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Guiding Principles

Engagement Excellence
Charlotte-Mecklenburg Schools 
commits to being a collaborative and 
inclusive community partner, ensuring 
consistent two-way communication to 
equitably meet needs, source funding, 
and create new opportunities for all.

People Excellence
Charlotte-Mecklenburg Schools 
commits to an improved employee 
experience inclusive of enhancing 
recruiting, retention, and training 
opportunities.

Academic Excellence
Charlotte-Mecklenburg Schools 
commits to educating the whole child 
to world class standards and will 
provide a criteria-aligned 
comprehensive curriculum.

Operational Excellence
Charlotte-Mecklenburg Schools 
commits to operational efficiency and 
effectiveness through safe and clean 
environments, the best technologies for 
students to learn, prudent spending, 
and enhanced data use.

MISSION
The mission of Charlotte-Mecklenburg Schools is 
to create an innovative, inclusive, 
student-centered environment that supports the 
development of independent learners.

VISION
The vision of Charlotte-Mecklenburg Schools is 
to lead the community in educational 
excellence, inspiring intellectual curiosity, 
creativity, and achievement so that all students 
reach their full potential.

STRATEGY 
CMS leads the way, charting a pathway of 
endless possibilities, for students and 
employees, through a connected ecosystem of 
families, community and organizations, both 
public and private.

PILLARS OF EXCELLENCE



Strategic Plan Overview

Academic Excellence
Empower academic

success  

People Excellence
Enable a thriving

workforce  

Operational Excellence
Deliver efficient

operations 

Engagement Excellence
Forge strong community

partnerships 

Pillars of Excellence

Equity over
Equality

Safety &
Security

Attending to the
Whole Child

High Quality 
Teachers

Guardrails

Improved
Early Literacy 
in Grades K-2

Improved 
Literacy Skills 
in Grades 3-8

Strengthened 
Mathematics 
Performance

Post-Grad
Readiness

Goals Goals reflect our vision and will help us attain it.

Guardrails embody our values.
These are not outputs, but ways of being at Charlotte-Mecklenburg Schools.

We are
community-driven.
Our vision is to lead the community in 
educational excellence, inspiring 
intellectual curiosity, creativity, and 
achievement so that all students reach 
their full potential.

We are
future-focused.
 Our mission is to create an innovative, 
inclusive, student-centered environment 
that supports the development of 
independent learners.

Excellence without exception.
For more information, please see our full report.



Academic Excellence



Pillar:  Academic Excellence
Educating the whole child to world class standards by providing a standards-aligned 
comprehensive curriculum.

Goals 1, 2, 3

PRIORITY
Ae1:

Provide high-quality standards-based instruction across 
Charlotte-Mecklenburg Schools to achieve the student outcome 
focused goals.

STRATEGY Ae 1.003: Incentivize and invest in teachers, principals and staff applying to, 
accepting positions at and persisting in high-needs schools.

Wildly 
Important 
Goal(s)

Maintain a teacher fill rate of 95% at priority schools by June 
2026. 

Key Lever(s)
Implement a targeted recruitment and marketing strategy that 
provides priority staffing schools with preferential access to 
high-quality teacher candidates, supported by personalized 
outreach and incentives to attract, hire, and retain top talent.

Performance 
Measure(s)

Number of mandatory hiring events for priority schools 
Number of priority staffing schools that have an employee value 
proposition
Priority candidate screening for priority schools during peak 
hiring season
Weekly check-ins with each priority school in peak hiring season

Collaborating 
Departments

Communications 
Office of School Performance 



People Excellence



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe1:

Competitively recruit and retain a highly qualified and committed 
workforce.

STRATEGY Pe 1.001: Increase investments in the recruitment, selection, staffing and 
retention of employees including the new housing initiative in development.

Wildly 
Important 
Goal(s)

Achieve and sustain a 98% fill rate for teacher positions by August 
2029, with staffing stability maintained throughout the academic 
year to not go below a 97% fill rate and obtain a 13% teacher 
attrition rate by June 2026. 

Key Lever(s)

Strengthen teacher recruitment, support, and retention by 
monitoring teacher needs, providing job-embedded coaching and 
professional development, principals' professional development on 
teacher retention, and implementing housing and financial literacy 
initiatives through the At Home in CMS program.

Performance 
Measure(s)

MVPA Benchmark data 
Number of Qualtrics assessments completed
Number of teachers engaging in At Home in CMS offerings
% of teachers citing housing as a barrier to remaining in CMS
Number of teachers on MCL coaching caseloads 
Number of teacher resignations 
Number of teacher vacancies 
Percentage of MCL’s onboarded 

Collaborating 
Departments

Educational Leadership 
Learning and Teaching
Retention and Rewards
Teacher Leader Pathway



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe1:

Competitively recruit and retain a highly qualified and committed 
workforce.

STRATEGY Pe 1.002: Refine our recruitment strategy to ensure we can identify qualified 
candidates to fill vacancies for hard-to-staff roles.

Wildly 
Important 
Goal(s)

Achieve and sustain a 85% fill rate for teacher positions in 
high-need areas by August 2025, with staffing stability 
maintained throughout the academic year to not go below a 80% 
fill rate by June 2026. 

Key Lever(s)
Recruit high-quality teachers for hard-to-staff roles by leveraging 
high-touch and high-tech outreach, strengthening university 
partnerships, and expanding CMS Grow Your Own pathways.

Performance 
Measure(s)

Annual review of high needs vacancy areas 
Number of candidates in CMSTR, TA to Teacher and STEP 
(number of students) in high-needs vacancy areas
Number Sourced candidates in high needs vacancy areas 
Number of student teachers converted to Charlotte-Mecklenburg 
Schools teachers 
Number vacancies in high need vacancy areas
Number of vacancies in non high need areas

Collaborating 
Departments

CMS Teaching Residency and Alternative Licensure
Career and Technical Education 
Human Resources
Office of School Performance



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe1:

Competitively recruit and retain a highly qualified and 
committed workforce.

STRATEGY Pe 1.003: Implement a streamlined onboarding process to improve hiring 
timelines and to bring new employees to functional effectiveness as quickly as possible.

Wildly 
Important 
Goal(s)

Increase the retention of Beginning Teachers (years 0-3) from 
80% to 85% by June 2026.

Key Lever(s)
Accelerate functional effectiveness of new teachers by refining 
onboarding, delivering differentiated professional development, 
and providing ongoing school-based support and monitoring.

Performance 
Measure(s)

Number of Beginning Teachers at each performance level on 
summative evaluations in NCEES by year
Percentage of new Charlotte-Mecklenburg Schools teacher hires 
who complete Charlotte-Mecklenburg Schools onboarding
Percentage of new teacher hires who provide a favorable survey 
rating on School Site questions on Readiness and Belonging

Collaborating 
Departments

Human Resources
Learning and Teaching
Office of School Performance 
Retention Recruitment and Talent Development



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe1:

Competitively recruit and retain a highly qualified and 
committed workforce.

STRATEGY Pe 1.004: Develop comprehensive total rewards compensation and incentive 
plans for all teachers and supporting staff of the district targeted at sustainable 
compensation levels.

Wildly 
Important Goal

Increase from 9,079 to 18,000 unique users accessing the 
external- facing Total Rewards Estimator between July 2025 and 
June 2026.

Key Levers
Support teacher recruitment by expanding the use of the Total 
Rewards Estimator to highlight comprehensive compensation 
and incentive opportunities.

Performance 
Measure(s)

Number of unique users per month during peak hiring season 
(month to month)

Collaborating 
Departments

Charlotte-Mecklenburg Schools Teacher Residency 
Communications
Compensation and Benefits
Talent Acquisition 
Technology
Workforce Management



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe2:

Develop the workforce with high-quality, rigorous professional 
learning that is competency-based.

STRATEGY Pe 2.001: Develop innovative ways to increase the availability of ongoing 
professional development and coaching, including finding the time required.

Wildly 
Important 
Goal(s)

Ensure that 80% of professional development attendees will 
agree/strongly agree that they can apply the learning from 
professional learning attended during the 2025-2026 school 
year to their role as indicated on the Professional Learning 
Attendance & Feedback Power Bi Dashboard by June 2026.

Key Lever(s)

Increase access to ongoing professional development by 
leveraging dashboards to deliver learning opportunities, track 
participation and feedback, and establish baseline data to 
measure effectiveness.  

Performance 
Measure(s)

Number of data reviews conducted
Percentage of approved professional learnings attendance and 
feedback data on PowerBI
Percentage of approved professional learnings scheduled on the 
Professional Learning Dashboard

Collaborating 
Departments

All Departments that conduct professional learning
Data and Analytics
Learning and Teaching
Virtual Learning and Media Services



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe2:

Develop the workforce with high-quality, rigorous professional 
learning that is competency-based.

STRATEGY Pe 2.003: Provide targeted professional learning opportunities and coaching 
for newly hired teachers that results in effective, equity-driven instruction and are aligned 
to our goals/guardrails and the intended outcomes. 

Wildly 
Important 
Goal(s)

Increase the retention of Beginning Teachers (years 0-3) from 
80% to 85% by June 2026.

Key Lever(s)

Develop beginning teachers by providing competency-aligned 
professional development, strengthening mentor support, and 
monitoring instructional growth through the Core Action Walk 
tool.

Performance 
Measure(s)

Number of Beginning Teachers attending competency-aligned 
professional development
Percentage of Beginning Teachers who complete all required 
professional development
Percentage of Beginning Teachers who interact with their 
assigned quality mentor
Percentage of Beginning Teachers with a complete cumulative 
professional development plan

Collaborating 
Departments

Human Resources
Learning and Teaching
Office of School Performance 
Retention, Recruitment and Talent Development



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe3:

Improve staff wellness with recurring positive practices that 
celebrate the employees’ contributions.

STRATEGY Pe 3.001: Ensure that programs which recognize and elevate the 
appreciation of teachers and other staff are consistently implemented districtwide.

Wildly 
Important 
Goal(s)

Ensure that 100% of Principals will participate in targeted 
professional development sessions focused on teacher 
recruitment, wellbeing, recognition and development, with 85% 
reporting increased confidence in applying strategies learned by 
June 2026.

Key Lever(s)

Foster a culture of appreciation by equipping school leaders to 
recognize high-quality teachers and implementing a recognition 
program that celebrates first-year beginning teachers through 
ongoing communication.

Performance 
Measure(s)

Number of responses to professional development survey 
Percentage of attendance at professional developments

Collaborating 
Departments

Beginning Teacher Development and Support
Executive Leadership
School Performance Areas



Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4

PRIORITY
Pe3:

Improve staff wellness with recurring positive practices that 
celebrate the employees’ contributions.

STRATEGY Pe 3.002: Collaborate with community partners to create and implement 
targeted employee wellness programs.

Wildly 
Important 
Goal(s)

Expand well-being programs to teachers from 0 schools to 15 
priority staffing schools by June 2026.  

Key Lever(s)
Enhance employee wellness by securing community 
partnerships to implement targeted well-being programs and 
pilot measures to monitor their impact on teachers.

Performance 
Measure(s)

Number of schools per well-being partner
Number of well-being partners 
Tracking of potential measures at beginning and end of program

Collaborating 
Departments

CMS Foundation
Data Analytics and Research 
Strategic Partnerships



PRIORITY
Pe3:

Improve staff wellness with recurring positive practices that 
celebrate the employees’ contributions.

STRATEGY Pe 3.003: Build the capacity of employees to promote wellness strategies for 
their teams and schools.

Wildly 
Important 
Goal(s)

Ensure 85% of mentors and participating leaders report 
confidence in supporting staff members' wellness by June 2026. 

Key Lever(s)

Build staff capacity to promote wellness by providing targeted 
professional development for mentors and leadership teams, 
and piloting measures to monitor the well-being of high-quality 
teachers.

Performance 
Measure(s)

Number of responses to professional development survey 
Percentage of attendance at professional developments
Tracking of potential measures at beginning and end of 
program

Collaborating 
Departments

Beginning Teacher Development and Support
Research, Evaluation and Analytics 

Pillar:  People Excellence
Improving the employee experience inclusive of enhancing recruiting, retention, and 
training opportunities.

Guardrail 4



Department Alternative Licensure

WIG(s) Obtain and sustain an attrition rate of alternatively licensed teachers from baseline 
unknown to 13% by June 2026.

Performance 
Measure(s)

Alternatively licensed attrition rate
Grow Your Own pipeline enrollment data
Number of alternatively licensed teachers attending extended onboarding activities
Percentage of alternatively licensed teachers receiving personalized communication 
Percentage of alternative licensed teachers passing testing requirements
Teacher evaluation performance

Department Beginning Teacher Development & Support

WIG(s) Increase the retention of Beginning Teachers (years 0-3) from 80% to 85% by June 
2026.

Performance 
Measure(s)

Beginning Teacher compliance ratings
Beginning Teacher recognition data
Core Action Walk data
Onboarding survey data
Professional development attendance and survey data
Summative ratings across all standards on the North Carolina Effectiveness System

Department Digital Innovation & Personalized Professional Learning

WIG(s)

Ensure 80% of PD attendees will agree/strongly agree that they can apply the 
learning from professional learning attended during the 2025-2026 school year to 
their role as indicated on the Professional Learning Attendance & Feedback Power 
Bi Dashboard by June 2026.

Performance 
Measure(s)

Number of data reviews conducted
Percentage of approved professional learning attendance and feedback data on 
Power Bi
Percentage of approved professional learning scheduled on the Professional 
Learning Dashboard

2025-26 Department Plans Index



Department Retention and Reward

WIG(s) Reduce controllable attrition by 20% from 641 teachers to 513 teachers by June 
2026.

Performance 
Measure(s) Net Promoter Scores

Department Talent Acquisition

WIG(s)

Achieve and sustain a 85% fill rate for teacher positions in high-need vacancy areas 
by August 2025, with staffing stability maintained through the same period to not 
drop below an 80% fill rate by June 2026.

Ensure that 90% of High-Quality Master Teachers (MCLs) will demonstrate their 
effectiveness as measured by positive growth in the EVASS growth index of 100% of 
the teachers on their coaching caseload by June 2026.

Performance 
Measure(s)

2026 EVAAS data for teachers on MCL coaching caseloads
2026 Teacher Value-Added Summary Reports
Annual review of high need vacancy areas
BOY to EOY coaching caseload of MCLs
Number of candidates in CMSTR, TA to Teacher and STEP (number of students) in 
high-needs vacancy areas
Number of sourced candidates in high need vacancy areas 
Number of student teachers converted to Charlotte-Mecklenburg Schools teachers 
Number of vacancies in high need vacancy areas
Number of vacancies in non high need areas

2025-26 Department Plans Index


