
 

Summary 
 

In this factsheet, the Education Policy Initiative at Carolina 
(EPIC) examines early stages of the teacher pipeline in 
Charlotte-Mecklenburg Schools (CMS). In particular, we 
focus on student teaching in the district and those recently 
hired to teach in the district (new entrants to the CMS 
teacher workforce).1 Below, we list each of our research 
questions and detail the key findings. 
 
 Question 1: What are the characteristics of the student 
teaching pipeline in CMS? 

• Over a three-year period, CMS hosted 524 student 
teachers from UNC System institutions. 84% of these 
student teachers came from UNC Charlotte and near-
ly 40% of these student teachers taught in CMS in the 
following year. 

 

• CMS places student teachers in schools with higher 
quality learning environments—i.e. schools more like-
ly to exceed growth, to have higher teacher retention 
rates, and to have more positive perceptions of work-
ing conditions—and with cooperating teachers with 
higher levels of prior performance (NCEES and 
EVAAS).  

 

• There is an opportunity to optimize cooperating 
teacher selection in CMS. Relative to the number of 
placements, there are many more CMS teachers with 
high NCEES ratings and EVAAS estimates who could 
serve as cooperating teachers. 

 

 Question 2: What are the characteristics of new entrants 
to the CMS teacher workforce? 

• From 2016-17 through 2018-19, CMS hired a larger 
number of new entrants than Wake County—4,264 
versus 3,704. A higher percentage of CMS new en-
trants were first-year teachers (42% versus 34%). 

 

• Relative to new entrants in Wake County, a higher 
percentage of CMS new entrants entered through al-
ternative/lateral routes (31% versus 17%) and a higher 
percentage of CMS new entrants were teachers of col-
or (42% versus 26%). 

 

 Question 3: What are the characteristics of the environ-
ments in which CMS new entrants work? 

• Relative to those who have taught in CMS for multi-
ple years (non-new entrants), CMS new entrants teach 
a higher percentage of students of color and economi-
cally-disadvantaged students and students with lower 
prior-year test scores. 

 

• Relative to non-new entrants, CMS new entrants 
work in lower performing schools and in schools in 
which the staff rate the working and learning environ-
ment lower. 

 Question 4: What are the performance and retention 
outcomes for new entrants to  CMS? 

• New entrants to CMS have lower NCEES ratings and 
lower EVAAS estimates than new entrants to Wake 
County. This is true for new entrants with and with-
out prior teaching experience. 

 

• New entrant retention rates are slightly lower in CMS 
than Wake County. This difference is due to lower 
retention rates for CMS new entrants who have prior 
teaching experience. 

 Question 5: What predicts the performance and reten-
tion of new entrants in CMS? 

• CMS new entrants prepared through alternative routes 
are less effective—as measured by NCEES and 
EVAAS—than CMS new entrants traditionally pre-
pared at an in-state university. 

 

• Among new entrants with prior effectiveness data, 
those new entrants who were previously more effec-
tive in another North Carolina district are also more 
effective in CMS. 

 

• New entrants of color are more likely to return for a 
second year of teaching in CMS than white new en-
trants; out-of-state prepared new entrants are less like-
ly to return to the district than new entrants prepared 
at in-state institutions. 

 

• New entrants who student taught in CMS or who 
were prepared at a nearby preparation program are 
more likely to return for a second year of teaching in 
the district. 

May 2021 

EDUCATION POLICY INITIATIVE at CAROLINA                                                                                                                        1 

1We examine student teaching in the 2015-16 through 2017-18 school years and new entrants to CMS in the 2016-17 through 2018-19 
school years. We often compare results in CMS to those in Wake County.  



 

We use data from the UNC System and the North Carolina 
Department of Public Instruction (NCDPI) to examine the 
student teaching pipeline in CMS. Data from the UNC Sys-
tem, for the 2015-16 through 2017-18 school years, identi-
fies all student teachers from UNC System institutions, the 
K-12 schools in which they student taught, and the name of 

their cooperating teacher. We link these student teaching 
data to administrative files from NCDPI to know character-
istics of placement schools and cooperating teachers and to 
identify whether CMS student teachers secure a teaching 
position in the district. 

Figure 1: The Student Teaching Pipeline in CMS 

During the 2015-16, 2016-17, and 2017-18 school years, 
CMS hosted 524 student teachers from UNC System insti-
tutions. Figure 1 shows that CMS hosted nearly 8 percent 
of all the UNC System student teachers during these three 
years and that approximately 84% of these CMS student 
teachers came from UNC Charlotte. Within CMS, almost 
half of the schools hosted a UNC System student teacher 
(46%) but less than 3% of the eligible2 CMS teachers 
served as a cooperating teacher. Regarding future employ-
ment, Figure 1 indicates that nearly 40% of these CMS 
student teachers went on to teach in the district in the fol-
lowing year; 10% of these student teachers secured a 
teaching job in the same school in which they student 
taught. These employment percentages are similar to those 
from other states 
 

Table 1 displays characteristics of the CMS schools and 
teachers that hosted a student teacher from a UNC System 
institution in the 2015-16 through 2017-18 school years. 

Relative to the CMS schools that did not host a student 
teacher, the top panel of Table 1 shows that CMS schools 
hosting a student teacher enrolled fewer students of color 
and economically-disadvantaged students, had higher lev-
els of performance (performance composite and percent of 
schools exceeding growth), had higher teacher retention 
rates, and were perceived, by teachers, as a better place to 
work and learn. We found similar differences between the 
CMS teachers who hosted a student teacher and those who 
did not. CMS teachers who served as a cooperating teach-
er were more likely to be traditionally prepared and NBC 
and had higher licensure exam scores, prior-year NCEES 
ratings, and prior-year EVAAS estimates.  
 

While these data reveal that the CMS teachers who served 
as a cooperating teacher were more effective than peers 
who did not, there is an opportunity for much greater se-
lectivity in cooperating teachers.  

2 Eligibility is defined as having three or more years of experience and holding a license in a subject-area in which the student teacher was 
seeking licensure. 
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 What are the characteristics of the student teaching pipeline in CMS? 



 

Table 1: Placement School and Cooperating Teacher Characteristics in CMS 

Note: This table displays characteristics for the CMS schools and teachers that hosted a UNC System institution student teacher (in the 2015
-16 through 2017-18 school years) and the characteristics of the schools and teachers that did not host a UNC System institution student 
teacher. 

CMS averaged 175 UNC System institution student teachers, 
per year, over this three-year period. During that same time 
period, approximately 870 CMS teachers, per year, had ex-
ceeded growth (EVAAS) in the prior-year and approximately 
2,750 CMS teachers, per year, had earned NCEES ratings of 

accomplished or distinguished in the prior-year. With better 
use of data, CMS and its educator preparation partners could 
identify and select a group of cooperating teachers who are 
even more instructionally effective. 

 What are the characteristics of new entrants to the CMS teacher workforce? 

Using data from NCDPI, we assess the characteristics of 
new entrants to the CMS teacher workforce in the 2016-17, 
2017-18, and 2018-19 school years. We define new entrants 
as those who have not taught in the district in the previous 
four years. To make these data more meaningful, we com-
pare new entrants in the CMS teacher workforce with new 
entrants to the teacher workforce in Wake County. 
 
 

Figure 2 presents characteristics of the new entrants to the 
CMS teacher workforce. Overall, Panel A shows that CMS 
had 4,264 new entrants and that Wake County had 3,705 
new entrants over the three-year study period. On average, 
CMS had nearly 190 more new entrants, per year, than 
Wake County.  Regarding teacher experience, Panel B   
indicates that CMS hires more first-year teachers—i.e. 42% 

of the CMS new entrants versus 34% of the Wake County 
new entrants had zero years of experience. Panels C and D 
reveal meaningful differences, across districts, in the prepara-
tion and demographics of new entrants. New entrants in 
CMS are less likely to have been traditionally prepared at an 
in-state university (28% versus 42%) and are more likely to 
have entered teaching alternatively (31% versus 17%).3 

There is a need for continued work to further break out 
these alternative entry data in CMS (i.e. for the CMS Teach-
er Residency). Likewise, new entrants to the CMS teacher 
workforce are more diverse than those in Wake County. 
40% of the new entrants in CMS are Black or Hispanic, rel-
ative to 24% in Wake County. 
 

3 9.83% of all new entrants in CMS were traditionally prepared at UNC Charlotte; 14.63% of first-year teachers in CMS were traditionally             
prepared at UNC Charlotte.  
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Figure 2: Descriptive Data on New Entrants to the CMS and Wake County Teacher Workforce 
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Beyond the preparation and demographics of new entrants, 
we track the characteristics of the K-12 students that new 
entrants teach and the CMS schools in which they work. To 
make these data more meaningful, we present the classroom 
and school characteristics for CMS new entrants relative to 

those of non-new entrants (i.e. those who have taught in 
CMS for more than three years). Likewise, we display these 
data for new entrants and non-new entrants in Wake    
County. 

What are the characteristics of the environments in which CMS new 
   entrants work? 



 

Table 2: Characteristics of the Work Environments for New Entrants vs. Non-New Entrants 

Note: This table displays characteristics of the students taught by new entrants and non-new entrants in CMS and Wake County 
(top panel) and characteristics of the schools in which new entrants and non-new entrants work (bottom panel). Data are for new 
entrants and non-new entrants in the 2016-17, 2017-18, and 2018-19 school years. 

The top panel of Table 2 shows that CMS new entrants 
teach more students from historically marginalized groups. 
Relative to non-new entrants in the district, CMS new en-
trants teach a higher percentage of students of color and eco-
nomically-disadvantaged students. Likewise, CMS new en-
trants teach students with more prior-year absences and with 
lower prior-year test scores in mathematics and reading. Re-
sults at the school level (bottom panel of Table 2) are similar. 
Relative to non-new entrants in the district, CMS new en-
trants work in schools with lower levels of performance—i.e. 

lower performance composites, a lower percentage of 
schools exceeding growth, and a higher percentage of 
schools not meeting growth. CMS new entrants also work 
in schools with a higher percentage of novice teachers and in 
schools in which the staff, as reported on the Teacher Work-
ing Conditions survey, feel less positive about the working 
and learning environment. Similar patterns between new 
entrants and non-new entrants exist in Wake County. 
 

         What are the performance and retention outcomes for new 
            entrants to CMS? 

For these analyses, we examine data on the performance and 
retention of new entrants to the CMS teacher workforce. In 
particular, we present data on new entrants’ (1) evaluation 
ratings (NCEES); (2) value-added estimates (EVAAS); and 
(3) likelihood of returning to teach in the district in the fol-
lowing year. We display these performance and retention 

data for all new entrants to CMS and then separately for 
new entrants with 0 years of experience, new entrants with 
prior teaching experience, and non-new entrants (i.e. those 
who have taught in CMS for more than three years). Like-
wise, as another point of comparison, we present these data 
for new entrants and non-new entrants in Wake County. 

EDUCATION POLICY INITIATIVE at CAROLINA                                                                                                                        5 



 

 

Figure 3: The Performance of New Entrants 

Figure 3 presents performance data (NCEES ratings in Panel 
A, EVAAS estimates in Panel B) for new entrants to CMS. 
Panel A indicates that new entrants in CMS earn lower eval-
uation ratings than their new entrant peers in Wake Coun-
ty. This is true for all new entrants and when separating 
new entrants into those with and without prior teaching 
experience. For example, new entrants in CMS with 0 years 
of teaching experience earn average evaluation ratings of 

2.87, compared to average ratings of 3.22 for new entrants 
in Wake County with 0 years of experience. It is unclear 
whether these NCEES differences are due to differences in 
the quality of new entrants’ instructional practices, across 
districts, or due to differences in how school administrators 
in CMS and Wake County evaluate teachers. 
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Figure 4: The Retention of New Entrants 

Figure 4 displays the percentage of new entrants who return 
for a second year of teaching in the district (CMS or Wake 
County). Overall, new entrant retention rates are slightly 
lower in CMS than Wake County—79.55 versus 82.02 per-
cent. When disaggregating the data by teacher experience, 
we find very similar retention rates for first-year teachers in 
each district (84.48% versus 84.78%). However, there are 

much larger differences in retention rates for new entrants 
with prior teaching experience. For instance, in CMS, 
75.93% of new entrants with prior teaching experience re-
turn to the district in the following year; by comparison, in 
Wake County, 80.61% of new entrants with prior teaching 
experience return to the district in the following year.  
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          What predicts the performance and retention of new entrants in CMS? 

The previous section detailed the average performance and 
retention of new entrants to the CMS teacher workforce. 
We extend that work by assessing whether characteristics of 
new entrants—e.g. their demographics, preparation route, 
preparation experiences—predict differences in their NCEES 
ratings, EVAAS estimates, and likelihood of returning to 

teach in CMS. Specifically, we estimate regression models, 
controlling for a rich set of covariates, to determine whether 
new entrant characteristics predict new entrant outcomes. 
By knowing which new entrant characteristics predict per-
formance and retention, CMS can evaluate and, if necessary, 
adjust their teacher recruitment and hiring processes. 

Panel B indicates that new entrants in CMS also have lower 
EVAAS estimates than new entrants in Wake County. This 
holds for all new entrants and when separating new entrants 
into those with and without prior teaching experience. For 
example, new entrants to CMS with prior teaching experi-
ence have average EVAAS estimates 28 percent of a stand-
ard deviation below the statewide mean. By comparison, 

new entrants to Wake County with prior teaching experi-
ence have average EVAAS estimates 15 percent of a stand-
ard deviation below the statewide mean. Combined, these 
NCEES and EVAAS data suggest that CMS new entrants 
are slightly less effective than their new entrant peers in 
Wake County. 



 

 

Figure 5: Statistically Significant Predictors of New Entrant Performance in CMS 

Figure 5 displays the characteristics of CMS new entrants 
that significantly predict their performance in the district. 
These results are largely consistent across NCEES ratings 
and EVAAS estimates. Both Panels A and B show that alter-
native entry new entrants to CMS are less effective than 
new entrants traditionally prepared to teach at an in-state 
university. For example, alternative entry new entrants earn 
evaluation ratings 0.15 points lower than new entrants who 
were traditionally prepared in North Carolina. CMS new 
entrants with National Board Certification (NBC) have 

higher NCEES ratings and EVAAS estimates than new   
entrants without that credential. Lastly, Panels A and B   
present results for CMS new entrants who have prior      
performance data from another North Carolina district. 
Among new entrants with prior performance data, those 
new entrants who were previously more effective are also 
more effective in CMS. For instance, a one-point increase 
in CMS new entrants’ prior NCEES ratings (from another 
district) is associated with evaluation ratings in CMS that 
are 0.304 points higher. 
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Note: This figure displays the new entrant characteristics that significantly predict new entrant NCEES ratings in CMS. Alternative 
entry results are relative to traditionally prepared teachers; results for new entrants with graduate degrees or NBC are relative to 
new entrants without those credentials. 

Note: This figure displays the new entrant characteristics that significantly predict new entrant EVAAS estimates in CMS. Alterna-
tive entry results are relative to traditionally prepared teachers; results for new entrants with NBC are relative to those without the 
credential.  



 
 

Figure 6: Statistically Significant Predictors of New Entrant Retention in CMS 

Finally, Figure 6 presents the characteristics of CMS new 
entrants that significantly predict their retention in the dis-
trict. We find that Black and Hispanic new entrants are 
more likely to return for a second year of teaching in CMS 
than White new entrants. In considering teacher preparation 
routes, we find that new entrants prepared out-of-state are 
less likely to return to CMS for a second year—by 6.6 per-
centage points—than new entrants prepared to teach at an in

-state university. Looking more closely at preparation pro-
grams, we find that new entrants from a nearby preparation 
program—i.e. located in Mecklenburg County or a contigu-
ous county in North Carolina—are more likely to return for 
another year of teaching in CMS. Likewise, new entrants 
that student taught in CMS—relative to those who student 
taught in another North Carolina district—are more likely to 
return for a second year of teaching in the district.  
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Note: This figure displays the new entrant characteristics that significantly predict new entrant retention in CMS. Black and Hispanic 
are relative to White new entrants; out-of-state is relative to new entrants prepared in-state; nearby prep program is relative to in-state 
prepared new entrants from programs farther from CMS; student taught in CMS is relative to other in-state prepared new entrants who 
student taught in another district.  
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