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The South Australian 
State School Leaders 
Association (SASSLA) 
represents the interests of School 
Principals, Preschool Directors, 
Deputy and Assistant Principals 
and Senior Leaders. In the 
classification system used by the 
Department for Education, School 
Principals and Preschool Directors 
are referred to as Band A Leaders, 
and Deputy and Assistant 
Principals and Senior Leaders as 
Band B2 and above Leaders.

Our journey as an organisation 
began in 2001 as the Leaders 
Legal Fund. In 2011 we changed 
our name to SASSLA to reflect 
the diversification and complexity 
of the demands, risks and 
accountability of school and 
preschool leaders.  Thus the 
focus of SASSLA was broadened 
to represent the legal and 
employment interests of our 
members. 

We actively gather and represent 
the workplace experience and 
perspectives of our membership 
and the particular issues that 
limit and/or enhance their 
capacity to lead successfully 
within the South Australian 
Public Education System.

Our membership has increased 
from approximately 60 in 2001 
to nearly 480 today.  This is 
testimony to the hard work we 
have done and the results we 
have achieved in the interest of 
our members.

The development of this paper 
marks the next step in SASSLA’s 
journey towards influencing 
system changes that will positively 
support improvement within our 
public education system. The 
paper sets out SASSLA’s position 
on key reforms that are needed to 
attract, build and sustain quality 
school and preschool leadership 
capacity within the education 
sector now and into the future. 

SASSLA’s aim is to identify the 
significant issues facing leaders 
in our schools and preschools 
and to actively influence policy 
development and implementation 
in response to these issues. This 
includes bringing these issues to 
the attention of the Department 
for Education with the aim of them 
being taken into consideration 
during the current Enterprise 
Bargaining negotiations.

We proceed from the clear base 
of evidence that indicates the 
centrality of school and preschool 
leaders in developing, delivering 

and sustaining the changes 
required to improve children and 
student outcomes. 

We are heartened by the fact that 
a full chapter on empowering 
and supporting school leaders 
has been included in the recently 
released Through Growth to 
Achievement – Report of the 
Review to Achieve Educational 
Excellence in Australian Schools, 
commonly referred to as Gonski 2.

The intent of this paper is to frame 
key issues that will generate future 
discussion and engagement with 
the Department for Education. The 
paper is presented in two parts:

• Part 1 identifies three key 
systemic areas that must be 
addressed if we are to deliver 
improved performance in our 
schools and preschools. 

• Part 2 outlines four policy 
proposals that we have 
identified as priorities 
for discussion with the 
Department.

Our approach to working with 
the Department for Education 
is shaped by the common aims 
and purpose of building a high 
performance public education 
system.
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A successful public education 
system is built on the quality 
of its leaders. It is school and 
preschool leaders who are 
instrumental in establishing the 
culture and practices that define 
the quality of education a child 
and student receives in their 
school or preschool. In the eyes 
of the public, leaders are at the 
forefront and are a highly visible 
representation of the values and 
quality of our public education 
system.

A critical issue faced by the 
public education system is its 
capacity to attract, develop and 
retain quality leaders now and 
in the future. A further risk is the 
erosion of capacity to provide 
real and effective education 
leadership due to ever increasing 
demands for compliance and 
accountability requirements. 

Current evidence is that the 
quality and depth of leadership 
is at risk now and into the future; 
demands on leaders are too 
great and potential future leaders 
are reluctant applicants. These 
risks need to be recognised, 
understood and strategies for 
change implemented to ensure a 
strong public education system.

There are three defining issues 
that influence the quality and 
effectiveness of school and 
preschool leaders.
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THREE DEFINING ISSUES THAT INFLUENCE 
THE QUALITY AND EFFECTIVENESS OF 
SCHOOL AND PRESCHOOL LEADERSHIP



1. SCARCITY OF QUALITY LEADERS 

Attracting school leadership 
talent is not easy. Prospective 
leaders do not view 
leadership positions as 
attractive. Current school 
Leaders believe the public 
image of their position is poor 
and their workload too high.1  

It is evident there is a scarcity of 
quality applicants to fill available 
school and preschool leadership 
positions. Department for 
Education data shows that fields 
for most leadership positions 
are thin.2  Whereas, very high 
numbers will apply for most 
permanent teacher positions only 
small numbers of applicants are 
received for Band A and Band B 
positions.  The depth of the issue 
is illustrated by the fact that the 
new and prestigious Botanic High 
School was advertised multiple 
times over an extended period 
before an appointment was 
made.  In 2017 nearly 14% of the 
advertised Principal positions 
were not filled through the first 

advertisement which is a clear 
indicator of current and future 
supply concerns.3   

Across our system, stories abound 
about the difficulty of finding 
quality applicants with many 
appointments made to entry level 
leadership positions with little or 
no background experience. In a 
generation we have moved from 
a lengthy waiting list for available 
leadership positions to a problem 
of low supply.  

Research evidence indicates 
that the demonstrated effects of 
leadership is considerably greater 
in schools that experience more 
difficult circumstances; there are 
virtually no documented instances 
of troubled schools being turned 
around without intervention by 
powerful leadership.4  It is these 
schools that the problem of 
attracting and retaining quality 
leadership is most acute. It is 
essential to address this issue if 
we are to lift education outcomes 
within sites and across the system.

Departmental data suggests 
attracting and retaining high 
quality leadership will continue 
in the foreseeable future. This 
is supported by the following 
observations:

• Workforce demographic data 
suggests that vacancy creation 
will remain high across the 
Band A and Band B leadership 
cohort. Current data shows that 
16% of Principal and Preschool 
Directors are aged 60 or over.5  
Continuing retirements and the 
availability of alternative career 
paths for people in these 
positions will see consistently 
strong vacancy creation in the 
foreseeable future. 

• There are a number of supply 
constraints in the wider 
teaching workforce which will 
influence the ongoing interest 
in, and competition for all 
leadership positions. These are 
briefly summarised as: 

1.  Through Growth to Achievement -  Report of the Review to Achieve Educational Excellence in Australian Schools Commonwealth of Australia, 2018, p.93.

2.  Department of Education 2017 data shows that the average number of applications for Principal and Preschool Director applications sit at four applications for each vacancy. To put 
these figures in context they include persons with multiple applications across a number of positions and external applicants many of whom will not meet minimum requirements. 
The location of the school or preschool is also an important variable with less applications for hard to staff sites.  

3.  Department of Education data shows that in 2017, 215 Principal positions were advertised and of these 30 were not filled in the first advertisement.

4.  Kenneth Leithwood, Karen Seashore Louis, Stephan Anderson and Kyla Wahstrom Review of Research – How leadership influences student learning. University of Minnesota, 
University of Toronto, Commissioned by the Wallace Foundation, 2004.

5.  DECD School and Preschool Sector Leadership (Schools and Non School based), Summary Figure 1, Age Bracket by Gender, Issue 6, June 2017.
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 • Of the total teaching 
workforce (total teachers 
and leaders) 37% now 
work part time. However, 
only 9.3% of the existing 
leadership positions 
are held by part time 
employees and the majority 
of the appointments are in 
lower level Band B positions 
and Preschool Directors in 
small regional preschools.6   
A continuation of this trend 
will see a large section of 
the workforce not actively 
pursuing or participating in 
leadership roles.

 • Research evidence 
suggests teachers and 
leaders are less likely to 
take up employment in 
rural and remote sites on a 
continuing basis. This trend 
will continue to impact 
on the ability of rural and 
remote schools to build 
leadership capacity.7 

 • The potential for 
heightened competition 
across the education 
sectors for high quality 
leadership candidates 
as other sectors also 
experience strong demand 
for leadership roles with 
similar supply constraints. 
In a tighter labour market, 
the higher remuneration 
paid in the Catholic and 
Independent sector may 
see exit from the public 
system increase.

Identifying quality people 
interested in leadership and 
then establishing strong 
and supported pathways for 
development in these roles is 
arguably the most pressing issue 
facing public education. 

The current reality of thin fields 
tells us about the perception 
of leadership roles and the 
adequacy of existing policy and 
incentive structures to attract 

people to them. At its heart, 
it requires a different way of 
thinking about the value of 
leadership roles and how we 
work to attract, develop and 
retain the best leaders in our 
schools and preschools. We 
need to talk to potential leaders 
about the barriers and fears of 
taking up a leadership position 
to identify incentives that can 
create aspiration and confidence 
to pursue a career in school and 
preschool leadership.

6.  DECD School and Preschool Sector Leadership (Schools and Non School based), Table 5 shows that the number of Principal Band A and B appointed part time. DECD School Sector 
Teaching Workforce – Summary Issue 7, Table 6 shows the rate of part time appointments for school leadership positions has been in steady decline since 2013.

7.  Campbell, A. M., & Yates G. C. R. Want to be a country teacher? No, I am too metrocentric. Journal of Research in Rural Education, 2011.
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2. CHANGING ROLES AND 
ACCOUNTABILITIES 

School leadership is critical 
to student outcomes. High 
performing school leaders 
add between two and seven 
months’ worth of growth in a 
single year. To maximise their 
impact on student outcomes, 
school leaders need to be 
able to devote time to the 
activities in their job that 
have the greatest impact on 
student outcomes.8   

School and preschool leaders 
have a dual role; leading 
the teaching and learning of 
children and students as well as 
managing the raft of functions 
associated with leading a school 
or preschool. Principals and 
Preschool Directors are held 
to account both for meeting 
achievement of education 
standards and targets for 
all students whilst meeting 
departmental and community 
standards and expectations for 
the management of their site.

In recent years there has been 
large growth in administrative, 
compliance and review based 
functions associated with running 
a school or preschool. These 
primarily derive from three sources:

• The continuing devolution of 
business and administrative 
responsibilities such as IT and 
contracting to schools and 
preschools.

• Changing community 
standards and expectations. 
Child safety and work health 
and safety are two significant 
examples of this trend. 

• Increased emphasis on 
accountability which has led to 
requirements for participation 
in more structured review 
processes, data collection and 
reporting at the site, partnership, 
state and national level.

The range of centrally directed 
administrative and compliance 
demands that are dealt with by 
schools and preschools on a 
regular basis is highlighted by a 
scan of the Department’s online 
publication LinkED. What is clear 
is that many of the requirements 
and instructions require immediate 
attention or action. Leaders report 
that the time pressure to keep on 
top of these demands is intense.

The cumulative effect of 
administrative and compliance 
demands is that less time is 
available for focussing on 
development of curriculum, 

developing staff, community 
engagement and developing a 
learning culture; the very things 
that the evidence clearly shows 
will improve student outcomes. 

Other requirements associated 
with the administration 
of complex industrial and 
regulatory requirements can also 
impact on time and restricts the 
flexibility to respond to children 
and student needs.  

These changes impact on all 
schools and preschools, with 
smaller schools and preschools 
being most affected.  Compliance 
based activities will be prioritised 
first; the more time they demand 
the less available time is allocated 
to educational leadership. The 
tension between the demands 
of system compliance and 
accountability and education 
leadership is unbalanced.

Many of our members say the 
system is at tipping point and new 
thinking is urgently needed on 
how we value, recognise and free 
up time for educational leadership. 
The pressure being placed on 
leaders is visible to staff working 
in schools and this can powerfully 
shape perception and decisions 
on future career choices.9 

8.   Through Growth to Achievement  p.83.

9.   McKenzie, P., Weldon, P., Rowley, G., Murphy, M., & McMillan, J. (2014) Staff in Australian Schools 2013: Main Report and Survey. ACER: Melbourne, p.119/120.  
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For leaders to develop 
and grow they need the 
time and opportunity to 
learn and develop in the 
role. This applies equally 
to new appointees in entry 
level leadership positions 
and experienced leaders 
who need to continually 
reflect on their own practice 
and constantly upgrade 
their skills and leadership 
capabilities.

Data in the Principal Occupational 
Health Safety and Wellbeing 
Survey 2017 shows that on 
average 53% of Principals work 
upwards of 56 hours per week 
during school terms. What is more 
significant from the research is 
high job demands (1.5 times the 
general population), emotional 
demands (1.7 times) and 
emotional labour (1.7 times). This 
research strongly suggests that 
leaders have little opportunity 
for deep and reflective learning 
that they can use in focussing on 
building and sustaining a learning 
culture.10 

For experienced leaders, 
effective learning requires the 
time and resources to enable 
the examination of established 
practices and routines through 
“fresh eyes”. Learning of this type 
simply cannot be accommodated 
within the current work demands 
experienced by leaders.11 

For beginning leaders, time for 
structured learning and support is 
required to build and sustain the 
capabilities needed to succeed in 
their role. A depth of capabilities 
needed can be seen from a 
scan of the AITSL Leadership 
Standards – it is quite apparent 
that the capabilities required 
for leadership roles cannot be 
built through informal on the 
job learning, or unstructured 
development programs. To build 
the leadership capability and 
density across the school and 
preschool sector, well-defined 
learning pathways supported by 
high quality on and off the job 
learning are required. 

Opportunities for high quality 
learning are essential to build 
and sustain the leadership 
capabilities needed across the 
Public Education System. Quality 
learning programs are defined 
by two critical elements; their 
development and design has 
strong input from Leaders and 
the wider profession and they are 
resourced in a way that enables 
quality learning to occur over a 
sustained period of time.

10. Philip Reilly, The Australian Principal Occupational Health Safety and Wellbeing Survey 2017 Data Institute for Positive Psychology & Education Australian Catholic University, p.15.

11. The encroachment of work time on school holidays for Principal and other school leaders is now well established. Data contained in Philip Reilly The Australian Principal Occupational 
Health Safety and Wellbeing Survey 2017, p.13 indicates that ~31% work upwards of 25 hours per week in school holidays. This response is generally consistent with data collected for the 
DECD Review of Teachers and Leaders Work in 2011.
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3. LEARNING ABOUT LEADERSHIP



SASSLA’S POLICY RESPONSE

SASSLA has identified four 
priority policy responses that are 
designed to address the defining 
issues that influence the quality 
and effectiveness of school and 
preschool leaders.

The key ideas that support these 
policy approaches are briefly 
explored and SASSLA’s policy 
proposals are identified. These 
policy proposals will be further 
developed and articulated for 
consideration as policy matters 
and tabled with the Department.  

12.  Calculation based on Band A rate ÷ by the Step 9 Teacher rate × by 100 to determine percentage increase. Percentage figures are rounded up or down to the nearest whole 
number.  
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1.  REMUNERATION OF LEADERS

How we remunerate leaders 
is important for attraction 
and retention.  Beyond a 
financial incentive, it is the 
intrinsic measure of how the 
roles are seen and valued 
in the broader community 
which is important.

Current remuneration practices 
point to a disparity of how roles 
are assessed for work value. This 
can be seen in the following 
examples that identify the 

remuneration differential with a 
Step 9 Teacher earning $98,806 
and a sample of three different 
Band A positions:12 

• Preschool Director Level A-1: 
salary $109,379 - Responsible 
for a Preschool with 70 plus 
enrolments and a budget of 
$500,000. Wage differential 
expressed as a percentage 
above Step 9 Teacher is 11%.

• Primary Principal Level A-3: 
salary $124,155 - Responsible 

for a Primary School with up to 
280 enrolments and a budget 
of $2.8m. Wage differential 
expressed as a percentage 
above a Step 9 Teacher is 26%.

• Principal Level A-9: salary 
$166,667 – Responsible for 
a site including Preschool, 
Primary School and Secondary 
School with 1800 plus 
enrolments and a budget 
of $18m. Wage differential 
expressed as a percentage 
above a  Step 9 Teacher is 69%.



13.   Accountability is a critical element in work value based classification and remuneration levels such as the current Mercer CED classification evaluation system used to evaluate public sector 
executive positions.

14.  Old fall back schemes available to Principals that provided guaranteed salaries within the leadership structure are being progressively phased out. The vast majority of leadership positions 
with permanent employment now fall back to the AST-2 level. In the most extreme example a Principal A-9 falling back to the AST-2 would lose remuneration of $64,203 based on 
remuneration rates in June 2018.
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A unifying feature of each of the 
above examples is that the Band 
A Leader is accountable for the 
day to day operation of their 
school or preschool – the buck 
stops with them.  What is clear is 
that the differential remuneration 
relative to work value of the role is 
marginal when compared to the 
inherent responsibility in the roles.  

The classification of Band A 
school positions is currently 
administered through the 
Enterprise Agreement Schedule 
4 - School Size and Complexity 
Rating of the Enterprise 
Agreement (SSACR). The 
classification and remuneration 
levels classification level 
determined for Principals is also 
used for determining Preschool 
Director positions and Band B 
leadership positions, recognising 
the work value relativity of these 
roles to the Principal role.

The method of evaluating the 
classification of Principal positions 
is based on the school’s funding 
allocation used for measuring 
the size and complexity of the 
school.  The SSACR has been 
modified and developed a 
number of times including the 
addition of enrolment thresholds 
and weightings for disadvantage 

to provide fairer distribution over 
nine levels, Band A-1 to A-9.

There are two main deficiencies of 
the current SSACR system:

• The reliance on evaluating 
the dimensions of the role, 
specifically budget and 
enrolment, has obscured 
the fact that real movements 
in work value are related 
to increased accountability 
attached to all Band A roles.13 

• The incentive structure 
inadequately rewards 
people for the additional 
responsibilities and associated 
accountabilities attached to 
these roles. This is further 
reinforced by the following 
observations and facts:

• The number of salary 
gradations should be 
reduced from nine to reflect 
a broad banded approach 
as applies in other states.

• All leadership positions 
are contract roles with no 
guarantees of continuing 
employment in a 
leadership role at the end 
of the contract. Where 
remuneration is “at risk” there 

is generally some provision 
made in base remuneration 
to recognise this. 14

• The remuneration is below 
that offered in comparable 
interstate and private sector 
comparisons.

SASSLA’S POLICY 
PROPOSALS

1. Build additional 
remuneration into 
the salary base of all 
leadership positions to 
more adequately reflect 
the work value of the roles 
and the “at risk” nature of 
the employment. 

2. Reduce current 
gradations in the Band A 
structure from the current 
nine levels to a broad 
banded structure of no 
more than five levels with 
facility to use flexible 
incentives to attract and 
retain leaders to more 
critical and/or hard to 
staff roles and sites.



2.  PROFESSIONAL DEVELOPMENT 
OF LEADERS

To do their job well, leaders 
must have a very solid 
grounding in education 
practice and have the 
capacity to positively 
influence learning culture 
and behaviour in their 
school or preschool. They do 
this in a time of increasingly 
complex social problems 
that they experience in 
day to day work, and much 
more sharply defined and 
complex accountability and 
management systems.

Beginning Band B leaders and 
entry level Band A leaders often 
take up a leadership role with little 
or no background development 
in core leadership capabilities. 
Unstructured learning on the job 
is an inadequate response to the 
type of demands that leaders 
face day to day. Leadership 
density in this sense is not just 
the number of leaders, it is the 
sum of leadership capabilities in a 
site. Again, it is those schools and 
preschools which are harder to 
staff that experience the brunt of 
this issue.

To be successful, leaders need 
the space and resources to stay 
abreast of education research, 
reflect on their practice, share 
ideas and explore new and 
innovative approaches. This 
will not happen in a harried 
environment where the “now” 
dominates. New thinking is 
urgently needed to give our 
Principals, Deputy and Assistant 
Principals and Preschool Directors 
opportunities to refresh, learn and 
build their leadership capabilities

A model used by the Catholic 
Education system that provides 
funded renewal leave for 
personally directed learning is 
seen as a practical strategy to 
give leaders time and resources 
for deep professional learning. It 
also serves as an attraction and 
retention incentive for people 
to make career choices to seek 
leadership roles.

What is essential to any approach 
to professional development 
is that it must be owned by the 
profession. Learning has to be 
experiential, tailored and relevant 
to the capabilities that underpin 
effective school leadership. 

SASSLA’S POLICY 
PROPOSALS

1. A clearly defined and 
articulated professional 
development strategy 
to build the leadership 
capabilities of Band B 
leaders.

2. An entitlement for 
sabbatical leave based 
on the model used by 
Catholic Education. 
The program would 
be developed within 
policy parameters 
and accountability 
requirements established 
by the Department of 
Education.
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3.  SCHOOL MANAGEMENT AND 
DECISION MAKING

Principals and Preschool 
Directors are held to a 
high level of accountability 
for both student 
achievement and the 
day to day operations of 
their school or preschool. 
To be successful in their 
role they must have the 
authority to make decisions 
and allocate resources 
without unnecessary and 
unproductive regulatory and 
process requirements.

It is essential that schools and 
preschools retain their existing 
capacity for making local decisions 
on resource allocation to enable 
them to tailor approaches 
responsive to local needs and 
reflecting individual student needs. 
Local knowledge and experience 
needs to prevail over a “one size fits 
all” approach that does not reflect 
the different contexts and variability 
of needs found across the system. 

Any proposals for extended 
industrial regulation should be 
carefully assessed on efficiency and 
equity grounds and schools and 
preschools should not be left to 
pick up the cost of poorly designed 
or unproductive regulation.

On a daily basis, Principals 
and Preschool Directors make 
decisions on how resources are 
best allocated to meet the needs 
of students. These decisions 
are arrived at in consultation 
with staff to ensure industrial 
entitlements are fully met and 
there is fair treatment of staff in 
the allocation of work. All staff 
need to feel confident that the 
issues they raise are heard and 
they have avenues for addressing 
grievances.

There is a strong history of 
industrially defined consultation 
processes in schools through 
the operation of the Personnel 
Advisory Committee (PAC). For 
the most part these processes 

have worked well. However, 
there are inherent design issues 
that, on occasions, can frustrate 
the decision making role of 
the Principal, who is ultimately 
accountable for all decisions. 
Two specific areas identified for 
refinement and improvement are:

• The current decision making 
framework is overly complex 
and where conflict or tension 
exist in the PAC the Principal’s 
capacity to make timely 
decisions may be frustrated, 
which may negatively impact 
school operations.

• The membership of the PAC 
is narrowly defined and is 
not representative of the 
voice of staff including staff 
in leadership and ancillary 
positions from having an 
active voice in consultation 
processes. 

Continued on next page



The model of consultation 
contained in the Victorian 
Government Schools Agreement 
2017 represents a more 
contemporary approach to school 
based consultation. This model 
has the following features:

• Opportunities for schools 
to design and agree to their 
own consultative structures 
within a clearly established 
set of consultation principles 
enshrined in the Enterprise 
Agreement. In contrast the 
current South Australian 
Enterprise Agreement has 
a single structural model 
that applies for all schools, 
irrespective of size or 
complexity.

• A clear focus on long term 
planning. In contrast, the 
current South Australian 
Enterprise Agreement is 
more focussed on operational 
decision making.

SASSLA’S POLICY 
PROPOSALS

1. Critically review any 
proposals for extended 
industrial regulation that 
may impact on school 
operations.

2. Refresh and increase 
the flexibility at the local 
level of the current PAC 
consultative structure 
to provide broader 
representation of staff 
interests, options for 
alternative consultation 
structures and simpler 
decision making 
processes.
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15. Philip Riley p.13

16. Philip Riley p.13

17. Philip Riley p.13

18. Published as an internal report to the Senior Executive Group on School and Preschool Leader Workload April, 2016.

4.  WORKLOAD

Leaders in the public 
education system accept that 
putting in longer hours is 
required and goes with the 
high level of professionalism 
attached to their role. 
However, there is consistent 
feedback from leaders that 
they are experiencing higher 
and higher demands that 
is taking them away from 
the crucial role of education 
leadership and which they 
are finding personally 
exhausting. National data 
in The Australian Principal 
Occupational Health Safety 
and Wellbeing Survey 2017 
reports that 53% of Principals 
work upwards of 56 hours per 
week and that work extends 
into the school holidays with 
31% working upwards of 25 
hours per week.15 

Long work hours are a concern as 
they lead to an increased risk of 
health related issues.16  Research 
shows that little productive work 
occurs after 50 hours per week 
and productivity declines by as 
much as 25% when workers put in 
60 hours or more per week.17  

Increased workload on leaders 
has been an issue for some 
time.  Department reviews and 
approaches aimed at reducing 
overall workload pressure have 
not delivered the intended 
improvements. Three most 
notable reviews and interventions 
have been:

• The Review of Teachers and 
Leaders Work flowing from the 
decision of the Full Bench of 
the South Australian Industrial 
Relations Commission 
on the Education Staff 
Government Preschools and 
Schools Arbitrated Enterprise 
Bargaining Award 2010. This 
review was undertaken as a 
joint exercise between the 
Department and the AEU.

• A Review of “Red Tape” in 2011 
by an external consultant.

• An internal review and 
investigation of workload 
concerns conducted in 2016 in 
partnership with the Secondary 
and Primary Principal 
Associations.18 

Reading the body of this work in 
its entirety gives a full appreciation 
of the issues and approaches to 
manage workload. However, two 
critical observations can be made 
that should frame a future approach 
to workload management:

• The engagement of leaders 
in working with central office 
staff in the design of work 
systems. The work undertaken 
in 2016 internal review 
highlighted the fact that many 
work systems were designed 
without an appreciation for the 
operational impact on users. 
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• Many smaller schools and 
most preschools are not 
sufficiently resourced to 
manage the type and range 
of devolved functions and 
accountability requirements 
they now undertake. This is 
most notably the case where 
limited administrative support 
is available and the site based 
leader retains a teaching load. 
For these sites, alternative 
models of service delivery 
needs to be explored.

SASSLA’S POLICY 
PROPOSALS

1. Develop and implement 
a structured process that 
enables leaders to be 
involved in the evaluation 
of new and existing 
organisational systems 
and processes that impact 
on day to day operations 
of schools and preschools. 

2. Establish a working group, 
including nominated 
representatives of small 
schools and preschools, 
to develop new models of 
service delivery designed 
to reduce workload impact. 
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ABOUT SASSLA

The South Australian State 
School Leaders Association 
(SASSLA) was formed in 2001 
by a group of school leaders 
concerned the type of legal 
advice and support they 
needed was not forthcoming 
from other sources.  
With a starting membership of just 
60 the Association has grown to 
include the majority of principals 
and many other leaders in our 
state.  We are an Association 
created by leaders for leaders!

SASSLA is an Incorporated 
Association, managed by an 
Elected Board of school leaders.  
SASSLA retains a legal team 
through Tindall Gask Bentley 
Lawyers to assist members with 
legal and employment matters.  
SASSLA is solely funded by 
members’ subscriptions, which 
are tax deductible.

LEGAL ASSISTANCE
We give you immediate access to 
free professional legal advice. Our 
team will represent you individually 
or collectively before relevant 
courts, tribunals, authorities or 
government departments.  We 
also give peer support, advice, 
mediation and workplace visits.  We 

can help you with any legal matter 
in your leadership role including:

• Workplace injury, public 
liability injury and Return 
to Work SA entitlements, 
processes and representation 
at case conferences and 
tribunal hearings.

• Unfair dismissal and 
reinstatement of entitlements.

• Defamation and vexatious 
allegations by staff members 
or parents.

• Assault and restraining orders.
• Allegations of breaches 

of code of conduct and 
misconduct investigations 
including ICAC.

• Harassment and bullying in the 
workplace.

ENTERPRISE BARGAINING
SASSLA arranges and offers 
representatives to act as your 
Bargaining Agents and advocate in 
Enterprise Bargaining negotiations 
to secure improved employment 
conditions for preschool and 
school leaders and to raise your 
concerns with the government.   

We provide a voice for leaders 
without compromise.

ADVOCACY AND SUPPORT
SASSLA meets with officers from 
the Department for Education 
and parliamentarians regularly to 
advocate issues facing leaders.  
We maintain our independence 
from political parties and the 
Department to ensure we 
represent your views.  We also 
provide support to our members 
who may need general guidance 
with leadership issues.  Peer 
support and advice is paramount 
to us.  We can provide you with a 
support person for disciplinary or 
complaint meetings in your role.

We pride ourselves on working 
collaboratively with all stakeholders 
in our public education system to 
provide proactive influence, policy 
and procedural improvement for 
our members.  

MEMBERSHIP
If you would like to join SASSLA 
please visit:

sassla.asn.au/join-sassla
For more information on SASSLA, 
who can join and what we can do 
for you, please visit our website:

sassla.asn.au
Or refer to  our membership 
brochure by clicking here.
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