cohort was atits highest level for full-time
transfersin the past 5 years. We will use this rate as a benchmark for future academicyears
while expecting a slightincrease due to the recent implementation of new retention programs
after the fall 2017 semester.

Roosevelt will analyze equity gapsin achievement on a continuous basis to improve the
learning environment for its students and to change the culture of the University to better
reflect the mission of the institution and the roots of its commitment to social equality. The
assessment of success in decreasing equity gapsin achievement will be further discussed in the
“Evaluating Impact” section.
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4. Institutional Strategies

4a: African-American Students

Strategy 1: Utilize EAB Platform to track and support African-American students

The EAB platform was integrated into Roosevelt’s studentsuccess planin spring 2016. The main
goal of which was to increase overall student retention at the university. As was reported
earlier, the fall 2017 cohort of new full-time freshmen had the highest fall-to-fall first-year
retention rate recorded at the University (74%). As a result of this early success usingthe EAB
platform broadly, we will begin specifically targeting supports toward African-American
students.

This will include the use of reportingtools that can show us which classes our students of color
tend to struggle with the most. This will allow us to work with faculty to make adjustments to
the curriculum where needed. In addition, we will be able to identify what factors put a student
at risk and employ pre-emptive strategies to support these students. These may include
academic preparation, socializationissues, subject mastery, and attendance, to name a few.

With a narrowed focus on African-American students, we anticipate that we will increase not
onlyour overall retention and graduation numbers, but will also supportincreasesinour

African-American completion rates.

Strategy 2: Utilize the Office of Multicultural Student Support Services (MSSS)
to increase supports for African-American Students on campus

The MSSS office was originally created to focus heavily on first generation students, students of
color, and Pell Grant students. Beginningin fall 2019, a much greater emphasis will be placed
on supporting students of color and Pell Grant students, specifically. This shift, will allow RU to
devote more resources to our African-American student population.

This office will specifically focus on African-American students’ sense of belongingand
matteringthrough pre-orientation programs, heritage month initiatives, peer-led tutoring,
mentoring programs, cultural scholarshipworkshops, and other initiatives. To support this
effort, beginningin fall 2019, the Black Student Union, which supports all African-American
students on campus, will be housed in the MSSS office. Thus, allowingfor greater institutional
support, visibility, advising, and integrationinto the EAB platform.

We believe that thisinitiative will greatly increase our African-American students’ sense of
connection to campusthusaidingin ourretention and graduation efforts.

“Programs that help students succeed clearly vary, but thereis a common theme. They tend to
espouse and reinforce the “you are notalone” idea, and the “you belonghere” mantra, which is
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where upper-income kids with college-educated parents who have navigated the system before

have longhad a built-in advantage.” 3

Strategy 3: Identify/hire a Diversity, Equity and Inclusion Specialist

“To be most effective, chancellors, presidents, and provosts must join with diversity officers to
build campus environments where equity, inclusion, and diversity become a part of everyday
campus life.” * To this end, RU seeks to identify a specialist by 2020. The role of the specialist
will be to identify gaps in systems and processes that create barriers to equitable student
success.

The specialist will be charged with increasing diversity on campus across all constituent groups,
colleges, and departments; thisincludes, faculty, staff, and students. Through increasing the
diversity of faculty, in particular, we believe that we will enhance the pedagogicexperiencein
the classroom and will allow for greater support of not only our African-American students but
for all of our students of color.

This person will work to enhance our ILEA goals, establish on goingassessments of the cultural
climate, and advance university wide strategicinitiatives related to diversity.

4b: Latinx Students

Strategy 1: Utilize EAB Platform to track and support Latinx students

The EAB platform was integrated into Roosevelt’s student success planin spring 2016. The main
goal of which was to increase overall student retention at the university. As was reported
earlier, the fall 2017 cohort of new full-time freshmen had the highest fall-to-fall first-year
retention rate recorded at the University (74%). As a result of this early success usingthe EAB
platform broadly, we will more specifically target supports toward our Latinx students.

This will include the use of reportingtools that can show us which classes our Latinx students
tend to struggle with the most. This will allow us to work with faculty to make adjustments to
the curriculum where needed. In addition, we will be able to identify what factors put a student
at risk and employ pre-emptive strategies to support these students. These may include
academic preparation, socializationissues, subject mastery, and attendance, to name a few.

With a narrowed focus on Latinx students, we anticipate that we will increase not only our
overallretention and graduation numbers, but will also supportincreasesin our Latinx
completion rates.

3 Emily Deruy, How to Graduate More Black Students, 2016
4 Yvette Alex-Assensoh, Hiring a Diversity Officer Is Only the First Step, 2018
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Strategy 2: Utilize the Office of Multicultural Student Support Services to
increase supports for Latinx students on campus

MSSS office was originally created to focus heavily on first generation students, students of
color, and Pell Grant students. Beginningin fall 2019, a much greater emphasis will be placed
on supporting students of color and Pell Grant students, specifically. It is our hope that we will
be the recipients of a Trio Grant that will focus on meetingthe needs of the remaining 1°7
generation student population. This shift, will allow RU to devote more resources to our
students of color and Pell Grant recipients.

This office will specifically focus on Latinx students’ sense of belongingand mattering through
pre-orientation programs, heritage month initiatives, peer-led tutoring, mentoring programs,
cultural scholarship workshops, and otherinitiatives. To support this effort, beginning in fall
2019, the Association of Latin American Students, which supports all Latinx students on
campus, will be housed in the MSSS office. Thus, allowing for greater institutional support,
visibility, advising, and integrationinto the EAB platform.

We believe that thisinitiative will greatly increase our Latinx students’ sense of connection to
campusthusaidingin ourretention and graduation efforts.

In creating more inclusive environments and promoting student success, colleges and
universities should further consider how to support the holistic needs of Latinx students
according to intersectional experiences they may encounter. °

Strategy 3: Attain Hispanic Serving Institution Designation

An Hispanic-Serving Institution (HSI) is defined as an institution of higher education that— (A) is
an eligible institution; and (B) has an enrollment of undergraduate full-time equivalent students
thatis at least 25 percent Hispanicstudents at the end of the award year immediately
precedingthe date of application. ® By becomingan HSI, Roosevelt will be eligible to apply for a
number of federal grants. These grants would go toward supportingour Latinx students on
campus. It would additionally have a positive impact on our enrollment of Latinx students on
campus.

We do not simply want to be a Latinx enrollinginstitution, we want to be Latinx serving.
Becoming an HSl is critical to obtaining meaningful resources that will help us close the equity
gap for this student population. Although increased federal fundingis not the reason we
decided to pursue this goal, these funds foster the general development of the university and
can be used for a wide range of things to benefit all students, including educational materials,
improved facilities, faculty development, tutoring or counseling programs, and other student
support services.

> Marcela Cuellar, Understanding Latinx College Student Diversity and Why It Matters, 2018
6 US Department of Education, Developing Hispanic Serving Institutions, 2019
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Strategy 4: Identify/hire a Diversity, Equity and Inclusion Specialist

“To be most effective, chancellors, presidents, and provosts must join with diversity officers to
build campus environments where equity, inclusion, and diversity become a part of everyday
campus life.” ” To this end, RU seeks to identify a specialist by 2020. The role of the specialist
will be to identify gaps in systems and processes that create barriers to equitable student
success.

The specialist will be charged with increasing diversity on campus across all constituent groups,
colleges, and departments; thisincludes, faculty, staff, and students. Through increasing the
diversity of faculty, in particular, we believe that we will enhance the pedagogicexperiencein
the classroom and will allow for greater support of not only our Latinx students but for all of
our students of color.

This person will work to enhance our ILEA goals, establish on going assessments of the cultural
climate, and advance university wide strategicinitiatives related to diversity.

4c: Pell Recipients

Strategy 1: Utilize EAB Platform to track and support students who are Pell
Grant Eligible

The EAB platform was integrated into Roosevelt’s student success planin spring 2016. The main
goal of which was to increase overall student retention at the university. As was reported
earlier, the fall 2017 cohort of new full-time freshmen had the highest known fall-to-fall first-
year retention rate recorded at the University (74%). As a result of this early success usingthe
EAB platform broadly, we will more specifically target supports toward our students who are
Pell Grant Eligible.

This will include the use of reportingtools that can show us which classes our students of color
tend to struggle with academically. This will allow us to work with faculty to make adjustments
to the curriculum where needed. In addition, we will be able to identify what factors puta
student at risk and employ pre-emptive strategies to support these students. These may
include academicpreparation, financial roadblocks, socializationissues, subject mastery, and
attendance, to name a few.

With a narrowed focus on Pell Grant Eligible students, we anticipate that we will increase not
onlyour overall retention and graduation numbers, but will also supportincreasesin our Pell
Granteligible student completionrates.

7 Yvette Alex-Assensoh, Hiring a Diversity Officer Is Only the First Step, 2018

30



Strategy 2: Increase institutional giving to specifically support students who are
Pell Grant recipients

“There is a growing publicunderstandingthat student aid aloneisn’t enough to help students
fund their postsecondary aspirations because some are unable to meet their basichuman
needs with existing supports.”  This statementis particularly resonant at RU. As of fall 2018,
47.2% of our student population were Pell Grant recipients. In fall 2014 and 2017, over 50% of
our population were Pell Grant recipients. As our student body is largely made up of Pell Grant
recipients, we recognize that there is a great need for additional financial support on campus.
To thisend, we intend to increase institutional giving that specifically supports this student
population.

Through increased donor funded scholarshipswe could reduce the number of students who are
withdrawn ordon’t complete their degrees because of financial constraints. We could also
utilize additional funds to create a strategic micro grant fund for students who are close to
degree completion but have outstanding balances with the University. In fall 2019, 332
students were atrisk for financial holds with balances that would be impacted by a micro grant
ranging from $1,000-55,000 dollars. Ifimplemented, this could mean a 39% gain in semester to
semester retention of this student population.

Strategy 3: Increase Full Time Professional Academic Advisors

Academic advisingis a critical factor in student success. Helpful, knowledgeable, and accessible
advisors are essential for helping students access campus programs and resources and
improving retention rates. Itis well documented that students who don’t receive adequate
academic advisingtake longer to graduate and have more debt upon graduation.

“The average bachelor’s degree graduate in the United States earned more than 136 credits
when 120 creditsis usually enough . .. Excess credits are estimated to cost more than $19
billion each year. Of thatamount, nearly $8 billion is paid by students.”® For Pell Grant
recipients these additional classes and additional costs can be disastrous and can hinder the
rate of degree attainment.

Roosevelt seeks to increase the number of full time professional academicadvisors on campus
who are trained to provide inclusive advising to all students, which includes our Pell Grant
recipients. Continuingour use of highly structured block scheduling, degree works, and EAB will
help increase overall retention and graduationrates and close the equity gap for Pell Grant
recipients.

8 Amy Ellen Duke-Benfield, Bolstering Non Traditional Student Success, 2015
9 Complete College America, Guided Pathways to Success, 2009
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Strategy 4: Identify/hire a Diversity, Equity and Inclusion Specialist

“To be most effective, chancellors, presidents, and provosts must join with diversity officers to
build campus environments where equity, inclusion, and diversity become a part of everyday
campus life.” 1° To this end, RU seeks to identify a specialist by 2020. The role of the specialist
will be to identify gaps in systems and processes that create barriers to equitable student
success, including financial hardships.

This person will work to enhance our ILEA goals, establish on goingassessments of the cultural
climate, and advance university wide strategicinitiatives related to diversity.

4d: Cross functional support of all ILEA Constituencies (Pell Recipients and Latinx
and African-American students)

Strategy 1: Enhance Classroom Learning

Roosevelt University is committed to enhancingthein-classroom learning experiences of
African-American, Latinx, and Pell Grant eligible students. Low-income and diverse students are
supported when faculty actually embed/promote services and methodologiesdirectly geared
toward these populationsin their courses. We will engage faculty to promoteinclusive, high -
impact teaching and learning practices. These practices include putting a greater focus on
experiential learning, implementing first year and transfer students’ success seminars, focusing
on inclusive delivery models, and cultural competency training. All of which have been proven
to be effective in engaging diverse learners and supporting their success. These efforts could
potentially lead to the development of a Center for Teachingand Learningon campus that will
continue to keep our faculty abreast of best practices in supporting these populations.

Strategy 2: Increase Grant Funding That Supports These Student Populations

Roosevelt University is committed to attaining grant fundingthat can be used to supportthe
Latinx, African-American, and Pell Grant eligible student populations. We are currently applying
for the Student Support Services (SSS) grant, which serves 160 students, as well as the Student
Support Services STEM grant, which serves 140 students. These grants serve first generation
students, many of whom are students of color, and students who are Pell Grant eligible.

The increased fundingthat would come from these grants would assist usin providing
opportunitiesforacademic development, assist students with basic college requirements, and
motivate students toward the successful completion of their postsecondary education. The

10 yyette Alex-Assensoh, Hiring a Diversity Officer Is Only the First Step, 2018
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overall goal of SSS is to increase the college retention and graduationrates of its participants.
Thus, further expandingour ability to achieve our ILEA attainment goals.

Roosevelt will also strive to attain grants that specifically target academic programs that
struggle to enroll and graduate students from underrepresented groups. We are currently the
recipients of the Howard Hughes Medical Institute (HHMI) Grant. The HHMI initiative
challenges U.S. colleges and universities to substantially and sustainably increase their capacity
forinclusion of all students, especially those students who belongto groups underrepresented
in science. ! Institutions who receive this grant, join a broader community of universities and
colleges that have been engaged in the work of building capacity for inclusion and equity for all
studentsinscience. As a part of this learningcommunity, Rooseveltis able to exchange
strategies and experiences, approaches forongoingassessment and evaluation, and resources
developed by otherinstitutions to increase their retention and graduation rates.

In addition to the grants outlined above, we will additionally seek to gain the following grants
which support our targeted populations:

1. Titlelll grants which helpinstitutions become self-sufficient and expand capacity to
serve low-income students through improving and strengtheningacademic quality,
institutional management, and fiscal stability

2. PromotingPost baccalaureate Opportunities for Hispanic Americans Program
(PPOHA)

3. TitleV grants - Developing Hispanic-Serving Institutions grant program
HSI STEM — Scholarship dollarsfor Hispanicstudentsin STEM

The awarding of these grants, and others, will provide Roosevelt with additional fundingto
supportourinstitutional equity goals, as well as direct resources to students that will enhance
their learning, provide individualized financial support, and enhance the academicsupport we
are ableto provide.

Strategy 3: Participation in the Gateways to Completion National Program

Roosevelt University has previously participatedin programs sponsored by the Gardner
Institute to enhance the learningenvironmentin the classroom. Gardner Institute’s Gateways
to Completion (G2C) programis “an evidence-based process to create an institutional plan for
improving student learningand success in high-enroliment courses that have historically
resulted in high rates of Ds, Fs, Withdrawals, and Incompletes especially for low-income, first-

generation and historically underrepresented students.” 2

1 https://www.hhmi.org/science-education/programs/inclusive-excellence#IE Institutions
12 https://www.jngi.org/gateways-to-completion
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A steering committee, composed of members of Roosevelt’s faculty and administrators from
numerous academicand research departments, will help redesign introductory courses and
curricula (starting with history) to improve student learning and success, especially for subjects
with high DFWI rates. Roosevelt’s team will have access to an online platform with course
listings with the highest enrollment by DFWI rate for each underrepresented population, to
better understand and act to diminish the impact of barriers to degree completion.
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5. Evaluating Impact

Roosevelt’s commitment to the ILEA initiative is corroboratedin its core value of diversity and
inclusiveness, in which the University “embraces diversity, values personal perspectives, and
strives to ensure equity in student success to address societal gapsin educational attainment.”
13 Each aspect of the University’s Equity Plan will be continuously reviewed, based on our
progress towards institutional benchmarks.

Institutional Research will provide the majority of final statistics for the Equity Plan. The overall
6-year graduation rates for new students and selected student populationsin the
corresponding cohort will be processed once the full academicyear has ended. These data will
be assessed, based on the set benchmarks for each cohortin the Equity Plan. Final retention
rates will be analyzed after grades are confirmed for the subsequentsemester (springterm) or
year (fall term) after the student has been admitted as either a new freshman or transfer.
However, preliminary fall-to-fall retention rates will be reviewed on a semi-weekly basis, prior
to the start of the correspondingfall term, to verify that progression towards target goals aligns
with our requirements as an institution. While the fall-to-fall retention rates and 6-year
graduation rates goals are intertwined with our commitment to the ILEA initiative, our 6-year
graduation rates for first-year new freshmen will the focal point of our assessment of progress
towards the decrease of achievement gaps and improvement of overall student success.

Institutional Research will also collaborate with Student Success, Student Affairs, and Career
Development to quantitatively evaluate the extent to which individual retention programs are
assisting students in their pursuit of a degree. Part of the assessment of the Early Alert program
will involve the semester-to-following-semester retention rates for students that have been at
risk of failinga course. Earlyalerts are cataloged to verify that the student s given all of the
resources available to succeed and is in close contact with his/her advisor. We will also assess
the change in fall-to-fall retention rates to verify the extent to which we are helping students
based on those that struggle with challenges such as food insecurity (Food Pantry) and dealing
with a recent traumaticsituation (Student of Concern). IR will additionally assess retention
rates of students that have historically struggled to graduate (first-generation, minority, and/or
low income) through Multicultural Student Support Services.

13 Joe Regan et al, Building a Stronger Roosevelt 5-Year Strategic Plan: 2019-2014, 2019
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6. Budget

Institutional Budget Revenue Source Sustainability Plan
Strategy Implications | (New/Existing)
EAB $125,000 per Existing Early Alerts will improve
year retention and graduation rates,

especially for
underrepresented populations.

McNair Scholars $69,000 per Existing Total grant award for 10/1/19

Academic Achievement | year to 09/30/20 is $252,789.

Program

Undergraduate $13,440 per Existing The budget, set by the Office of

Research Opportunity year Career Development, will

Program (UROP) promote student research
projects.

Diversity Equity & New This role will enhance student

Inclusion Specialist retention for these student
populations and will guide our
ILEA efforts. Funds earned
through retention and grant
funded initiatives will help
support this role.

Coordinator for New This role will enhance student

Multicultural Student
Support Services

retention for these student
populations and will support
our ILEA efforts. Funds earned
through retention and grant
funded initiatives will help
support this role.
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7. ILEA Team

ILEA Core Leadership Team

Ali Malekzadeh President

Lois Becker Provost and Executive Vice President of Academic Affairs

Joseph Regan Associate Vice President for Institutional Research and
Accreditation

Michael Cassidy Vice President for Enrollment Management and Athletics

Jamar Orr Vice President of Student Affairs and Dean of Students

Katrina Coakley Associate Provost for Student Success

Joe Roeges Research Associate, Institutional Research

Amanda Wornhoff | Assistant Provost for Core Curriculum and Assessment

Mike Maly Associate Provost for Research and Faculty Success
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