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GeneralDisclaimer. The scope of work for the Consortium feducational Research and
EvaluatioinNor t h Car oiNiCbasds e(vVaAHRIEti on of the North
(NCTC) includel a provision forevaluating thékace to the Tofiunded expansion of Teach for
AmericaEastern North Carolinff FA-ENC) as well As a resultsomereports generated fdinis
evaluation(including the present repotipveincluded information abouT FA-ENC. In addition

to expansion data, limited amount obther TFAENC datahas beenincorporated into the

reportsas part o CERE N C GeHorts to providenformation relevanto the formative

development oNCTCandtoCERENCO0s approach. to its evaluatio

By including these additional components, CERE has not intenédto establish (a) a formal
connection betweeany findings relate: to TFA-ENC and expected outcomes NCTC, (b)
guidelines for the direction of the development of NCTC, ocli@nges inheoverallstructure
of theevaluation. All evaluation workas beemuided by the Scope of Work for the NC&@d
TFA-ENC evaluatims asapproved byNCDPI in June 2011.
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NORTH CAROLINA TEACH ER CORPSFINAL REPORT :
IMPACT, QUALITATIVE ASSESSMENT, AND POLICY RECOMMENDATIONS

Executive Summary

One of the most important goals obithCa r o | Raneaddttee TofRttT) proposal is to

increase the access of studentashievingscholst® st at eod
effective teacherdVith this report, he Consortium for Educational Research and Evaluation

North Carolinghas completed itsvaluaton ofNo r t h  Ca r oRttl fonadtesdevelepea o f

North Carolina Teacher Corps (NCTC) andxpand the preseaof Teach for America (TFA)

in the state. The evaluatiors g 0 a | sto dssesthe exterdt@whichthese programs

contribute to an increase in the presence of effective teachtshigh-needschools and.ocal

Education Agencies (LEAgargetedn the RttT proposalThisfinal reportincludes assummative

analysis of quantitative and qualitative data gathered during thenfostears of theNCTC

initiative, as wel | as a fi nfandedexpansm@ary of TFAGO6s Rt it T

SummativeFindings: North Carolina TeacherCorps
Capacity

1 Intotal 94 NCTC corps members were employed across 23 LEAs betweeri 2ah?
201314; however, imeitheryeardid the program meet its targgt00 andL50 corps
members, respectively).

1 The strengtlof the candidates admitted to the program (based on undergraduate GPA and the
selectivity of their undergraduate institutions) increased in the second year.

1 The greatest loss of corps membaesurredbetween their initial acceptance into the
program andheir employmerdé that is, before they even entered a classtdomesponse,
in 2013, NCTC introduced mechanisms to reduce attrition during this period

Preparation Quality

T The components of NCTC6s training thtet were
scope and quality of content provided; the quality, professionalism, and ongoing support of
program and training staff; and thedlass training segment that provided valuable hamds
teaching experience.

1 Programs like NCTC with limited time for pservice training can make better use of that
training time by: placing more emphasis on the development of the knowledge and skills that
most support eargareer teachers (such as classroom managerpentjling inclass
experiences ahead of the informatdriven segments of their training, to provicaps
members wittcontextfor what they learn during that trainingndplacing corps membens
classroontrainingenvironments that closely align with school and classroom environments
in which corps metwers are likely to secure employment.

Consortium for Educational Research and Evaluablomth Carolina 3
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Initiative Effectiveness

1 Early evidence suggests that retention rates after the initiajéaocommitment may be
higher for NCTC than for similar programs.

1 Evidenceis mixed, however, as to whethar emphasis otine recruitment of corps members
with North Carolina tiess akeyreason for those retention rates; the network of support
provided by the program during cor @msleashember s
asimportant if not more so

Teacher Hectiveness

1 Sufficient quantitative evidenad corps membeeffectiveness was not availabtetime for
inclusion inthis report. Howevequalitativeevidence suggests thater and administrator
perceptions oforps membeclassroom performanaeeresimilar totheir perceptions of the
performancef other earlycareer teachers with ndgraditional preparation backgrounds.

Summative Findings: Teach for Americ&astern North Carolina
Capacity

1 TFA placed or retained 157 corps members in Eastern North Carolina at the beginning of
school yeaP01112,219 corps members at the beginnin@01213, and 280 corps
members at the beginning of the 2alBschool year. Overall, between 26llDand 2013
14, RttT funds helped TFANC exceed its overall goal for growth in Eastern North Carolina.

1 Since 2008, about 87% of TFHBNC corps members have completed two full years of
teaching thoughthe preliminary retention rate for the 2012 cohort (7®%@corded at th
beginning of the 20134 school year, before that cohort completed itsyeaar
commitmend already was much lower than the rate for the four preceding cohorts.

Teacher Effectiveness

1 TFA corps members continue to be rated both quantitatively and qualitativetyhs
effective teachers, relative to their eatlyreer peers.

Administration of North Carolina Teacher Corpy Teach for America

91 During the 2013 session, the North Caral®eneral Assemblyassed legislatiothatnamed
TFA astheadministrabr of NCTCas of July 1, 2014, beginning with the 2013 cohort.
The 201314 cohort will be supported in its second year by RttCost extension funding.

1 TFA plans to expand its prexsce in Eastern North Carolina by providing an estimated 8 to
12 firstyear corps members to Pitt County Schdatse of the former NCTC LEASs for
the 201415 school year.

T TFA6s support for a third Nor t15 wilprovidd3D na c ha
corps members to Guilford County Sch@ksnother former NCTC LEA.

! http://ww.ncleg.net/Sessions/2013/Bills/Senate/HTML/S402v7 ;iee# Section 8.21.

Consortium for Educational Research and Evaluablomth Carolina 4
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Introduction

This report ighefinal summative repoft or t he eval uation of North C
funded North Carolina Teacher Corps initiative and Teacher for ibanexpansion in Eastern

North Carolina. The firstwo formativerepors, released in October 2082d November 2013

areavailable onlinesummaries of findings from those reports that are summative in nature are
included in this report

Context

Education experts and researchers agree that effective teachers are critical to the academic

success of students, but all too often, students who struggle the most do not have Huw®ss to
Concern about the uneven access offp@sforming, poor, and minoritysiients to effective

teachersvas a foundationamotivation forthe United States Department of EducatioRace to

the Top (RttT)rogram, which encouraged applicants to propose ways in which states could

work to counter this persistent trend. In respohse,r t h Car ol i nads proposal
statelevel initiatives for ahievinga moreequitable distribution of effectivieacherstatewide

including:

1 Strengtheimg thedevelopmenbf novice teachers the lowestperforming schools (New
Teacher SuppboProgram)

1 Makingfurther use of blended classes for students in an attempt to expand curriculum
offerings and provide effective instruction when effective teachers for a sabgegot
available locally (Virtual Public School Blended Learning);

1 Employing strategic staffing approaches to optimize the distribution afedole human
capital (State and Local Strategic Staffing Initiatives); and

1 Increasinghe number ohighly-qualified teachers in lovncome rural areas argh-need
urban schoolgNorth Carolina Teacher Corps and expansion of Teach for America in eastern
North Carolina)

For theselast initiatives, North Carolinads RttT proposal i nc
related staffing approachg4) development of a North Carolina Teachergs (NCTC), a

program thatvould recruit and train irstate talent foemployment in teaching positions in high

need schools not served by Teach for America (TFA); anex{Zynsion othe TFA chapterin

eastern North CarolinfTFA-ENC).

The 201213scho| year mar ked an i mportant tandning po
NCTC. In July 2012, the North Carolina General Assembly formally recognized the

establishment of NCTC but in July 2013,the General Assembly pasdedislationthat

transfered operation of the organization to TEAeginning in 2014.5.* In addition to directly

2 http://cerenc.org/wsgontent/uploads/2011/10/NCTC_PreliminaryReport292012.pdf http://cerenc.org/wp
content/uploads/2011/10/FINAL _NCTC SecefdnuatReport 1107-2013.pdf

3 SL 2012142; http://www.ncga.state.nc.us#Ssions/2011/Bills/House/HTML/H950v7.html

4 SL 2013360; http://ncleg.net/Sessions/2013/Bills/Senate/HTML/S402v7.html
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addressing the evaluation questions related to both initiativesefugalsonotesthe impact of
theseegislativdy-mandatedhange®n the future of NCTE&elated efforts in North Carolina

Descriptions of the Programs
North Carolina Teacher Corps

Mission andgoals The mission of NCTQvasto recruitanddevelop successfuécentgraduates
of North Carolina colleges and universitias well as mietareer professionalg serve as
teachers imigh-need schools NCTC teache orfic or ps & entebdéhe grafession as
lateral entry teachers and seatwe high-need schools across the state, primarily irstiigect
areas of sciencenatbematicsand special education. Corps memlveese asked to make a
minimum twoyear commitment to their NCTC partner sclsool

Eligibility andemploymentTo be eligible for participation in NCT@participanthad to have,
one of the following in theubject area of her or his potential teaching assignnieyd:
bachel or(b)84sdnmegiar e credit, or (c)apaseg score orthe Praxis Il teacher
licensing examinatiarParticipantalsohad tomeetNo r t h  C minimdmiacadedis
proficiencyrequirementsor lateral entrylicensure® Eligible candidate were invited to become
corps members after successful completion of a retdf) screening process. Thhagn wee
provided with a list of eligiblgpartner Local EducatioAgencies (LEAS) to which theyoald
apply.Corps membersoughtther own employment opportunitiewith support from the
program.

Training andongoingsupport For its inaugural cohort (20123), NCTC providel new corps

members witha threeday mid-summertraining sessiorfollowed byanelevenday inschool
teachingpracticumand a final allday training sessiofor the 201314 cohortbased on

feedback from the first cohoMlCTC expanded the training by introducing some of the topics

covered in thenid-summer trainingifitrodudion to the programprovision ofteacher

orientationinformation and materiale.g.,i nf or mat i on o nononCordandCar ol i n
Essential Standardesson planning, and classroom managersteategiel during a oneday

earlysummer kickoff event that also included a new topigerviewing for teaching positions.

Ongoing supporincluded: teacher licensure coursewoekseries operiodicprofessional
development sessions tailored to cantideeeds; instructionabachingsite visits owge to twice
permonth faceto-face and onlinenentoring an online information portgthe NCTC Wiki);
andaccess t@rofessional learning communiti@soth subjecarea based and proximibased)
In fall 2013, NCTCmore thardoubledits cadre of coachdfrom fourto niné to provide better
coverage for corps members acrties NCTC region.

*Broadl y derfeiended :c airh irgehf e ridertified ia@ Federal osstafe program (slicly as
District and School Transformation), but it also can refer to schools identified andgdirelative to other schools

in an LEA, regardless of raw performance or other outcome measures.

® General lateraéntry academic achievement requirements: Either an overall GPA of 2.5, or a minimum passing
score on the Praxis | plus a GPA of 3.0 in her or his major or in her or his senior year, or five years of relevant
experience in the chosen subject atep(//www.ncpublicschools.org/docs/licensure/lateralentry.pdf
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ExpectecbutcomesThes t at e6s Det ai |l ed Sc o pDecerabe20¥2dbr k f or
outlines thdist of expected activities and outcomes associated with the NCTC initiative:

f Develop a program to recruit-state talent for higineed schools not served by TEA
o0 Plan and recruit during the 2012 school year;

o Train andsecure employment fdi00 participanté the first cohort for the 20123
school year; and

o0 Expand the program for the 2013 school year by adding 150 new participants.

Thetransfeof NCTCOs responsibilities and progr ammi
in the 201415 school yeais discussed in greater detail in tireal section of this report.

Teach for America

TFA operations in North Carolina are supported by several funding sources other than RttT; the
only RttT-supported element of TFAas beerits expasion in eastern North Caioé.

Programmatic information about TFA is included in the iM&TC report updatedinal

information about TFA expansiamder RttTis included irthis report

ExpectecbutcomesThe st atebdbs Detailed Scope of eWor k fo
activities and outcomes associated with the THMC expansion initiative:

1 Expand the Teach for America presence in North Carolina bg&43 memberbetween
201011 and 2013 4:

0 Expansiontargets Increase by0 corps membesrin 201011, increase b0 corps
membes in 201112, increase byl15corps membearin 201213, andncrease byl15
corps membexrin 201314.

Purpose of tke Report

The Consortium for Educational &sarchand EvaluationNorth Carolina (CERENC)® has

conducted he evaluation of Noritpgrevidisreporishemotedaof theRt t T i
RttT Evaluation Tearhave beeno (1) document the activities of the RttT initiativaesd(2)

provide timely, formative data, analyses, and recommendations tthealutiative teams

improve their ongoing wotkT'he goal of the final series of repgrts the extent allowable by

available datais to (3) provide summative evaluation resultbétp determine whether the RttT

initiatives met their goals and to inforfieture policy and program decisions to sustain, modify,

or discontinue initiatives after the gramnded period.

An overriding goal of the evaluation of the development of NCTC and of the expansion-of TFA
ENC has beemo determine whether and to whatext they collectively or individually

" An exception was made in 2013 to allow NCTC corps member placement in Durham County, which is served
by TFA, but oty at one school.

8 CERE NC is a partnership of the Education Policy Initiative at Carolina at the University of North Carolina at
Chapel Hill, the Friday Institute for Educational Innovation at North Carolina State University, and the SERVE
Center at th&Jniversity of North Carolina at Greensboro.

Consortium for Educational Research and Evaluablomth Carolina 7
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contribute to an increase in the presence of effective teachers in target schools and LEAs. This
reportcompleteghe process of examinirige impact othese plans bgissessing quantitative
data from the 20123 schol yearand qualitative dta gathered during the 2013 school year

Relevant Overall Researc€uestiongor Teacher and Leader Supply and Distribution

The NCTC and TFANC evaluation is one of several included in the larger evaluation of the
initiativesdesigned to impact the supply and distribution of effective teachers and leaders (listed
above). There ar®ur overarching questions that guide all of the evaluations of these initiatives:

1 What is the nature and quality of the experience: a) for studadtb) for participating
teachers?

1 Are students affected by these programs better off than similar students in similar schools
and districts not served by these programs?

M1 Are these initiatives cosdffective and sustainable?

To what extent do thimitiatives meet critical needs for teachers and principals and improve
equitable access to higheuality teachers and leaders in targeted geographic and content
areas?

Questions Specific tihe NCTC and TFANC Evaluation

In addition, there are specifevaluation questions that govern the evaluations of the NCTC and
TFA-ENC initiatives. They include:

Capacity

1. Do TFA-ENCand NCTC meet demand for beginning teachersgh-need schoof®

2. What does operating the NCTC program cost? Specifidgaltileprogran costeffective,
relative to the alternatives?

Preparation Quality

3. What is the quality of the NCTC Summer Institute experience? Specifically, how do teachers
prepared by NCTC rate their experience, in terms of the preparation it provides them for their
teaching assignments?

4. Has overallTFA-ENC corpsmember quality changed as aresultof FENCO s expansi on
and/or the advent of NCTC recruitment efforts?

Initiative Effectiveness

5. Are NCTC teachers more likely than a) other rieachers in general and b) TlEérps
members in particular to remain in teaching beyond their original commitment?

6. What role does recruitment ofolkth Carolinastudents have on retention of Awwaditional,
selectivelychosen teacher candidates?

Consortium for Educational Research and Evaluablomth Carolina 8
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7. What role doegroupingteachersgogether in higineed schoofshave on retention of NCTC
and TFAENC teachers?

Teacher Effectiveness

8. Are TFA-ENCand NCTC teachers more effective than traditionpiigpared teachers?
Specifically, how do outcomes of students served by-ERC and NCTCteachergompare
to students who took similar courses in the same schools with teachers who entered the
profession via other portals?

It is important to note thatgoausefFA-ENC6 s ¢ o nt r RtETtfuads onlyeppmies tof
increagng the number of copmembers serving in Eastern North Carolina, the evaluation
guestions with TFA components focus only on issues directly relatedttexihansion. The
effectiveness of TFA corps members in termghefr estimated impact student achievement
has beenoneof the fod of a separate series of reports completed annualbnbyf the three
CERENC partnersthe Education Policy Initiative aEarolina(EPIC).** CERENC has reliecbn
that series and other related work on North Carolina teacher effectiterpeggide estimations
of TFA corps member effectiveness

Because 20123 was the first year fadCTC corps membesrin North Carolina schools, their
effectivenesss not included in the upcomirigPICreport (which includes data through the
201112 school yedr future teacher portals reports may include estimations of NCTC corps
member effectiveness relative to other teacher poifthls summativereportdoesinclude
however preliminaryanalyses, using 20123 data; more details are included in Bega and
Methods andSummative Findings: North Carolina Teacher Corpssections, below.

Structure of the Report

The focus of thisinal summativaeport is oransweringsuccinctly to the extent possible with
current data, all of the evaluation questions for thitsattive. The report ends wittummative
policy recommendation®f TFA and the state for the continued operatioNGITC in postRttT
years

°The first report referred to these groupings as fAteach
Evaluation Team has referred to these gferstothdidegcedf as Acl |
intentionally placing corps members in groups at individual schools or LEAs, which, though not required as part of
North Carolinabts RttT plan, has informed TFA placement
Team ha learned that the schelelvel cluster concept also has informed some Ritided LEAlevel local

strategic staffing plans (see, for instance, descriptions of Chaklleite k | e nbur g School sé and Pit
strategic staffing plans in this repahnttp://cerenc.org/wggontent/uploads/2011/10/Strategi@affing_1stYear

Report -FINAL-09-24-2012.pdj.

9 The most recent of these repdifebruary 204) can be found at:
http://publicpolicy.unc.edu/files/2014/02/TeactineparatiorandPerformance FINAL.pdf
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Data and Methods

Data
NCTC andTFA-ENC Corps MembeBurveg

A pre/post survey foNCTC andTFA-ENC corps memberwas designed in eardpring 2011
and, based on field tests (i.&ll 2011 andspring 2012 administration to TRENC corps
members only), was expandedsimmer 2012 Therevised version of theurvey was
administerednlineto NCTC members ifall 2012,spring2013 fall 2013, and spring 2014

Per negotiationsTFA-ENC intended to adtherevisedsurveyto a longer survethey
administeredn fall 2012 andspring2013 however, coordinad effortsto ensurethe two
surveyswere merged ahead ®FA-E N C falssurveyadministration datevere unsuccessfuhs
a result survey datérom both of these administratioaseunavailableThis report includes TFA
corps member responses from the fall 2848 spring 2014urveys only.

Items on the surveyAppendixA)d which were designed to elicit reflections fraorps
membes aboutthanges in their perceptioasrosseachschool year of such topics advantages
and disadvantages of being a part of a larger grouj|ustero of corps membey, feelings 6
isolation, likelihood of remaining in teaching beyond the-tx@gar commitmerd were the same
in all four administrationsResults fronthe final twoadministrationsre included irAppendix
A.

Corps Member antllon-Corps MembeNovice TeacheFocus GroupsHost Principal
Interviews

In summer 208, as NCTC was completingmploymenbf its second cohort dirst-yearcorps
membes acrosarticipatingLEAS, the Evaluation Team reviewetrps membedistribution
acrosghoselLEAs and schools armgklectedwo LEAS in which more than two corps members
foundemployment Thetwo sites selected included:

1 Onemid-sizeurban LEA with a moderalyg high proportion of students eligible for free and
reducedpriced lunch §0%), a graduation rate 28o) similar to the stataverage, and a
moderatageacher turnover ratd %); and

1 One urbanizing rural LEA with moderately lovproportion of students eligible for free and
reducedpriced lunch 86%), ahigh graduation rate91%), and anoderatdeacher turnover
rate (L4%).

Evaluation Team members scheduspding 2014focus groups wittiour first- andtwo second
yearNCTC membes in each of theeLEAs. Follow-up telefmone interviews were scheduled
with two additionalsecondyear corps members who participatedall 2012 interviews but
moved tonewLEAs for the 201314 school yeatWhen possible, separate focus growese
scheduledvith early-career nofcorps membes (teachers at the same schools with less than

" The original TFAENC survey 2011-12) included only eight of the current ten survey items.
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three full years of teaching experience, typicalyrted in traditional teacher preparation
programs)Threenon-corps memberwho were willing to participate were identifiedaneof
thetwo LEAs in thespring. In addition, the Teamonducted telephone interviews witiree
principals at participatingchools inthreeLEAS (including both LEAs identified above)The
focus groupand interviewprotocols are included iAppendixB.

Estimations of Teacher Val/sdded

The eighth evaluation question asks whether NCTC and TFA teachers contribute to student
academic gains that are greater than, about the same as, or less than academic gains for students
taught by novice teachers who entered the profession by other pathways. One way to address this
guestion at the individual teacher level isto use resultis frdt andar d 6 of t he st
evaluation process, the North Carolina Educator Evaluation System (NEEH®) Sate
estimates educatorsé6é i mpact on student growth
Education ValueAdded Assessment System (BEXS); however, by State Board of Education
policy,™ formal estimations ofiteached s ef f ect i v e n e standard Grequie as de
three years of dat&ince no NCTC teachers have taught long enough to generate three years of

data, and since mo$FA teachers leave teaching after their second year, the Evaluation Team

wasnot able tousetheofficial threeyear rolling average value f@tandard 6 to address this

guestion.

Instead, a noted above, this evaluation has relied on the work of GERRartner EPIC to
provide estimations of the value added by TFA teachers relative to othecaaady teachers
who entered the profession via more traditional poHal$iese estimations are included once
again in this final repoffor North Carolina TFA orps members for the 20412 school year

NCTC corps membemsere notincludedin themost recenEPIC estimationgwhich use data

only through the 20212 school yed the year before the first cohort of NCTC corps members
entered the classroonpfjowever this report does includeitial, unofficial estimationsf the

added value of the first cohort of NCTC corps members who taught tested high school subjects
in 201213. Because data for the first cohort of NCTC corps members were available for only
one yeaof teaching, information about their EVAAS estimades included in this report

primarily as illustrative examples of the type of analysis that can be conducted once data across
three ormore years are available farembers othis cohort anaf thesecond cohonvho

remain in teaching for at least three years

12 http://www.ncpublicschools.org/effectivenesmdel/ncees/

13 policy TCRC-006 (ttp://sbepolicy.dpi.state.nc.)s/

14 Bastian, K. C., and Patterson, K. N0(4).Teacher Preparation and Performance in North Carolina Public
Schools Chapel Hill, NC: Education Policy Initiative at Carolitrtp://publicpolicy.unc.edu/files/2014/02/Teacher
PreparatiorandPerformance_FINAL.pdf
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Methods
Survey Analysis

The survey was developedfill 2011. A preliminary review of the eightaledsurvey item&
suggested that Items 1 through 6 were indicators of a commondggtmsef Communitg

and that ltems 7 and 8 were indicators of a different, but related, commod f&ttength of
Community To supplement this preliminary review, two types of factor analysis were conducted
using Mplusstatistical software to identify (via exghtory factor analysis) and confirm (via
confirmatory factor analysis) the underlying factor structure of the survey items. The factor
analysis conducted on tif@l 2011 surveylataprovided initial support for the theoretically
predetermined twdactor structure, and the items loaded onto their respective factors as
predicted by the preliminary review. Additional support for the-taeior structure was
provided by the confirmatory factor analysis conducted osphieg2012 surveylata More
extensivetechnical notes are includedarprevious repor?.

For the current report, analysis of survey resuiitssisted ofdentifying item-level descriptive
statistics hatsupplemergdrelevant areas of the repdréndings section

Focus Groupand InterviewData Analysis

Each of the audiwecorded focus grougessionsand interviewsvas transcribedl he coding
themes identified for the TRENC focus group data analysis completed foffitlsé reportand
modified for the NCTC focus group data analysis comglé&te the second reportere utilized in
the analyse ofthe NCTC transcriptdn this final report The eightcodingthemes include:
recruitmentplacementprofessional development (including informal support structuteagher
guality; integrationjsdation; retention and program feedback from participating principals

Code definitionsare includedn AppendixC. Qualitative analysis softwar@tlas.ti) was wsedto
manage and cedhe transcripts. Each research team member coded at least one transcript in its
entirety. After all of the dataevecoded by theme and subtheme, each researchezedalye

of theeightthematic areas.

Analysis oNCTCCorps Member ValuAddded Estimatios

As noted abovehe Team is able to provide orgyeliminary, singleyearestimations oNCTC

corps member contributions to student academic outcomes relative to similar teachers, and only for
a subset of the first cohort BCTC teachersThefirst andysis consisted of calculating the mean

of t he s ubs etesanddnMparh&thattieetmiean afthe EVAAS estimations for

all other firstyear teachers in the state who taught the same cotiteesecond analysis consisted

of asimple linear regessionmodelin whichEVAAS estimates were regressew abinary

indicator for NCTC teachers (in reference to fysar teachers in corresponding subject areas)

5 The ninth and tenth items were a conditieresponse itemf{Ar e you the only NCTC/ TFA te
school?) andanopenn d e d r e s practors that wiltirdluancé iy decision to continue teaching or to leave

the classroom after my twygear commitment include (list all that appty)) .

16 SeeNorth CarolinaTeacher Corps: Year 1 Implementation Repappendix C:http:/cerenc.org/wp
content/uploads/2011/10/FINAL_NCTC_SecefdnualReport 1107-2013.pd
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Summative Findings: North Carolina TeacherCorps

Capacity

The evaluation questions thguide this section are:

1. DoesNCTC meet unmet demand for beginning teachers?

2. What does operating the NCTC program cost? Specifically, is the prograeffeasive,
relative to the alternatives?

Standards for assessing NCTC capacity:

T NCTCO6s r ecr ui t nefficent and (n)a@rmpeegensivéesy., it p(oades
recruits with necessary information, it allows staff to engage with all interested candidates).

1 Recruits respond positively to recruitment efforts (e.g., recruits syg@rgonal information
and/or apply; recruits believe their concerns about participating in NCTC are addressed).

1 Employmentesults meet or exceed targets.

Costs per unit (per cohort member) are similar to or less than those of comparable
programs.

Recruitment

Across both yearsecruitment efficiency was low (for the 20613 cohort, only 8% of interested
individuals became employable corps members), but recruitment was very comprehensive, both

in terms of geography covered and information provideabtential recruitd CTC improved

recruitment totals between 2012 and.2@moving from 30 t&4 employable corps members by

the end of each year6és Summer Institute), but
targets (100 and 150 corps membeespectively).

Only about 22% of albotentialNCTC recruits submitted applications, but those who did
indicated that the recruitment process was both comprehensive and supportive:

| first met[one of the program coordinatbes a career fair and then .1 got to know

her, | got to know about the program, thought it was a great program. She gave me a lot
of good information about it and really promoted it really well, so | got hooked on it and |
applied

[W]hen | discovered that there was laterdatyand there were other programs and |
interviewed for other programs, | chose NCTC because of the support that | knew that |
would get fromthem.. . [I]f it wasndét for NCTC, |l woul dnéo

Employment

The24 201213 corps membsrwho finished their first year were employadl LEAS nine
of thetherl7 NCTGeligible LEAs andtwo additionalLEASs (Cleveland and Durham). Of those
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24,6 were in RttT Dstrict andSchool Transformation (DST$chools, T were in LEAs with
RttT DST schots, and one was in a nedST-eligible LEA (Cleveland)Threecorps members
left before the end of their first yedaut five more were addeduring the 201213 schoolear.
Two more of the original cohort left toward the beginning of their second Adetire conclusion
of their second year22memberof the first coho® 17 original members and dilve of the
201213 midyear hire® remained employed acro$2 LEAsd 11 NCTC-eligible LEAs and
oneadditionalLEA (Lexington City).

The number of NCTeligible LEAs was increased for 20413} from 17 to 30, and2 members
of the second cohowere employed acrosil LEAs. Taken togetheB4 inaugural cohortred
second cohort corps membersrevemployediuring the 201314 school yeaacros23 LEAs.’
Table 1 and Figure 1 (following pages) detail the LEAs in which corps membezligible to
work, and the LEAs in which they found employment for the 2048chool year.

Preliminary CostAnalysis

The evaluatiorgquestionabout NCTC program cosites keen addressed initially in CEREC 6 s
cost analysis of all of the RttT initiativéSForthe first year of operatiof201213), the cost of
the initiative wasestimated a$17,824 per employed corps member, whigls 11% lower than
the budgeted cost of $ZWO per corps membezyenin a startup year with a small, nescale
efficient group. It is important to note that these figures mayibeerupwardly skewed, since
they include some recruitment, summer institute, andnsteéute event costs for thelssequent
cohort.Estimates of cost for the second, larger cohort were not available before the review
process for this report began.

By comparison, some thiplarty costpercorps member estimates for TFA approached $40,000

in 2009° Of note, while v additional local costs (other than those normally associated with
beginning teachersyereimposed on LEAs that choose to hire NCTC memlayNCTC

transitions to the TFA teacher placement m¢desicussed in greater detail belowEAs will be
assessed aFR perteacher administrative cost for each new corps member employed.

According to TFA, these costs are estimated to be between $3,000 and $4,000 per year per corps
member.

" Four of the LEAs in which corps members are employed for school yearl2@13 ar e not on NCTCés o
eligibility list (Alleghany, Henderson, Lexington City, and Northampton).

BA Preliminary Cost Anal ysi sinitiatives Nip:ficerenc.@grtt o | i nads Race t
evaluation/overallmpact/

19 hitp://www.givewell.org/uniteestates/charities/tfa
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Table 1.LEAs with Corps Members, Final 204128 and 20134 Figures

Corps Member Employment

Final 2012-13 Final 2013-14
Cohort | Cohort | Cohort Il Total, 2013-14
NCTC-

LEA Eligible? | # Schools™ # CMs # Schools| # CMs # Schools| # CMs # Schools| # CMs
Alamance Yes 0 0 1 1 2 3 3 4
Alleghany* No --- --- 0 0 1 1 1
Anson Yes 0 0 0 0 1 1 1 1
Caldwell Yes --- --- 0 0 0 0 0 0
Cleveland* No 1 1 0 0 0 0 0 0
Columbus Yes 0 0 0 0 0 0 0 0
Cumberland Yes 3 3 2 2 5 5 7 7
Duplin Yes 1 1 1 1 2 3 3 4
Durham* Yes 2 2 4 4 13 21 16 25
Edgecombe Yes - - 0 0 0 0 0 0
Forsyth Yes 3 3 0 0 5 6 5 6
Gaston Yes 3 3 4 4 1 2 5 6
Greene Yes 0 0 0 0 1 1 1 1
Guilford Yes 1 1 2 2 6 6 7 8
Halifax Yes --- --- 0 0 1 1 1 1
Harnett Yes --- --- 0 0 6 7 6 7
Henderson* No --- --- 0 0 1 1 1 1
Hertford Yes --- --- 0 0 0 0 0 0
Hoke Yes 0 0 0 0 0 0 0 0
Lexington City* No --- --- 1 1 0 0 1 1
Lenior Yes --- -—- 0 0 3 3 3 3
Nash/Rocky Mounf  Yes --- --- 0 0 2 2 2 2
Northampton* No --- --- 0 0 1 1 1 1
Pasquotank Yes --- --- 0 0 0 0 0 0
Pitt Yes 2 2 1 1 1 1 2 2
Richmond Yes 0 0 0 0 0 0 0 0
Robeson Yes 2 2 1 1 1 1 2 2
Rockingham Yes --- --- 0 0 1 1 1 1
Rowan-Salisbury Yes 0 0 1 1 0 0 1 1
Scotland Yes 0 0 0 0 0 0 0 0
Union Yes 4 4 2 2 3 4 3 6
Vance Yes --- --- 0 0 0 0 0 0
Wayne Yes --- --- 0 0 0 0 0 0
Weldon City Yes --- --- 0 0 0 0 0 0
Wilson Yes 2 2 2 2 1 1 3 3

Totals: 24 24 22 22 58 72 76 94

N Only 17LEAs were eligible in 201-23; that number expanded to 30 for 2013
*Alleghany County (2013L4), Cleveland County (20123), Henderson County (204131), Lexington City (2013
14), and Northampton County (2013) hired corps members but were not includedhe list of eligible LEAs
Though served by DST, Durham was not eligible for NCTC services in28ht2itwas eligible in 201314.
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Figure 1. NCTC EmploymentMap, Cohorts | and 1I, 20184.%°
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Preparation Quality

The evaluation questions that guide this section are:

3. What is the quality of the NCTC Summer Institute experience? Specifically, how do teachers
prepared by NCTC rate their experience, in terms of the preparation it provides them fopr their
teachingassignments?

4. Has overall TFA orpsmember quality changed as aresultof TENCO s e x pansi|i on
the advent of NCTC recruitment efforts?

Standards foassessing NCTC Summer Institute and corps member quality

1 Training is: (a)relevant(e.qg., it is directly related to corps member experiences teaching in
target schools); (bfomprehensivde.g., it addresses multiple preparation needs
[employment, policies and procedures, pedagogy, classroom managemerdpr@ipated
(e.g., individubmodules and prservice and ongoing training sessions complement each
other); and (d) ohigh quality (e.g., corps members respond positively to the training,
understand its relevance, and acknowledge its usefulness)

1 NCTC and contracted staff are: (pjofessionaj (b) supportive(e.g., interactions with corps
members are positive and constructive); andpfepared

1 Cohorts meet or exceed cohort quality standards of comparable programs.
Summer Institute

The Evaluation Team investigatdte quality of thdirst NCTC Summer Institute by conducting
on-site observations of the opening thasey orientationthein-class teaching practicum, and the
final all-day training session. In addition, corps member feedback regarding their Summer
Institute experience was gathered duspgng2013 interviews. Findings from the observations
and interviews outlined iaprevous reportvere

1 Summer Institute training events about which Corps members were most positive included
the inclass teaching experiences and srgedlup breakout sessigns

1 Non-corps member teachers and principals in employing schools generally wereposit
about the preparation levels of the corps members

1 Corps members unequivocally agreed that the ongoing support provided by NCTC leadership
after they found employment was strong and responsive. In particular, they highlighted
| eader s hi p desdbaclg msourae provisionydedication, motivation, and overall
positive attitudeand

1 Corps members recommended four changes for Summer Irst{jtencreasing thiength
of thetraining period; (b) providing some-tiass experiences ahead of the information
driven segments of their training, to provide context; (c) placing corps members in more
challenging classrooms during training; and (d) including a segment on interviewing
teaching jobs.
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The Evaluation €amalsoconducted observations of each segment of the second Summer
Institute (July 2013) and gathered participant feedback degrigg2014 interviews to further
assess the quality of the Summer Institute componghedICTC progran¥irst- and second
year corps members attended the 2013 Summer Inshtiieef summary of the Institute and an
overview of mtable changes anecluded here.

Comprehensiveess okcope and relevaeco actual teaching experiencehe hreeday

orientation segment of treecondSummer Institute coved much of the essential information

new teachers requiggior to enteing the teaching profession. Corps members were exposed to a
series of lectures, presentations, and group activitegoftenweresupplemented witimaterials
relevantfor beginning teacher (e.g., policy and procedure handouts, lesson planning guides, etc.)
or online resources (e.g., links to the Common Core and Essential Standd@eniry Skills
framework, etc.)Early segments of the orientation focused on general program and state policy
and procedural requirementsllowed by pedagogical and classroom management training, all

of which suppordthe general knowledge and skill development required of any neheieto

be successful in the classroom.

To addressome ofthe timecorstraints evident during the first Summer Institute, NCTC

expanded its training for the 2013 cohort to introduce some of the topics covered in the
orientation segment during a eday kick-off event (delivered in June 2013). This event

provided 201314 cohort members with their official introduction to some of the more

fundamental elements of the teaching profession (e.g., classroom management, lesson planning,
and review of the Stamadd Course of Study and educational terms and acronifogjever,

even with this additional day, because the activities and information provided during the
orientation period were comprehensive in scop
range of topics continued to be a challenge, with little dppdy for corps members to reflect

on the information they received and to engage in conversatiorothidhelpthemto develop

their understanding of a given topic.

The kickoff event introduce@dnenew element to the NCTC training agemalairect response

to corps member feedback from the first Instito@oortunities tgractice interviewing for
teaching positions. NCTC recruited several principals ft&As in which corps membefom
the first cohort weremployed tdhelp prepae corps members fahe interview proces3hese
principals worked with corps members individually and in small groups to provide adiae a
effective interviewing practiceand expectations. In addition, principatnductednock
interviews. Informal conversations witbrps memberafter the evenyieldedlargely positive
responses to teeactivities one participant acknowledg#uat even though the exercise added
to his anxiety, it was encouraging to have that level of informaéind that the experience
helped hinf e e | i mo r a&bouithe nterviewerdaess.

The inclass practicunwasthe mostavorably-reviewed segment of theummertrainingfor
manyfirst-yearcorps membersvith severakiting the hand®n experience as having the most
direct impact oriheir prepaationfor delivering instruction in the classroémFirstyearcorps
member feedbadk spring2014 interviewd which, because theypically took placesix

%L Corps members participate in thediass practium segment of the Summer Institute during their first year in the
program only.
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monthsafterthe summer training period, all@ed corps membets reflect on théongerterm
impact of theittraining experiena@ emphasized the alignment between their training and their
actual teaching experiences:

[T]he summer teaching was good becauseteachementors were] very good and they
were very helpfulintelingme all he st uf f t hat | , bdti .dintdds t hi n|
like, making a whole lot more sense now for me. So that was good.

The Summerristitute is a lot more reavorld, handson. [J]ust the program in

general. . .1 [also] went througHa traditionalpreparation progranwhich was] all

books. l'tos all b ehavkey®u, @ ontil you Hoeyour metheds aneh d  wh a
your student teaching. But even still, the student teachiogtis few months long and

when youodore st udereltered ecush.iyomog 0y @u odbrs@ervo ngh
and then your cooperating teaching | ets vyo
from a lot of realworld teaching. And the NCTC program.you get all of that. You see

all of it. And on top of the. . .once you do start teaching, you still have that support

system.

These positive impressiogsntraseéd with those oftte first cohort otorps membersvhonoted
duringfall 2012 andspring2013 interviewgreferring to the first Summer Institutdjat their in
class training was helpful overall bitatthe trainingexperience did not adequately represent the
school or classroom environments in which they eventually taAgitable change between

the first and second Summer Instituteclass trining segmergwas the expansion of

participating schools to accommodéte increasé the number of corps membgcsnceivably,
with thebroadervariety of newtrainingschools some environments may haakgnedbetter

wi t h c or peventues folbineeteaching environments.

Coordinaion and quality The organizatiomf thetraining activities and topicsetlveredover

the duration of th secondSummer Institutevas logical and supportivAs mentioned above,
corps membefdrainingbegan withorientation segmentbatcoveredpolicy and procedural
overviews followed by pedagogy and classroom management techni§ued-group sessions
were embedded throughout the orientasegments anfibcused on specificgradelevel training
andopportunities for more personal learning experierfe@s, oneornone coacimg support)

For most corps members, timeclasspracticumthat followedwasaligned with the subject or
gradelevel in which they were eventually emplogedlso an improvementver the first
Institute. Finally,corps memberaere convenegeriodicallyduring the inclass training
segmentwhichallowedthemto reflect, shareand build on their entire training experience(e.
make connections between their orientation thedn-class training segmentdlost wrps
members from both cohorts agreed thatShu mmer | nsti tute experience
Abened i ci al

Professionalismsupportiveness, and preparednesprogram staffNCTC enlisedthe

assistancef DST coachsd coaches with experience smpporing reform effortsinthet at e 6 s
lowestperforming schooB to cofacilitatethe Summer Institute traininghich broughta high

level of experience and professionalism toltistitute Observatios condeted duringeach
Summer Instituténdicated thaall training staffwere weltprepared andelivered useful and
relevant information essential to the induction of new teacheasing staffalso appeared to be
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very successful irtheir efforts toestablish good rappowith corps membersvhich further
supportd a productive learning environment.

In interviews corps membersxpresse@ppreciatiorfor opportunities teengagecandidly with

DST coaches (who were often experienced, veteran teathatis¢lped them tdouild their

knowledge and understanding of the professidre training staftlsos uppor t ed cor ps
preparation by deliveringaastamount of informationn away that was manageable for corps

members toetain and build onAs one 20134 cohortmember explained:

| feel like [the training]touched on a lot of the stuff that | am encountering.naw ]t

was like a crash coursgput thecoachesverd so supportive of njesayingl A Al |  t hi s
stuffds going t o b egoingamgb threugmitguithaybaAridihe st b u't
repetition[is important] because we talk about the same things a lot, but each time we go

a little bit deeper. So | feel like that was great.

CohortQuality

As concludedn an earlier repoyfNCTC cohort qualityin terms of undergraduate GPA, post
secondary institution quality, and leadership potential) improved across the two years of the
program(see Appendix Da more complete analysis can be found in the second evaluation
report?). Average 20123 corps membevalueson these measures were strotigughon

comparable measures (GPA and institution quality), corps members on average typically did not
exhibit levels as high as those of their FENC colleagues.

Initiative Effectiveness

The evaluation questiorniat guide this section are:
5. Are NCTC teachers more likely than a) other rieachers in general and b) TFérps
members in particular to remain in teaching beyond their original commitment?

6. What role does recruitment ofolkth Carolinastudents have on retention of mwaditional,
selectivelychosen teacher candidates?

)

7. What role does grouping teachers together in-nigdd schools have on retention of NCT(
and TFAENC teachers?

Standard for assessing NCTC retention:
1 NCTC corps membeege more likely than a) other new teachers and b) recruits to other
programs (e.g., TFA) to stay in teaching past their second year.

1 NCTC corps members with North Carolina ties are more likely than a) other NCTC recruits
and b) recruits to other progran{s.g., TFA) to stay in teaching past their second year.

i Efforts to retain corps members result in retention rates that meet or exceed rates (a) in
comparable programs and (b) for all beginning teachers.

% North Carolina Teacher Corps: Year One Implementation Repé://cerenc.org/wp
content/uploads/2011/10/FINAL_NCTC_SecefdnualReport 1107-2013.pdj
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Retention

Because NCTC was delayed in its initialrsigp (original plans called for a 2041P cohort,
which would have completed its original commitment at the end of the ZR$2hool yeari
guantitative asessment of retention beyond a second year of teashmgnaailablebefore the
conclusion ofhis report (which was finalized before teachers during the-2@1hool year
made final decisions about their continued employment for-28)4However,data from the
most recent survey administrati@pring 2014 suggesthatmanycorps memberbelieved that
theywould continue teaching past their second yeaty 8% of respondents confirmed that they
did not plan to stay beyond their twgear commitmentQualitative data from previous reports
and from the spring 2014 focus growgapport theefindings from the final survey
administration All of thefirst- and secongearcohort membexinterviewedin the spring
reported that they planned to teach the following year.

The firstyear etention ratéor the inaugura01213 cohort(86%) wasslightly lowerthansome
estimates of national rates for figgtar teacherf0.1%9, though it was in line with average
teacher retention statewide (86%)n response tis early retention issues, NCTC accepted five
new corps membermid-year, and all founeémploymentin one of the target NCTC LEAs before
the end of the 20123 school year, bringing the total numbef6f213 corps members to 24

by the end of th&012-13 school yeaf* During the201314 school year, twadditionalfirst-
cohortcorps members withdrew from the prograesulting ina retention rateluring the first

two yearsof 81%,%° somewhatower than the tweyear retention rate of TRENC corps

members over the past several years (87%).

By contrast, te end-of-year employmengtatusof thesecondcohortresulted imafirst-year
retention ratef 95%, slightly higher tharthe estmated national rate for firgtear teacherand
notably higher thathefirst-year retention rate of their Cohort 1 colleagWedjustments to the
support provided to corps members for the 2A¥3school year (described in the secddibalow)
may have contributed to this improved retention rate.

All first- and secongearcorps members interviewed in spring 2014 indicated that they planned
to continugeaching, though only two discussed intentions of pursuing a career in teaching:

| 6ve al ways wanted to be a teacher, thatods
| want to do. | will be in education for forever.

B Kaiser, A., and Cross, F. (201Beginning Teacher Attrition and Mobility: Results from the First through Third
Waves of the 20608 Beginning Teacher Longitudin&tudy(NCES 2011318) U.S. Department of Education.
Washington, D.C.: National Center for Education Statistics. Retrieved from
http://nces.ed.gov/pubs2011/2011318; getHucator Effectiveness Divisi. (2013)Report to the North Carolina
General Assembly: 2012013 Annual Report on Teachers Leaving the Profes8d®. 115€12(22). Raleigh, NC:
North Carolina Department of Public Instruction. Retrieved from
https://eboard.eboardsolutions.com/Meetings/Attachment.aspx?S=10399&AID=19785&MID=1107

% See pp. 3B2, previous reportittp://cerenc.org/wzontent/uploads/2011/10/FINAL_NCTC_SeceAdnuak
Repat_11-07-2013.pdf

% Derived from the 22 currently active Cohort 1 members divided by 27 total Cohort 1 members (23 original
members plus the five additional members employed prior to the end of thd 2@tBool year).

% See p. 33initial report:http://cerenc.org/wgontent/uploads/2011/10/NCTC_PreliminaryReport29@012.pdf
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When | decided | was goingtobé¢ ee acher , | knew that | wasno
lifetime career..but now that | feel |l 6ve gotten a &

equipped to do it for longer.

Efforts to supportcorps memberetentionduring the recruitment period o address the attrition

rate of corps membedsiring the early stages of the program (between acceptance and their first
month of employmentNCTC staffimplemented additionakcruitment and suppostrategiesn

2013, including

1 Clearer descriptions of ¢hrequirements of the NCTC Program for prospective candidates,
such as licensure testing requiremeartd timelinegor completion

1 Additional career development support, suchéaaméwriting and job interview training.

Careful matching of corps membéosemployment irLEAs that aligned with their interests;
and

1 Efforts to arrange foemploymengarlier in the summer.
Effect of Recruitment of North Carolina Students on Retention

Due to the brief lengtbf the programthe impacts of theonnection betweeprevious residency
in North Carolina antbngertermrates of retentiofi.e., retention beyond two yeauld not
be measuredlefinitively, and evidence for connectiobstween North Carolina ties asHorter
term retention outcomes (i.e., retentiamidg the tweyear commitment perio@re mixed.

On the one hanaf the five Cohort 1 and three Cohort 2 members who left the program prior to
completing their tweyear commitmers the proportiorwith clear North Carolina ties (i.e., those
either from North Carolina awho completed their undergraduate education at a North Carolina
institutiory 75%)was lower tharnhe total proportion of corps members from North Carolina
(92%)0 if North Carolina tieglid notcontribute to retention, the expaton would be for the
proportion of North Carolinians who left early to the same as or higher thdre proportion of
North Carolinians in the prograwhile these observations are basedly on two years of data
and eight caseand are therefore uniable on their ownit should be notethatthey are

supported by datgatheredduringthe most recent survey admimistd to all active corps
membergspring 2014)whichsuggesthata higher proportion odurrentNCTC membersg7%)
thanof currentTFA-ENC corps members (33%yJe planning to stay in teaching beyond their
two-year commitmerst(AppendixA).?’

On the other handheoverallone and tweyear retention rates of NCTC teachers, TENC
teachers (who typically do not originate from No@arolina), and teachers across the nation
(noted abovewere similarin addition,evidence from interviews with NCTC teachers further
suggests thatonnections tdNorth Carolina did not have a significant impact on their decision to
stay or leave teachinyVhile severafirst-yearcorps membersavereportedconsistently across
the two years of the progratimat theyfelt isolated a feeling often associated with attrition
among earlycareer teachedssecondyear cops members who participated spring 2014

2"|n addition to teaching, many TFA corps members remain in education in soasitgafter their tweyear
classroom commitments end; data are not yet available regarding NCTC retention in the field of education.

Consortium for Educational Research and Evaluablomth Carolina 22



NCTC Final Evaluation
October2014

interviewsreported thathose feelings of isolatiomostlydissipatediuringtheir second year of
teachingafter they adjustdto their new employment settindsaid mecorps memberl é m o n

a really good team. Last year | was sortof aselodepers n, but this year | 6m
have a mentor, so | have no feelings of isolafiddso, when asked whether they planned to

continue teaching;orps members did not mentiogasongelated to geographynsteadfuture

career plans and working cotidins at their schools were the primary criteria impacting their
decisionsFor examplethe majority ofthe secondyear corps membewsho participated in
interviewsindicated that the degree of support from their school administrators and their
immediatecolleagues had the most impact on their decision to stay or leave tediinag

administration is the number onereafoh 6 m st ay i n g..l&dar horioristeriesfrorn o o | ]
people who feel they have nosuppartand | dondét hexeoAnothehnsotive pr ob |l er
some corps membeirsdicated as having an impact on thegcisiors to remain in teachirtdy

specifically at their current schoadswas their commitmento the students and the mission of

thar schoos. fiEven though | would love to teach in [a different county] because | live there, |

love my kids. | love the kids that lhasen d | dondét want to | eave the

Effect ofGrouping Teachers Together in HigNeed $hoolson Retention

While corps members percetveusteingd or grouping more than one corps member in the
same schodl to bea positive aspect of thgorogram it may not havedirectly impacedretention
significantly. Reflectingthe impressions dheir TFA-ENC peers (noted in previous repéftts
and later in this reportforps memberseported that working in the same school with other
teachers from their progradid help toreduce feelings of isolatiomutthatthe presencef

their peersvas more of a bonus than a necessity d o n 0 &t | nteddedrit kout tt Wwas nice. It
was nice to have that relationship, someone you can talkuagglate to them at that poiat.

Instead N C T Cavesallsystem of supporivhichprovided some of the benefits of clustering to
alarger number of corps mdyars €.g., those in schools without other corps men)beray

have been more beneficial thalnstering aloneln particular NCTCO periodiccollaborative
working sessions on Saturdays provided opportunitiesdgos member® share successes and
challenges andurther developnstructional techniques together. NCTC inaugural cohort
members said that these sessions were helpful gaddway to stay in touch with their peers.

In addition, pogram participantsitedtheimportance of thénstructionalsupport they received
from NCTC staff and theguidance in completing lateral entry teaching requiremestgher
key retention factordNCTC staff acted as instructional coaches and mentors to the cohort
members, periodically visiting their classroorn®bserve and provide feedback. The program
staff made themselves readily available to the corps members for information and technical
assistance over email atelephone

[Including support provided byny school and myEA], the NCTCprogram in general
has been mpiggest support system so far.

| reached out to [one of tleaff memberswhen | was stressing out and she personally
came and checked on me. That really turned the next couple of weeks around.for me
She personally came anavé me andeally helped me out.

28 hitp://cerenc.org/wgzontent/uploads/2011/10/NCTC_PreliminaryReport292012.pdf
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Teacher Effectiveness

The evaluation question that guides this section is:

8. Are NCTC teachers more effective than traditiongltgpared teachers? Specifically, how|do
outcomes of students served by NCTC teachers compare to stutierttsol similar
courses in the same schools with teachers who entered the profession via other portals?

Standards for assessing NCTC corps member effectiveness:

1 Academic outcomes of students served by NCTC corps members are comparable to or exceed
outcoms for students who took similar courses in the same or similar schools with teachers
who entered the profession via other portals.

Quantitative Assessment of NCTC Teacher Quality

As noted in théata and Methodssection, above, because of the timing offfther st cohort 6
first year, the Team is able to include here gniliminaryestimaes of Cohort 1 corps member
impact on student outcomes relative to the estimated impact offiosittgrearteachers in similar
teaching situations. Because #iate doegsot usevalueadded measures for firgear teachers

with no prior history of academic impaas part of formal educator evaluatipaad because of

the small number of Cohort 1 corps members with-fiestr valueadded results, readeskould

not considetheseresultsto be reliable on their own or to suggest any definitive evaluation of the
guality of the cohort or of the program as a whole; rathes,information isncluded in this

report primarily agn illustrative examplef the type of analysis that can be conducted once data
across three or more years are available for NCTC corps meémhetras definitive

assessments tieir firstyeareffectiveness

EVAAS estimates of the value added by the 12 NCTC corps members wgid tested
secondary courses were lower than estimates for otheydiastteachers across the state who
taught the same coursdmwever this difference wasot statistically significant (Table 2\
simple regression in which the only covariate wagary variable (whether the teacher were an
NCTC member or not) resulted in similar results.

Table2. Mean EVAAS Estimates of Value Added, NCTC vs. Otlie&ar Teachers

Group n Mean EVAAS Estimate
NC Teacher Corp{ 12 -0.989
All Other I°-YearTeachers in Same Subje( 1672 -0.685

Note Subjects include Algebra I, English Il, English/Language Arts |, English/Language Arts I,
science, and social studies

Behind this mean valuadded measure lies a wide range of individual measures for the 12 corps
members, with estimations for some individual NCTC teachers indicating that they met or even
exceeded expected growth. As noted above, until data for a langelesaf corps members are
available (for instance, after 2013 data become available), analyses like these can serve only
as examples of the types of analyses that will be available for future cohorts.
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Taken togethethese preliminary results reveal little about the actual value added by the first
cohort during their first yedr both because the difference between their vatlded estimates

and those of other firgtear teachers was not significant and also becaube okry small

number of corps members for whom estimates were available. It is also not entirely surprising
that their mean valuadded estimates were negative, given that they were aly&estteachers
teaching in challenging schoolevertheless, #se results do suggest the value of conducting a
careful examination of the measured impact of NCTC members once a larger number of corps
members have completed more than one year of teaching and more data are available.

Qualitative Assessment of NCTC Tlear Quality

In the absence @omprehensive quantitative data, the Evaluation Team has relied on qualitative

data for additional indications of the quality of thetfiigo cohorts of corps membefocus

groups and interviews have indicataghsistentit hat | mpressi ons of <corps
abilitieshave ranged from neutral pmsitive among both their nezorps member peers and their
principals.Someprincipals saw little to no difference in the performance of NCTC Corp

Members and other earbareerlateral entryteachers

| think they came in about the same as [other] lateral entry teachers.

NCTC teachers are no different than anyone stepping in the classroom for the first time.

What makes them different is the lack of having some sort of tegelperience going

into it. But once again, I woul dnodot say th
teacher[s].

Oneprincipalviewed theirack of experience as a detriment, batclarified that his critique

applied to lateral entry teachersmdroadly, not justto NCTC membeisl t hi nk al |l t e
that are lateral entdythat do not come in with that student teaching experience and those

interning experiencésar e at a dramatic deficit. o

Overall, though, mostorps memberappeared texceedheir principal®expectationsFor
exampleasoneprincipalsharedduring his spring 2014 interview

Compared to other teachers that generally come in, [NCTC teachers are] much more
prepared. . . . [T]hey actually are quite attuned to what is necgsseeilied in the
classroom, you know, [like] good classroom
see right at the beginning, but that you do see with them.

These sentiments were echoed i n-NCHe& @emmesnt g |
obvious that she | oves what she does. I me an ,
h s h

everything that she does and e really |l oves

Of nate, ring 2014comments about corps memistassroom management reflected a positive
changdrom school year 20223i n princi pal s0 i mpr esGabilibess of N
in that areaWhile the previous years ¢ o maflected tte challenges tHd€CTC members

experienced in effectively managing behavior in their classrdaimsre hd been aconsistent

shared opinion thaof all the challenges NCTC corps members face in their first years as
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teachers, classroom megement was by far the larg&égtrincipals inspring 2014oted
i mpr ovement s iaassoanrnmasagementslilss:r s 6

Classroom management is huge andwith respect tothdir] preparedness for the

classroom . .very brandnew teachers generally are shy at the beginnintgrgdy

hesitate on making decisions. These [NCTC]teached on 6t hesi tate. The
in and do what they need to do.
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Summative Findings: Teach for AmericaEastern North Carolina

Capacity

The evaluation question that guides this section is:

1. DoesTFA-ENC meet demand for beginning teachers inmghd schools?

Standards for assessing TFA recruitment:
1 Placementesults meet or exceed targets.

North Carolinads revised Det aiDecendbe2d@mléts of Wo
contract with TFAENC include targets for the growth of THANC in North Carolina. For the

201213 school year, the target size for the full complement of -HMC corps members was

217, with 115first-year corps membermipported by RttT fundsnd, for the201314 school

year, the target size wad40, againwith 115 firstyear corps membessipported by RttT funds.

In 2012-13, 219corps members either returné®) or were initially placed130) in Northeast

North Carolina schoolgxceedinghecontracted target f&2012-13. The201213 cohort

retainedl00corps members for tH201314 school year, an@80 corps members were added as

part of the201314 cohort, for a total 0280. This totalagainexceededhe target number as
specifiedinTFAENCO6 s contract . P braicdeateel m Figut2ot al s by LE

Figure 2. TFA-ENC Placement, 2213 and 203B-14.
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Preparation Quality

The evaluation question that guides this section is:

4. Has overall TFAENC corps member quality changed as a result of -BFN C 0 s
and/or the advent of NCTC recruitment efforts?

e xp

Standard for assessing changes in TFA cohort quality:

1 Measures of incomingFA-ENC cohort grade point averages, pestcondary institution
qudlity, and leadership potential remain unchanged or improve over life of the NCTC
initiative.

Several of the TFANC corps member demographics for the passchool years (20089
through201314) suggest that TFANC presence in the regiaontinues taindergo nable
transformation. Some of tke transformations (such as thegoingincreasen the size of the
corps membecohorts, noted aboye ar e refl ective of suppor
funding and the required expansion of FENC; reasns for other patterngpear to be related

ansi

(O

t pro

to changes in corps member recruitment and acceptance as a result of the expansion efforts

Grade Point Average (GPA)

The average GPA among candidates who were extended offers to joiBNEAIncluding the
current 201314 cohort)is very high (mean3.60) and has changed little since the advent of

NCTC, suggesting no change in cohort qualityttoa measure as a result of the presence in the

state of a similar prograntt is worth noting thathe rangeof GPAsis broad 2.53-4.00),
indicating that TFA considers GPA bedntinues taot let that singléactor drive selection
(Table3).

Table3. TFA-ENC Invited Corps Member GPA by Cohort

TFA-ENC Invited Corps Member Cohort Year
2008 2009 2010 2011 20120 2013 Overall
n 99 80 69 117 157 211 733*
Mean 3.62 3.65 3.58 3.62 3.62 3.56 3.60
Percent of Cohort
in Highest GPA 50.5% 50.0% 40.3% 44.4% 49.7 40.4 45.7
Range (4.63.7)

*No cumulative GPA provided for three corps members in 2010 calndrtwo corps members in 2013

cohort

"These data representdates to data reported for this cohort in previous reports provided by TFA.

PostSecondary Institution Quality

TFA relies onUS News & World Reporankings of US colleges and universities to derive its
selectivity ranking of corps member pagtcondary schools. TFA recruits heavily from what it
| abelssSeiMacti veSehadt nMeo
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groups of schde®), which account fo69% of all accepted candidates acrosssixanost recent
cohort® a proportion that, like GPA, has not changed significantly over the RttT period

Leadership Potential

TFA staff members rate the leadership potential of the candidateveral points during the
interview and selection process and assign (and continuously update throughout the recruitment
process) subjective ratings of this potential onpinit scale, based on perceptions of a

p r e vence (assdetdiledandésumeshandpappicatipns, rand later
clarified via interviews). The average leadership score arfengix most recent cohorts of
TFA-ENC candidates was abo8#7 (SD=918). The majority just over72%) of candidates
were ranked by TFA s

candi

ranked

dat eds

wi t h

havi
t he

ng
Ahigh

faverageo

esto

(3)

| eader

0 4.5 vereg h 0

ship

cohorts, howeveras well as a possible notable treBdamining the combined s&ois

and
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Ahi ghest o
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acr oss

ng ei

Table4. TFA-ENC Cohort by Leadership Score

cohorts,

t her

on
Ahigho

l'y 2

or

(4)

potenti a

of

9. 3%

Ahigho

of t

Ahi ghest o
44.4% of the 2011 cohort, and 43.2% of the 2012dolere ranked at this leyelnd the most
recent cohort (2013) has the largest proportion of corps members (62.3%) ranked at the highest
two levels. In addition, the 2013 cohort also has the smallest proportion of corps members
(7.1%) ranked at the loweswvo levelsfor leadership potential (Tabig.

TFA-ENC Corps Member Cohort Entry Year
2008 2009 2010 2011 2012 2013 Total”
ngttj:rzﬁgip Percent o n Percent o n Percenbf n Percent o Percent o n Percent o n Percent
. Cohort Cohort Cohort Cohort Cohort Cohort
Ranking
High (4,5)| 29 29.3% |19 23.8% |34 47.2% |52 44.4% |67 43.2% |132 62.3% (334 46.7%6
Average (3] 43 43.4% |43 53.8% (22 30.6% |43 36.8% |70 45.2% |65 30.7% (287 40.1%
Low (1,2) 26 26.3% |18 225% | 6 83% |11 9.4% |18 11.6% |15 7.1% |94 13.2%
Average 547 3.05 3.63 3.53 3.41 3.78 347
Score

*No leadership scores provided for one corps member in 2008 cohort, for 10 in 2010 cohort, for 11 in 201 arabh
one in 2013 cohort

As with GPAs, the range of ratings in this category also suggests that TFA does not allow this
variable to drive selection exclusively, either; fully.2%6 (aboutl out of everyB) of accepted
candidates for TFANC were rated at the two lowest levelsaqd 3. Interestingly, there
continues to ba weak but statistically significant inverse relationship between leadership
potential ratings and GPA among accepted candidates acrass years (=-.196; p=.0000 in
other wordsas leadership scores rism@ng candidates, mean GPAs tend to fall, and vice yversa
further supporting the notion that the TFA selection process does not isolate one characteristic as
being more important than all others
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Initiative Effectiveness

The evaluation question that guidbss section is:

7. What role does grouping teachers together in-niggad schools have on retention of FFA
ENC teachers?

Standard for assessing TFA retention:

1 Efforts to retain corps members result in retention rates that meet or exceed rates (a) in
comparable programs and (b) for all beginning teachers.

Retention

For this section, retention rates were calculated based on the number of corps members who
startedT F A Susnmer Institute, which includes corps members who never were placed in a
school® In total betweer2008and2012, there weret81such TFAENC corps members, and
3990f those 83%) were placed in schools and either completed theiy®ay commitments or
remained in good standirag the beginning of th2013-14 school yeat" Two-yearattrition rates
among the 2008 and 2009 cohorts (who completed their commitmeptinig2010 andspring
2011) weresimilarat11.1% and 8.7%, respectively. The tyear retention for the 2010 cohort,
however, wasower, with an attrition rate of 15.9%and, as cohort size increased each year
thereatfter, attrition rates continued to increase. The 2011 cohort (members of which completed
their commitments iispring2013) experienced an attrition rate of 19%, and the 2012 cohort
alreadyhad an attrition rée of 25% at the beginning @ second year (Tablg). In almost all

cases, corps members acrosséhievecohorts who left the program before completion of their
two-year commitments did so voluntarily; ordix corps members were dismissed.

Table5. TFA-ENC Corps Member Completion or Retention, by Cohort, 22082

TFA-ENC Corps Member Cohort Entry Year Overall
2008 2009 2010 2011 2012> | (200812)

Corps members n 88 73 53 85 100 399
‘t’rvgcl’r i%mﬂ?tﬁim ocenl  889%  913%  84.1%  810%  746% | B83.0%
Corps members n 11 7 10 20 34 82
who resigned Percent
early or were of Cohort 11.1% 8.7% 15.9% 19.0% 254% 17.00%
terminated*

* Includes corps members who attended Summer Institute but either did not complete it or comp
but were not placed in a school; does not include corps members granted emergency release.
"Not final figures; data reflect retention/
year of their tweyear commitment.

% Among original members of the 2008 thrtw@012 cohortsseven corps members were granted releases for
emergency reasons between the start of Summer Institute and the end of their teaching commitments; they were not
included in any of these totals or calculations.

31 Note Data available only thugyh fall 2013; final retention data not avable for the 2012 cohort untiisimer

2014. The Evaluation Team will continue to track attrition rates through the end of the RttT period.
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Clustering andRetention

Beginning in the201112 school year, TFANC increased efforts to place clusters of corps
members in the same school212-13, TFA-ENC placectlusterscomprisedof three teachers
or larger in33 (or 65%)of the 51schools in which corps memisewere placed; i2013-14,
TFA-ENC placectlustersn 44 (59%)of its 74 schools.

The impact of theselusterso f cor ps members on retention and
experiences are explored in greater detail irBEhvea | u a t i forsh forfativee nepost. In
summary, that report concluded that clugpleacement may havgeen beneficial for corps
members: at the end of the 2012 school year, about 850f TFA-ENC corps members

indicated that they valued having other corps members in thewlschofocus group sessions,
TFA-ENC corps members indicatatbre strongly than did their NCTC peers (see abthad)
placement with other corps membuiigh whom they could share the firgeéar teaching

experiencd and to whom they felt a degreeloyaltyd provided them with the support they
needed to complete their first year of teaching. Focus group data also sdguEstorps

member placement itlustersfacilitated the development of relationships and cohesion between
corps members, and in easwhereslusterswere not too large, even between themselves, other
school staff, and the larger community. Teport concluded that there appeared tarbe

optimal TFA clustersize of between three and five corps membersrps members in larger
clustersnoted that suchlustersizes tended to limit their exposure to veteran teachers and
supported their own tendencies to interact only with other corps members, thus limiting their
integration into their schools and communitiestdsponsgstarting in2012-13, TFAENC

reduced the size df larger clusters

Cohort Characteristics and Early Departure or Dismissal

For the first evaluation reportye¢ Evaluation Tearalsoconducted an initiahvestigaion of

possible connections between THEAIC corps membeselectioncharacteristics and early
departure and dismissand that investigation is updated hd&esults otheearlier analyses
revealed no statistically significant relationships between selection characteristics and attrition,
but, as noted abov&FA corps member attrition has increased since that analyssipdated
analysedor thisreportagainincluded three characteristcS5PA, leadership score, and college
and university selectivity to determine if any of them appeared to be correlatedeamitly

departure and dismiss#is before, and even given the increased proportion of early departures,
in no cases did there appear to be any connection between these characteristics and a corps
member 6s | i keli hood t o eBENChbréaltochmpeteihererhia posi t
two-year commitment? It should be noted that no other variables (i.e., potential control
variables) were available to include in the regression models; factors other than the selection

32 A binary variabl® TFA corps member status (in good standing or ngoiod standind) was regressed onto

three independent variables: (1) undergraduate institution selectivity; (2) leadership potential; and (3) cumulative
GPA. None of these three independent variables was found to have a statistically significant relabiaoshig

member statumE342;p[selectivity}.173;p[GPA]=.523;p[leadership]=.803). The analysis was completed for

corps members in the 2008 through 2011 cohorts only; the 2012 and 2013 cohorts, as well as any corps members
who left the program for pesgal emergencies, were excluded from this analysis because they are active corps
members in groups that may experience additional dropout.
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characteristics analyzed forthiseept | i kel 'y play a greater rol
decision to leave the program prematurély.

Teacher Effectiveness

The evaluation question that guides this section is:

8. Are TFA-ENCteachers more effective than traditiongdyepared teachers? Specifically,
how do outcomes of students served by JEMC teachers compare to students who took
similar courses in the same schools with teachers who entered the profession via othe
portals?

=

Standards for assessing NCTC corps member effectiveness:

1 Academic outcomes of students served by TFA corps members are comparable to or exceed
outcomes for students who took similar courses in the same or similar schools with teachers
who entered thprofession via other portals.

1 Feedback from colleagues indicates strengths in less quantifiable areas of teacher
effectiveness.

Quantitative Assessment of HEAIC Teacher Quality

Historical studies ofheimpacts of North Carolin&FA corps members on steidt outcomes
have generated largely positive resufist example,n one study,asults for matematics
teachers suggesta positiveeffecton student®f having a TFA teachdrelative to other
teachers of similar experience) of 13.2% of a standarchtien{with a standard error of 3.7}
Another study found thdahe impact offFA teachersvas abouil5.3% of a standard deviation in
mathematic(with a standard error of 4.6)

More recentlyCERENC part ner EPI CO6s u pelfentivemessofdadydy o f
career teachers in North Carolina (based on their preparation programs and using data through
the 201112 school year) indicates that the value added by North Carolina TFA corps members
was significantly higher than that of otherlgazareer teachers in elementary and middle grades
mathematics and scienado wereprepared in traditional publicistate programswith notable
differences at the middle grades level. The value added by TFA corps members in reading was
positive but nostatistically significantly so in elementary grades, but in middle grades, the value
added by TFA corps members was again significantly hidgtweally, the value added by TFA

corps ggembers in high school mathematics, science, and social studies aligmieensly

higher:

% The narrative analysis section on retention included in Appendix K difshevaluation report provides
additioral insights into reasons for early departure of corps members.

3 Xu, Hannaway, & Taylor (2011)

% Glazerman, Mayer and Decker (2006)

% Bastian, K. C., and Patterson, K. N0(4). Teacher Preparation and Performance in North Carolina Public
SchoolsChapel Hill, NC: Education Policy Initiative at Carolirftp://publicpolicy.unc.edu/files/2014/02/Teacher
PreparatiorandPerformance_FINAL.pdf
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Qualitative Assessments of HEAIC Teacher Quality

The first evaluation repo#disoincluded an analysis of qualitative evidence of TENC cohort
quality, the results of which are summarized Hé@everal themes related to the pared

quality of TFA-ENC corps members emerged during focus group discussions, including:
tenacity; classroom management; pedagogy and delivery of instructional content; afftl rigor.

Tenacity Tenacityrefest o a t eacher 6s abi ddvetsityortclmllepgesr si st i
Focus group participants suggested ffaA-ENC corps membetypically fell into one of two

classes: either they exhibtta strong commitment and dedication to the job, or theypdrput

fairly early in the year, possibly frome el i ng #Aburnt out, o or as a r
their classroomslhus, norcorps member teachers identified teihaas a key characteristic of
mostTFA-ENC teachers.

ClassroommanagementThough £edback aboufFA-ENC corps memberiassroom

management was sparfiee opinionsthat were shared varied considerably, with someawwps

members reporting that TFENC corps members lacked classroom management skills, while

others indicated that corps members grew over the course efdhetheirclassroom

management skillfkespondents also noted corps memibersa b i | i ty t oteadherv el op ¢
relationship based on discipline and respect

Generalpedagogy and@ontentspecificknowledgeNon-corps members were divided in their

perceptions of the strength and quality of their FEANC col | eaguesd pedagogy
their conterispecific knowledge. The general perception shared bycogrs members was that

corps members knew their content well thatat the start of the ademicyeaii t h.e.yl on 0 t
know how to relate it down to the middle scho
content knowledge and their ability to share that knowledge with their students in a
pedagogicallysound wayHowever, ommentanacke toward the end of the academic year

A

suggested@ic or ps me mber s 6 iimpsoved with time and experigheel | ver y

Instructionalrigor. Very little information was shardaly noncorps memberduring focus

groups regardintheir perceptions ofFA-ENCc or ps me mber s 0 butthgse r uct i on
who did share suggest#uht their TFA colleaguemet the expectations established by their

schoos, though in some cases their perceptions were that they might have pushed their students

too hard

3" The UNC EPIC study cited above also included findings related to qualitative assessments of TFA corps member
through 201112. In that studyT FA corps members typically were rated higher than their pgemared in

traditional public instate programen eat of the five qualitativelymeasured North Carolina Professional Teaching
Standards.

% Note, however, that the majority of responses related to teacher quality were provideechypsomember

teachers at only one of the four schools where focus grougsosaducted, and that very few THENC

participants themselves discussed issues related to their perceptions of teacher quality. As a result, and as noted in
the original report, conclusions drawn from the analyses should be treated with cautiondasribielyecessarily

present opinions from a wide or representative range of participants.
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Administration of North Carolina Teacher Corpsby Teach for America

In July 2012, the North Carolina General Assembly formally recognized the establishment of
NCTC,*® but in July 2013, the General Assembly passed legislatiomana¢dTFA as the
administrator of NCTCbeginningwith the 201415 cohort*® Thelegislationstateghat,

effective July 1, 2014, the State Board of Educati@uld enter into contract witiFA to,

among other thingsiestablishthree new programs designedrioreae the recruitment of
candidates whare residents of North Carolina and increase the number of candidates who
remain working in North Carolina public schools beyond their initialyear TFA

commitment *5

Details of theprogress of thé&ransition of theadministration of th&lCTC program to TFAare
limited due to the timing of this report atal the date on whicliFA began its formal
administration othe201415NCTC cohort(July 1, 2014)Initial documentation provided by
TFA suggestthat TFA will increasen-stateefforts to promote currenT FA programsand
increae recruitment ofNorth Carolina students and professionalthese program@\ppendix

E); as of July 2014, TFANC hagecruited137 such corps membgs the total cohort of 315
new corps member&om 23 North Carolina colleges and universifi@sthe 201415 school
year*? Promotional materialalsoindicatethat any current or future candidate with North
Carolina ties (i.e.gorps members whgraduagd from aNorth Carolinacollege or university, or
who arecurrent resides} will be considered members of the North Carolina Teacher Corps.
Initial feedback from TFAENC leadership suggestthat TFA plamedto expandts presence in
Eastern North Carala bysening oneadditionalLEA (Pitt CountySchool3d an NCTC LEA in
school years 20123 and 201340 viarecruitment of betweeB and12 firstyear corps
memberdo that LEA for the 201415 school yearn addition, TFA is opening a new chapter in
thesat ebs Piedmont Triad region, which wil!/
School$ also a former NCTC LEA in 201415. Rans to provide servicdo the28 other
former NCTC LEAs (see Table 1 and Figure 1, abave)unclear

%9 SL 2012142; hitp://www.ncga.state.nc.us/Sessions/2011/Bills/House/HTML/HOB0wiF

“9'SL 2013360; http:/ncleg.net/Sessions/2013/Bills/Senate/HTML/S402v7 ;H4EIT C will continue to provide
support for the 20134 cohort through the 20146 school year via RttT roost extension funding.

*1 SB 402, Section 8.2BL 2013360; http://ncleg.net/8ssions/2013/Bills/Senate/HTML/S402v7.html

“2 As indicated in an email from TRENC to NCDPI (July 9, 2014)The total cohort size (315) is approximate;
cohort numbers were not finalized until after the completion of this report.

Consortium for Educational Research and Evaluablomth Carolina 34


http://www.ncga.state.nc.us/Sessions/2011/Bills/House/HTML/H950v7.html
http://ncleg.net/Sessions/2013/Bills/Senate/HTML/S402v7.html
http://ncleg.net/Sessions/2013/Bills/Senate/HTML/S402v7.html

NCTC Final Evaluation
October2014

Summative Conclusions

Data collected during the 20413l school year fothis final reportbuilt on thebaseline data
presented in the first repahdthe follow-up analyses ithe secondeportto supportsummative
conclusions of thewo-yearNCTC initiative and tk RttT-funded expansion of TFA in Northeast
North Carolina.

North Carolina TeacherCorps

1 Recruitmentin total, 94 NCTC corps memberaere employe@cross 23 LEASetween
201213 and 2013l4; howeverjn neither yeadid the program meet its targgt00and 150
corps members, respectivelyhestrength of the candidates admitted to the program (based
on undergraduate GPA and the selectivity of their undergraduate institutions) increased in the
second yeafsee Appendix D)

1 Retention The greatest los$ oorps members ocawd between their initial acceptanc#o
the program anther employmend that is, before they even entered a classrdonr2013,
NCTC introduced rachanismsareduce attritiorduringthis period such agproviding
cleaer communicatioraboutprogram requirementg.g., licensure testingncreasingcareer
development opportunities and suppoé the summer trainingnorecarefuly matching
corps members to employment that aligns with their interests, and to the eshteo
securingemploymenfor corps membersarlier in the summer

While attritionwashigh between the recruitment and employment stages, evidence gathered

via focus groups and surveys suggests that retention rates after the iniyalwo

commitmentmay be higher for NCTC than for similar programasidence is mixed,

however,as to whethean emphasis on the recruitment of corps members with North

Carolina tiegs akeyreason for those retention ragtdse network of support provided by the
progamdir i hg corps member soé f i ratleasttammortaptefar s ap g
not more so

1 Preparation QualtyThe components of NCTCé6s training t
corps members were: the scope and quality of content provided; the ,qualigssionalism,
and ongoing support of program and training staff; and toéass training segment that
provided valuable hanesn teaching experience.

Programs like NCTC with limited time for peervice training can make better use of that
trainingtime by: placing more emphasis on the development dértbe/ledge and sk#l that
most support earlgareer teachers (such as classroom managerpentding inclass
experiences ahead of the informatuniven segments of their training, to provickaps

membes with contextfor what they learn during that trainingndplacing corps membens
classroontrainingenvironments that closely align with school and classroom environments
in which corps membeiare likely tosecure employment

1 TeacherEffectivenessSufficient quantitative evidenct determinghe effectiveness of
corps membergas notyetavailableat the timehis reportwas completedHowever,
evidence gathedvia focus groups and interviews with abICTC teachersand principals
suggess thattheir perceptions aforpsmemberclassroom performanaeeresimilar totheir
perceptions of the performanc&other earlycareer teachers with ndraditional teacher
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preparation backgroundBrincipals most often cited a lack of g@erviceexperience and
ineffective classroom management as corps
were more positive about the classroom management skills of the second cohort.

In sum, though the evaluation revealed areas of specific weaknessnitigiige that would

need to be addressed if it contindedy., converting potential recruits into corps members,
providing extensive preeaching preparation, finding employment for all trained corps members
overall, the initiative appeared eithemh@et or to be on a trajectory toward meeting many of its
goals.When asked jfgiven an opportunity to make the decision agiey wouldchoose to
takepartiNCTC, all interviewed teachers agreed

t
been increditd . . . | 6d definitely recommend it to

opposed to going on your own.o
Teachfor America

1 TFA placed or retained 157 corps members in Eastern North Carolina at the beginning of
school yeaP01112,219 corps members at the beginnin@01213, and280corps
members at the beginning of the 2alBschool yearOverall, ketween2016311 and 2013
14, RttT funds helped TRENC exceedts overall goal for growth in Eastern North Carolina.

1 TFA corps membs continue to be rated both quantitatively and qualitativehigidy
effective teachers, relative to their eatlyreer peers.

1 Since 2008, about 87% of THANC corps members have completed two full years of
teaching; however, thgreliminaryretention ate for the 2012 cohort (75%)yecorded at the
beginning of the 20134 school yearbefore that cohort completed its twear
commitmend alreadywasmuchlower than the rate for the four preceding cohorts.

Administration of NCTC by TFA for 201415 and Beyad

1 During the 2013 session, the North Carolina General Assepalsled legislation that named
TFA as the administratmf NCTC as of July 1, 2014, beginning with the 2013 cohort.
The 201314 cohort will be supported in its second year by RttEost exension funding

1 TFA plans to expands presence in Eastern North Carolina by providingestimated 8 to
12 firstyear corps members Ritt County Schoot one of the former NCTCEASsS for
the 201415 school year.

T TFAGs support f orchaptertasobeginningonr201®, wil providd 30 n a
corps members to Guilford County Sch@ksnother former NCTC LEA.
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Appendix A. North Carolina Teacher Corps Memberand Teach For America Corps

Member Survey Items and Results

Descriptive statistics for items from tfedl 2013 and pring 204 survey administration®

NCTC and TFA corps members
North Carolina Teaher Corps

Fall 2013

Strongly
Factor Iltem N Mean Disagree Disagree

Neither
Agree nor
Disagree

Agree

Strongly
Agree

| value having other
NCTC membersatmy| 53 4.26 0.0% 0.0%
school/district/cohort.

20.8%

32.1%

47.2%

| feel isolated at this

53 2.17 34.0% 37.7%
school.

9.4%

15.1%

3.8%

| receive valuable
feedback about my
teaching from other 53 | 3.30 0.0% 18.9%
NCTC members at my
school/district/cohort.

43.4%

26.4%

11.3%

| feel supported by
other NCTC members
at myschool/
district/cohort.

53 3.91 0.0% 5.7%

28.3%

35.8%

30.2%

Having other NCTC
members in my
school/district/cohort
will be or was critical to| 47 2.55 19.1% 25.5%
my decision to return
for my second year of
teaching.

Sense of Community

38.3%

14.9%

2.1%

| plan to staybeyond
my two-year
commitment to
teaching.

53 4.23 0.0% 3.8%

Less than
once a
Never month

11.3%

Monthly

43.4%

Bi-weekly
to weekly

41.5%

Daily

Frequency of
discussing schoel
related issues with othe
NCTC members

52 2.44 40.%% 17.3%

17.3%

7.™

17.3%

Frequency of
participation in non
schootrelated activities| 53 2.00 47.2%% 20.8%
with other NCTC
members

Strength of Community

19.9%

11.3%

1.9%

Note Items either asked about school (4}, district (n =33), or cohort (n =6) depending on whethéne respondent
indicated that he or she was the only NCTC teacher at his or her school and/or district.
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Spring 2014

Factor

Iltem

Mean

Strongly
Disagree

Disagree

Neither
Agree nor
Disagree

Agree

Strongly
Agree

Sense of Community

| value having other
NCTC members at my|
school/district/cohort.

67

4.04

1.5%

1.5%

23.9%

37.3%

35.8%

| feel isolated at this
school.

67

2.28

28.4%

40.3%

10.4%

16.4%

4.5%

| receive valuable

feedback about my
teaching from other
NCTC members at my|
school/district/cohort.

67

3.25

4.5%

14.9%

41.8%

28.4%

10.4%

| feel supported by
other NCTC members
at my school/
district/cohort.

66

3.71

4.5%

7.6%

21.2%

45.5%

21.2%

Having other NCTC
members in my
school/district/cohort
will be or was critical
to my decision to
return for mysecond
year of teaching.

57

2.70

17.5%

28.1%

29.8%

15.8%

8.8%

| plan to stay beyond
my two-year
commitment to

teaching.

66

3.95

1.5%

Never

7.6%

Less than
once a
month

24.2%

Monthly

27.3%

Bi-weekly
to weekly

39.4%

Daily

Strength of Community

Frequency of
discussing schoel
related issues with
other NCTC members

67

2.42

28.%%

26.%

28.%%

7.%%

9.0%

Frequency of
participation in non
schootrelated
activities with other
NCTC members

65

1.80

49.2%

30.8%

12.3%

6.2%

1.5%

Note Items either asked about school (3, district (n =40), or cohort (n =10) depending on whether the respond:

indicated that he or she was the only NCTC teacher at his or her school and/or district.
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Teach for America

Fall 2013

Neither
Strongly Agree Nor Strongly
Factor Item N Mean Disagree Disagree Disagree Agree Agree

| value having other
TFA corpsmembers af]
my
school/district/cohort.
| feel isolated at this
school.

| receive valuable
feedback about my
teaching from other
TFA corpsmembers at
my
school/district/cohort.
| feel supported by
otherTFA corps
members at my
school/ district/cohort.
Having othelTFA
corpsmembers in my
school/district/cohort
will be or was critical 91 3.10 2.1% 3.1% 8.3% 42.7% 43.8%
to my decision to
return for my second
year of teaching.

| plan to stay beyond
my two-year
commitment to
teaching.

96 4.49 0.0% 1.0% 11.5% 25.0% 62.5%

94 1.80 43.6% 39.4% 10.6% 6.4% 0.0%

96 3.28 43.6% 39.4% 10.6% 6.4% 0.0%

96 4.23 7.3% 17.7% 28.1% 33.3% 13.5%

Sense of Community

96 3.15 16.5% 17.6% 22.0% 27.5% 16.5%

Less than
once a Bi-weekly
Never month Monthly to weekly Daily

Frequency of
discussing schoel
related issues with 93 4.02 8.6% 7.5% 10.8% 19.%% 53.8%
otherTFA corps
members

Frequency of

participation in non
schootrelated 95 3.58 7.4% 11.8% 18.9% 42.1% 20.0%
activities with other
TFA corpsmembers

Strength of Community

Note Items either asked about school (B6}, district (n =35), or cohort (n =5) depending on whether the respondent indica
that he or she was the onllfFA teacher at his or her school and/or district.
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Spring 2014

Factor

Iltem

Mean

Strongly
Disagree

Disagree

Neither
Agree nor
Disagree

Agree

Strongly
Agree

Sense of Community

| value having other
TFA corpsmembers at
my
school/district/cohort.

92

4.45

1.1%

3.3%

8.7%

23.9%

63.0%

| feel isolated at this
school.

92

2.12

29.3%

43.5%

16.3%

7.6%

3.3%

| receive valuable
feedback about my
teaching from other
TFA corpsmembers at
my
school/district/cohort.

92

3.24

4.3%

21.7%

26.1%

41.3%

6.5%

| feel supported by
otherTFA corps
members at my schoo
district/cohort.

92

4.11

0.0%

6.5%

9.8%

50.0%

33.7%

Having othefTFA
corpsmembers in my
school/district/cohort
will be or wascritical
to my decision to
return for my second
year of teaching.

83

3.4

10.8%

13.3%

24.1%

28.9%

22.9%

| plan to stay beyond
my two-year
commitment to
teaching.

92

2.93

14.1%

Never

20.7%

Less than
once a
month

32.6%

Monthly

22.8%

Bi-weekly
to weekly

9.8%

Daily

Strength of Community

Frequency of
discussing schoel
related issues with
othercorps TFAcorps
members

92

3.77

7.6%

13.0%

12.0%

29.

38.0%

Frequency of
participation in non
schootrelated
activities with other
TFA corpsmembers

91

3.31

9.%

20.9%

13.2%

40.7%6

15.4%

Note Items either asked about school (B3}, district (n =30), or cohort (n =9) depending on whether the responde
indicated that he or she was the ohfyA teacher at his or her school and/or district.
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Appendix B. Focus Group ar Interview Protocols, Fall 2013

NC Teacher Corps Member Focus Group Questions

Overall / Intraduction

1 How would you describe your NCTC experience to this point?

Initiative Effectiveness / Recruitment and Retention

T

Did you consider other teaching opportunities? If so, what were they, and why did you
choose NCTC?

What do you think are the benefits of being placed with other NCTC members at your
school? What are trdrawbacks?

Do you think being placed with other NCTC members affects your thinking about returning
next year to this school?

Have you experienced any feelings of isolation during your time here at [name of school]? In
[name of community]? If yes:

(0]

(0]
(0]
(0]

What rde does being away from your family play in these feelings?
What role does being away from a larger city play?
What other factors do you think contribute to these feelings of isolation?

Has being with other NCTC members helped reduce these feelingshdinsd]f not,
why not?

Do you plan to remain in teaching at this school next year? Why or why not? Are you
considering remaining in teaching beyond your commitment? Why or why not?
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Non-NCTC New TeacheFocusGroup Questions

Overall / Introduction

T

How would you describe your firgtear experience to this point? Your experience working
with NCTC members at your school? [Probe for positive and negative interactions]

Initiative Effectiveness / Recruitment and Retention

T

When you were an undergraduate, wgye aware of opportunities likeeach for America
or NCTC [Insert brief description of each program here, if neces8ary]

o Did you consider applying for a position through one or more of those programs? Why or
why not?

o Would you make the same choice a@aWhy or why not?

How would you describe the preparedness for teaching in this school of the NCTC teachers?
Do you believe they were as wltepared for their first year of teaching as you were?

o Could you please elaborate on your perceptions of theiembkhowledge mastery?

o Could you please elaborate on your perceptions of their instructional delivery
effectiveness?

o Could you please elaborate on your perceptions of their classroom management skills?

NCTC places teachers in groups of three or more a¢ sammools. Do you think that having
several NCTC teachers at your school has impacted their individual or collective
effectiveness?

Have you experienced any feelings of isolation during your time here at X [name of school]?
In [name of community]?

o What rde does being away from your family play in these feelings?
0 What role does being away from a larger city play?

Do you think NCTC teachers feel isolated at this school? In this community? Why or why
not?

Are you planning to return to this school next yéaf¥y or why not?

o [If returning]: Are you considering remaining in teaching for more than two years? Why
or why not?

o [If not planning to return]: Are you planning to return to teaching somewhere else? If so,
where?

o [If not planning to return to teaching]:ré you planning to stay in education in some
capacity? If so, describe.
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Principal Interview Items

T
T
T

How would you describe your experience with the NCTC teachers to this point?
What supports and/or resources do you provide specifically to your NCTC teachers?
How prepared were NCTC staff for teaching at your school?

o Could you please elaborate on your perceptions of tbaient knowledge mastéry

o Could you please elaborate oouy perceptions of theinstructional delivery
effectiveness

o Could you please elaborate on your perceptions of tkessroom management skills

How well do you think NCTC teachers are assimilating a) in the school, b) with other
teachers, and c) in te®@mmunity?

Do you sense that your NCTC teachers feel isolated at this school? Why or why not?

[If more than one NCTC teacher is assigned to the spfioolhat extent do you think the
fact that there ammultiple Corps Members at your school impacts thedividual or
collective effectiveness? In what ways?

What is your sense of the likelihood that your NCTC teachers will choose to continue
teaching at your school next year? What about after their commitment to NCTC ends?

How would you characterize diffences (if any) between your NCTC teachers and your
other earlycareer teachers who are not affiliated with NCTC?

o0 To what extent do you think your NCTC teachers are more or less effective in the
classroom than your other eadgreer teachers?

o0 Are therecertain content areas for which you think your NCTC teachers are better suited?

How do you think the presence of NCTC teachers [will impact/has impacted] the culture of
your school?

What are your impressions of the NCTC program at this point? What iempemnts would
you suggest?
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Appendix C. Coding Scheme for Focus Group Results

Integration: the degree to which corps members work their way in or are worked into different

contexts associated with their placement.

1 Integration Communitycommunity living(i.e. integration into a rural context)

1 Integration Schooldegree to which corps members have been assimilated into the school
culture; i.e, corps members are interacting well/poorly with school members

Isolation: the degree to which corps members festohnected from based on proximity

1 Isolation Family discussion about feelings of separation from family

1 Isolation Geographicfeelings of separation due to distance from where they want to be (e.g.,
far from city/cultural centers)

Professional Developent pre-service and ogoing training/mentorship that bolster teacher
quality
1 PD Ongoing TrainingCatchallii n school 6 professional devel
o PD Ongoing Training ACC (TFA OnlkyPnce a month TFANC training
o PD Ongoing Training Mentoringnention of mentor relationship with TFA Staffer
assigned to their area, or mentoringh&t local school, any level of guidance from
anyone else who is helping them
1 PD PreparationNonc or ps member 6s perceptions of corps
teaching experience
o PD Preparation Cultural Sensitivityraining targeted specifically toward being sensitive
to cultural differences that corps member may encounter in their school; e.g. working
with rural students from low SES backgrounds, ethnic differences,
o PD Preparation Preservice TrainingExplicit discussion about prgervice training
experiences or lack thereof
1 PD Support Systemmformal or noRTFA-provided professional development support, such
as local PLCs, organic networks of corps members, etc.

Placement How teachers get assigned to schools and classes (content area) within schools
1 Placement Podsntentionally placing 3 or more teachers within the same school

Recruitment How teachers became a part of the program; also, whether-aasaprogram

(like NCTC) would have appealed to them

1 Recruitment Selectivityse of specific criteria to select teachers or comparing/contrasting
teachers on the basis of their quality

Retentioni ndi cati on of a -TFA atention to &tay atfeif seHool,dnh N o n
teaching or education. (Typically beyond the two year commitment)

1 Retention Educatiarwill remain in education, not necessarily as a teacher

1 Retention Same Schoulill remain in teaching at the same school

1 Retention Teachingvill remain in teaching, but not at the same school

1 Retention Leaverslo not intend to stay in teaching or education
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Teacher Quality the perceived quality of a teacher in any of a number of categories including
but not limited to effectiveness

)l
T
)l

Teacher Qualityt+/- Tenacitydes cr i pti on of corps member s al
adversity/challenges

Teacher Quality Classroom Managemehy technique or strategy utilized to run the
classroom effectively and/or behavioral management of students

Teacher @ality Delivery of Instructional Contentomments about delivery of instruction

that has to do with the topic itself: e.g.she really knows her geometry (one of three aspects of
effectiveness)

Teacher Quality Delivery of Instructional Pedagoggmments atut the delivery on

instruction that has to do with how the content is taught; e.g. she really knows how to teach
geometry (one of three aspects of effectiveness)

Teacher Quality Delivery of Instruction Rigor (Broaddncludes expectations for students

as well as the depth of instruction beyond the minimum standards (strategy + concept) (one
of three aspects of effectiveness)

Teacher Quality NofTFA TQ (Catch All) for discussions by nenFAers about their own
teaching quality or by TFAers about the gtyatif their noATFA colleagues

Program Feedback from Participating Principaldhe extent to which participants provide
feedback on the NCTC program as a whole.

T

NCTC Program School Cultur@he extent to which participants feel having an NCTC
teacher irthe school impacts the school culture.
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Appendix D. North Carolina Corps Member GPA and School Selectivity

TableD1. Distribution of NCTC Inaugural and Second Cohort GPA

NCTC Corps Member Cohort Entry Year

GPA Categories 2012 2013
n 5 15
4.03.7 Percent of 16.7% 17.9%
Cohort
n 6 12
3.693.4 Percent of 20.0% 14.3%
Cohort
n 3 20
3.393.1 Percent of 10.0% 23.8%
Cohort
n 7 21
3.092.8 Percent of 23 3% 25 0%
Cohort
n 9 16
2.792.5 Percent of 30.0% 19.0%
Cohort
Total n 30 84

Note Data inthis table reflect original constitution of each cohort, before employment and
subsequent eadyand midyear departures and replacements.

TableD2. NCTC Inaugural and Second Cohort by College and University Selectivity

2012 2013
Percent of
Cohort Percent
Percentof  (excluding of
Selectivity n Cohort i NRY n Cohort
Premiere 0 0% 0% 2 2.4%
Most Selective 2 6.7% 10.0% 15 17.9%
More Selective 5 16.7% 25.0% 13 15.5%
Selective 10 33.3% 50.0% 31 36.9%
Less Selective 3 10.0% 15.0% 15 17.9%
Least Selective 0 0% 0% 8 9.5%
Not Rated 10 33.3%
Total 30 84
Tot al excl 1t 20
" NRO = Not rated by USN&WR in

Note Data in this table reflect original constitutionezchcohort, beforeearly-year departures and replacements.
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