










































 

 

 
 
 
 
INDEPENDENT AUDITOR’S REPORT 
 
TO THE READERS OF BOTANY DOWNS SCHOOL’S FINANCIAL STATEMENTS 
FOR THE YEAR ENDED 31 DECEMBER 2025 
 
 
The Auditor-General is the auditor of Botany Downs School (the School). The Auditor-General has 
appointed me, Alexander Houghton, using the staff and resources of Blackmore, Virtue & Owens, to carry 
out  the audit of the financial statements of the School on pages 2 to 18, 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 27 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.   
  
 
 
 
 



 

 
 

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.  

�  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 a copy of the Statement of 
Variance, an Evaluation of the School’s Students’ Progress and Achievement, and a Statement of 
Compliance with Employment Policy. We have not been provided with any other information at the date 
of our audit report.  
  
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. 
  

 
ALEXANDER HOUGHTON 
BLACKMORE, VIRTUE AND OWENS 
ON BEHALF OF THE AUDITOR GENERAL 
AUCKLAND, NEW ZEALAND  



2025 End of Year Analysis of Variance
 

Strategic Aim 1. Ako-Teaching and Learning: Deliver effective teaching practices aligned with our relevant and engaging local curriculum,
accelerating student outcomes.
● To provide ākonga/learners with a refreshed local school curriculum which we have developed based on Te Mātaiaho.
● Ensure equitable and excellent outcomes for all ākonga/learners.

2. Learners-ākonga: Strengthen a learning environment that fosters learner agency, empowering ākonga/learners to be
active participants in their education.
● Support kaiako/teachers to be assessment capable.
● Develop learner agency to impact positively on outcomes of all akonga/learners.

3. Whanaungatanga-Relationships: Nurture a sense of belonging enhanced through inclusive and collaborative
partnerships.
● Partner with our school community including whānau Māori, tangata whenua, iwi and hapū to develop their understanding of Te Mātaiaho

and the school curriculum, including how it is delivered and by whom.
● Undertake clear and authentic engagement with our school's whānau.

Annual Aim (BDS 
expectation) 

80% of students in all cohorts, to achieve At or Above the National Curriculum expectations in Reading, Writing and Maths. 

Target BDS Expectation 
80% of all students in each Year level are achieving at or above curriculum level expectations in Reading, Writing and Maths. 
80% of all students in our Māori and Pasifika cohorts are achieving at or above curriculum level expectations in Reading, Writing and 
Maths. 

Potential Target Groups for 2025 from 2024 End of Year Data 
● Year 6 Reading, Writing and Maths
● Pasifika Reading, Writing and Maths

Year Level Teams Professional Learning Communities (PLC) Target Focus Areas for 2025 
Year 1: To support students to know all letter sounds so that they can read and write. Provide and Model how to speak in full 
Sentences. 

Year 2: How can we improve the Oral Language of our students? 

Year 3:  Accelerate our students' writing by running targeted workshops. The goals of these workshops will be based on our Phase 1 
English teaching sequence. We will use written feedback alongside our current verbal feedback to provide students with quality 
learning achievements and goals, enabling student agency. 

Year 4: Implementing whole-class teaching in reading, writing and maths (with scaffolding for our priority learners), to accelerate 
student progress. We will be making cross-curricular links in Literacy to develop student engagement and to build on prior knowledge. 



Year 5: Embedded teaching practice when following the Oxford programme so students will be able to confidently reply to the BDS 
Critical Questions for Maths. 

Year 6: How can we best support learners to achieve independent follow up reading tasks at their own level consistently? 
 

Baseline Data Groups Reading (% at/above) Writing (% at/above) Maths (% at/above) 

Year 1 95 95 98 

Year 2 82 86 87 

Year 3 93 90 92 

Year 4 84 81 96 

Year 5 88 80 89 

Year 6 81 79 87 

Māori 86 86 87 

Pasifika 67 69 77 

Total 87 84 81 

 

Actions (what did we do?) - 2025 Term 3 and 4 for Reading, Writing and Maths 

2025 Professional Development 
 
1. Ako-Teaching and Learning: Deliver effective teaching practices aligned with our relevant and engaging local curriculum, accelerating student 

outcomes. 
● Continued implementation of Long Term Planning documentation that reflects the new curriculum in English and Maths 
● English and Maths leaders in Year 0-3 and 4-6 supporting staff with resources and teaching practice 
● Implement Maths programme-Year 0-3 Numicon.  
● Embedding Maths Programme-Year 4-6 Oxford.  
● Continue to support Year 0-3 with Structured Literacy, including following scope and sequence. Reviewed end of 2025 to include Curriculum Refresh. 
● Year 4-6 teachers receiving Professional Development to develop a Structured Literacy approach in Years 4-6 
● Ongoing update of school resources to align with English and Maths programmes 
● Teacher Aide programmes-ensuring effective use of their time and PD provided for upskilling e.g. Structured Literacy, Oral Language, Phonics 
● Professional Growth Cycle focus on Botany Best Practice and link to Team Professional Learning Communities, which links to school Strategic 

Aims-aligned 
● Ongoing Buddy Coaching (GROWTH Coaching approach). Includes observations and conversations to improve teacher practice 
● DP’s engaged in Curriculum Roadshow to develop knowledge of final curriculum for English and Maths 



 
2. Learners-ākonga: Strengthen a learning environment that fosters learner agency, empowering ākonga/learners to be active participants in their 

education. 
● Maintain teacher focus on Botany Best Practice through Team Leader feedback 
● Maintain focus on Learner Agency through Team Leader feedback 
● Year 4-6 English and Maths leaders to set e-asTTle tests to monitor and track student progress (effect size) 
● Students embedding their agency through use of BDS critical questions to display their understanding of their learning 
● Continue to focus on effective teacher feedback to improve learning e.g. use of tabs, specific to WALT and SC, peer feedback, verbal feedback 
● Data Story for Conversation Rounds - to track student agency and develop assessment capabilities 
● Professional Learning Communities - team focus related to Botany Best Practice to develop agentic learners and track student progress using effect size 
● Continue to refine teacher assessment capability to improve planning, teaching and learning 

 
3. Whanaungatanga-Relationships: Nurture a sense of belonging enhanced through inclusive and collaborative partnerships. 

● Ongoing integration of MITEY programme 
● Positive Puberty workshop for parents and lessons for students in Year 6 
● Continued DP discussions with new enrollments - getting to know the student and whānau 
● Community - assemblies, prize givings, Year 6 graduation 
● Cultural-create cultural team, increase cultural aspects in school life e.g. Pasifika Au Siva, ESOL aspects 
● Māori/Pasifika student survey (shared with staff) 
● Student well-being survey (shared with staff) 
● Staff Professional Development on Tataiako-to develop knowledge of Maori learning as Maori and support new Teaching Standards for Professional 

Growth Cycle 
 
Professional Learning Communities: What has been done in each Year level for Terms 3 and 4? 
2025 End of Year PLC Feedback 
2025 End of Year Team PLC Presentation notes 

 

READING 

Outcomes: What happened? 

Reading 
● Year levels 1-6, our Māori cohort and total school cohort have met the target (BDS expectation) of 80% at or above the National Curriculum 

expectations in Reading. 

Analysis: 
1. At the mid of 2025, 87% of all students are at/above their expected curriculum level in Reading. 
2. At the end of 2025, 87% of all students were at/above their expected curriculum level in Reading. 
3. The Pasifika cohort is 13% (67%) away from reaching our target of 80% at and above curriculum level. 
4. We currently have 29 Māori students, 1 more than the mid of 2025. 
5. We currently have 58 Pasifika students, 4 more than the mid of 2025. 

2025 End of Year Commentary 
End 2024 to End 2025 Cohort Data 

 



 
 
 
 

WRITING 

Outcomes: What happened? 

Writing 
● Year levels 1-5, our Māori cohort and our total school cohort have met the target (BDS expectation) of 80% at or above the National Curriculum 

expectations in Writing. 

Analysis: 
1. At the mid of 2025, 86% of all students are at/above their expected curriculum level in Writing. 
2. At the end of 2025, 84%of all students are at/above their expected curriculum level in Writing. 
3. The Year 6 cohort is 1% (79%) away from reaching our target of 80% at and above curriculum level. 
4. The Pasifika cohort is 11% (69%) away from reaching our target of 80% at and above curriculum level. 
5. We currently have 29 Māori students, 1 more than the mid of 2025. 
6. We currently have 58 Pasifika students, 4 more than the mid of 2025. 

2025 End of Year Commentary 
End 2024 to End 2025 Cohort Data 

 

MATHS 

Outcomes: What happened? 

Maths 
● All Year levels, our Māori cohort and our total school cohort have met the target (BDS expectation) of 80% at or above the National Curriculum 

expectations in Maths. 

Analysis: 
1. At the mid of 2025, 93% of all students are at/above their expected curriculum level in Maths. 
2. At the end of 2025, 81% of all students are at/above their expected curriculum level in Maths. 
3. The Pasifika cohort is 3% (77%) away from reaching our target of 80% at and above curriculum level. 
4. We currently have 29 Māori students, 1 more than the mid of 2025. 
5. We currently have 58 Pasifika students, 4 more than the mid of 2025. 

2025 End of Year Commentary 
End 2024 to End 2025 Cohort Data 

 

Reasons for Variance (why did it happen?) 



2025 Professional Development 
 
1. Ako-Teaching and Learning: Deliver effective teaching practices aligned with our relevant and engaging local curriculum, accelerating student 

outcomes. 
● Explicit teaching of the Teaching Sequences from the new English and Maths curriculums 
● Whole staff professional learning around Science of Learning pedagogy to develop teacher knowledge. 
● Use of new Maths programmes for structure, explicit teaching, catering for student needs 
● Using Oral language strand from English, explicitly in teaching and learning, integrated with Reading and Writing 
● Structured Literacy approaches: Year 0-3 LLLL and Phonics, Year 4-6 Chunk, Check, Cheer for morphology 

 
2. Learners-ākonga: Strengthen a learning environment that fosters learner agency, empowering ākonga/learners to be active participants in their 

education. 
● With the new curriculum and reporting to parents progress outcomes and descriptors, there will be a further change to cohort data and what OTJ’s mean 

for the end of 2025 and beyond. 
● Ongoing focus on developing students as agentic learners and understanding their learning journey - whānau conversations and conversation rounds 
● Involving teachers in data collection of conversation rounds 
● Teams updating Priority Learners and focussing on how to ensure they are receiving appropriate support and learning, Learning Support Register 

meetings with LSC 
● Phonics checks  
● e-asTTle testing to monitor student learning needs and to use effect size to monitor accelerated progress 
● Professional Learning Communities - teams improving practice with a focus on Botany Best Practice - tracking effect size for student progress 

 
3. Whanaungatanga-Relationships: Nurture a sense of belonging enhanced through inclusive and collaborative partnerships. 

● Ongoing emphasis on identifying student needs (LSR/SENCO) and catering for these 
● Student support programmes-ESOL and LSC 
● Implementation of Kia Ora Ake programme through Asian Family Services to support student well-being 
● Highly effective Teacher Aide support on students in English and Maths 
● Highly effective Teacher Aide support with students who have High Health or behavioural needs 
● Teachers and teams develop differentiated learning programmes for diverse learners, with support from SENCO’s, LSC and TA’s 
● Cultural team collaboration to provide opportunities to showcase the many cultures at BDS 

 
Professional Learning Communities: What happened and what are the successes Terms 3 and 4? 
2025 End of Year PLC Feedback 
2025 End of Year Team PLC Presentation notes 

 

Evaluation (where to next?) 

2025 Professional Development 
 
1. Ako-Teaching and Learning: Deliver effective teaching practices aligned with our relevant and engaging local curriculum, accelerating student 

outcomes. 
● Year 4-6 Structured Literacy implementation 
● Upgrades for Oxford Maths and 2026 resources 
● Implementing Oxford Maths for Year 0-3 and use of relevant resources 



● Implement Planning and Assessment expectations 
● Continue to unpack the final English and Maths curriculums 
● Implement final curriculum planning documents in English and Maths 
● Professional Growth Cycle-update to align with new Teaching Standards 
● Curriculum evenings 
● Professional Learning Communities- developing collaborative inquiry and promote professional discussion around ways to accelerate target students as a 

collective.  
 
2. Learners-ākonga: Strengthen a learning environment that fosters learner agency, empowering ākonga/learners to be active participants in their 

education. 
● Assessment-move from e-asTTle to new SMART tool for standardised testing  
● Reporting-moving to progress outcome OTJ (descriptors) instead of curriculum level OTJ-teacher PD and change of reporting to parents 
● Explore assessment tools in relation to tracking student progress through Teaching Sequences for progress descriptors 
● PLC - teams working towards team goals and ongoing changes of practice.  Developing a collective approach to accelerating target students.  
● Collation and sharing of Conversation Rounds across school to continue to develop student and teacher assessment capabilities.  Analysing how our 

students are progressing with being able to articulate their learning, using our BDS critical questions. Sharing of best practice with developing 
assessment capable students. 

 
3. Whanaungatanga-Relationships: Nurture a sense of belonging enhanced through inclusive and collaborative partnerships. 

● Cultural Team-continue to celebrate our cultural diversity through units of learning e.g. Inquiry, Maori, language weeks, Kapa Haka, Pasifika Au Siva etc 
● Kia Ora Ake programme-MoE funded programme to support well-being of students (based on student needs) 
● Continue to integrate MITEY into learning programmes 
● Connect with community through celebrations of learning-Whānau Conversations, Powhiri, Matariki 
● Student surveys to gain understanding of student learning and well-being, including Maori and Pasifika survey of students/whanau 

 
Professional Learning Communities: What progress is there and where to next? 
2025 End of Year PLC Feedback 
2025 End of Year Team PLC Presentation notes 
 

 



 

 

 

2026 Good Employer Statement  

 

Compliance with the Education and Training Act 2020 requirements to be a good 
employer for the year ending 31 December 2023 

 

Good employer policies should include provisions for an Equal Employment 
Opportunities (EEO) programme/policy . The Ministry of Education monitors these 
policies: 

Reporting on Equal Employment Opportunities (EEO) 
Programme/Policy 

YES NO 

Do you operate an EEO programme/policy?  x   

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

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

 x   

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

 x   

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

 x   

Does your EEO programme/policy set priorities and 
objectives? 

 x   

 

The following questions address key aspects of compliance with a good employer policy:   

Reporting on the principles of being a Good Employer 

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

 

What is your equal 
employment 

Employer Responsibility Policy 

Botany Downs School board acts as a good employer and takes all reasonable 
steps to build working relationships based on trust, confidence, and good faith. 
The board treats employees fairly and properly in all aspects of their employment 
as required by the Public Service Act 2020, and complies with legislation on 
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opportunities 
programme? 

How have you been 
fulfilling this 
programme? 

 

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

  

employment and personnel matters. The board complies with the conditions 
contained in employment contracts for teaching and non-teaching staff. 

The board ensures strong leadership by recognising the principal as the school's 
educational leader, the chief executive, and an employee of the board. The board: 

● appoints the principal, through the appointment committee 
● appraises the principal 
● works transparently and positively with the principal 
● ensures delegations to the principal are robust and regularly reviewed. 

The board meets reporting and administrative requirements by: 

● referring to the school's Equal Employment Opportunities policy in its 
annual report on the extent of its compliance as a good employer 

● ensuring that systems are in place for keeping employee files safe and 
secure. 

Support for school employees 

The board: 

● takes all steps, so far as is reasonably practicable, to meet its primary duty 
of care obligations to ensure good and safe working conditions for 
employees and responds to all reasonable concerns and requests made 
by employees 

● considers staff health and wellbeing (hauora) and work-life balance, and 
will consider applications for flexible working arrangements 

● ensures that all employees maintain proper standards of integrity and 
conduct, and a concern for the safety and wellbeing of students, 
colleagues, and public interest 

● promotes high levels of staff performance through: 
● performance management and professional development 

(including budgeting for training and development programmes 
intended to enhance the abilities of individual employees) 

● acknowledgement of staff achievements 
● salary units and classroom release time. 

● deals effectively and fairly with any concerns through the concerns and 
complaints and protected disclosure procedures. 

Recruitment and appointments 

The board delegates the recruitment and appointment process to the principal 
and senior management but may be represented in appointment committees. The 
board and delegate(s) endeavour to appoint appropriately trained and qualified 
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staff to all teaching and non-teaching positions, and to find the best person for 
the position. 

Student wellbeing and safety 

The board recognises the need to ensure the safety of students and mitigates 
students being placed at risk by the actions of employees, through: 

● proactive policies, procedures, and actions related to student wellbeing 
and safety 

● robust recruitment (including reference checking), appointment, and 
induction processes, including complying with the Children's Act 2014 

● annual reports from the principal on the registration, certification, 
attestation, and police vetting of staff, and reports on appointments and 
any support provided to teachers 

● information, in committee, from the principal regarding concerns and 
complaints raised about staff, and the actions taken 

● compliance with the mandatory reporting requirements to the Teaching 
Council under the Education and Training Act 2020 regarding staff 
dismissals, resignations, complaints, serious misconduct, and competence. 

Appointment Procedure 

Botany Downs School is an equal opportunities employer. We appoint 
appropriately trained and qualified staff to all teaching and non-teaching 
positions, and strive to find the best person for each position. We uphold our 
commitment to te Tiriti o Waitangi through our vision and strategic plan to reflect 
tikanga Māori. 

Our appointment process meets the requirements of the Children's Act 2014. 

The board always manages the recruitment and appointment of a principal. For 
other vacancies, the board delegates the recruitment and appointment process to 
the principal and senior management but may also be represented on the 
appointment committee. 

We maintain transparency and fairness as important principles for any 
appointment, especially those involving related party transactions. 
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The principal 
and senior 
management 

1
. 

Determine whether a vacancy exists, and what kind  
of vacancy it is, i.e., permanent or fixed-term. Fixed-term 
employment is only offered if it meets the criteria specified 
in the relevant employment agreement. 
2. Prepare an application package. 
3. Advertise the position. 
Notify the vacancy according to the terms of the relevant 
employment agreement, in a way that enables suitably 
qualified people to apply for the position. 

  4
. 

Form an appointment committee based on agreed 
delegations. 
All appointment committee meetings are deemed to be 
“public excluded” meetings of a board committee in terms 
of the Local Government Official Information and Meetings 
Act. 

Administratio
n staff 

5
. 

Receive the applications and acknowledge them with a 
standard letter or email. Keep them confidential and secure. 

Appointment 
committee 

6
. 

Shortlist applicants. 
Use the new employee checklist to ensure all proper checks 
are undertaken before, during, and after the interview 
process. 
If there are no suitable applicants, re-advertise the position. 

  7
. 

Conduct interviews and complete all reference and 
background checks. 
Reference checking may be carried out before interviews. 

  8
. 

Make an appointment. 

  9
. 

Make sure all the required documentation is completed and 
filed in the employee's file. 
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  1
0
. 

Notify unsuccessful interviewed candidates by email or 
phone. Send written notification to all candidates, and 
delete or destroy their documentation. 

The principal assures the board that this policy is being implemented correctly, 
including appointment committee delegations, and referee/background checks. 
See Self-Review and Board Assurances. 

Employment Agreements 

At Botany Downs School, we ensure that all decisions concerning employment 
are made in accordance with the applicable employment agreement and relevant 
legislation. 

We consider the relationship between policies, employment agreements, and 
legislation. 

● If there is any conflict between our policies and procedures and the 
employment agreement, we abide by the employment agreement. 

● If there is any conflict between legislation and the employment 
agreement, we abide by whichever provides more favourable terms for an 
employee. 

Collective agreements 

Most staff at our school are covered by a collective agreement, which sets out 
terms and conditions for their employment. 

See the Ministry of Education Collective agreements for conditions relating to: 

● principals 
● teachers 
● other school staff. 

Individual agreements 

Any employee who opts out of joining a union (or is in a role not covered by a 
collective agreement) signs an individual employment agreement (IEA). We use 
the IEA templates provided by the Ministry of Education where relevant. For most 
staff, the IEA provides the same terms and conditions as the relevant collective 
agreement. 

See the Ministry of Education for more information about Individual employment 
agreements . 
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How are you recognising, 

− The aims and 
aspirations of 
Maori,  

− The employment 
requirements of 
Maori, and  

− Greater 
involvement of 
Maori in the 
Education service? 

Removing barriers to Māori employment by providing equal education and work 
opportunities, removing discriminatory recruitment practices, unsafe work 
environments and wage disparities. 

Understanding and respecting te ao Māori and tikanga-based concepts will be 
critical for engaging with Māori and adopting culturally appropriate processes. 

 

How have you enhanced 
the abilities of individual 
employees? 

We have a Professional Learning Plan in place for each staff member. 

We work collaboratively together using Coaching to support and grow staff with 
their Professional Growth Cycle. 

Teacher Professional Growth Cycle 

The professional growth cycle takes a holistic approach to performance 
management that looks for how the Standards for the Teaching Profession | Ngā 
Paerewa mō te Umanga Whakaakoranga (the standards) are reflected in 
everyday teaching. It is a model based on professional judgement and trust. 

The principal, as professional leader of the school, facilitates a common 
understanding of the standards, and staff at Botany Downs School engage in 
professional learning aligned with the standards. Our professional growth cycle 
reinforces professional learning and development to ensure teaching is 
future-focused and supports student learning. 

The principal is responsible for designing and implementing an annual 
professional growth cycle for teaching staff, which may include: 

● professional conversations 
● lesson observations 
● reflective practice 
● professional learning and development. 

Teachers have opportunities to discuss and receive feedback on their practice, and 
documentation may be kept of any elements related to the above. 

Attestation 

Attestation against the standards is required to support an initial application and 
renewal for registration of the practising certificate to the Teaching Council of 
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New Zealand. The principal endorses the issue/renewal of a practising certificate 
based on the teacher's participation in the professional growth cycle. 

The principal also completes an annual attestation of teachers against the 
professional standards for salary purposes. Attestation involves comparing each 
teacher’s performance against the relevant professional standards to confirm that 
they have met the standards required. The professional standards are supplied as 
an appendix to the employment agreement. 

If the principal cannot attest that a teacher has met the standards, salary 
progression can be deferred, and a support or competency process started or 
continued. Further information is available in the relevant employment 
agreement. 

Competency 

If the principal has further concerns about a teacher meeting the standards, they 
will discuss it with the teacher and provide support for improvement. Ongoing 
concerns are dealt with through the performance management processes 
outlined in employment agreements, and guidance from the Teaching Council. 

 

How are you recognising 
the employment 
requirements of women? 

The Equal Employment Opportunities policy ensures that all employees and 
applicants for employment are treated according to their skills, qualifications, 
abilities, and aptitudes, without bias or discrimination. 

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

We meet all equal employment opportunity requirements (see above) 
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