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INDEPENDENT AUDITOR’S REPORT 
TO THE READERS OF WHANGAPARAOA COLLEGE’S FINANCIAL STATEMENTS 

FOR THE YEAR ENDED 31 DECEMBER 2025 
 
The Auditor-General is the auditor of Whangaparaoa College (the School). The Auditor-
General has appointed me, Adelle Wilson, using the staff and resources of BDO Northland, to 
carry out  the audit of the financial statements of the School on pages 2 to 20, that comprise 
the statement of financial position as at 31 December 2025, the statement of comprehensive 
revenue and expense, statement of changes in net assets/equity and statement of cash flows 
for the year ended on that date, and the notes to the financial statements that include 
accounting policies and other explanatory information.
 
Opinion 
 
In our opinion the financial statements:  
 

• present fairly, in all material respects: 
  
o the School’s financial position as at 31 December 2025; and 
 
o the financial performance and cash flows for the year then ended; and 

 

• comply with generally accepted accounting practice in New Zealand in accordance with 
Public Sector – Public Benefit Entity Standards, Reduced Disclosure Regime. 

 
 
Our audit was completed on 29 May 2026. This is the date at which our opinion is expressed. 
 
Basis for our opinion 
 
We carried out our audit in accordance with the Auditor-General’s Auditing Standards, which 
incorporate the Professional and Ethical Standards and the International Standards on 
Auditing (New Zealand) issued by the New Zealand Auditing and Assurance Standards Board. 
Our responsibilities under those standards are further described in the Responsibilities of the 
auditor section of our report. 
 
We have fulfilled our responsibilities in accordance with the Auditor-General’s Auditing 
Standards.  
 
We believe that the audit evidence we have obtained is sufficient and appropriate to provide 
a basis for our audit opinion. 
 
Responsibilities of the Board for the financial statements  
 
The Board is responsible on behalf of the School for preparing financial statements that are 
fairly presented and that comply with generally accepted accounting practice in New 
Zealand.  
 
The Board is responsible for such internal control as it determines is necessary to enable it to 
prepare financial statements that are free from material misstatement, whether due to fraud 
or error.  
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In preparing the financial statements, the Board is responsible for assessing the School’s 
ability to continue as a going concern. The Board is also responsible for disclosing, as 
applicable, matters related to going concern and using the going concern basis of accounting, 
unless the Board intends to close or merge the School, or has no realistic alternative but to do 
so. 
 
The Board’s responsibilities arise from section 134 of the Education and Training Act 2020. 
 
Responsibilities of the auditor for the audit of the financial statements  
 
Our objectives are to obtain reasonable assurance about whether the financial statements, as 
a whole, are free from material misstatement, whether due to fraud or error, and to issue an 
auditor’s report that includes our opinion.  
 
Reasonable assurance is a high level of assurance, but is not a guarantee that an audit carried 
out in accordance with the Auditor-General’s Auditing Standards will always detect a material 
misstatement when it exists. Misstatements are differences or omissions of amounts or 
disclosures, and can arise from fraud or error. Misstatements are considered material if, 
individually or in the aggregate, they could reasonably be expected to influence the decisions 
of readers taken on the basis of these financial statements. 
 
For the budget information reported in the financial statements, our procedures were limited 
to checking that the information agreed to the School’s approved budget. 
 
We did not evaluate the security and controls over the electronic publication of the financial 
statements.  
 
As part of an audit in accordance with the Auditor-General’s Auditing Standards, we exercise 
professional judgement and maintain professional scepticism throughout the audit. Also: 
 

• We identify and assess the risks of material misstatement of the financial statements, 
whether due to fraud or error, design and perform audit procedures responsive to 
those risks, and obtain audit evidence that is sufficient and appropriate to provide a 
basis for our opinion. The risk of not detecting a material misstatement resulting from 
fraud is higher than for one resulting from error, as fraud may involve collusion, 
forgery, intentional omissions, misrepresentations, or the override of internal control. 

 

• We obtain an understanding of internal control relevant to the audit in order to 
design audit procedures that are appropriate in the circumstances, but not for the 
purpose of expressing an opinion on the effectiveness of the School’s internal control. 

 

• We evaluate the appropriateness of accounting policies used and the reasonableness 
of accounting estimates and related disclosures made by the Board. 

 

• We conclude on the appropriateness of the use of the going concern basis of 
accounting by the Board and, based on the audit evidence obtained, whether a 
material uncertainty exists related to events or conditions that may cast significant 
doubt on the School’s ability to continue as a going concern. If we conclude that a 
material uncertainty exists, we are required to draw attention in our auditor’s report 
to the related disclosures in the financial statements or, if such disclosures are 
inadequate, to modify our opinion. Our conclusions are based on the audit evidence 
obtained up to the date of our auditor’s report. However, future events or conditions 
may cause the School to cease to continue as a going concern. 
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• We evaluate the overall presentation, structure and content of the financial 
statements, including the disclosures, and whether the financial statements represent 
the underlying transactions and events in a manner that achieves fair presentation. 

 
We communicate with the Board regarding, among other matters, the planned scope and 
timing of the audit and significant audit findings, including any significant deficiencies in 
internal control that we identify during our audit.  
 
Our responsibilities arise from the Public Audit Act 2001. 
 
Other information included in the Board’s annual report 
 
The Board is required to prepare an annual report which includes the annual financial 
statements and the audit report, as well as a Statement of Variance, an Evaluation of the 
School’s Students’ Progress and Achievement, a Statement of Compliance with Employment 
Policy, and a Statement of KiwiSport funding. The Board is responsible for the other 
information that it presents alongside its annual financial statements. 
 
The other information obtained at the date of our audit report includes copies of the 
Statement of Variance, Evaluation of the School’s Students’ Progress and Achievement,
Statement of Compliance with Employment Policy, Members of the Board and the 

Statement of KiwiSport funding. 
Our opinion on the financial statements does not cover the other information and we do not 
express any form of audit opinion or assurance conclusion thereon. 
 
In connection with our audit of the financial statements, our responsibility is to read the 
other information. In doing so, we consider whether the other information is materially 
inconsistent with the financial statements or our knowledge obtained in the audit, or 
otherwise appears to be materially misstated. If, based on our work, we conclude that there 
is a material misstatement of this other information, we are required to report that fact. We 
have nothing to report in this regard. 
 
Independence 
 
We are independent of the School in accordance with the Auditor-General’s Auditing 
Standards, which incorporate the independence requirements of Professional and Ethical 
Standard 1 International Code of Ethics for Assurance Practitioners (including International 
Independence Standards) (New Zealand) issued by the New Zealand Auditing and Assurance 
Standards Board. 
 
Other than in our capacity as auditor, we have no relationship with, or interests in, the 
School. 
 
 
 
 
Adelle Wilson 
BDO Northland 
On behalf of the Auditor-General 
Whangarei, New Zealand 
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Statement of Variance Annual Report 2025 
 

 
Principal’s Introduction 
 
Tēnā koutou e te whānau o Whangaparāoa College 
 
As we reflect on 2025, it is clear this has been a year of significant consolidation, strategic growth, and 
purposeful change for our kura. Across all aspects of school life, we have focused on strengthening systems, 
embedding expectations, and ensuring that every learner is known and grown. 
 
This year has seen substantial progress against our Annual Implementation Plan and wider strategic goals. 
While national educational change and increasing expectations continue to create complexity across the 
sector, Whangaparāoa College remains exceptionally well placed to respond proactively and positively. 
 
Our 2025 academic results reflect this progress. NCEA Level 1 achievement increased by 11% from 2024, 
with results now sitting above both like schools and the national average. NCEA Level 3 achievement 
remained a significant strength, continuing to outperform comparable schools and national averages. Māori 
learner achievement at NCEA Level 1 and Level 2 reached record highs, reflecting the growing impact of 
culturally responsive teaching practices and strengthened learner support systems. 
 
At the centre of much of this progress has been the launch and implementation of our Effective Teacher Profile 
(ETP). The ETP has provided clarity around high-quality teaching and learning expectations, strengthened our 
commitment to culturally responsive pedagogy, and reinforced our focus on engagement, relationships, and 
learner success. 
 
2025 has also been a year of preparing for the future. Significant progress has been made toward establishing 
our Junior School model for 2026, strengthening literacy and attendance systems, embedding clearer 
curriculum expectations, expanding vocational and Trades Academy pathways, and developing structures to 
ensure our rapidly growing school continues to feel connected, relational, and learner centred. 
Alongside these successes, we continue to acknowledge areas requiring ongoing attention. University 
Entrance achievement, certificate endorsements, attendance, and literacy support remain key areas of focus 
moving into 2026. Importantly, the school has developed increasingly robust systems to identify, monitor, and 
respond to these challenges. 
 
I wish to acknowledge our staff, learners, whānau, Board, and wider community for their ongoing commitment 
and support throughout the year. The progress outlined in this report reflects a collective commitment to 
ensuring Whangaparāoa College continues to provide outstanding opportunities and outcomes for all learners. 
 
As we move into 2026, our focus will continue to centre on learner engagement, literacy, attendance, effective 
teaching practice, and ensuring every learner experiences success through meaningful and achievable 
pathways. 
 
Ngā mihi 
 
STEVE MCCRACKEN​
TUMUAKI | PRINCIPAL 
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Statement of Variance: Progress Against Targets – Annual Report 2025 
In 2025, Whangaparāoa College continued to make strong progress towards the strategic objectives outlined 
in our Annual Implementation Plan. This statement evaluates our progress across the six strategic areas of the 
school, highlighting areas of success, ongoing challenges, and future priorities. 
 
 
Ensuring Te Tiriti o Waitangi Is Central to Everything We Do 
Whangaparāoa College continued to strengthen the integration of tikanga Māori, te reo Māori, and mātauranga 
Māori throughout the school culture, curriculum, and teaching practice. 
 
The launch and implementation of the Effective Teacher Profile (ETP) has provided greater clarity around 
culturally responsive pedagogy and the expectation that te ao Māori is visible across all curriculum areas. 
Professional learning focused on Te Tiriti o Waitangi and culturally responsive practice was completed by staff, 
while curriculum planning increasingly incorporated explicit links to mātauranga Māori and localised curriculum 
contexts. 
 
Key achievements included: 

●​ Record Māori Achievement: Māori learners achieved record-high NCEA Level 1 pass rates of 71.7% 
and NCEA Level 2 pass rates of 81.8%, with both results significantly above like schools. 

●​ Effective Teacher Profile (ETP): The ETP was finalised and implemented school-wide, reinforcing 
culturally responsive practice, learner engagement, and relational pedagogy. 

●​ Te Tiriti and Cultural Capability: Staff completed Te Tiriti o Waitangi professional learning, while further 
planning was undertaken for the introduction of Pangarau and Te Reo Matatini. 

●​ Whānau Engagement: Whānau Committee hui strengthened throughout the year, with improved 
attendance and increased engagement from whānau. The committee also formally reaffirmed the 
kura’s commitment to Te Tiriti o Waitangi as a strategic priority. 

●​ Expansion of Bilingual Pathways: Planning was completed to extend the Wānanga bilingual pathway 
into Year 8 in 2026, with future planning underway to establish a full Year 7–13 bilingual pathway. 

●​ Junior Te Reo Opportunities: All Year 7 learners participated in te reo Māori learning experiences, 
including the development of school waiata, haka, and pepehā. 

 
While significant progress has been made, further work is required to ensure culturally responsive practice is 
consistently embedded across all classrooms and curriculum areas. The school will continue strengthening 
Māori learner voice, whānau engagement, and culturally sustaining teaching practices in 2026. 
 
 
Coordinating Our Approach to Hauora 
Learner and staff wellbeing continued to be a major focus throughout 2025. The school strengthened systems 
and structures designed to improve engagement, attendance, behaviour, pastoral support, and learner 
connectedness. 
 
A major focus area in 2025 was improving learner engagement through clearer expectations, stronger pastoral 
systems, and enhanced attendance processes. 
 
Key achievements included: 

●​ Rōpū Whānau Development: Coordinated resources and learning themes were developed to 
strengthen consistency and learner engagement across all year levels. Learner goals continued to be 
embedded within KAMAR. 
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●​ Attendance Systems: Attendance systems and follow-up processes were significantly strengthened. 

More structured communication with whānau, clearer expectations, and increased Dean involvement 
resulted in attendance trends improving throughout the year. 

●​ STAR Preparation: Significant planning was completed to align the school with the Ministry of 
Education’s Stepped Attendance Response (STAR) framework ahead of 2026 implementation. 

●​ Positive Behaviour Systems: The Behaviour Pathway framework continued to be developed, including 
restorative and proactive approaches to behaviour management and de-escalation. 

●​ Transition and Support Programmes: Transition programmes and targeted interventions supported 
learners requiring additional wellbeing and engagement support. 

●​ Staff Hauora: Staff wellbeing surveys were completed, with key themes informing planning for 2026. 
Professional Growth Cycle (PGC) processes and ETP implementation also strengthened professional 
support and engagement. 

●​ Learner Engagement Through ETP: Professional learning focused on classroom culture, learner 
engagement, and effective pedagogy. Faculty observations and professional growth conversations 
increasingly aligned to the ETP. 

 
Although attendance improved during 2025, school-wide attendance remains below the Government’s target 
of 90%. Attendance and learner engagement will remain significant strategic priorities in 2026. 
 
 
Harnessing Innovation & Technology to Enhance Teaching and Learning 
Whangaparāoa College continued to strengthen its strategic approach to innovation and technology in 2025, 
with a growing focus on Artificial Intelligence (AI), digital learning systems, and future-focused teaching 
practices. 
 
During the year, the school shifted from exploratory discussions around AI to establishing clear governance 
and operational systems to ensure safe and effective use of emerging technologies. 
 
Key achievements included: 

●​ AI Policy Development: A draft Artificial Intelligence (AI) policy was developed for Board consideration, 
alongside supporting operational resources and approval processes. 

●​ Staff Professional Learning: Initial AI-focused professional learning sessions were delivered to staff, 
increasing awareness and capability around the responsible use of AI in teaching and learning. 

●​ Digital Learning Infrastructure: Planning commenced for a dedicated Digital Learning Hub to support 
staff access to AI and digital learning resources. 

●​ Technology Integration Planning: Work continued on the development of a long-term Technology 
Integration Roadmap and strategic implementation plan. 

●​ ICT and Innovation in Teaching Practice: Faculties increasingly explored innovative approaches to 
teaching and learning using technology-based tools and strategies. 

●​ External Partnerships and Expertise: Work continued toward developing partnerships with external 
technology providers and experts to support future implementation. 

 
While progress has been positive, technology integration across classrooms remains variable. Further work is 
required to ensure consistent implementation, staff confidence, and alignment with effective pedagogical 
practice. 
 
In 2026, the school will continue embedding AI governance, strengthening digital teaching practice, and 
developing clearer systems to support innovation and technology integration. 
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Delivering a Wide Range of Learning Pathways That Enhance Learner Achievement 
Learner achievement and pathway success remained a major strategic priority throughout 2025. Significant 
work was undertaken to strengthen teaching and learning systems, improve learner accountability, embed 
literacy support, and develop clearer curriculum pathways. 
 
The school’s 2025 academic results reflected both areas of significant success and areas requiring continued 
improvement. 
 
Key achievement outcomes included: 

●​ NCEA Level 1: 77.3% of learners achieved NCEA Level 1, representing an 11% improvement from 
2024 and placing the school above both like schools and the national average. 

●​ NCEA Level 2: 79.3% of learners achieved NCEA Level 2, remaining above the national average 
despite a slight decline from 2024. 

●​ NCEA Level 3: 83.5% of learners achieved NCEA Level 3, significantly above both like schools and the 
national average. 

●​ Literacy and Numeracy: Literacy and numeracy co-requisite achievement remained strong across all 
year levels, with Year 13 learners achieving a 99.4% pass rate. 

●​ Māori Learner Achievement: Māori learners achieved record-high NCEA Level 1 and Level 2 results. 
●​ Effective Teacher Profile: The ETP became a central component of classroom practice, professional 

growth, and teaching observations. 
●​ Literacy Strategy Development: A three-year literacy strategic plan and intervention framework were 

developed to strengthen literacy outcomes across Years 7–11. 
●​ Curriculum Philosophy and Design: Significant progress was made toward establishing a clear 

curriculum philosophy and design framework aligned with the school’s strategic direction and 
future-focused Junior, Middle, and Senior School model. 

●​ Classroom Observations and Coaching: Classroom observations and professional growth 
conversations became increasingly normalised, supporting teacher development and consistency. 

●​ Trades Academy: The Trades Academy facility was completed and prepared for a full operational 
launch in 2026, significantly strengthening vocational and engagement pathways. 

●​ NCEA Systems and Accountability: Processes around standard entries, assessment expectations, 
learner tracking, and withdrawals were strengthened. Greater emphasis was placed on learners 
passing courses and achieving endorsements rather than simply accumulating credits. 

 
The school also identified important areas requiring continued focus: 

●​ Certificate and Subject Endorsements remained below like school averages. 
●​ University Entrance achievement remained lower than desired. 
●​ Literacy intervention demand continued to exceed available resourcing. 
●​ Attendance and learner engagement continued to impact achievement for some learners. 
●​ NCEA Level 3 achievement for Māori learners declined significantly from 2024. 

 
In response, 2026 priorities will include strengthening literacy support, increasing endorsement achievement, 
improving learner attendance and engagement, further embedding the ETP, and strengthening curriculum 
consistency and accountability. 
 
Strengthening Whangaparāoa College’s Unique Character 
Whangaparāoa College continued to strengthen its unique identity through a focus on āhuatanga, local 
curriculum design, co-curricular participation, community partnerships, and connection to mana whenua. 
A major focus throughout 2025 was ensuring the school’s culture, values, and environment reflected the 
aspirations of the local community while supporting learner engagement and belonging. 
Key achievements included: 
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●​ Āhuatanga Whangaparāoa: Āhuatanga continued to be embedded into learner conversations, goal 

setting, and school systems, increasingly supported through the Effective Teacher Profile and 
culturally responsive pedagogy. 

●​ Community and Mana Whenua Partnerships: Collaborative work continued with local marae, 
neighbouring schools, RTLB services, and community organisations to strengthen tikanga practices, 
local curriculum, and cultural capability. 

●​ Localised Curriculum: Curriculum planning increasingly incorporated local concepts, places, people, 
and community connections. 

●​ Co-curricular Growth: Participation in sports, cultural groups, clubs, and engagement opportunities 
continued to increase, with a significant growth in learner-led clubs and activities. 

●​ House System Development: The House system continued to strengthen learner connection and 
identity across the school. 

●​ Inter-school Collaboration: Strong relationships with neighbouring schools, including Orewa College, 
continued to develop through shared initiatives and collaboration. 

●​ Alumni and Community Connections: Although the planned 21st celebration event was cancelled due 
to limited uptake, work continued to strengthen alumni engagement and community connection. 

 
The school recognises that further work is required to strengthen learner leadership opportunities, deepen 
community engagement, and continue embedding āhuatanga consistently across all aspects of school life. 
 
Enhancing Curriculum Funding & Financial Sustainability 
Whangaparāoa College continued to focus on strengthening sustainable funding streams and financial 
systems to support high-quality curriculum and co-curricular opportunities. 
 
Key achievements included: 

●​ International Student Programme Growth: International enrolments strengthened significantly, with 
2026 enrolments tracking close to full capacity. 

●​ International Programme Quality: Positive learner and family feedback reflected the strength of the 
international programme and learner experience. 

●​ Trades Academy Development: The Trades Academy facility was fully completed, positioning the 
school for expanded vocational opportunities in 2026. 

●​ Sponsorship and Grants: Work continued to develop sponsorship pathways, grant applications, and 
community partnerships. 

●​ Facility Hireage: Additional work was undertaken to increase community use of school facilities and 
diversify revenue streams. 

●​ Strategic Planning: Planning continued for future fundraising, sponsorship, and Trades Academy 
resourcing. 

 
Challenges remained in securing additional grant funding, with several grant applications unsuccessful during 
the year. This reinforced the importance of continuing to diversify funding sources and strengthen community 
partnerships moving into 2026. 
 
The school remains committed to ensuring strong financial stewardship while continuing to invest strategically 
in learner opportunities, facilities, staffing, and future-focused programmes. 
 
Conclusion and Next Steps for 2026 
2025 has been a significant year of progress, consolidation, and preparation for the future at Whangaparāoa 
College. 
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The school has strengthened systems, clarified expectations, and continued to improve outcomes for learners 
while responding proactively to national curriculum changes, attendance expectations, and the increasing 
complexity of a rapidly growing school. 
 
Key achievements throughout the year included: 

●​ Significant improvement in NCEA Level 1 achievement 
●​ Continued strong NCEA Level 3 achievement 
●​ Record Māori achievement at NCEA Level 1 and Level 2 
●​ Launch and embedding of the Effective Teacher Profile (ETP) 
●​ Strengthened attendance, engagement, and pastoral systems 
●​ Completion of the Trades Academy facility 
●​ Progress toward the Junior School model for 2026 
●​ Development of a school-wide curriculum philosophy and literacy strategy 
●​ Continued strengthening of culturally responsive pedagogy and te ao Māori integration 

 
As the school moves into 2026, key priorities will include: 

●​ Implementing the Junior School model 
●​ Further embedding the Effective Teacher Profile 
●​ Improving learner attendance and engagement through STAR implementation 
●​ Strengthening literacy and numeracy support systems 
●​ Increasing certificate and subject endorsement achievement 
●​ Expanding vocational and Trades Academy pathways 
●​ Continuing to strengthen culturally responsive practice and bilingual pathways 
●​ Developing consistent curriculum and assessment systems 
●​ Embedding responsible and effective AI and digital learning practices 

 
Whangaparāoa College remains strongly positioned for the future. Through a continued focus on relationships, 
effective teaching, learner engagement, and strategic improvement, the school is committed to ensuring every 
learner is known, grown, and supported to achieve their personal excellence. 
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May 2026 
2025 NCEA Achievement Analysis 
 
 
Whangaparāoa College 2025 Academic Results:  
 
NCEA Level 1 

●​ NCEA Level 1 passed by  77.3% of learners. 
●​ This is the 2nd year of the New standards. 
●​ 11% Improvement on 2024 
●​ NCEA Level 1 results are 2.8% higher  than like schools* 
●​ NCEA Level 1 results are 5.2% higher than the national average 

 
NCEA Level 2 

●​ NCEA Level 2 passed by 79.3% of learners. 
●​ NCEA Level 2 results have decreased by 4.6% from  2024 
●​ NCEA Level 2 results are 1.2% lower than like schools* 
●​ NCEA Level 2 results are 5.7% higher than the national average 

 
NCEA Level 3 

●​ NCEA Level 3 passed by  83.5% of learners. 
●​ NCEA Level 3 results decreased by 6.6%  from 2024 
●​ NCEA Level 3 results are 5.4% higher than like schools* 
●​ NCEA Level 3 results are 12% higher than the national average 

 
University Entrance 

●​ UE Gained by  55.1% of learners 
●​ UE results are 4.9% lower than like schools 
●​ UE results are 3.1% higher the national average 

 
NCEA Certificate Endorsement: 
 

 Certificate Endorsement Achieved with Merit Achieved with Excellence 

Level 1 26.8 % 6.4 % 

Level 2 25.6 % 4.9 % 

Level 3 23.5 % 14.4 % 

 
●​ Level 3 learners achieving with excellence is 0.2% above that of like schools. 
●​ All of the other endorsements are below like schools and the National Average. 
●​ This needs to be a key statistic to improve. 

 
Gender Statistics 

●​ Boys and girls outperformed like schools* and national averages 
●​ NCEA Level 1 Girls outperform boys by 13.7% 
●​ NCEA Level 2 Girls outperform boys by 10 % 
●​ NCEA Level 3 Girls outperform boys by 10.6 % 
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Māori Learners 

●​ Māori NCEA Level 1 results are a record high at 71.7% - highest ever 
●​ Māori NCEA Level 2 results are a record high at 81.8% - highest ever 
●​ Māori NCEA Level 3 results  66.7% - 30% lower than last year 
●​ Māori NCEA Level 1 & 2 results are 7.4% above like schools. 
●​ Māori NCEA Level 3 are 5.6 lower than like schools 
●​ UE results are 25% , 17.9% lower than like schools 

 
Literacy & Numeracy 

●​ 85.6% of Year 11 learners have both Literacy & Numeracy 5.8% above like schools. 
●​ 91% of year 12 learners have both Literacy and Numeracy 1.1% above like schools. 
●​ 99.4% of Year 13 learners have both Literacy and Numeracy 4.6 above like schools 

 
* like schools can be defined as those schools with a similar Equity and Isolation Index group as determined 
by the Ministry of Education 
 
 
Key Actions taken in 2025 to support Learner Achievement 
 

●​ Entered all learners into all Standards 
●​ Introduced a withdraw from Standard process 
●​ Shifted focus away from 60 credits  towards passing each course and Subject Endorsements 
●​ Deans Tracking Achievement 
●​ Faculties analysing data to identify key goals 
●​ Numeracy and Literacy Workshops in Term 4 
●​ Priority learners prioritised for STAR courses. 
●​ Attendance expectations and procedures have been reviewed and improved.  More structured 

attendance follow-up process with Deans/Kaiārahi. 
●​ Ready to Learn expectations and routines established in Week 1, Term 1. With a focus on 

understanding NCEA.  Regular reminders to teachers and learners re these. 
●​ Achievement and Assessment Kaupapa developed and shared with learners, teachers and whānau. 
●​ NCEA Handbooks reviewed and updated for learners and staff.  Summary of key points presented 

at year-level assemblies. 
●​ Literacy and Numeracy classes were developed for support. 
●​ Teacher PLD focus on Culturally Responsive Pedagogy (CRP) 

 
 
Learners who did not pass 
 
NCEA Level 2 

●​ 9 learners ( 3.5 % ) left mid year without NCEA Level 1 
●​ 9 learners (3.5% ) left mid year with NCEA Level 1 
●​ 5 learners ( 2 %) domestic learners would have passed if they had their Co-Reqs 
●​ 7 learners ( 3% ) Internationals without their Literacy co-Req 
●​ 12 learners ( 5% ) will pass Level 2 in 2026 
●​ 4 learners (1.5 %) NHS​ ​   

 ​  ​   
 
NCEA Level 3 

●​ 5 learners (3 % )  left mid year with NCEA lLevel 1 
●​ 19 learners (12%) left midyear with NCEA Level 2 
●​ 5 learners (3 %) NHS 
●​ 1%​ SenCo learner - very low ability​  ​  ​  ​  ​  ​  ​   
●​ 3%    Found Level 3 academically challenging 
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Focus in 2026 
 

●​ Goal to improve subject endorsements  
●​ Goal to improve Certificate endorsements to above Like Schools. 
●​ Focus on learners passing their subjects (14 Credits) and not on the minimum 60 Credits 
●​ Learners need to apply to be withdrawn from standards. 
●​ More robust follow up with learners not handing in assessments. 
●​ Tracking achievement through LIFTS 
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Reporting on the principles of being a Good Employer 

How have you 
met your 
obligations to 
provide good and 
safe working 
conditions? 

As a growing college, ensuring good and safe working conditions for our students, 
staff, and visitors is of utmost importance to us. 
 
1. We provide a clean and well-maintained environment: We regularly clean our 
classrooms, common areas, restrooms, and other facilities to provide a hygienic 
learning environment. This helps prevent the spread of germs and ensures a safe 
space for everyone. 
  
2. Adequate facilities and infrastructure: We have invested in providing 
appropriate facilities and infrastructure to support teaching and learning. This 
includes well-lit classrooms, comfortable seating arrangements, age-appropriate 
furniture, and equipment that meet safety standards.  
 
3. Regular safety inspections: We have a strong health and safety culture and we 
conduct routine safety inspections of our premises to identify and address any 
potential hazards. This includes checking for faulty electrical wiring, ensuring fire 
safety measures are in place, inspecting playground equipment for safety, and 
maintaining proper ventilation in classrooms. We have a central program that all 
staff and learners can access to report hazards. 
 
4. Emergency preparedness: We have developed comprehensive emergency 
plans and procedures to handle various situations such as fire drills, natural 
disasters, and medical emergencies. Our staff is trained to respond promptly and 
effectively to ensure the safety of everyone on the premises.  
 
5. Staff training and development: We prioritise the training and development of 
our staff to ensure they are equipped with the knowledge and skills necessary to 
create a safe learning environment. This includes training on child protection, first 
aid, and implementing health and safety protocols.  
 
6. Collaborating with parents and the community: We actively involve parents and 
the local community in our efforts to provide good and safe working conditions. 
We communicate regularly with parents regarding safety measures, seek their 
input, and encourage their participation in school safety initiatives.  

What is in your 
equal 
employment 
opportunities 
programme?  
How have you 
been fulfilling this 
programme? 

We are committed to promoting equal employment opportunities and ensuring a 
fair and inclusive working environment for all our staff members: 
  
1. Non-discrimination policy: We have a comprehensive non-discrimination policy 
in place that prohibits any form of discrimination based on race, colour, ethnicity, 
gender, sexual orientation, religion, disability, or any other protected 
characteristic. This policy is communicated to all staff members, and we strictly 
enforce it during the recruitment and selection process.  

 
2. Transparent recruitment and selection process: We follow a transparent and fair 
recruitment and selection process to ensure equal opportunities for all applicants. 
Job vacancies are advertised widely, and selection criteria are based solely on 
merit, skills, qualifications, and experience.  
 
3. Training and development: We provide ongoing training and professional 
development opportunities for our staff members to enhance their skills, 
knowledge, and career advancement. We ensure that these opportunities are 
accessible to all staff members, regardless of their background or personal 
circumstances.  
4. Pay equity: We conduct regular reviews of our remuneration practices to ensure 
pay equity among staff members. Salaries and benefits are determined based on 
job responsibilities, qualifications, and experience, rather than factors unrelated to 
performance or merit.  
 



5. Work-life balance: We recognise the importance of work-life balance for our 
staff members. We strive to provide flexible working arrangements, where 
feasible, to accommodate personal and family responsibilities. This includes 
options such as part-time work, job-sharing, and parental leave.  
 
6. Grievance procedures: We have established clear and accessible grievance 
procedures for staff members to address any concerns or complaints related to 
equal employment opportunities. We take all grievances seriously and ensure 
confidentiality, impartiality, and timely resolution.  
 
7. Diversity and inclusion initiatives: We actively promote diversity and inclusion 
within our school community. We organise cultural awareness programs, 
celebrate different cultural festivals, and encourage staff members to share their 
unique perspectives and experiences. We also foster an inclusive environment 
where everyone feels respected, valued, and empowered to contribute. 
 
8. Monitoring and evaluation: We regularly monitor and evaluate our equal 
employment opportunities program to assess its effectiveness and identify areas 
for improvement. We collect data on staff demographics, turnover rates, and 
employee satisfaction surveys to gauge the impact of our initiatives and make 
informed decisions.  
 
9. Collaboration with external organisations: We collaborate with external 
organizations to learn from best practices and stay updated on the latest 
developments in promoting equal employment opportunities. This allows us to 
continuously improve our program and stay aligned with industry standards. 
  

How do you 
practise impartial 
selection of 
suitably qualified 
persons for 
appointment? 
  

We are committed to practising impartial selection of suitably qualified persons for 
appointment:  
 
1. Clear job descriptions and criteria: We establish clear job descriptions and 
selection criteria for each position, outlining the qualifications, skills, and 
experience required. These criteria are communicated transparently to all 
applicants, ensuring that the selection process is based on objective and relevant 
factors.  
 
2. Merit-based selection: We adhere to a merit-based selection process, where 
candidates are assessed solely on their qualifications, skills, and abilities relevant 
to the position. Personal biases, favouritism, or any form of discrimination are 
strictly avoided during the evaluation and decision-making process.  
 
3. Structured interviews: We conduct structured interviews with pre-determined 
questions for all candidates, ensuring consistency and fairness in the assessment. 
Interview panels are composed of multiple individuals, representing different 
perspectives and minimizing the influence of individual biases.  
 
4. Assessment tools and tests: Depending on the nature of the position, we may 
utilise additional assessment tools or tests to evaluate candidates objectively. 
These may include written tests, practical demonstrations, or presentations, 
designed to assess specific skills or competencies required for the role.  
5. Diversity and inclusion considerations: We recognize the importance of diversity 
and inclusion in our selection process. We actively seek to attract a diverse pool 
of candidates and consider diverse perspectives when evaluating their suitability 
for the position. This helps ensure a fair representation of different backgrounds 
and experiences within our staff team.  
  
7. Selection panel training: We provide training to members of the selection 
panels to ensure they understand and adhere to the principles of impartiality and 
fairness. This training emphasises the importance of avoiding bias and 



discrimination during the selection process and equips panel members with the 
necessary skills to evaluate candidates objectively. 
 
8. Documentation and record-keeping: We maintain detailed records of the 
selection process, including application materials, assessment results, and any 
other relevant documentation. This helps ensure transparency and accountability, 
allowing for review and verification if necessary.  
 
9. Continuous improvement: We regularly review our selection processes to 
identify areas for improvement and ensure ongoing impartiality. This may involve 
seeking feedback from candidates, monitoring selection outcomes, and making 
adjustments to our procedures based on best practices and emerging standards. 
 
By implementing these practices, we strive to uphold impartiality and select 
suitably qualified individuals based on merit, ensuring fairness and equal 
opportunities for all applicants in our primary school's appointment process.  

How are you 
recognising, 

− The aims and 
aspirations of 
Māori,  

− The 
employment 
requirements of 
Māori, and  

− Greater 
involvement of 
Māori in the 
Education 
service? 

We are dedicated to recognising and honouring the aims, aspirations, 
employment requirements, and greater involvement of Māori in the education 
service: 
 
Te Reo Māori integration: We actively promote the use and recognition of Te Reo 
Māori (the Māori language) within our school community. This includes 
incorporating basic greetings, phrases, and cultural elements into daily 
interactions, signage, and classroom activities. We aim to create an environment 
where Māori language and culture are valued and celebrated.  
 
2. Treaty of Waitangi principles: We uphold the principles of the Treaty of 
Waitangi, which include partnership, participation, and protection. We strive to 
foster a genuine partnership with Māori students, families, and the wider 
community, ensuring their active participation in decision-making processes that 
affect their education.  
 
3. Culturally responsive teaching practices: We embrace culturally responsive 
teaching practices that acknowledge and draw upon Māori culture, history, and 
knowledge. We encourage the inclusion of Māori perspectives in our curriculum, 
teaching materials, and classroom activities to create a learning environment that 
respects and reflects the cultural heritage of our Māori students.  
 
Addressing the employment requirements of Māori:  
 
1. Equal employment opportunities: We ensure that our employment practices 
adhere to equal employment opportunities and avoid any form of discrimination 
against Māori applicants or staff members. We actively encourage and support 
Māori individuals to apply for positions within our school, considering their 
qualifications, skills, and experiences on an equal basis with other applicants.  
2. Professional development and support: We provide professional development 
opportunities that specifically address the needs and aspirations of our Māori staff 
members. This may include culturally responsive teaching training, bicultural 
competency development, and opportunities for career advancement and 
leadership within the school. Greater involvement of Māori in the education 
service:  
 
1. Consultation and collaboration: We actively seek input and engage in 
meaningful consultation with Māori students, families, and the wider community to 
understand their aspirations, perspectives, and needs. This ensures their voices 
are heard and valued in shaping our school's policies, practices, and decision-
making processes.  
 
2. Partnership with local iwi and Māori organizations: We foster strong 
partnerships with local iwi (tribes) and Māori organizations to enhance Māori 



involvement in the education service. This may involve inviting representatives to 
participate in school governance, providing opportunities for cultural enrichment 
activities, or seeking their guidance on matters related to Māori education and 
cultural protocols. 
 
3. Māori cultural events and celebrations: We actively participate in Māori cultural 
events, such as Matariki (Māori New Year) celebrations, kapa haka performances 
(traditional Māori performing arts), and powhiri (Māori welcoming ceremonies). 
These events provide opportunities to showcase Māori culture, build connections 
with the community, and involve Māori students in sharing their knowledge and 
talents.  
 
4. Māori-specific support services: We offer Māori-specific support services, such 
as a Māori liaison officer or cultural advisor, to provide guidance, assistance, and 
advocacy for Māori students and their families. These support services help 
ensure that Māori students feel a sense of belonging, cultural identity, and 
success within our school. By implementing these initiatives, we actively 
recognize the aims and aspirations of Māori, address their employment 
requirements, and promote greater involvement of Māori in the education service. 
We are committed to creating an inclusive and culturally responsive learning 
environment that embraces Māori culture, history, and knowledge.  

How have you 
enhanced the 
abilities of 
individual 
employees? 

We recognize the importance of enhancing the abilities of our individual 
employees. We are committed to providing opportunities for professional growth, 
skill development, and personal advancement: 
 
1. Professional development programs: We offer a range of professional 
development programs and workshops to support the continuous learning and 
growth of our employees. These programs cover various areas such as 
pedagogy, curriculum development, assessment strategies, technology 
integration, classroom management, and cultural competency. By investing in 
these opportunities, we enable our employees to expand their knowledge and 
enhance their teaching practices.  
 
2. Mentoring and coaching: We have established mentoring and coaching 
programs where experienced educators provide guidance and support to newer or 
less experienced staff members. This allows for personalised professional 
development and fosters a culture of collaboration, feedback, and continuous 
improvement. 
3. Performance feedback and appraisal: We have a structured performance 
feedback and appraisal system in place to provide regular evaluations and 
constructive feedback to our employees. Through these processes, we recognise 
their strengths, identify areas for improvement, and collaboratively set goals to 
enhance their abilities. This promotes a culture of continuous learning and growth. 
 
4. Individualised learning plans: We work closely with our employees to develop 
individualised learning plans based on their specific needs, interests, and career 
goals. These plans outline areas of focus and the steps required to enhance their 
abilities. By tailoring professional development opportunities to their unique 
circumstances, we support their individual growth journeys.  
 
5. Collaboration and peer learning: We foster a collaborative environment where 
employees have opportunities to share their expertise, exchange ideas, and learn 
from one another. This includes collaborative lesson planning, team teaching, and 
professional learning communities where educators can discuss and reflect on 
their practice collectively.  
 
6. Access to external resources and training: We encourage our employees to 
explore external resources, attend conferences, workshops, and seminars 
relevant to their professional development. We provide support, such as financial 
assistance or time off, to facilitate their participation in these opportunities.  



 
7. Leadership development: We offer leadership development programs and 
pathways for employees who aspire to take on leadership roles within our school. 
These programs provide the necessary training, mentoring, and exposure to equip 
them with the skills and confidence to lead and contribute to the school 
community.  
 
8. Recognition and celebration of achievements: We value and celebrate the 
achievements and contributions of our employees. Through recognition programs, 
staff awards, and staff appreciation events, we acknowledge their efforts, 
dedication, and commitment to continuous improvement. This fosters a positive 
work environment and motivates individuals to further enhance their abilities.  
 
9. Technology integration and digital skills development: We provide training and 
support for employees to develop their digital skills and effectively integrate 
technology into their teaching practices. This prepares them to leverage 
technology tools and resources to enhance student learning outcomes and their 
own professional capabilities.  
 
By implementing these strategies, we actively enhance the abilities of our 
individual employees. We strive to create a supportive and empowering 
environment where they can grow, develop their skills, and ultimately contribute to 
the success of our primary school and the educational experience of our students. 

How are you 
recognising the 
employment 
requirements of 
women? 

We are committed to recognising and addressing the employment requirements of 
women. We understand the importance of promoting gender equality and 
providing a supportive and inclusive work environment for all employees.  
 
1. Equal opportunity policy: We have a comprehensive equal opportunity policy in 
place that explicitly prohibits any form of gender-based discrimination. This policy 
ensures that all employees, regardless of gender, have equal access to 
employment opportunities, promotions, professional development, and other 
benefits within our school.  
 
2. Flexible work arrangements: We recognise the unique needs and 
responsibilities that women may have, such as caregiving or other personal 
commitments. We strive to provide flexible work arrangements, where feasible, 
that allow for a better work-life balance. This may include options such as flexible 
working hours, part-time work, job-sharing, or telecommuting.  
 
3. Maternity and parental leave policies: We have maternity and parental leave 
policies that comply with applicable laws and regulations. We support women 
during pregnancy, childbirth, and the postpartum period by providing adequate 
leave, benefits, and a supportive transition back to work. We also encourage 
fathers or partners to take advantage of parental leave to foster shared caregiving 
responsibilities.  
 
4. Professional development and advancement: We provide equal access to 
professional development opportunities and career advancement for women in 
our school. This includes access to training programs, leadership development 
initiatives, and mentorship opportunities that can enhance their skills, knowledge, 
and career progression.  
 
5. Safe and respectful work environment: We are committed to maintaining a safe 
and respectful work environment for all employees, including women. We have 
policies and procedures in place to prevent and address any form of harassment, 
discrimination, or unequal treatment. We encourage open communication, provide 
avenues for reporting concerns, and take appropriate action to address any 
issues promptly.  
 



6. Workforce representation and diversity: We strive for gender diversity and 
representation in our workforce, including leadership positions and decision-
making roles. We actively seek to recruit and retain talented women employees 
and create a supportive environment where they can thrive and contribute and 
common areas are designed and equipped to meet the needs of individuals with 
disabilities.  
 
3. Reasonable accommodations: We are committed to providing reasonable 
accommodations for employees with disabilities to enable them to perform their 
duties effectively. This may involve making modifications or adjustments to the 
work environment, equipment, schedules, or job tasks to ensure equal 
opportunities and access.  
 
4. Disability awareness and sensitivity training: We provide disability awareness 
and sensitivity training for all staff members to promote understanding, empathy, 
and inclusive practices. This training helps foster a supportive and inclusive work 
environment and ensures that employees are equipped with the knowledge and 
skills to effectively interact with colleagues with disabilities.  
 
5. Collaborative approach: We engage in open communication and collaborate 
with employees with disabilities to understand their unique needs, challenges, and 
aspirations. By involving them in decision-making processes, we can identify and 
implement appropriate supports and accommodations to facilitate their 
employment and professional growth.  
 
6. Professional development and advancement: We provide equal access to 
professional development opportunities and career advancement for employees 
with disabilities. This includes offering training programs, mentoring, and skill-
building opportunities that are tailored to their specific needs and goals.  
7. Assistive technologies and resources: We invest in and provide assistive 
technologies where required, tools, and resources that enable employees with 
disabilities to perform their job duties effectively. This may include screen readers, 
captioning software, adaptive equipment, or ergonomic accommodations.  
 
8. Collaboration with disability organisations and networks: We collaborate with 
external disability organisations, networks, or support services if needed to access 
expertise, resources, and guidance on fostering an inclusive work environment.  
 
7. Consultation and feedback: We regularly seek feedback from our female 
employees to understand their specific needs, concerns, and aspirations. This 
may be through surveys, focus groups, or one-on-one discussions. This feedback 
helps us tailor our policies, practices, and support mechanisms to better meet 
their employment requirements.  
 
8. Collaboration with external organisations: We collaborate with external 
organizations, networks, or initiatives that focus on promoting gender equality in 
the workplace. By engaging with these resources, we stay informed about best 
practices, emerging trends, and strategies to support the employment 
requirements of women.  
 
9. Ongoing monitoring and evaluation: We continuously monitor and evaluate our 
employment practices to ensure they align with the employment requirements of 
women. We collect data, such as employee demographics, retention rates, and 
satisfaction surveys, to assess the effectiveness of our initiatives and identify 
areas for improvement.  
 
By implementing these strategies, we strive to recognise and address the 
employment requirements of women in our primary school. We are dedicated to 
fostering an inclusive and equitable work environment that promotes gender 
equality and supports the professional growth and well-being of all our employees.  



How are you 
recognising the 
employment 
requirements of 
persons with 
disabilities? 

We are committed to recognising and addressing the employment requirements of 
persons with disabilities. We strive to create an inclusive and accessible work 
environment that supports the full participation and contribution of individuals with 
disabilities: 
 
1. Equal opportunity policy: We have a comprehensive equal opportunity policy in 
place that explicitly prohibits any form of disability-based discrimination. This 
policy ensures that all individuals, including those with disabilities, have equal 
access to employment opportunities, promotions, professional development, and 
other benefits within our school.  
 
2. Accessibility considerations: We prioritise accessibility in our physical 
infrastructure and workspaces to ensure they are inclusive and accommodating 
for persons with disabilities. This includes providing wheelchair ramps, accessible 
parking spaces, elevators, and accessible restrooms. We also ensure that our 
classrooms, offices, organizations, we can enhance our understanding of 
disability-related employment requirements and implement best practices. 
 
9. Ongoing monitoring and evaluation: We continuously monitor and evaluate our 
employment practices to ensure they align with the requirements of persons with 
disabilities. This includes collecting feedback, conducting accessibility audits, and 
reviewing policies and procedures to identify areas for improvement and ensure 
compliance with accessibility standards. By implementing these strategies, we 
strive to recognise and address the employment requirements of persons with 
disabilities in our primary school. We are dedicated to creating a workplace that 
values diversity, fosters inclusion, and ensures equal opportunities for all 
individuals, including those with disabilities. 

 

Reporting on Equal Employment Opportunities (EEO) 
Programme/Policy 

YES NO 

Do you operate an EEO programme/policy?  YES   

Has this policy or programme been made available to staff?  YES   

Does your EEO programme/policy include training to raise 
awareness of issues which may impact EEO? 

 YES   

Has your EEO programme/policy appointed someone to 
coordinate compliance with its requirements? 

 YES   

Does your EEO programme/policy provide for regular reporting 
on compliance with the policy and/or achievements under the 
policy? 

 YES   

Does your EEO programme/policy set priorities and objectives?  YES   
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Whangaparaoa College 
Statement of Kiwi Sport for the year ending 31 December 2025 

Kiwi Sport is a Government funding initiative to support students' participation in organised sport. In 2025, the
school received a total of $42,402.12 (excluding GST): $9,361.12 for Years 7 & 8 and $33,041.00 for Years

9-13 as a component of the Operations Grant. The funding was spent on equipment and coaching in various
sports and a contribution towards two sports co-ordinators.

Steve McCracken 
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