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“In my 15 years involvement with training & development this is the best thing I have ever attended”
Patrick Howard, Crown Prosecution Service
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OUTLINE OF ORGIONAL PROGRAMME

The core programme will deliver two key outcomes:

Increase the facilitator’s confidence and maximise the impact of the individual facilitator’s natural style, ensuring they are passionate about the benefits Action Learning Sets (ALS) can bring to the sector

Provide the technical information and tools necessary, to be able to deliver any action learning programme in the sector. 

In addition the core outcome was to create a “pool” of facilitators who could establish Action Learning Sets in their department.

The course activities and presentations focussed around six key areas:
· Improving core Facilitation Skills - “Using Accelerated Learning Methodology”
· Understanding – Action Learning Sets
· Understanding - Their Role 
· Understanding - The Leadership Challenge
· Understanding - The ALS Pilot in Wales
· Understanding – The Impact!

Evaluation Method Used
The Kirkpatrick model has been selected to evaluate this training. It was selected to ensure that the programme was assessed at different levels and primarily to ensure that there was an application to the work place following the facilitator programme.
Level 0 :	 “Where they are prior to any development” : This is crucial to the success of any evaluation process but is often missed. We will ensure this is carried out prior to the programme commencing. 

Level 1:		 “Was the experience a worthwhile one?” : Did the participant feel they had learnt something and could apply it back in the workplace.

Level 2:		 “Pre/Post Course Testing”: This will allow us to track progress due to the programme. In this case, it will take the form of questionnaires with both technical and behavioural questions. In addition, we recommend in the proposal the use of a Leadership Practices diagnostic, to assist with development.

Level 3:		”Can this be applied in the workplace?” :This is tested and will be in this project, through the use of work-based project work. Data can be collected post event to validate.

Level 4 		“Financial Return / Impact on Organisation” :In all cases we seek to deliver high results, on both operational processes and the cost. In this case, the project will be quantified and will give a realistic indicator, as to the benefit of this type of training.


Conclusions (Using Kirkpatrick Levels)

Level 0 – What backgrounds did facilitators have prior to the programme?

Facilitators came from a range of areas within the Justice Sector and had a wide ranging experience from new trainers through to career trainers with in excess of 15 years training experience.  We were very pleased that a number of the more experienced gained a significant amount from the programme and were able to learn new skills. Equally some of the participants had little on no experience and without exception each could now facilitate an Action Learning Set.

This diversity in the group added to the individual’s development and we would conclude that the programme could cater for all groups in its current format.

Level 1 – Overall Feedback About the Programme

In the main the feedback was very positive and exceeded our initial expectations from the programme. Participants liked the rage of tools and techniques provided which enabled each participant to get what they needed to develop.

Participants were positive in their reactions about the programme and its contents, delivery style and coaching they received BUT more importantly all participants were enthused about the IMPACT Action Learning could have in their organisations. This for us was the key to the success of this programme and it has been achieved.

Supporting this a taster session was run at the end of the programme for potential  internal clients for Action Learning within the Justice Sector. This as you will see in the Level 4 feedback there is clearly a need to use an Action Learning approach to support initiatives such as “Joining up Justice”.

The main point raised here for improvements is that they would have liked more time to practice running ALS and you will see in the recommendations our idea around this. Although this was something that was requested each participant could now run without assistance a set of their own and through this they will gain the necessary experience. 

Level 2 – What did they learn?

All participants demonstrated a good understanding on the training tools and models used in the programme. This was demonstrated in the written test taken at the end of the programme.

Alongside that all participants felt they had gained in “soft” areas i.e. confidence and ability to deliver Action Learning Sets.

A number of participants attended to gain more knowledge of how to develop Leadership skills within their organisation whilst this was not the core focus of the programme we would agree with the participants that in any future programme additional time should be allocated to this area.

Level 3 – Will they apply it in the workplace?

This is the area we are most pleased with consistently the participants are finding ways to introduce what they have learnt into the workplace and there is a genuine desire to implement action learning sets in their part of the sector.

It can clearly be seen that there is a latent demand within the sector for this type of approach  and a variety of potential projects.

SFJ and LSC should seek ways in which the participants can be supported at a senior level to implement what they have learnt.

The participants also demonstrate that they have already applied a number of the training tools and techniques learnt on the programme. E.g. The Met Police at Hendon are now using Accelerated Learning to design other training programmes.

Level  4 – Can we demonstrate that the programme hit its objectives ?

The feedback from both facilitators and from the clients who attended the taster session that ther is now both the demand and the capability to deliver ALS in house. We can conclude that the programme has met its stated aims and objectives.

To build on its success any future programmes should be run along live ALS so that the participants can get real rather than simulated practice in a training room. This would have very powerful benefits within the sector.

Recommendations (for future programmes)
Given the feedback the programme could be run again with only minor changes. The only recurring piece of feedback was about the facilitators need to practice. They were each given 45 minutes during the programme itself to practice running a set and around 4 hours observing and taking part in a set. Most participants would have liked to run a set that included “real” participants i.e. people outside their facilitator group. We would agree with them that this would be highly beneficial if the facilitator programme is run again however they are all now technically able to run them solo and the experience/confidence in running the sets will come through practice.
The changes we would recommend are:-
1) If a programme is run again prior to commencement Action Learning sets should be promoted in the organisations that provide trainers/facilitators so that on their return to the workplace they can immediately practice running a set. It may also be prudent for the trainer provider/coach to support them in their first live set.
2) There was also demand for more in depth knowledge of the Leadership techniques used on the Wales Country Group Action Learning Pilot because of the success of that programme and the integration of a Leadership model to the ALS. We would recommend that for future programmes an additional day is added to focus on design skills which would help participants integrate subjects such as Leadership into ALS.
3) Feedback about the programme design would lead to some timing changes for subjects but these were minor design changes and could be easily accommodated.


KIRKPATRICK - LEVEL 1 FEEDBACK
1) Participants were asked; What for you as an individual was the most important thing you learned on the programme?
a) My training experience is limited so I gained a lot from understanding different learning styles using the 5 senses and the use of multiple intelligences. Additionally learning facilitation techniques and running a ‘test’ learning set and employing problem solving techniques was incredibly helpful.

b) Multi-sensory learning - how involving ALL our senses helps to make learning easier and much quicker.  The exercise that taught us how to count from 1 to 10 in Japanese in a very short space of time clearly demonstrated that this works.
c) Learning the use of Hypnotic language has been a very important part of the programme for me as this will be useful in future training and facilitating.
d) The provision of valuable and expensive training does not necessarily engender a positive attitude amongst those receiving these benefits.  E.g. some of the reasons given for non-attendance at ALS training days were weak, bordering on rude.   I learned that training needs to be properly valued by those benefiting from it.   I believe the best way to do this is to make people apply for training and commit to it.  
e) The most important thing I learned was how simple and straightforward Action Learning actually was and that ideally the facilitator should take a back-seat and merely guide the process if necessary. 
f) I think in terms of multi-sensory learning, the use of music to manipulate moods and create different environments depending on the task that is to be completed was also useful as well as having the formal structure of accelerated learning explained and illustrated using learning to count to 10 in Japanese and I will bear this is mind when running training in the future
2) Participants were asked; What, if anything, would you add to the programme or feel the programme should have covered?
a) Personally I wanted to learn more about facilitation and applying those techniques in challenging circumstances. However, I acknowledge that the programme was already intense and that there was little room to fit this in. 

b) As the focus of the training was on ALS, I feel that more emphasis should have been placed on making sure that we, as delegates, had more opportunities within the 6 days to practice facilitating sets.  The assessment sessions on the last day were very useful, but I would have welcomed some more practice.

c) I would have benefited from an initial understanding of accelerated learning and action learning and how they fit together; as I had the wrong impression of what Action learning was from the 1st 2 days of the course. 

d) I would have liked more opportunity within the first 4 days to actually practice running an Action Learning Set with my fellow participants on the course or to observe the course facilitators doing this to see an example of best practice (my particular style of learning is to observe things before trying them out for myself.) However I did have the opportunity to do this on the taster day later on. 

e) I was expecting more on leadership. We did a brief session covering a bit of theory and had our own leadership styles analysed, but I don’t feel this gave me sufficient grasp of the complex leadership issues that may arise during a set. I thought this would be a key part of the programme and was a bit disappointed we didn’t do more. 
f) I would not necessarily propose changing the content of the programme – however, I and a number of my colleagues who were nominated to attend Action Learning Training by our line managers had only the vaguest understanding what the objectives behind the training were and, therefore, I would personally have appreciated hearing somewhat earlier in the programme the outline which was given by Simon Leckie on day 4.
g) I would have liked to learn a bit about NLP.  Otherwise – no suggestions.

3) Participants were asked; Would you recommend this programme to others in your organisation?

100% of delegates responding would recommend this programme to others
Comments to Note
It needs to be more coherently linked to the organisations strategy (i.e. the organisation should be signed up to ALS and then send participants on the programme)    
The programme gave me an informative insight into ways of problem solving and designing training to appeal to a range of learning styles
4) Do you have any comments for Skills for Justice on the administration of the programme (venues, booking etc )?
a) The overall administration and organisation of the programme seemed very rushed, and emergent. This was unfortunate as it the credibility of the wider strategy was compromised and may have led to a large proportion of participants withdrawing.
b) It’s difficult to find a perfect venue, but I feel that a more central location, with better transport links would have enhanced attendance and timekeeping.  Additionally, the final showcase event appears to have suffered from poor timing/marketing.

c) I feel that an extra day on practising the facilitation would have put many of the facilitator’s fears to rest and helped to build the confidence in their capabilities.
d) No – all good, appreciated the lunches provided.
e) No  - all fine
f) 
The pre-programme information was rather scant – I had not appreciated that the days in February were in the alternative and had already declined a place on another event of relevance to my responsibilities at work before realising that I would, after all, be free to attend. The journey to Hendon involved me in a one and a half to two hour journey in each direction and it seemed to me that the majority of those attending had a similar journey from home which tended to suggest that a more central venue would have been helpful.

5) Finally on a scale of 1 -10 how useful do you think Action Learning would be if applied in your organisation and WHY?
a) I rate this as an 8 as I think it would prove very useful in building confidence and competence in key managers. It would give them structured space to problem solve and develop sustainable plans rather than the current short term, isolated ‘fire fighting’ activity. 
b) Very useful – I would say 8-9.
c) Score of 8 I believe that ALS would be a very effective tool in the MPS for management teams. There are many benefits that can come from partaking in the action learning such as networking, building stronger relationships with our partner agencies such as CPS, Courts etc.  Other benefits for the police Service will be to share our issues and help our partners understand the dilemmas we face and likewise for the Police Service to be able to see the obstacles that our partners may be facing. In addition it may be that participants of the set have implemented solutions in their own organisations for the same or similar issues and sharing their information may go a long way to solving the problem faced.
d) This is too subjective to answer in simple terms of 1 –10.  If ALSs result in a leaner more efficient MPS then I may suffer as a result of being tasked with jobs I do not want to do so I would score it low, say 1 – 2.  So it may please the Home Secretary whilst leaving me disappointed.  If ALSs result in me being more valued and being efficiently tasked with roles that I enjoy I would score it highly, say 9 – 10 I do believe that Action Learning Sets do provide a unique opportunity to air and discuss problems in an environment that is supportive without being judgemental.  I believe that the way forward is to form ALSs that comprise of members from different organisations. 
e) An 8 as I think that it would be a very useful forum for people to gain some support with any issues or challenges that they face. It is very practical, real and action-focussed and as some managers in Local Authorities can get overwhelmed with problems, deficits and negativity it could have a very powerful and immediate impact.  
f) It would provide a fresh perspective as hopefully people from different services and disciplines could form sets and this would alleviate any concerns about people feeling inhibited about disclosing any issues.
g) 
8 – Accelerated Learning is already well established as an important tool in magistrates’ training – bringing to life courses that could otherwise easily be regarded as dry and uninspiring. Receiving delegates into a relaxed and welcoming environment is now fairly well established as is ensuring a mix of styles incorporating movement and interactive group activities. I do not believe that Action Learning is anything like as well established in administrative/interagency ‘problem-solving’ and there may be real scope here for thinking ’outside the box’ – it has been interesting to note examples of meta planning being introduced into a recent benchmarking meeting and a meeting to identify areas of concern in the current and ongoing structural re-organisation which may already herald a change of approach!


KIRKPATRICK - LEVEL 2 KNOWLEDGE GAIN
Participants were asked the following two questions to test their knowledge against the ore objectives
Describe briefly what Action Learning is and outline what would happen in a typical session & Describe briefly the six stages of Accelerated Learning
All participants answered these questions accurately and showed an in depth understanding of the subject matter.
The participants were also asked a more testing question on how the programme they attending was designed, they would only be able to answer this if they full understood, in depth some of the training models used.

“On your programme you were deliberately put through a range of different topics before Action Learning was studied in detail. Write a brief explanation of why this was done referring to models used in the programme if required.”
Comments to Note
a) Action learning in itself can be a very basic process and a study purely on this medium would have led to a very closed and one dimensional process. Consequently it was important to understand different models of learning (accelerated learning) and some of the sciences of learning and facilitation in order to make action learning a meaningful and versatile process.  Facilitation techniques, such as using hypnotic language, energisers, anchors and understanding of meta-programmes all enhanced the process.  
b) The sessions on Accelerated Learning were included to enable us as trainers to be aware of and accommodate the differences in learning styles and preferences that might be represented in a group. E.g. an Action Learning Set.  The sessions provided input on how to use this knowledge wisely to manage groups and to manage our own emotions.  The inputs on Management and Leadership theory were also useful. The session on Rapport/ NLP were included to show us how to create trust within a group by using techniques such as matching/ mirroring. The demonstration of hypnotic language showed us how to make a suggestion to another person that has an impact on them, but at an unconscious level.  All of these techniques add to our repertoire as trainers and enable us to work more effectively with different groups, including groups of managers.

c) This was done to enable us to have a toolbox of skills and strategies that we could call upon when facilitating Action Learning Sets if things were not running smoothly or if it proved difficult to organise actions in a meaningful way. For example I think using a problem-solving technique such as Ambitious Target Setting that was demonstrated on the course would be helpful in order to assist a presenter in organising actions related to issues into a project plan. Similarly the use of energisers, and mood setting in terms of thinking about the environment, multi-sensory learning, organisation of the surroundings and lighting in order to create an atmosphere that is conducive to an Action Learning Set running well. I also think it was important to have an awareness of multiple intelligence theory and to be aware that different members of the set may have very varied skills and abilities that they are bringing to the group.
d) Our general facilitation skills were being built up, to enable us to facilitate Action Learning Sets more effectively. We covered accelerated learning and multiple intelligences, and problem solving techniques.

e) The programme provided an introduction to Accelerated Learning and the use of Multiple Intelligences to reinforce the fact that each of us has a very different learning style. It thereby encouraged delegates to think about ways of presenting information in ways that could be most easily absorbed against the background of a relaxed and productive learning environment.

KIRKPATRICK - LEVEL 3 APPLICATION IN THE WORKPLACE

This data clearly shows that the programme has been a success with most respondents giving detailed accounts of where they are looking to implement Action Learning. The only respondent who couldn’t implement was due to the fact that she was made redundant from her organisation during the training and therefore could not implement what she had learnt.

Give an example of how you intend to implement Action Learning in your organisation.
CPS Participant
Within the Crown Prosecution Service (CPS) each Borough Prosecution Team is headed by a Borough Crown Prosecutor who has responsibility for up to 30 lawyers and admin staff. They are responsible for performance in that borough and must effectively manage partnerships with other Criminal Justice Service agencies. Furthermore they must engage the community to make the work of the CPS more transparent and accountable. 

These are complex jobs and many post holders struggle in one or several aspects of the role. Therefore creating Action Learning Sets for this cadre of middle managers would provide essential support to help them discharge their responsibilities. These learning sets could made up of Borough Crown Prosecutors from around London and the Home Counties or could contain criminal justice partners. 

LP Participant
We are convinced in LP that Action Learning will improve the performance of our managers as they learn from their experience and share that experience with others.  Our recently devised management development programmes will be fully supported by action learning sets over the next 24 months.  We are confident that the motivation of our managers will increase as they are given time to share their problems with their fellow set members and be listened to in a non-judgemental, supportive atmosphere.  The organisation will benefit as set members carry out the actions to resolve their difficulties and share the lessons they have learned with their peers. 

LP Participant
I intend to work with small groups of newly appointed middle managers (6 x Senior Probation Officers) who are getting to grips with their new responsibilities as line managers.  I will facilitate Action Learning Sets to help them address some of the live issues they face and help to combine their learning with support for resolving problems.  The interest in this has been very good and already I have a list of 6 SPOs who are ready to form a set.  London Probation’s management development programme will be supported by Action learning Sets over the next 2 years – a number of cohorts will meet regularly and, with time, will become self-managing.  I will have the opportunity to get involved with the rolling out of AL within the organisation from May ’08 onwards.

Met Police Participant
I intend to give a talk at the Senior Management Team meeting to give an overview of action learning and describe how it could help us as a management team. Once I am able to join an action learning set I intend to become as involved as possible and use the networking to develop further action learning sets that I could become involved in.


CPS Participant
Within the Crown Prosecution Service (CPS) each Borough Prosecution Team is headed by a Borough Crown Prosecutor who has responsibility for up to 30 lawyers and admin staff. They are responsible for performance in that borough and must effectively manage partnerships with other Criminal Justice Service agencies. Furthermore they must engage the community to make the work of the CPS more transparent and accountable. 

These are complex jobs and many post holders struggle in one or several aspects of the role. Therefore creating Action Learning Sets for this cadre of middle managers would provide essential support to help them discharge their responsibilities. These learning sets could made up of Borough Crown Prosecutors from around London and the Home Counties or could contain criminal justice partners. 

Met Police Participant
By joining an Action Learning Set, and encouraging others to take part will promote the system in the MPS. Making myself available to assist the senior officer who has the job of promoting ALS within the organisation.
Education Participant
I will speak to my line manager about running a cross-service set in the borough, will bring it up at relevant management meetings and will also speak to the Learning and Development Team about how this can effectively be taken forward.
Courts Participant
In addition we asked what elements of the programme were practical and have been used in the workplace, again we are very pleased with the way in which this has had an impact in the workplace.


Tools or techniques that have been used in the workplace after the programme
· I have used ‘Hypnotic language’ regularly since the programme and it has proved very helpful.
· Use of the 5 senses in learning and communicating has helped me recently in communicating a reorganisation to a wide audience.
· Use of an ‘anchor’ when giving a presentation
· Use of the ‘drill down’ problem solving technique in a work based meeting.
· Facilitated an action learning set in central London
· The value of mood music.  No, I have not had a chance to use this yet.
· Hypnotic Language.  I’ve used  ‘You might want to…’ with one of my team members to great effect.
· Tips given by Anthony on making presentations, during the assessment on the last day.  I’ve used ‘George Clooney’ again!
· NLP techniques – matching/mirroring. Use these regularly, mainly in one-to-one meetings.
· A number of other useful tips were passed on, e.g. anchoring.
· Edward De Bono Hats – Not yet used
· Accelerated learning – yes through dyslexia awareness training that I run for practitioners and managers
· Using music to affect mood during training – currently planning how and when to use this
· Ambitious Target Setting – yes – have used this technique to develop a project plan for managing group work programmes for young people 
· Using hypnotic language – I am currently trying this out in both my dealings with young people as well as colleagues
· Concert Review – Currently planning the use of this at the end of training days to consolidate learning

· Fishbone technique – not yet used
· Tree technique – used on taster conference
· NLP – hypnotic language and energisers – practiced
· Using the 5 senses in training packages.
· Different intelligences (8) 
· Music as an aid to learning
· Hypnotic language
· Visual / Auditory / Kinaesthetic learning
· Sensory language
· In my role as a training designer I have tried to incorporate all I learned on the course when writing lesson plans.  I include references to the above when appropriate and hope that this will encourage the trainers that use my materials to find out more.  For example I may recommend the use of certain music during certain parts of the lesson.  This leads to questions and onto discussion, which promotes accelerated learning techniques around the whole organisation.
· to better understand my own preferred learning style
· my leadership strengths and areas for further development 
· feedback on my presentation skills
· the use of hypnotic language
· the use of rapport		
· the convincer strategy		



KIRKPATRICK – LEVEL 4 RETURN ON INVESTMENT / ACHEIVEMENT OF ORGANISATIONAL OBJECTIVES
Investment on the programme cannot be calculated at this time as you would need to collect data from the trained facilitators and the Action Learning Sets they run in the future. However as part of the pilot event a taster conference was run partly by the facilitators to gauge interest in the sector for ALS as a process. The results of which are shown below. We would recommend that a further meeting is held by SFJ with the facilitator group to work on a plan for implementing ALS across their respective departments.

The programme achieved its objectives and SFJ now have a pool of trained facilitators capable of delivery in house. (See Appendix 1)


Action learning ‘taster’ conference – evaluation 
25th March 2008, London 

Based on completed 16 evaluation forms
1. How useful was the event in helping you gain an understanding of what action learning is?
	Very useful
	Quite useful
	Of some use
	No use


	13
	2
	1
	



2. What worked well?
· The ALS, albeit a truncated version it demonstrated the theory.
· Carrying out a learning set activity. X 3
· The practical and Anthony’s presentation
· Opportunity for networking
· Facilitator role
· Clear overview of action learning
· Outlining the structure of an ALS session
· The group that I facilitated fully engaged in the process
· The group work showed how it (ALS) can work well
· The practical experience at the start, learning the process of action learning.
· How it was applied before
· The opportunity to be in an ALS and experience it firsthand
· Everything, especially the real ALS
· Group work and icebreaker
· Practical example
· The whole conference, as it took me through the process and aided my understanding
· Everything worked well, the group work was very helpful



3. What could have been better?
· Time to cover more than one challenge in the ALS session.
· The setting – longer time.
· More information on facilitation and who it works best with in hierarchy/gender issues etc, how to overcome the “yes, but….” 
· Provision of handouts to make notes on
· Room setup in lecture style caused engagement problems
· Would have been useful to have had slides beforehand, especially as some were hard to read
· The problem I presented was too complex for the 45 minutes to handle 
· The PowerPoint presentation, too detailed to read.
· Taster session was too short and rushed, felt more like an ‘off-load’
· Room could have been set out better
· More delegates, less PowerPoint
· Would have liked more time doing the ALS
· More time to listen and share ideas/develop problem solving skills
· More time
· Nothing, it was just right
· Needed more time

4. What suggestions to help improve the event would you like to make?
· How to link into an ALS or setting one up and how to identify the appropriate people for the different roles within the set.
· The slides were hard to see because room was too light. Also some focus on key messages from SfJ was too long and without interaction/visuals
· Either provide more time for the practice set or ensure people bring relatively straightforward problems
· Extend it and spend more time on ensuring the group were happy to expose weaknesses in their organization with colleagues from other agencies
· Have a guest speaker who has participated in ALS to help sell benefits x 2
· More time to do the ALS
· Just more time
· May not have enough time but it would be good if everyone could be a ‘presenter’
· More time please

5. Would you like us to contact you after today to help you find out more about action learning?
	Yes
	No

	14
	


*cost mentioned as an issue

6. Would you be interested in taking part in an Action Learning set?
	Yes
	No

	14
	2


*also interested in facilitation skills






APPENDIX  1 – Facilitators & Status

Name                       Programme Status, Date & Notes                                      Able to Run ALS 
Delise Anderson       Completed 6th Feb                                                                 	 YES
Ferwa Jeffery            Completed 25th Feb                                                               	 YES
Susie Worley             Completed 6th Feb                                                          		 YES *
Cheryl Harris             Withdrew from programme due to serious family illness	 YES **
Andy Read                 Completed 6th Feb       	                                                           YES
Patrick Howard         Completed 6th Feb                                                                            YES
Michael Rowan         Completed 7th Feb                                                                            YES
Martin Vose              Completed 7th Feb                                                                             YES
Sarah Brimelow        Completed 7th Feb                                                                             YES
Diana Binding            Completed 7th Feb                                                                            YES
Judith Melnick           Completed 7th Feb                                                                            YES
Ann Hipwell               Missed final assessment due to illness to be re-arranged         YES ***
Jackie                          Attended first two days only then on long term sick                  NO ****
Dave Hodges             Completed 7th Feb                                                                             YES
Chrissie Coles            Missed final assessment day but facilitated at taster day         YES
Notes
*Susie worked at Victim Support and was made redundant from her post, she completed the training but may not now be available as a facilitator
** Cheryl pulled out of the training just before the assessment day, this was due toa family member becoming very ill and Cheryl felt she could not continue. Cheryl had experience of action learning and had been a set member, however she attended all the training and in my opinion could run sessions in the future.
***Ann Hipwell missed the assessment but is capable of delivering sets, we will be contacting Ann to fill any gaps through telephone coaching.
**** Jackie only attended the first two days and missed crucial parts of the programme and cannot be considered at this stage due ti long term illness and absence from work.
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