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STABLE AND STUD STAFF STEERING GROUP:  Second Year Progress Report 
The Stable and Stud Staff Steering Group was formed as a result of the recommendations of the Donoughue Commission made in 2004. Its primary role is to identify key areas for action, monitor progress against the recommendations and begin work on those areas that require longer-term solutions. Our role is also to report back on an annual basis, to the industry, highlighting areas of good progress and those where little progress has been made. This is the Steering Group's second annual report. 

In 2006, the Steering Group identified continuing priorities in all aspects of staff welfare. Once again we have placed emphasis on:

· Modernising the working environment for staff in respect of pay, benefits and working conditions;

· Developing and modernising the structure of the SLA in order to ensure effective representation for staff on welfare matters;

· Addressing the pensions provisions, and therefore ensuring improved benefits for staff at the point of retirement;

· Putting the recruitment strategy which was developed during 2005 into place in order to address staff shortages and retention;

· Conducting a repeat staff survey to check progress from the perspective of the stable staff themselves, and provide renewed focus for 2007.

· Continuing to work with the agents of change to implement the wider recommendations from the Donoughue Commission.

In reviewing progress since the last report in November 2005, there have been some areas where significant progress has been made with key Racing Industry bodies working together. Whilst in other areas, progress has been hampered by an unwillingness to leave entrenched positions or adopt modern practices which are, in our view, essential to attract and retain a skilled workforce in a major industry in 2006. 

As we have said before, our group has no power to make these changes. Our role is to encourage and facilitate the necessary changes identified by the Donoughue Commission to which the whole industry claimed to subscribe.

Areas of progress identified by the Steering Group:

· Work has continued on improving racecourse facilities, with the main focus on jump courses and repeat visits to flat courses. The RCA, SLA, many of the racecourses and the HRA continue to work together to bring about the changes required. There is clear demonstration of progress in the recent stable staff survey with 54% of respondents indicating that racecourse facilities have improved in the last 24 months.

· Continuing with inspections, the HRA have increased the number of inspections of racing yards conducting approximately 700+ inspections in the past 12 months. 15% of these inspections were re-inspections following further actions or needs identified by the stable inspectors. Although it should be noted that these re-inspections may well have covered other aspects of licensing criteria and not necessarily staff welfare. One theme emerging from the staff survey is that approximately 40% of respondents indicate that they do not have a written contract of employment despite support from the NTF to do so, perhaps signifying need to follow these up further at inspections.
· The NTF and the SLA have developed and issued new guidelines for the distribution of pool money with yards. These guidelines have been issued to all trainers and are included in all new employee packs. Within the staff survey, 56% of respondents indicated that pool money was distributed in a clear and fair manner indicating an improvement in this area. A key factor emerging in the survey, however, were issues relating to ‘pool money earned from foreign races’, which need to be addressed within the guidelines.

· Significant work has been carried out at a local level within Newmarket to address concerns and issues with substance misuse. Recognition should go to all parties involved in the Newmarket Racing Partnership for their pro-active response to an issue, which whilst societal, is of great concern to many in racing. It is also important to acknowledge those employers within the local area who have worked with Racing Welfare to bring constructive support to staff in need. The partnership is developing an industry policy on substance misuse for employers with the aim of raising awareness on how best to support staff that may have substance dependencies.

· The TBA has continued their work in implementing a stud staff register with approximately 175 of employers now registered on the database. The second phase of the project will gather information on staff at those registered employers. One of the significant challenges faced in compiling the database is its voluntary status; and there are still a number of employers who are not registered despite many efforts by the TBA. The stud staff register will be critical in assisting the industry to support stud employers with many of the initiatives being implemented within racing yards. The Steering Group would, therefore, actively encourage all employers to register. 

· Significant progress has been made in implementing the recruitment strategy and whilst its full impact is yet to be felt at a individual yard level, there are many indications that staffing levels will improve. During 2006 a new recruitment brand was launched to ‘market’ racing as an employer with an accompanying website providing careers information. The brand was nominated for an award from the Chartered Institute of Personnel and Development, coming runner-up to Barclays out of 80 nominations.  In July, a new racing industry job board was launched providing a service for employers and potential employees to advertise and apply for positions within the industry. There are currently 85 employers registered to date with 101 jobs advertised to date and 29 current job adverts. Analysis shows that every job previously advertised has received at least 4 applications. The recruitment group, consisting of the Racing Schools, the National Stud (NS), the TBA, the NTF, and the BHB, has played a key role in developing and implementing an industry recruitment plan for 2006 and should be acknowledged for the sharing of resources and responsibility in delivering that plan. In the staff survey, 27% of respondents believe staffing levels have improved over the last 12 months. Whilst it is disappointing that this figure is not higher it should be borne in mind that we will see a delayed impact.  The high number of website visits along with racing schools reporting a 50-60% increase in applications, are early indications of a positive trend.

· Whilst a formal training strategy has yet to be finalised, due to the main focus on recruitment in 2006, many bodies within racing have been actively promoting training. The British Racing School and the Northern Racing College have both refreshed their employers committees to strengthen working with them and have subsequently worked with several yards on training matters within their local area. Of particular benefit is the pilot training, provided by both and funded by BHEST, to develop ‘mentors’ within yards to encourage a pro-active approach to training that will support their learners and other yard employees.    

· Considerable effort has been put into a regional training programme by the NTF and a local training yard. The programme based around NVQs in racehorse care has encountered a number of obstacles that mean it is unlikely to take place in the foreseeable future. The most significant obstacle was created by the statutory funding received from government which restricts the flexibility of the training.

· Whilst not directly a recommendation from the Commission, the Steering Group also believed that review on the use the body protectors was a key priority in direct response to staff welfare and health and safety benefits. The position on Body Protectors is currently being reconsidered by the HRA following a request from the cross-industry Health and Safety Committee that body protectors should be made mandatory for staff. We await a final decision from the Regulatory Board in October.  During a review of statistics relating to body protectors, the Steering Group noted that the industry lacked a central collation of accident records, which then enables it to identify where improvements can be made to ensure the health and safety of staff in the industry.

· The Stable and Stud Staff Awards took place earlier this year and continue to represent an excellent opportunity to acknowledge the unsung heroes of the sport – stable and stud staff. In its third year, the awards will continue to be sponsored by Godolphin, The Racing Post and the BHB; however employers must play a more active role in both nominating staff, and encouraging their own staff to nominate those who deserve recognition if the awards are to achieve longevity.
Areas where progress has been frustratingly slow and are yet to reach resolution include:

· The SLA is not at present an effective trade union. We do not believe it currently provides stable staff with value for the £171,701 it received last year through Order 194. The number of full members currently totals approximately 1400 out a total work force of 7192, approximately 4400 of whom are eligible to join, despite a nil contribution. Those who have not signed up as full members but are eligible to join (3000 out of 4400) are automatically entitled to representation services of the SLA. They cannot, however, participate in the election processes or the AGM. A further 2770 of registered stable staff are currently ineligible for membership despite receiving pool money. Attempts to create a regional structure and active national committee have so far failed. The Donoughue Commission survey found that 28% of its respondents were unaware of the existence of the SLA and the services that are provided. The apathy amongst staff towards the SLA, which was noted by the Donoughue Commission, appears to be unchanged in our recent staff survey.
The time has come to consider whether the current funding of the SLA through prize money deduction is the best use of the money available. We are particularly concerned that despite the Donoughue Recommendations two years ago no trade union affiliation has taken place even though 80% of staff indicated that this would be a positive step in the 2004 survey. Hence, there is no access to specialist employment practice and legislation training or information on bargaining trends.   

Additionally the SLA has failed to make full use of a consultant and resisted proposals for change. We have seen no detailed budget or costed proposal for future use of the Order 194 payments, which have risen annually without apparent check on its use by the industry. We are unaware of any written reports having been made by the SLA to the BHB Board although they were required to be made annually when the original grant was authorised in 2001. We are pleased that the BHB Board are now taking steps to remedy this. We are particularly concerned that there is at present no one with trained employment expertise available in-house when advising staff on day-to-day issues. We have no confidence that essential basic office and accounting procedures either are in place or will be adopted or that suitably qualified staff will be recruited for the future. 

We accept that the industry has no right to interfere with the internal workings of the SLA, but we consider there is a duty on the industry to ensure that staff receive the best use of Order 194 monies which would otherwise be distributed to them via pool money.

· Hours, pay and overtime: improvements in recruitment and training will be jeopardised if, as at present, pay and conditions continue to lag behind other 7 days-a-week industries. It is two years since Donoughue recommended that overtime worked by staff should be paid at a premium rate of at least time and a half. Whilst the National Joint Council Wage Agreement recommends payment on overtime for hours work in a yard should be time and a half for Monday to Saturday and double time for Sunday, it is clear from the survey responses that staff are not receiving this level of payment. Progress on the negotiated rate for overtime worked away from the yard has been limited and remains at a stable staff minimum wage. On this type of overtime pay, staff who have worked in the industry for more than one year are paid at a flat rate of £6 per hour, regardless of their pay scale. For those who have worked for less than one year it is £5.35 per hour. This is supplemented with a Daily Subsistence allowance which increases dependent on the time period spent away from the yard (£6, £12 and £18, with £30 for Sundays). The Daily Subsistence allowance which has been negotiated for staff working away from the yard is no substitute for a proper overtime rate nor is it paid to staff working overtime hours within the yard which despite an agreement between the NTF and the SLA is a significant area of grievance raised by respondents to the staff survey.
· Donoughue recommended a contractual working week of 40 hours which is common practice in many other industries running 7-day operations. He also said that employers, in consultation with their staff, should plan to achieve staffing levels and working patterns that will enable staff to work only one weekend in three. This should be the template towards which both employers and employees are working. Whilst the ‘ability to pay’ is an often cited factor, one must question an employers’ business plan and financial viability if they is are unable to pay staff at competitive market rates. The NTF needs to realise that it’s intransigence over rates and hours keeps racing out of line with other industries in the market place and lies at the heart of recruitment and retention problems which we are charged with solving. 

It is a matter of regret that the SLA has so far been unable or unwilling to reform into a forceful and effective advocate for progress and has failed to make full use of a skilled and trained trade union negotiator to guide its annual negotiations.

For too long the NTF has benefited financially in the short-term from less than effective staff representation, whilst failing to make the connection between the terms and conditions they have negotiated, that are favourable to them, and the difficulties in recruiting and retaining skilled staff.
· Improving the pension provision has been complex and slow with several different challenges to be resolved in creating a worthwhile pension scheme for staff. A pension’s sub-group consisting of the BHB, the SLA and the NTF has been set up to provide a report to the BHB Board on the options available for addressing the issues. The current scheme, at best, provides a very meagre pension benefit for a life-time stable staff worker in racing. At the simplest level, in order to produce a better result, more money needs to be invested in the scheme. The debate is how and where such funds might be accessed.  To gain any meaningful change, a solution must be found that is supported by and, gains commitment from, the wider industry. Further issues identified by the sub-group relate to logistics of running the scheme and the level of understanding both from employers and staff. This is borne out by information from the recent stable staff survey whereby 60% of respondents indicate that they are unclear about pension provision within the industry. Both the NTF and the SLA have made considerable efforts to convey the necessary information to staff via the ‘Welcome pack’ and other communications, but many staff, particularly the younger ones, fail to appreciate the importance of reading and keeping the documents sent to them.  We hope to be able to make recommendations to the BHB Board in the coming year.
· Whilst work has taken place to address the needs for more affordable housing within the Industry, a suitable solution for investment models has yet to be finalised. Previous work has closed down a number of options including the Real Estates Investment Trust, which appeared to be a suitable avenue. Recent budget legislation which requires stock market flotation of REITS rendered it unviable for Racing. A cross-industry workgroup is being set up to develop a workable plan for remaining options which will be presented to the BHB Board.

Focus for 2007

The Steering Group considers the retention of staff as a critical focus next year in order to support the excellent recruitment work. This will mean that a continued drive to address the overtime and pensions issues is essential along with resolving some of the key issues raised in this year’s staff survey.

Whilst the staff survey shows a reduction in the levels of bullying and harassment at national level, it also indicated that there were some regional areas where levels of bullying and harassment appear to be more prevalent. The Steering Group sees the eradication of bullying and/or harassment as a critical factor in developing a more modern approach to staff management.

Whilst the survey has indicated a 10% improvement in the availability of additional training in yards, a specific focus will be placed on industry training, with the Industry Training and Development strategy being presented to the BHB Board in November 2006. The Training and Development Strategy identifies 4 priority areas for 2007:

· Entry level training provision for different groups being targeted by the recruitment plan which includes a review of the current model for delivering foundational apprenticeships and the geographic expansion of the NRC’s successful college conversion course;

· An industry training needs analysis in order to identify the key skill gaps with the stable and stud staff area with a specific aim of informing the development of further skills training for staff;

· A pilot project to support the development of career progression through a skills matrix and to support further skills training for staff;

· Development of a career path for those in supervisory positions and employers.

There are also significant challenges ahead not least the introduction of the new ageism legislation and its impact on both Rule A5, and the current National Joint Council Wage Agreement. For Rule A5, finding a practical interpretation of the impending legislation which means that the industry can sustain its training programme is paramount. In relation to wage agreements, the new legislation requires a move towards a more skills based approach for salary structures, rather than age or length of service which can support career progression; however it is vital that the new structure does not disadvantage current staff.  

We hope that the new governing body will ensure that staff issues continue to be advanced as a priority and progress reviewed regularly as this report shows much still needs to be done. 

1.0 Recruitment
	Recommendation as stated in Donoughue Report
	Action By
	Timing
	2005 Actions Carried Out
	2006 Actions Carried Out
	Status

	RECRUITMENT:  The BHB through its Recruitment and Training Department should take the lead on behalf of racing and breeding in implementing a new recruitment strategy aimed at ensuring that sufficient numbers of recruits are attracted into the industries
	
	
	
	
	

	A new recruitment brand and marketing campaign is needed to promote the attractions of a career in racing
	BHB
	Jan 06
	· Brand developed  for launch in Jan 2006

· General campaign being developed autumn 05

· Targeted campaigns addressed via point below
	· A ‘careersinracing.com’ brand was launched in Jan 06.

· The brand was nominated for an award as successful employer brand coming second place to Barclays out of 80 nominations.
· A range of core materials has been developed to support various campaigns. 
· A general campaign was launched. 
	Done 

	Communication strategies should be drawn up to attract people from target audiences offering pools of potential talent
	BHB
	Jan 06
	· Targeted campaigns developed for 2006

· Longer term campaigns will be developed as specific industry needs are established
	· The 2006 campaign included activities to target a wide range of groups.
· 10 Equine colleges were targeted to build stronger relationships in order to increase recruitment opportunities.
· A reporting system working off the Weatherbys stable staff database is being developed to provide more effective labour analysis reporting for the industry. This will be in place by the end of 2006. 
· Both the BRS and the NRC are implementing a programme of training to support Pony Racing as a longer -term recruitment tool.

· Both the BRS and the NRC run a programme enabling 14-16 year olds from local schools to be trained in racehorse care.
	Done 

	A comprehensive careers information service, to include a website should be developed and marketed
	BHB
	Jan 06
	· Website development for Jan 2006 go live date

· Identification of careers advisory networks

· Schools campaign being developed
	· The first phase of the website containing careers information went live on 18th January 2006 (integrated with campaigns above).
· Phase 2 of the website consisting the job board when live 10th July 2006.

· PR advertising campaign to support the website and job board more specifically. 
· Pilot ‘careersinracing’ careers fair taking place in Oct 2006 for schools and equine colleges within an appropriate radius.

· Work has started in scoping a project to provide careers information to schools. The aim is to build on the current work of the education programme. The project will be implemented during 2007.


	Done 

	The BHB should liaise with the Racing schools and National Stud to ensure consistency in recruitment efforts. There should be clearly defined roles and responsibilities, which differentiates the wider marketing of careers and the specific filling of places.


	BHB
	
	· Baseline infrastructure proposed

· Detailed work with providers during Winter 05 to agree detail
	· Agreed roles and responsibilities document drawn up.

· Combined industry recruitment activity plan agreed. This shows both general careers in racing activities and specific training provider activities.

· Recruitment group (BHB, NRC, BRS, TBA, and National Stud (NS)) has been set up to input into the plan and monitor the joint delivery of the plan. NTF have been included via e-mail and other methods.
· Joint participation from recruitment group members in delivery of the plan.
	Done


2.0 Training & Career Development
	Recommendation as stated in Donoughue Report
	Action by
	Timing
	2005 Actions Carried Out
	2006 Actions Carried Out
	Status

	TRAINING:  The BHB through its Recruitment and Training Department should take the lead in implementing a new training strategy for racing and breeding to increase the numbers of recruits who can be trained and provide for continuing professional development
	 
	 
	
	
	 

	A training review group with strong employer representation should be set up to agree priorities and objectives for industry training, the optimal structure for the delivery of entry level training and continuing professional development and the way ahead for funding
	NTF/TBA
	 June 05
	· Training review groups have been set up by the NTF and TBA

· All Training Providers (BRS, NRC, NS) have an employer’s representation group.
	· The TBA training review group meets in a regular basis with the Head of Industry Recruitment and Training being member.

· Both the BRS and the NRC have reinvigorated their trainers committees receiving positive feedback from the NTF. They are also both seeking more active involvement in promoting training in yards. 
	Done

	A campaign is needed to promote the benefits to the racing and breeding industries of providing better and continuing training
	NTF/TBA/BHB
	 
	· Planned promotion through the Industry Conference and a BHB Recruitment and Training newsletter
	· An Industry Training conference was run.
· In Nov 2006 a recruitment and training newsletter for all employers will be implemented. 
	In Progress

	Ways should be found to increase the racing and breeding industries capacity to train the required volume of recruits and to reduce the proportion of training funds spent on accreditation
	BHB 
	May 05 

-A5 Amend
	· Rule A5 has been amended which removes some restrictions on alternative training providers.

· Warwickshire Moreton Morell College has acquired Racehorse NVQ2 status

· Further research is being conducted with all stakeholders to identify means of increasing capacity 
	· Both training providers have implemented training programmes for 14-16 year olds for local schools which provides them with first tier of racehorse qualification prior to leaving school.
· The BRS has piloted an ‘intensive course’ for more capable individuals to enable them to enter the workplace sooner.

· The NTF, supported by potential funding from BHB/BHEST, has pursued aim of local training provision in Lambourn.

· Rule A5 is being reviewed by a workgroup (HRA, BHB, BHEST, NTF, BRS, NRC) further to address the new ageism legislation coming into effect in Oct 2006 and also to create a consistent process for all BHEST approved training providers.

· Conducting a review of how the Foundational Apprenticeships and NVQs are delivered and identifying opportunities to address the issues is planned for Qtr 1 2007. 
	In Progress

	Employers should have greater input into the design and delivery of industry training
	NTF/ TBA
	June 2007
	· All Training providers have a employers representation group

· Regular BHB attendance at Training Review groups and development of training strategy


	· Training providers have implemented changes to their trainer committees

· The BRS has piloted a specific programme in a yard at the request of a trainer which was funded by the trainer.

· A workgroup has been set up to conduct a stable and stud staff training needs analysis. The project has started in Sept 06 and will continue into 2007.
· The TBA are piloting part of the TNA project which involves discussion with employers.


	In Progress

	The content format and assessment of courses for potential racehorse trainers should be reviewed, in particular the staff management module.  These should be provided to stud managers
	BHB/ HRA/

BRS
	June 2007
	· Annual review meeting planned for Dec 2005

· Discussion started with BRS/HRA on what changes to affect and how
	· The course is reviewed annually for minor changes.
· The HRA Licensing Committee question licence applicants about their learning from the courses.
	Some Activity

	All head lads and stud grooms should be required to attend courses on staff management
	BRS/ BHB/ SLA/ NTF/ TBA
	Feb 2006
	
	· Both training providers have trialled a mentor training course to develop these skills for senior stable staff.

· The BHB and HRA are working to develop an assistant trainer’s workshop to address an identified opportunity/need. 
· The integration of current training for supervisory/ management skills into a ‘development path’ is planned for 2007 in the training strategy. 
	In Progress

	More on the job training is needed to address the demand for specialist skills and for career development
	NTF/ TBA/ BHB
	Oct 2006
	
	· The TNA project will identify the specialist skills that are most needed by staff and employers. 

· Within the training strategy the aim is to introduce localized bite-sized training.

· Both the College and the School have conducted pilot s to train mentors in a number of local yards.  A review of the benefits/impact will be conducted with a view to expanding this offering further. 
	Planned

	CAREER DEVELOPMENT:  As part of the new training strategy, the BHB should, in consultation with employers and staff, devise the framework and training necessary to support career progression
	 
	 
	
	
	 

	Typical job descriptions and relevant skills required for each role should be drawn up and communicated to stable and stud staff to clarify career pathways
	BHB/ SLA/ NTF/ TBA
	 
	· Research has been carried out into job descriptions. Little progress to date. Skills passport/matrix making progress 

· A skills passport/matrix workgroup will be set up to co-ordinate a pilot and link in with LANTRA’s plans

· The NTF and the SLA are discussing the modernisation of  the grading system from an tenure based approach to a skills based approach


	· No further progress has been made on the job descriptions.

· The Skills matrix pilot/passport has been delayed this year. LANTRA has postponed the equine skills passport project. This project will be restarted in 2007 on an industry focused basis.
· The NTF were disappointed not to agree a more skills-based wage grading system last year. They intend to resume the discussion this year with the new Ageism Legislation making the changes to update the structure necessary.
· The BRS and the National Stud have introduced a Racing Secretaries and a Stud Secretaries course.

· The Training Needs Analysis will discuss career pathways.

· Further work on the provision of continued skills development will be carried out following the training needs analysis. 


	In Progress

	All stable and stud staff should have regular appraisals
	SLA/ NTF/

TBA
	 
	· NTF/SLA provide and publish guidance to employees and employers regarding appraisals
	· This area is being assessed in the staff survey to ascertain whether employers are following the NTF/SLA advice
	Done

	The potential for two way movement between racing and breeding must be communicated in order to retain skills in the industry
	BHB/ TBA/ NTF
	 Jan 06
	· Recruitment brand developed to ensure suitable representation of the stud industry as well as racing
	· All recruitment materials for careersinracing include the promotion of moving around the industry.

· The schools and the National Stud are co-operating passing suitable individuals to each other.

· Stud work is promoted alongside all other areas when recruiting.
· In 2007 the inclusion of specific case studies on website is planned.
	Done

	More modern job titles should be identified
	SLA/ NTF/

TBA
	 
	
	· No further action taken here.

· A poll to SLA members has been discussed, but it is yet to be implemented.
	No Current Activity


3.0 Pay and Benefits
	Recommendation as stated in Donoughue Report
	Action by
	Timing
	2005 Actions Carried Out
	2006 Actions Carried Out
	Status

	PAY AND BENEFITS:  All employers should provide a fair and modern pay and benefits package
	 
	 
	
	
	

	All stable and stud staff should be provided with written contracts of employment
	SLA/ TBA
	 Jun 06
	· Both SLA and NTF provide guidance on this area and advise both groups on the need for appraisals

· This message is also supported through the trainers training

· TBA contract has been prepared and awaiting implementation as part of the employers registration scheme
	· This area is being targeted in the staff survey to assess whether the employers are following the NTF/SLA guidance.

· Guidance contracts are now available for stud employers from the TBA. 


	Done

	All hours worked in excess of contractual hours should be paid as overtime and all overtime for staff, whether worked in or away from the work place, should be paid at a premium rate of at least time and a half
	SLA
	 
	· Overtime payments and possible options to address are being discussed by the SLA and NTF as part of the wage negotiations

· The SLA and NTF agreed an MOA for 2005 that provided a 3.3% increased

· A tax free subsistence allowance has been introduced for all staff taking horses to the races
	· The SLA and the NTF continue to agree a MOA for stable staff wages.

· The SLA negotiated an increased overtime rate of £6 for additional hours worked away from the yard. This raises it from the previous Government National Minimum Wage rate. The SLA was disappointed not to achieve a bigger increase and will be seeking further increases in the next round of negotiations.
· Food subsidy payments have been renegotiated to be variable according to the time spent away.


	Some Activity

	The NTF and SLA should develop a best practice model for the distribution of pool money
	SLA
	 
	· The SLA are currently drawing up a proposal on how to address this issue and a meeting is planned between the SLA/NTF to review and progress further
	· The NTF and the SLA have issued a guidance note to employers on the best practice payment of pool money. The guidance is included in all new employee packs issued by the BHB.
· The NTF also worked with the HRA to clarify the working of Rule 195 relating to pool money.
· This area is included in the staff survey to measure staff awareness of the employer implementing the guide and making relevant changes.
	Done

	A new scale of employer contributions to the stable and staff pension should be phased in over a reasonable period of time to be negotiated by the NTF and SLA.  The introduction of employee contributions to the pension and waiver option for overseas staff should be investigated.
	BHB
	Dec 06
	· A report has been produced by Mercers 

· The NTF has been consulting with its members and further consultation is required before any proposal can be discussed with the SLA. 

· Provision for staff retiring in the foreseeable future still remains low, with no additional top-up funding available
	· A working group has been set up to look at the issues surrounding the pensions for stable staff (NTF, SLA, BHB, experts)
· In addition to exploring different options, they are preparing a paper of recommendations to the BHB Board on how the issues might be address. Further actions will be agreed at that stage.
· The complexity of the issue along with new factors such as ageism means that progress in this area is frustratingly slow.


	In Progress

	The TBA should conduct a regular survey of pay and benefits in the breeding industry and investigate the provision of appropriate pension and insurance arrangements for stud staff.
	TBA
	Dec 05 &

Oct 06
	· As part of their stud database pilot the TBA will be conducting this review
	· The TBA are conducting a pilot survey of this area as part of their Training Needs Analysis.

· The TBA are also monitoring pension discussions around stable staff to ascertain the best way to tackle pension provision for stud staff. 

	In Progress

	WORKING HOURS AND PATTERNS:  Employers should continue to investigate alternative patterns of working which are flexible and adaptable to meet the needs of the horse, the changing requirements of the industry and those of current and prospective employees
	 
	 
	
	
	

	The prescribed working week in the MOA is a potential constraint in improving working patterns and should be removed, leaving 40 hours to be worked over any given week
	NTF/ SLA/ TBA
	 
	
	· The NTF considers that individual employers are changing their practices in this area. Although there is no industry-wide initiative in this area. The prescribed working week in the MOA remains unchanged. 

· This area is included in the staff survey to measure staff views on whether a change is taking place.
	Some Activity

	Employers should consult with their staff to agree more flexible working patterns and staffing levels to suit the needs of the individuals and the yard of stud
	NTF/ SLA/ TBA
	 
	· The NTF have circulated their template for change to all employers
	· As above.
	Some activity

	As an ultimate goal, employers should plan to achieve staffing levels and working patterns which will enable staff to work no more than one weekend in three.  The NTF and TBA should point the way to sources of help, including access to best practice from within and outside the industry
	NTF/ SLA/ TBA
	 
	
	· The NTF maintain that this is an unrealistic proposition for most yards, but that most yards are implementing more flexible working practices.

· This area is included in the staff survey to measure staff views on whether a change is taking place.
	No current activity


4.0 Staff Accommodation
	Recommendation as stated in Donoughue Report
	Action by
	Timing
	2005 Actions Carried Out
	2006 Actions Carried Out
	Status

	STAFF ACCOMMODATION:  Pay remains too low for many stable and stud staff to rent or purchase adequate housing.  The BHB should work with employers to develop a blueprint to improve the supply of affordable accommodation for staff
	 
	 
	
	
	 

	The blueprint should address ways of encouraging landlords to make accommodation available to staff in the major training centres and of financing and building new affordable accommodation
	BHB
	Report due Jul 06
	· A consultancy has been contracted to:

a) develop a financial instrument and generate partnerships that will enable trainers/stud owners to develop more affordable accommodation 

b) develop a guidebook for training yards and studs on how to access affordable housing


	· A survey was carried out within racing and breeding to quantify the size of the issue and the levels of interest from individual/ trainers/breeders in participating in any solutions. 

· A cross-industry workgroup has been set up to provide a report on the possible financial models and options that Racing can use to support the building of affordable housing.

· A guide educating staff on various aspects relating to accommodation, such as their rights, is being developed. This is aimed to be in circulation by Jan 2007.
· A guide for employers relating to a number of aspects from managing accommodation to building accommodation is currently being developed. The target date for completion and circulation to employers is Jan 2007.
	In Progress

	The industry should continue to lobby the relevant Government departments to change planning regulations
	All
	 
	
	· Work is on-going in lobbying the government after the Goodman Report. 
· A letter has been sent to David Millibank in support of the findings from the Goodman report, and highlighting the issue of affordable housing in racing.

· A briefing is planned with the All Party Racing group.
	In Progress


5.0 Health and Safety
	Recommendation as stated in Donoughue Report
	Action by
	Timing
	2005 Actions Carried out
	2006 Actions Carried Out
	Status

	HEALTH AND SAFETY:  Health and safety should be a priority  in every yard and stud and the BHB must monitor and enforce the application of industry policy
	 
	 
	
	
	 

	Health and safety induction training must be provided for all staff joining a yard or stud
	HRA
	Jun 05
	· The NTF is able to put members in contact with safety advisers. 

· HRA check H&S matters on yard inspections
	· This area is included in the Staff Survey to reinforce the actions taken in 2005. 
· This is included on the HRA Stable Inspectorate checklist. If a trainer is found to have not carried this out, they are advised to do so and a follow up inspection is carried out. 
	Done

	The HRA stable inspectorate should closely examine H&S records and the provision of skull caps free of charge
	HRA
	Jun 05
	· HRA check H&S matters on yard inspections
	· The HRA Stable Inspectorate examine H&S records and check the quality and provision of skull caps in accordance with Rule 146 (iv) and the conditions of the trainers licence.

· If equipment and records are not up to standard the trainer is advised immediately and it is noted for follow up action.
	Done

	All accident records currently collected by RIABS and the training providers should be centrally collated by the BHB and published in the Annual Report.  This would apply to studs also, once an accident insurance scheme is in place
	BHB
	Dec 06
	· Research will be carried out with RIABS and current training providers to find out what processes are in place and how these can be utilized or amended
	· The BHB are currently in contact with the trustees of RIABS via the NTF to gain access to records.

	In Progress 

	Employers should satisfy themselves that employees from overseas have sufficient English to understand instructions, so as not to put themselves and others at risk
	NTF
	 
	· The NTF have placed an article in their newsletter, accompanied by a survey to assess the need

· The New Astley Club in Newmarket offers free English language courses for the local area
	· The NTF has commissioned some limited Health and Safety guidance in the most common languages spoken by international stable staff. They also have a recommended translation agency to refer employers to for bespoke advice. 
	In Progress

	The TBA should provide access to an advisory service for studs in the area of health and safety
	TBA
	 
	· An advisory service has been set up and awaiting implementation following the implementation of the stud database scheme
	· This service is now running providing a telephone referral and practical advice.
	Done


6.0 Recognition and Respect
	Recommendation as stated in Donoughue Report
	Action by
	Timing
	2005 Actions Carried Out
	2006 Actions Carried Out
	Status

	RECOGNITION AND RESPECT:  Stable staff should be treated with respect and dignity at all times and their contribution to the racing industry should be more widely recognised
	 
	 
	
	
	 

	Bullying and harassment should not be tolerated in the working environment and the primary responsibility for ensuring the workplace is free from bullying rest with the employer
	NTF
	 Jul 05
	· An NTF/SLA Bullying policy has been produced and  circulated to all members 

· Trainers are requested to display the policy on their notice boards

· 24 hour support helpline via the Samaritans has been introduced by  Racing welfare and advertised at all racing centres
	· The NTF have expanded the bullying policy to become a Dignity at Work policy which includes equal opportunities.
· On their employment law session on the trainers licence modules, the NTF includes advice on discrimination and bullying.
	Done

	The SLA should also take this issue seriously, for example, by having suitable representatives available in the racing centres to help resolve complaints and by offering a confidential helpline for staff
	SLA
	Jun 05
	· The SLA have set up a network of regional officers 

· They have also contracted a firm of solicitors, used by many other unions, to act on cases
	· Monthly Regional Surgeries held in key racing centres.
	Done

	Staff management courses for racehorse trainers and head lads should contain a section on the importance of creating a positive working environment and handling bullying
	BHB
	Oct 06
	· Targeted for review and update as part of trainers module/supervisory course amends

· Policy currently given out on trainers programme
	· On their employment law session on the trainers licence modules, the NTF includes advice on discrimination and bullying.
· Any additional requirements will be identified and incorporated as part of the review.
	In Progress

	All racecourses and sponsors should recognise stable staff in racecards and prize ceremonies
	BHB
	May 05
	· Racecourses include the stable lad’s name at major race meetings

· Stud and Stable Staff awards have been introduced with excellent results
	· The Stud and Stable Staff Awards took place in February 2006.


	Done

	All racecourses should provide appropriate facilities and food and beverages for stable staff, which are on a par with those for other connections
	SLA/ RCA
	Oct 05
	· The SLA has embarked on a facilities improvement programme with racecourses

· A majority of racecourses now provide free tea and coffee and are reviewing food provision
	· The SLA have revisited all flat racecourses during 2006 to review progress on works recommended
· The SLA have also reviewed and provided feedback for jump racecourses with the exception of 2 courses.
· The RCA have supported changes by recommending minimum dietary provision to racecourse canteens

· The HRA Racecourse Inspectorate also reviews canteen facilities when inspecting courses.

· The SLA are currently campaigning for the introduction of food tokens for stable staff at racecourses.
	Done – Flat

In Progress - Jump

	It should be a licensing requirement for racecourses that they provide specified standards of facilities for stable staff, with subsequent monitoring by the HRA/HRA racecourse inspectorate
	HRA
	
	· A minimum standard template involving canteens and hostels has been introduced. The template was agreed between the SLA, NTF, RCA and HRA
	· HRA Racecourse Inspectorate receives all review details from the SLA and follows up on actions at inspection visits.

· The SLA and the NTF, in conjunction with the RCA, have developed guidance on Parade Ring Safety which has been circulated to the members of both groups as well as racecourses.
	 Done


7.0 Agents of Change
	Recommendation as stated in Donoughue Report
	Action by
	Timing

	2005 Actions Carried Out
	2006 Actions Carried Out
	Status


	THE JOCKEY CLUB  
	 
	 
	
	
	 

	The licensing process for potential racehorse trainers should place more emphasis on establishing the applicants’ skills in managing people.  In future, a formal review of each licence holder should be held five years after the grant of his or her initial licence.
	HRA
	 May 05
	· Implement tighter controls on disciplining trainers in respect of people management issues

· All new trainers are re-inspected with the first year 


	· All new trainers are questioned about the training they have received through the trainer modules at their licence application interviews.
· As a result of joint working between the BHB, The BRS and the HRA, Module 3 Staff management is now compulsory as part of the licence application process

· Formal reviews of licences are on-going and conducted when circumstances warrant such as complaints or unsatisfactory follow up inspections

· An annual review is conducted which is verified by routine inspection. The HRA therefore consider that a five year formal review cycle is not necessary as any issues will have been addressed prior to that time.
	 Done

	The notice to be given of a stable inspection should be reduced to one week and random spot-checks on specific issues should be introduced
	HRA
	 May 05
	· Proactively investigate all complaints from the SLA

· Reduction of inspections to 22 months

· Unannounced inspections are carried out, along with follow ups.

	· Notice of stable inspection is provided one week in advance. Random spot checks are regularly conducted. 
	 Done

	Stable inspections should encompass more staff issues and the size of the inspectorate should be increased to ensure annual inspections can take place on a broader basis
	HRA
	 Jul 05
	· HRA inspectorate has been increased to five.

· HRA officials report that staff are unwilling to highlight poor staff management practice for fear of retribution.
	· Stable inspections cover staff issues and Inspectors are advised pre-inspection on matters of interest to reinvestigate further. 

· Inspections are now conducted every 18 months.

· Notice of stable inspection is provided one week in advance. Random spot checks are regularly conducted.

	 Done

	The sanctions for breaching those Orders and Rules relating to stable staff should be reviewed to ensure that they provide a meaningful deterrent
	HRA
	 May 05
	
	· Investigations are conducted whenever there are indications of poor staff treatment and/or breaches of Rule A6. In the past year there have been 16 investigations with 4 prosecutions.
· Penalties for breaches have increased across the board from 2006 onwards.
· The SLA and the HRA share information about possible areas for investigation.
	Done

	It should be a requirement of the racecourse licence that specified standards of facilities are provided for stable staff
	HRA
	 Oct 05
	
	· A template behind HRA Racecourse Licencing rule JCGI7.4 outlines the minimum requirements needed for stable staff facilities. Many racecourses have updated their facilities with some rebuilds taking place where appropriate.
	In Progress

	THE BHB
	 
	 
	
	
	 

	The remit of the recruitment and training directorate should encompass all aspects of stable and stud staff employment issues
	BHB
	 Jun 05
	· Monitoring of the progress of all aspects is currently carried out 


	· The Recruitment and Training Directorate has developed a recruitment strategy is working with the industry to implement it.

· A Training and Development strategy has been drafted and will be presented to the BHB Board in Nov 06. The directorate is currently consulting with industry members on the proposed strategy.


	Done

	A stable and stud staff committee to be chaired by a BHB director should be established to approve the strategy to address the issues outlined in this Report, to monitor progress and to report regularly to the Board and annually to the wider industry
	BHB
	 Jul 04
	· Stud and Stable Steering Group has been set up under the chairmanship of an independent board member, Baroness Mallalieu. Regular meetings of the full committee are held monthly, with additional meetings with industry representatives as required. 
	· The Steering Group has continued to meet throughout 2006.
	Done

	A periodic employee opinion survey should be conducted to keep in touch with stable and stud staff issues
	BHB
	Winter 06
	· This was delayed to 2006 as it was consider important to show some progress against the Commission Report. 
	· The stable staff survey has been carried out and key results are included in the following section of this survey.

· The survey was updated from the original format to provide to cover more questions in areas that where contained within the interviews conducted in the original commission. This will enable the survey to be repeated at regular intervals and progress to be measure more easily.
	Done

	The BHB should initiate an accreditation scheme for employers in racing and breeding, with a recognisable kitemark, to encourage good practice
	BHB
	Jun

06
	
	· The kitemark project is planned for launch in 2007. It primary aims will be to support good staff management practices to encourage retention of staff.
	Planned

	RACECOURSE AND RCA
	 
	 
	
	
	 

	Over time racecourses should build new and improve existing facilities for stable staff.  The RCA should work with the HRA, the NTF and the SLA to agree a template of acceptable standards
	RCA/
NTF/ SLA/ HRA
	 Oct 05
	· A template has been set up (JCGI7.4)
· The SLA have carried out an inspection of all flat racecourses providing feedback and assisting racecourses in addressing an issues logged


	· The RCA have provided recommendations to all racecourses for minimum standards for stable staff. These include:

· Minimum provision in canteens

· Notice Board for stable staff

· No public use of staff canteens

· Member of racecourse staff to act as liaison on a raceday
· Finalisation of the standards template. 

· They have also worked with the SLA and the HRA to make relevant changes to JCGI 7.4.
	Done 

	More racecourses should consider providing appropriate training facilities at the track in order to enable new racehorses trainers to build their business without investing in large facilities
	Race-courses
	 
	
	
	No current activity

	NTF and TBA
	 
	 
	
	
	 

	The NTF should play a part in the modernisation of recruitment, training and employment conditions as indicated.  It has a particularly important role to play in modernising the culture in yards with regard to bullying and harassment
	NTF
	 
	· The NTF have started to tackled the bullying aspect in yards via the policy
	· On their employment law session on the trainers licence modules, the NTF includes advice on discrimination and bullying.
	In Progress

	The TBA should work with the BHB to establish the means of creating a mandatory register of studs and staff
	TBA/ BHB
	 
	· A pilot database is being developed along with a ‘scheme’ to encourage registration. 

· The first questionnaire gaining baseline information and gauging interest was sent out in Oct 05.
· The BHB have provided some financial support to facilitate the development of the scheme.
	· The TBA has continued to develop their stud database. In phase 2, a system to collect stud staff information is under development. The database is currently voluntary because it is not possible to create a mandatory version for legal reasons.

	In Progress

	Both bodies in consultation with the BHB need to identify a strategy for supporting their members in achieving the changes indicated and to consider where there is scope for joint initiatives
	All
	 
	· The R&T directorate has started to forge links with all stakeholders through regular one to one meeting.
· Some common forums/meetings have been highlighted as requiring a review of purpose in order to best serve all members needs.
	· A number of projects that are on-going are joint initiatives such as the Stud database, the Training needs analysis.
· There is still more opportunity to achieve the changes, with some agents of change being more conservative in their approaches generating resistance.
	In Progress

	The NTF and the TBA should establish and manage a mentoring programme offering a register of experienced business mentors available to work with their members in improving their operations

	NTF/ TBA
	 
	
	
	No current activity

	SLA
	 
	 
	
	
	 

	The SLA is not currently constituted to assist sufficiently in making progress on the staff issues before us.  In order to become a trade union, capable of adequately representing staff, it should reform its structure and activities
	SLA
	 
	· The SLA appointed Tim Lyle, an experienced trade union adviser, as a consultant to assist with some of the goals.
· The SLA have undertaken extensive activity to increase their membership by around 400% in the past year.
· They have set up a structure of regional officers and contracted solicitors to address issues.
· Regional meetings and surgeries have been held to understand issues and assist staff.

· Looked to increase their communication with their membership including the issue of a regular news bulletin.
· Put in place plans for an election for the National Secretary of the SLA. 

· They are currently considering affiliation and are researching appropriate unions.
	· A national election carried out and B Adams was reinstated as National Secretary.

· The SLA is currently in the process of carrying out an election for their National Executive Committee which will be a main decision making group within the SLA regarding its policies and running.
· The SLA have updated their membership forms and now run a computerized membership database.
· They have allocated 8 regional branches for members to contact. 

· The SLA now distribute a formal regular newsletter to all members.

	In Progress
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