NOTES OF GUIDANCE FOR BOARDS OF GOVERNORS AND PRINCIPALS �ON THE ATTENDANCE POLICY AND PROCEDURES FOR TEACHERS IN CATHOLIC MAINTAINED SCHOOLS

















1.0	INTRODUCTION





1.1 	The following notes are intended as guidance only. Advice on the policy and procedure is available from the Personnel Section of  the Council.





1.2 	The notes of guidance are provided  to assist Principals and Boards of Governors in managing attendance and applying the procedures in relation to absence. The notes of guidance provide a framework for a consistent and fair application of the  Attendance  Policy and Procedures . A flowchart of the process is attached at Appendix A.





1.3 	Whilst these notes concentrate on the management of absence this process must be seen in a context of pastoral care and consideration for teacher welfare.  The health and well-being of teachers are important factors in school effectiveness and should be monitored closely at all times.  Awareness and pro-active management of health issues may help to prevent absence through sensitive and timely intervention.  The procedure aims to promote an environment of trust and open communication where the needs of the teacher and those of the school can be addressed sensitively and sympathetically.








2.0 	TYPES OF ABSENCE





2.1 	Short Term Absence


      


These are absences that are normally sporadic and attributable to minor ailments, in many cases unconnected. Often the teacher will  only be absent for a maximum of 3 days, but more often for single days. 





Matters relating to short term absence are normally dealt with during informal discussions on return to work, however if it becomes evident that the facts concern an issue of conduct then the disciplinary procedure should be invoked.





2.2	Persistent Intermittent Absence





	These are regular short and/or long term absences which may or may not have an underlying medical condition. When reviewing intermittent absence, special attention needs to be paid to the fact that sometimes the nature of the absence will appear inconsistent with the cause.  This is the most difficult type of absence pattern to assess and control and it requires sensitive judgement, supported by all available information.





2.3	Long Term Absence


 


This can normally be distinguished from intermittent absence in that it tends to be continuous and usually can be traced to an underlying medical condition. The underlying principle in dealing with long term absence is to balance the needs of the school against the circumstances of the teacher concerned.








3.0 	INFORMAL DISCUSSIONS ON RETURN TO WORK





3.1 	Section 7.4  of the Attendance Policy and Procedure places a responsibility on a teacher to meet with the Principal or designated person on his/her return to school after a sickness absence.  The Principal or designated person should take this opportunity to welcome the member of staff back and to reassure him/her that the Principal is concerned about his/her welfare and attendance.  This meeting should help establish the current status of the absence and should attempt to identify any underlying cause such as difficulty at work, a more serious health condition or a personal/domestic problem.  This discussion may only last a short time but is an important aspect in the management of absence and improving attendance.





3.2 	Information relating to a teacher’s absence should be treated with sensitivity and confidentiality. It should however be noted that it may be necessary to seek advice and teachers should be aware that ‘in confidence’ means placing trust in the recipient to act in their interests, not in secret.  The informal discussion should be conducted in private and in a sympathetic and helpful manner.





3.3 	If the teachers’ absence level has reached the trigger levels provided in section 9.1.a of the Attendance Policy and Procedure the teacher should be advised during this informal discussion that a formal consultation interview to discuss their absence pattern will be arranged.








4.0 	FORMAL CONSULTATION MEETINGS





4.1 	Persistent Short Term Absence





4.2 	Sickness Consultation Meetings - Stage 1:





4.2.1	Where a pattern of persistent short term absence as defined in section 9.1.a of the Attendance Policy and Procedure is identified the Principal will arrange a meeting with the teacher concerned.  (In the case of the Principal the Board of Governors will convene the meeting with him/her.)





4.2.2	The teacher should be asked in writing to attend a meeting to discuss his/her sickness absence. The letter should contain:-





-	the reason for the meeting


-	the periods and dates of sickness absence


-	confirmation that the teacher has the right to be represented at the meeting by their trade union representative or a teaching colleague.  (An example of the type of letter which may be issued is contained in Appendix B).


   


4.2.3	The purpose of the consultation meeting is to determine and discuss the reasons for absence. The teacher will be given the opportunity to discuss his/her absence and express any difficulties/problems which may have contributed to the absence.





4.2.4	The teacher should also be offered support and advice and made aware of the services of the Councils Teacher Welfare Section.





4.2.5	It must be emphasized to the teacher that the consultation is not a disciplinary meeting, but the impact of his/her absence should be highlighted and the potential consequences of continued high levels of absence explained.





4.2.6	A follow up review meeting shall be arranged at this consultation meeting.  The review date may be brought forward by the Principal/Board of Governors should circumstances require it e.g. receipt of medical evidence.





4.2.7	A record of the outcome of the meeting should be made and retained and the teacher should receive a letter summarizing the outcome of this meeting and the arrangements for the review meeting.  (A sample letter is contained in Appendix C).








4.3	Sickness Consultation Review Meetings - Stage 2





4.3.1	The purpose of this meeting is to review the teachers attendance record, obtain from the teacher an update on his/her health and well being and review what action was agreed at the first consultation meeting. Where attendance has improved this should be acknowledged and the need for a further review considered. Where it has not improved medical information should be sought in order to ascertain as to whether there are any underlying medical reasons for the teachers’ absence.  (See section 6.0 - Medical Information).





4.3.2	Following receipt of the medical information a further review meeting should be arranged to discuss the most appropriate form of action to be taken. Careful consideration is required to identify the best course of action to follow and it depends on each teacher’s individual circumstances and the medical information received. The Personnel Section of the Council may be consulted on any proposed action.





4.3.3	If the medical information indicates that there is no underlying medical cause which necessitates the level of absence occurring, levels for improvement and a timeframe should be set at this meeting.  The teacher should be advised that failure to achieve these improvements in attendance may necessitate consideration of his/her ability to fulfill his/her contract of employment.  (An example of the type of letter which may be issued is contained in Appendix D).





�
4.3.4	If the medical information indicates that there was an underlying medical cause which is now resolved, the teacher should be asked if he/she requires assistance or support to maintain a satisfactory level of attendance and that no further action will take place.  (An example of the type of letter which may be issued is contained in Appendix E).





4.3.5	If the medical evidence obtained confirms that there is a medical condition which may necessitate continual intermittent absence the teacher should be advised of this at the meeting.  The difficulties such absences may cause the school should be considered and discussed with the teacher.  A review period should be agreed and if the absence pattern persists consideration may, depending on all the circumstances, have to be given to the feasibility of the teacher remaining in service.  (A sample letter which may issued following this review meeting is contained in appendix F).





4.3.6	If the teacher’s condition is a disability as defined within the Disability Discrimination Act this should be discussed with the teacher and consideration given to any measures which may enable the teacher to perform his/her duties.  Any such consideration of reasonable adjustment should be taken in consultation with the Personnel Section.  Information on the Disability Discrimination Act is available in Appendix I.





4.4	Consultation in Relation to Long Term Absence





4.4.1	If a teacher remains on sick leave he/she should continue to maintain contact with the Principal/school as per section 7 of the attendance policy.  If in the course of normal contact with the teacher it becomes evident that the absence is likely to be long term (i.e. 20 working days continuous absence) then action should be taken to obtain, through the Council’s Personnel Section, a medical opinion on the nature of the illness, its likely duration and the prognosis. (Before initiating this process refer to Section 6.0 - Medical Information).





4.4.2	On receipt of medical opinion the Personnel Section will advise the school of the medical prognosis and discuss the options available to the school.  The school will arrange a meeting with the teacher to discuss these issues.








�
5.0	MONITORING





5.1	It is the responsibility of the principal to monitor and report regularly on the attendance of all teachers to the Board of Governors.





5.2	In order to ensure a consistent measurement the following calculations are recommended:-





	(i)	Lost Time Rate =	total sickness absence days in the period


			________________________________  x 100





			possible total days available in the period








	(ii)	Frequency Rate =	number of spells of absence in the period


			__________________________________   x 100





			number of teachers employed in the period





	


	(iii)	Individual


		Frequency Rate =	number of teachers having 1 or more spells 


�			of absence	x 100





			number of teachers employed in the period








5.3	It should be noted that only working days should be included and Saturdays and Sundays should not be counted for the purposes of any calculations.





5.4	Information on absence norms and patterns will be available from the Personnel Section of the Council.








6.0	MEDICAL INFORMATION





6.1	In managing attendance it is vital that information exists to enable Boards of Governors and Principals to assess, confidently and objectively, the circumstances and facts related to individual teacher’s sickness absence. The key information sources available are monitoring statistics, consultation meeting findings and medical advice.  It should be noted that decisions on appropriate courses of action when dealing with attendance issues are not medical ones but managerial decisions based among other things on medical opinion(s).   








6.2	Medical Opinion May Be Sought In A Number Of Ways





6.2.1	Authorisation to contact the teacher’s medical practitioner:





	A request should be made through the Personnel Section to the teacher to complete an authorisation form to contact his/her doctor or specialist for a medical report. A copy of this authorisation form is contained in Appendix G. When contacting the doctor or specialist for a medical report the following information shall be included (see sample letter appendix H);





sickness absence record


brief description of duties/responsibilities 





	The teacher has the right to refuse permission and in these circumstances consideration could be given to requesting the teacher to attend a medical examination. 





	In any correspondence to a teacher requesting a medical report, the teacher shall be informed that he/she has the following rights:-





to withhold permission to request a report;


to state when giving consent that he/she wishes to have access to the report before it is supplied;


to have access to the report before (and in certain circumstances after) it has been supplied;


to withhold consent to the report being supplied;


to request amendments to the report.





6.2.2	Referral To An Occupational Health Physician Or Specialist





	Where it is determined that there is a need to refer the teacher for a medical appointment the Personnel section will make the necessary arrangements.





6.3	It will be the responsibility of the Board of Governors to meet any costs incurred in obtaining medical opinions.  However, if a teacher fails to attend a medical examination without reasonable notice or grounds, the cost of the cancelled medical will be met by the teacher.





6.4	All information acquired by Boards of Governors and the Council  on teacher health matters should be treated with sensitivity and access restricted to the relevant decision bodies.





6.5	There will be certain occasions whereby a teacher’s absence may be due to medical reasons which are of a highly sensitive nature and on such occasions these details will be communicated to Boards of Governors at the discretion of the Personnel Section.  The prognosis in terms of the likely duration and its continued effect on attendance are the main concerns for the Board of Governors when making any decision regarding this type of absence.





6.6	The Teachers’ Eligibility Regulation (N.I.) 1997, Section 4 states that a teacher may be required to submit him/herself for examination by a medical practitioner appointed by the employing authority.  If without good cause, a teacher fails to submit him/herself for such an examination or refuses to make available medical evidence or information sought by the medical practitioner, the Board of Governors and Employing Authority may reach a conclusion in the matter on such evidence and information available to it, notwithstanding that further medical evidence may be desirable.








7.0	TERMINATION OF EMPLOYMENT





7.1	Following consultations and consideration of all available medical information and other factors the management of the school may decide that the appropriate course of action is termination of employment under one of the following headings:





Ill Health Retirement


Dismissal on Grounds Of Ill Health


Termination On The Grounds Of Some Other Substantial Reason i.e. Failure To Provide A Regular And Sustained Attendance.





Initiating such action must be taken in consultation with the Personnel Section and in accordance with agreed procedure.


	�
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APPENDICES
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Appendix A		Flow Chart for Dealing with Absence.





Appendix B		Sample Letter ~ Call to Sickness Consultation 				Meeting Stage 1.





Appendix C		Sample Letter ~ Outcome of Sickness Consultation 				Meeting.





Appendix D		Sample Letter ~ Sickness Consultation Review 				Meeting Stage 2 ~ No Underlying Medical Cause.





Appendix E		Sample Letter ~ Sickness Consultation Review 				Meeting Stage 2 ~ Resolved Medical Condition.





Appendix F		Sample Letter ~ Sickness Consultation Review 				Meeting Stage 2 ~ Medical Condition Which May 				Necessitate Continual Intermittent Absence.





Appendix G		Authorisation Form.





Appendix H		Sample Letter to GP/Specialist Requesting Medical 			Report and Pro Forma Medical Request Form.





Appendix I		Information Sheet:  Effect of DDA on Attendance Management.
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APPENDIX B
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 SAMPLE LETTER


CALL TO SICKNESS CONSULTATION MEETING STAGE 1











	Ref: <TrNo>


Dear __________ (name of teacher)





I refer to your recent absence from duty due to sickness and to your sickness absence record - see copy attached.





In light of the above you are invited to attend a meeting at_____ (time) on _____ (date) in _______ (venue) to discuss your sickness absence record, the reasons for your absence and to consider any ways in which the school can support you in improving your attendance. Please note that you have the right to be accompanied at this meeting by a work colleague or a trade union representative.





I would like to reassure you that the school is committed to the health and welfare of all its staff and the main purpose of the meeting is to take steps to improve absence levels. I would also like to draw your attention to the confidential welfare service operated by CCMS. You may wish to contact Mr P Hanna or  Mrs M Keegan  in this regard.





I would be grateful if you would confirm by _______ that you will be attending this meeting and in the meantime, if you have any questions or concerns, please do not hesitate to contact me.





Yours sincerely

















			


PRINCIPAL





Enc.





cc	Personnel, CCMS


�
APPENDIX C
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 SAMPLE LETTER


OUTCOME OF SICKNESS CONSULTATION MEETING STAGE 1














Ref: <TrNo>








Dear __________ (name of teacher)





Thank you for attending the meeting on  _______ (date) to discuss your sickness absence record.





We discussed your sickness absence record and the reasons for your absences. I expressed concern at the levels of your sickness absence and outlined the difficulties it is causing for the school.





 i.e.	1.  ………………... 


…………………





	





It was agreed that your sickness absence would be monitored over the next ___ months/weeks and that a further review meeting would be arranged for ___(time) on ____(date) in _____ (venue) to discuss your attendance record, however should circumstances require it this review date may be brought forward.





If you have any questions or concerns please do not hesitate to contact me.





Yours sincerely














			


PRINCIPAL





cc	Personnel, CCMS


�
APPENDIX D





�





 SAMPLE LETTER 


SICKNESS CONSULTATION REVIEW MEETING STAGE 2 ~ NO UNDERLYING MEDICAL CAUSE











Ref: <TrNo>








Dear __________ (name of teacher)





Thank you for attending the meeting on  _______ (date).





The purpose of the meeting was to review your sickness absence record in light of the medical report from your GP/Occupational Health Physician. The report indicated that there was no underlying medical condition which necessitated the current levels of sickness absence.





In light of this you were informed that an improvement in your attendance was required and made aware of the options that the management of the school may have to consider if there is no improvement.  This may include consideration of your ability to maintain regular and sustained attendance.





It was agreed that your sickness absence record would be monitored over the next ___ months/weeks and that a further review meeting will be arranged at the end of this period.





If you have any questions or concerns, please no not hesitate to contact me.








Yours sincerely














			


PRINCIPAL





cc	Personnel, CCMS
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APPENDIX E
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 SAMPLE LETTER


SICKNESS CONSULTATION REVIEW MEETING STAGE 2 ~ RESOLVED MEDICAL CONDITION








Ref: <TrNo>





Dear __________ (name of teacher)





Thank you for attending the meeting on  _______ (date).





The purpose of the meeting was to review your sickness absence record in light of the medical report from your GP/Occupational Health Physician. The  report from Dr _____ confirmed that there was an underlying medical reason for your absence, which has now been resolved.





In light of the report we discussed any support or assistance you may require in regaining a satisfactory level of attendance.





I would like to confirm my best wishes for your continued good health and if you have any questions or concerns, please no not hesitate to contact me.








Yours sincerely














			    


PRINCIPAL





cc	Personnel, CCMS
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 SAMPLE LETTER


SICKNESS CONSULTATION REVIEW MEETING STAGE 2 ~ MEDICAL CONDITION WHICH MAY NECESSITATE CONTINUAL INTERMITTENT ABSENCE 








Ref: <TrNo>





Dear __________ (name of teacher)





Thank you for attending the meeting on  _______ (date).





At this meeting we discussed your sickness absence record and the effect this is having on the school in light of the medical report from your GP/Occupational Health Physician. The report indicated that there is an underlying medical condition which may necessitate continual intermittent absence.





In light of this, 


Condition comes under DDA �….and other factors, which indicate your condition meets the definition of disability under the Disability Discrimination Act, it was agreed that a further meeting would be arranged to consider the possibility of reasonable adjustment to enable you to perform your duties.�


Condition does not come under DDA


	....it was agreed that your absence record would be monitored over the next ___ months/weeks and that a further review meeting will be arranged at the end of this period.  





At this meeting and any subsequent review meeting consideration may, depending on all the circumstances, have to be given to the feasibility of your remaining in service


�If you have any questions or concerns please do not hesitate to contact me.





Yours sincerely








			


PRINCIPAL





cc Personnel, CCMS


�
APPENDIX G 


AUTHORISATION FORM


MEDICAL REPORT CONSENT FORM





I.	To:				Date: 				    	


	On behalf of:	 Board of Governors of name of school		 		I wish to obtain a medical report from your GP to: determine your current state of health, your ability to provide a regular and 	sustained service and to indicate when you might be fit to resume duty.											Signature:										(On behalf of the Board of Governors)		


    II.	Employee rights under the Access to Personal Files and Medical Reports (NI) Order 	1991.


	1.	You can ask to see the medical report before the Board of Governors* 			receives it. This request for access can be made either:				(a)	to the Board of Governors when you grant us permission to obtain			it (in which case we will tell the doctor of your request, and let you 			know when we apply for the report);						or									(b)	directly to the doctor at a later date, but before the report is 				supplied to the Board of Governors.														2.	If you ask to see the report:							(a)	you must contact the doctor to arrange access within 21 				days of the Board of Governors applying for the report, 				otherwise the doctor can give the report to us without 				showing it to you and without your consent. (Under 1(b) 				above you must contact the doctor 	within 21days of 					notifying that you wish to see the report);					(b)	having seen the report, you can ask the doctor (in 					writing) to amend anything which you think is incorrect 				or misleading. If the doctor does not agree, a statement of 				your views will be attached to the report at your request:			(c)	provided you have seen it, the report will not be given to 				us unless you give the doctor your consent.														 3.	You will not be entitled to see any part of the report which:				(a)	the doctor believes could seriously harm your physical or 				mental health, or that of others;						(b)	indicates the doctor’s intentions in respect of you;				(c)	reveals information about another person, or the identity of 				someone who has given the doctor information about you 				(unless that person consents or is a health professional 				involved in your care).																  4.	The doctor will tell you why access to the whole or part of the 			report is refused. Your rights of amendment will apply only to the 			disclosed part of the report. The doctor will only give the report to 			the Board of Governors with your consent.															  5.	You do not have to give your consent to CCMS and the Board of 			Governors obtaining a medical report.															  6.	You may ask to see any medical report relating to you which the 			doctor has provided for employment purposes in the last six months (if 		prepared on or after 1/1/89). Such a request should be made to your doctor.





*The report provided to the Board of Governors of the school will be jointly provided to CCMS who is the employer of teachers in Catholic Maintained Schools




















	





To:									





			Chairman of Board of Governors			





	Address								





						               			





	From:									








	I hereby consent to the Board of Governors requesting a medical report from:





	doctor’s / consultant’s name)





	of:										


	(address)





										





	I have been informed of my rights under the Access to Personal Files and 	Medical Reports (NI) Order 1991. *I wish / do not wish to see the report.








*Delete as appropriate








Authorising Signature:							








Date:											
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SAMPLE LETTER TO GP/SPECIALIST











<Date>








Private & Confidential








Dr Name


Address


Town


County


Postcode








Dear Dr Name





Re: Name of teacher





Please find enclosed authorisation from ________(name of teacher)  to contact you for a medical report.





________(name of teacher) sickness absence record is a detailed below:-





School Year		No of days absent due to illness


1998/99				


1997/98				


1996/97				


1995/96				


1994/95				


1993/94				


1992/93				


1991/92				


1990/91


1989/90





The Board of  Governors is concerned for ______(name of teacher)  welfare and continued ill-health and the effect his/her absence is having on planning for the effective provision of education within the school.





In light of the above, I should be grateful if you would provide a medical report on _______(name of teacher) current state of health, his/her ability to provide regular and sustained attendance and an indication of when he/she might fit to return to teaching duties. I would be grateful if you would provide the medical report using the attached medical report form.





An urgent response would be appreciated.








Yours sincerely








				


CHAIRMAN OF BOARD OF GOVERNORS


�
MEDICAL REPORT ON:		Name of Teacher


D.O.B.					  /    /





Having seen this individual, I am able to determine the health and fitness of the individual to work as a teacher as follows:-





1.The individual is fit to resume his/her teaching duties			YES/NO


											





											





2. The individual is temporarily unfit for: 1-4 weeks?�
�
�
�
�
�
�
�
�
�
�
�
1-2 months?�
�
�
�
�
�
�
�
�
�
�
�
2-3 months?�
�
�
�
�
�
�
�
�
�
�
�
3-4 months?�
�
�
�
�
�
�
�
�
�
�
�
4-5 months?�
�
�
�
�
�
�
�
�
�
�
�
5-6 months?�
�
�
�
�
�
�
�
�
�
�
�
6 months - 1 year�
�
�
�
�
�
�
�
�
�
�
�
Other�
�
�
�
�
�
�
�
�
�
�
�
Please state ……………�
�



3.  Is this individual’s condition likely to lead to permanent incapacity?	YES/NO


Does it come under the definition of a disability under the


Disability Discrimination Act 1995.	YES/NO


											


											


	


4.	Are there any additional comments you would like to make?





											





											








Signed:		


Date:		


Name of Doctor: 		


Address: 		


		


APPENDIX I





EFFECT OF DDA ON ATTENDANCE MANAGEMENT








The Disability Discrimination Act 1995 defines disability as:





“A physical or mental impairment which has a substantial and long-term adverse effect on a person’s ability to carry out normal day-to-day activities.”





It is important to note that this definition does not rely on medical diagnosis and whilst medical reports may inform decisions it is the interaction of an individuals impairment and the requirements of the job in the particular circumstances that determine action to be taken.  Thus a person who has been diagnosed as having a condition will not be covered until the condition has a long-term substantial adverse effect on day-to-day activities.  Similarly a person may suffer from a condition which has not been diagnosed but which meets the definition.





An employer discriminates against a disabled person: 





(i)	If for a reason which relates to a person’s disability he/she treats the person less favourably than he/she would treat a person to whom the reason does not or would not apply and that treatment cannot be justified.





(ii)	If he/she fails to consider or make any reasonable adjustment in relation to a disabled person as required by Section 6 of the Act and this failure cannot be justified.





It should be noted that the Act does not refer to discrimination on the grounds of disability but rather “for a reason which relates to a person’s disability”.  This means that action taken because of higher than normal absence levels may be discriminatory if all or part of that absence is related to a disability as defined by the Act.  In order to avoid discriminating against a disabled person through application of attendance management procedures it will be necessary to consider to what extent absence is related to a person’s disability.  A distinction should be made between general sickness and disability related sickness as the latter may be covered by the duty to make reasonable adjustment. “Trigger points” should not include disability related absence.





Another point worthy of note is that the comparison need not be between disabled and non-disabled individuals.  For example, if higher than normal absence is accepted from a physically disabled teacher as part of reasonable adjustment, failure to allow someone suffering from a mental impairment a similar facility may be discriminatory.





There is no obligation to treat a disabled person more favourably, only to avoid less favourable treatment and to consider and undertake any reasonable adjustment that may be required.  Therefore if a disabled teacher is regularly absent for sickness not related to his/her disability this can be managed in the same way as for a non-disabled individual.
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APPENDIX A





ABSENCE MANAGEMENT FLOWCHART














Absence





Informal discussion on return to work (G/lines 2.0,3.0)





Trigger point reached (Policy 9.2d)





Sickness Consultation Meeting 1 (G/lines 4.2)





Inform of outcome of first meeting.  Set date of second meeting.  Monitor absence.





Sickness Consultation Review Meeting 2 (G/lines 4.3)





Improvement





No Improvement





Acknowledge and monitor





Request medical information (G/lines 6.0)





Further Sickness Consultation Review Meeting (G/lines 4.3)





No underlying medical cause or inconsistent with absence. 


(G/lines 4.3.3)





Medical cause which is resolved.


 (G/lines 4.3.4)





Medical cause which is ongoing.


(G/lines 4.3.5)





Set date for further review meeting.





Improvement





No improvement





Acknowledge and monitor





Consider disciplinary if abuse of system or dismissal on grounds of other substantial reason reason





Acknowledge and monitor





Consider if reasonable adjustment is appropriate.





Self/Referral to DENI Occupational Health


(G/lines 4.4.3)





Improvement





No improvement





No





Yes





Ill health retirement.


(G/lines 7.1)





Improvement





No improvement





Acknowledge and monitor





Consultation with teacher.


(G/lines 4.4.2)





Unfit?





Consider Dismissal on grounds of ill health.


(G/lines 7.1)


or


Dismissal on grounds of other substantial reason.


(G/lines 7.1)











