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REFLECT
Our Story
Sharman Property Services Pty Ltd (SPS) is a market leader in the Commercial Cleaning Industry. We have been delivering cleaning and associated services to a diverse range
of market sectors since 1990.
Our client base and service locations span Australia. We have positioned ourselves to deliver outstanding services to clients across all States and Territories. As we service
a diverse range of industry sectors, our client base includes organisations in local and state government, education, aged care, childcare, transport, commercial property,
industrial and medical facilities. These facilities are based in metropolitan and regional areas, as well as the more remote locations across Australia
Our core service offerings are
• Regular and ongoing cleaning services;
• Periodic services including carpet cleaning, window cleaning, hard floor maintenance;
• Establishment of recycling programs
• Garden maintenance to compliment the cleaning of external spaces;
• Hygiene services including sanitary bins;
• Provision of chemical and bathroom consumables
SPS encourages our clients to discuss all of their facility management needs with us as we are able to partner with like minded organisations to ensure a full suite of services are
able to be offered under the one contract.
SPS has proudly achieved and maintained triple accreditation in Occupational Health and Safety, Environmental and Quality standards. We have developed processes and
procedures to ensure we follow best practice and provide the most effective and productive service to our clients.
Continuity of staff and safe and healthy workplaces take a whole of company approach and we are determined to ensure our workplace health and safety statistics reflect the
effort our teams put in to ensure our team members stay safe, both at work and at home. We have adopted a Safety program which is rolled out nationally and aims to reach
every employee working with us. Minimising workplace incidents and reporting near misses on our work sites, provides on going savings to our clients by way of reduced costs,
but more importantly, by a reduction of staff turnover. This provides security and continuity of an outstanding service to our clients.
Our organisations employment philosophy is to offer and engage permanent, meaningful employment to as many people as we can. We believe having permanent employees
provides stability in our workforce, as well as providing peace of mind to our teams for their personal, financial, and work life balance circumstances.
Our path down this Safety Street, coupled with our employee engagement ideology has been a significant driver in our desire to research, develop and engage our teams in our
Reconciliation Journey. At the time of writing, SPS have a workforce of 348 employees, with a current engagement of 6% identifying as Aboriginal or Torres Strait Islander.
As an organisation, we are committed to working toward increasing our Aboriginal and Torres Strait Islander team member numbers and developing programs to assist in
personal and professional development opportunities for our staff.
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Our RAP

Our Learnings and Partnerships

SPS has always taken the approach that we engage staff on a suitability platform; the applicant who best fits the position, is successful in their application.
We have not previously had any formal plans in place to consider diversity across our workforce. This, in part, is due to previously limited resources, but
moreover, the lack of consideration as to the impact a change of focus in this space could have on our organisation, community and sphere of influence.

NAHRI Institute
In December 2017, SPS partnered with The NAHRI Institute as a first step in developing respectful relationships around our reconciliation
activities. The Managing Director and HR Manager from SPS met with Paul Poulsen and a partnership agreement was signed. This has
enabled SPS to commence our educational journey into the Reconciliation and First Australians path. The partnership has also provided
SPS with access to NAHRI’s partners in the employment space and this will assist us in one of our core focus areas for our RAP journey.

Secondary to this, as a business, we have realised that procurement opportunities may become limited if we do not act on this initiative. We see this journey as
a win-win for all parties and we are encouraged by the support and resources available to assist us in gathering momentum in this area and progressing through
all stages of the RAP program.

RAP TEAM

As such our Reconciliation Action Plan will focus on three main areas. These are;

SPS has developed a RAP TEAM. The RAP TEAM was forged in October 2017. We wanted to ensure that the committee was
represented by all business areas in order to ensure we considered all aspects of the business within the Reconciliation sphere. The
committee comprises the following SPS team members:

1. Education and Awareness;
2. Employment and Mentorship;
3. Procurement Opportunities.

• 2 members of the cleaning team of Aboriginal and Torres Strait Islander heritage – both from our Western Australia team
• 1 member of our Supervisory team of Aboriginal and Torres Strait Islander heritage – from our Qld team
• 1 member of our middle management team – from our Western Australia Team
• 2 members of our Executive Management Team – 1 from Qld and 1 from NSW
• SPS Managing Director

Education and Awareness:
It became evident during our initial phase of investigations into our Aboriginal and Torres Strait Islander people engagement levels that there is a significant gap between
the perception and reality of challenges facing Aboriginal and Torres Strait Islander people from our Management and current non-Indigenous workforce. There is a clear
requirement to educate our management teams and provide awareness training on issues of cultural difference and the history and experiences of First Australians. Once
our management teams are informed and educated on this topic, programs can be designed and flow through to our cleaning teams and other groups affiliated with SPS. In
creating awareness of the barriers and cultural differences faced by Aboriginal and Torres Strait Islander people, SPS can develop ongoing support and pro-actively develop and
advance employment opportunities and mentorship programs.

Employment and Mentorship:
SPS currently has 6% of our team comprising of Aboriginal or Torres Strait Islander peoples. This level of engagement has been achieved without any dedicated effort to
specifically engage Aboriginal or Torres Strait Islander people. Whilst 6% is not an overly significant percentage, it highlights an area where SPS can provide further opportunity
to Aboriginal and Torres Strait Islander people.

The committee has been instrumental in putting forward interests and thoughts into the development of our REFLECT RAP

EVENTS
The HR Manager for SPS attended a workshop run by Reconciliation Australia. This workshop was centred around the development of the RAP, however it also
provided a good grounding and knowledge sharing of respectful language to be used, cultural and historical challenges faced, and many resources for future
involvement in Reconciliation activities.

SPS is placed to offer on-going entry level employment opportunities to Aboriginal and Torres Strait Islander people. In addition to entry level positions, SPS has a strong
focus on career progression which can take an employee from a cleaning operator, through to Supervisor, Area Manager and beyond. We believe that if we develop a diversity
program specifically targeting Aboriginal and Torres Strait Islander networks, our workforce will prosper and we will be able to offer employment opportunities in the areas we
deliver services.  In doing this, we can identify and partner with like minded clients to further expand our reconciliation influence.
To support the additional engagement of Aboriginal and Torres Strait Island employees, SPS will research in-house mentorship programs. It will be hoped that by developing
such a program our people will benefit from this and their future employment prospects will be bright.  Mentors will be able to identify cultural issues resulting in personal
changes, changes in attitude towards co-workers, be sounding boards to listen to barriers and challenges and provide support to those experiencing difficulties .

Procurement Opportunities:
It became evident through various tender opportunities that the participation in advancing Reconciliation and developing a Plan supporting this was a pre-requisite for submitting
a compliant tender. For SPS to remain a competitive National Contract Cleaning entity, our active participation in the Reconciliation journey is essential. We will be able to
provide more opportunities for Aboriginal and Torres Strait Island people as well as assisting SPS to reach its strategic corporate responsibility and financial goals.
In addition to contract opportunities, SPS aims to align with Aboriginal and Torres Strait Islander owned businesses for the provision of cleaning and office supplies and
employment placement assistance where possible. Our hope is that by working with Indigenous owned businesses we can positively contribute to the ongoing success of
these businesses and hopefully the positive flow on effect for both individuals and communities.

Sharman Property Services Pty Ltd

Relationships
Action

Respect

Deliverable

Timeline

Responsibility

Action

Deliverable

Timeline

Responsibility

1. Establish and strengthen mutually
• Identify Aboriginal and Torres Strait Islander stakeholders and
beneficial relationships with Aboriginal and organisations within our local area or sphere of influence.
Torres Strait Islander stakeholders and
organisations.
• Research best practice and principles that support
partnerships with Aboriginal and Torres Strait Islander
stakeholders and organisations.

June, 2019

State Manager – WA,
State Manager – NSW,
Business Systems Manager - Qld

HR Manager

RAP TEAM - WA representatives

• Develop a business case for increasing understanding,
value and recognition of Aboriginal and Torres Strait
Islander cultures, histories, knowledge and rights within our
organisation

August 2019

September 2019

5. Increase understanding, value and
recognition of Aboriginal and Torres Strait
Islander cultures, histories, knowledge
and rights through cultural learning.

• Conduct a review of cultural learning needs within our
organisation.

July 2019

HR Manager

2. Build relationships through celebrating
National Reconciliation Week (NRW).

May, 2019

September 2019

Each Area Manager for their regions

• Increase staff’s understanding of the purpose and significance September 2019
behind cultural protocols, including Acknowledgment of
Country and Welcome to Country protocols.

Toni Kinniburgh, Managing Director,
HR Manager

• Circulate Reconciliation Australia’s NRW resources and
reconciliation materials to our staff nationally.

• RAP TEAM members to participate in an external NRW event. 27 May - 3 June 2019

Toni Kinniburgh, Managing Director,
HR Manager

• Feedback to be provided to SPS workforce by RAP TEAM on 15 June, 2019
their participation in NRW activities

Managing Director, HR Manager

• Encourage and support staff and senior leaders to participate 15th May 2019
in at least one external event to recognise and celebrate
NRW.

Managing Director, HR Manager,
Manager Business Services

3. Promote reconciliation through our sphere • Internally Communicate our commitment to reconciliation to
May, 2019
of influence.
all staff. Release regular communications to our teams about
RAP activities

4. Promote positive race relations through
anti-discrimination strategies.

HR Manager

6. Demonstrate respect to Aboriginal and
• Develop an understanding of the local Traditional Owners or
Torres Strait Islander peoples by observing Custodians of the lands and waters within our organisation’s
cultural protocols
operational area

• Commence Acknowledgment of Country to events and
meetings hosted by SPS

August 2019

• Raise awareness and share information amongst our staff
about the meaning of NAIDOC Week.(7 – 14th July 2019)

June 2019

HR Manager

June 2019

HR Manager

HR Manager

• Introduce our staff to NAIDOC Week by promoting external
events in our local area.
• RAP Working Group to participate in an external NAIDOC
Week event.

First week in July, 2019

RAP TEAM

Managing Director

• Release regular communications to our teams about RAP
activities

June 2019

• Identify external stakeholders that our organisation can
engage with on our reconciliation journey.

August 2019

HR Manager

• Identify RAP and other like-minded organisations that we
could approach to collaborate with on our reconciliation
journey

September 2019

Managing Director

• Research best practice and policies in areas of race relations
and anti-discrimination.

August 2019

• Conduct a review of HR policies and procedures to identify
existing anti-discrimination provisions, and future needs

October 2019

7. Build respect for Aboriginal and Torres
Strait Islander cultures
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Opportunities

Governance

Action
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Responsibility

Action

Deliverable

Timeline

Responsibility

8. Improve employment outcomes by
increasing Aboriginal and Torres Strait
Islander recruitment, retention and
professional development.

• Develop a business case for Aboriginal and Torres Strait
Islander employment within our organisation.

November 2019

HR Manager

•A
 nnual face-to-face meeting with all RAP TEAM members in
attendance.

November 2019

HR Manager

• Develop and implement an Aboriginal and Torres Strait
Islander recruitment policy.

November 2019

HR Manager

10. Promote RAP Team activities and
positive benefits of participation in the
RAP Team

•R
 AP TEAM to produce a submission in 6 monthly SPS
Newsletter on activities.

June, December 2019

HR Manager

• Build understanding of current Aboriginal and Torres Strait
November 2019
Islander staffing to inform future employment and professional
development opportunities.

HR Manager

• Maintain Aboriginal and Torres Strait Islander representation
on the RAP Team.

May 2019, August
2019, November 2019,
February 2020
May 2019, August
2019, November 2019,
February 2020
May - 2019

HR Manager

• Develop a business case for procurement from Aboriginal and October 2019
9. Increase Aboriginal and Torres Strait
Islander supplier diversity to support
Torres Strait Islander owned businesses.
improved economic and social outcomes.
• Investigate Supply Nation membership.
October, 2019

• Maintain RAP Team to govern all RAP Implementations
Business Systems Manager
• Review and apply our terms of reference for the RAP Team

HR Manager

HR Manager

HR Manager
11. Provide appropriate support for effective
implementation of RAP commitments

• Define resources required and budgets for RAP
April – 2019
implementation
• Engage senior leaders in the delivery of RAP commitments by April – 2019
communicating RAP Team activities and initiatives.

Managing Director

12. Build accountability and transparency
through reporting RAP achievements,
challenges and learnings both internally
and externally.

•C
 omplete and submit the annual RAP Impact Measurement
Questionnaire to Reconciliation Australia.

30 September, 2019

HR Manager

13. Continue our reconciliation journey by
developing our next RAP

• Register via Reconciliation Australia’s website to begin
developing our next RAP

January 2020

RAP TEAM, HR Manager

Managing Director

Contact details
Name:
Position:
Phone:
Email:

Peta Nipper
HR Manager
(07) 3426 9419
petan@sps-cleaning.com
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Kimba Fatiaki started his art journey as a four-year-old child. His mother, Dianne
Fatiaki made the observation of Kimba at an early age that he never scribbled like little
children - he just started drawing. Kimba’s first memories are at the Meninga property in
Bundaberg painting wildlife. He progressed from the flora and fauna to painting portraits
of people. During his school years at Walkavale, he remembers drawing all his school
assignments rather than photocopying pictures to include in his school work.
His love of art has been a great journey. It has provided him with the freedom to express
himself without rules and guidelines. Kimba’s personal growth will continue while he
learns new mediums. Kimba’s love of the arts takes him into the musical space where
he has done work as a composer for A.P.C.A and Arts Queensland. He is also founding
member of group Afro Dizzi Act
Kimba Fatiaki was born in Brisbane at the Mater hospital in 1973. From Tongan Father
and South Sea Islander Aboriginal Mother - Kimba is from the Yawibara Mob - who are
in the Mackay area and are ancestors of the Leap.
After completing schooling in Bundaberg, 1990, Kimba moved to Toowoomba to
undertake work in print making and to complete a Fine Arts Diploma at Toowoomba
T.A.F.E.
SPS are very thankful to Kimba for his beautiful artwork and the sharing of stories of his
family and experiences. We look forward to working with him in the future.

“WALK ABOUT”
DRY LAND – WET SAND

The land was Hot and Dry.
The people of the Outback had not much water,
But the people of the Coast Line had plenty.
The people of the Outback would travel
beyond the Range to visit the people of the Coast Line.
	They would ask for help and survey the problems of the
Coast Line people
In return the People of the Outback would exchange their problems.
	This is how my People would teach from Tribe to Tribe, learning from
each other.

Kimba Fatiaki
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Sharman Property Services
Unit 17, 1645 Ipswich Road
Rocklea, QLD 4106
Australia
(07) 3426 9400
www.sps-cleaning.com.au

