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Agenda Item No. 6 

Personnel Committee – 4 March 2019 
 
Dying To Work Voluntary Charter 
 
 
1. Purpose of the report 
 

To set out the requirements and commitments of signing up to TUC initiative - Dying to 
Work Voluntary Charter. 

 
2. Recommendations 
 

Personnel Committee is recommended to adopt the charter caveated with the 
recommendations detailed in section 3.6 of this report.  

 
3. Background  

 

3.1 The Dying to Work Voluntary Charter is a TUC initiative setting out how employers can 
support terminally ill employees.  This is part of the TUC campaign seeking to change the 
law to see terminal illness recognised as a ‘protected characteristic’ in order that an 
employee with a terminal illness enters a ‘protected period’ where they could not be 
dismissed as a result of their condition. 

 
3.2 Trade Unions are asking employers to sign up to a Charter which supports employees 

with a terminal illness, provides the security of work, the right to choose the best course of 
action for themselves without undue financial loss, have adequate employment protection 
and have their death in service benefit protected (appendix 1).  It should be noted that the 
literature states that the TUs are tasked with being clear what they want from the 
employer and not just getting a “vague commitment”. Trade Unions (GMB, UNISON, 
UNITE) asked Walsall Council to consider signing up to the Dying to Work Charter in 
September 2016.  

 
3.3 There is no one solution fit for every employee receiving a terminal illness diagnosis and 

Walsall Council has a proven track record of treating employees with dignity and 
compassion, as described above, when this situation arises.  Employees are supported 
and furnished with information that enables them and their family to make informed 
decisions on how they want to deal with their employment e.g. death in service or ill health 
retirement and associated benefits. 

 
3.4 Human Resources have reviewed the TUC literature regarding the Dying to Work 

Campaign and concluded that it is a positive initiative, providing a commitment to 
employees diagnosed with a terminal illness and overall reflects current practice across 
the Council.    

 
3.5  There is also a perceived benefit by signing the Charter in terms of employees may be 

encouraged to disclose health and impairment issues early so that adjustments and 
support can be implemented sooner rather than later. 

 
3.5 On reviewing the literature, a few areas of concern were identified and discussed with the 

Trade Unions at numerous ERF meetings plus email exchanges with GMB, seeking points 
of clarification.  Lee Baron, Regional secretary for the TUC, at an ACAS event 5 
December 2018, was able to give further clarification/confirmation.  
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3.6 The concerns and recommendations are detailed in the table below:  

  

 Issue Outcome 

3.6.1 Review sick pay for 
employees with a 
terminal diagnosis  

Lee Baron, Regional secretary for the TUC, confirmed that they 
are not, and will not be, asking for a review of sick pay 
entitlement for employees diagnosed with a terminal illness. 
 
Lee Baron also acknowledged that the language used in the 
literature was ambiguous and will consider reviewing the 
literature. 
 

3.6.2 Review Attendance 
Procedure – include 
specific statement that 
an employee with a 
terminal diagnosis will 
not be dismissed 
because of their 
condition 

The Council’s Attendance Procedure was reviewed September 
2018, therefore it is recommended to have a positive 
statement regarding Charter the in the Attendance 
Procedure Guidance. 
 

The statement to reflect that the Council will work with the 
employee, case by case, to ensure an informed decision on 
how best to manage the absence – death in service, ill health 
retirement.  
 

3.6.3 The factsheet/poster 
promoting the campaign 
states that “a terminally 
ill employee can be 
forced to undergo 
stressful HR procedures 
and risks losing the 
positive stimulation of 
work” appendix 2. 

Recommended not to allow the use of this poster within 
Council premises. 
 

This negative and emotive language does not promote a 
positive relationship between employees, managers and HR 
and may add/increase the employees stress when HR become 
involved in the management of their case as this could be first 
time they have had to deal with HR.  HR’s role is to support the 
manager and employee through the process at a difficult and 
sensitive time. 
  
The local TUs have refused to change the poster.  Lee Baron 
acknowledged our concerns and will consider reviewing their 
literature. 
 

3.6.4 Provide training to line 
managers and all HR 
Staff on dealing with 
terminal illness. 

Recommended to utilise existing suite of training available 
- e.g. Difficult Conversations, Role of the Manager etc 
 

Trade Unions have agreed that they do not expect all 
managers to attend bespoke training on this subject. 
 

3.6.5 Adopt the Dying to Work 
Charter” and notify all 
employees that they 
have made the 
commitments. 

Recommend this is done via Core Brief, Weekly Bulletin 
and Team Meetings etc, the Council would not be writing 
to each individual employee. 
 

Trade Unions have confirmed that they agree with this method 
of communication 

 
3.7 The TUC must be informed of the Council’s intention to sign the agreement and support 

the campaign, once both the Council and Trade Unions are satisfied that the 
commitments within the Charter have been met.  Arrangements will then be made for a 
public signing ceremony, which will be publicised on the TUC website, the Chief Executive 
is expected to sign the Charter on behalf of the Council. 

 
 
4. Financial 
 

There are no financial implications 
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5. Legal 

 

There are no legal implications 
 
6. Risk Management 

 

There are no risk management implications 

 
7. People 

 

The charter may affect any employee diagnosed with a terminal illness. 

 
8. Consultation 

 

The charter has been frequently discussed at the Council’s ERF meetings and this report 
was presented to the Council’s Corporate Management Team Meeting on the 24 January 
2019. 

 
 
Author 
 
Lesley Molloy 
HR Operational Manager 
 65 5740 
 lesley.molloy@walsall.gov.uk 
 
 




















