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The hard facts
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The past year has seen a string of announcements about leading business
figures with cancer, including the CEOs at Goldman Sachs, JP Morgan and
Smith & Nephew. Thankfully, an early diagnosis has meant each of them
has been able to keep working through treatment. When a CEO has cancer
there can be serious implications for shareholders and the stability of an
organisation as a whole. But it’s the tip of the iceberg when it comes to the
impact cancer is having on the workplace.

Rates of cancer continue to rise. Figures released by Cancer Research UK
show a 12% increase in the rate of cancer since the mid-90s; more than
352,000 people are now diagnosed with cancer in the UK each year,

compared with more than 253,000 two decades ago. Of the people diagnosed with cancer in the UK
each year more than 100,000 are of working age, and estimates suggest that in total over 750,000
people of working age are now living with a cancer diagnosis. According to Cancer Research UK,
46% of these cancers are diagnosed at an advanced stage, when they are far harder to treat
successfully. Health insurance company Unum has also reported that cancer is the biggest cause of
long-term sickness claims, accounting for almost a third in 2015.

The news is not all bad. Survival rates are increasing, too, with 50% of patients now surviving 10 years
after a cancer diagnosis. This doesn’t necessarily make things easier for the employer, however; as
cancer becomes more like a chronic illness, it requires longer-term attention and treatment and
appropriate support from employers as part of their duty of care. More than a third of the entire UK
workforce will also be over 50 by 2020 (Office for National Statistics), which means a growing
proportion of employees affected by cancer. So, do employers have policies and processes in place
to both demonstrate the necessary support for their employees and minimise disruption and costs?

Check4Cancer has commissioned the following report to help HR Managers get to grips with the
real impact that cancer can have on businesses across the UK. It follows up on our own research
undertaken in 2015, and explores issues of how employers are responding to the cancer epidemic,
the plans being made, changes being introduced and views on the readiness of their organisation.
As well as new insights into UK employers, there is expert advice around some of the major related
HR issues, such as managing effective cancer awareness and communications with staff, and
building a case to senior management for investing in cancer initiatives.

A cancer diagnosis leads to a ripple effect across an entire organisation, presenting particular
challenges in terms of people management. How employers choose to tackle this issue is likely to
prove critical to corporate health in years to come.

Professor Gordon Wishart
Chief Medical Officer Check4Cancer 

Introduction
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Cancer in the Workplace 2016:
HR professionals research insights
How are employers responding to
threats from a cancer epidemic? 
An independent survey was carried out among 500 HR
professionals in UK organisations in February 2016 to explore
issues of support, management and benefits provision for staff
in general, as well as those people affected personally by a
cancer diagnosis.

A central finding from the research was the lack of planning
among organisations to manage the risks relating to cancer.
71% of the HR managers surveyed said they don’t have any
policies in place for communications and management of
employees with a cancer diagnosis. Nearly half of HR managers
think line managers in their organisation are unprepared when
it comes to managing employees with cancer, with 13% saying
they didn’t think they were prepared ‘at all’. At the same time,
over half think the line manager relationship is one of the most
important forms of support for employees with cancer. 

The results pose questions about how far employers are
relying on managers to think on their feet, to treat cancer
diagnoses as just another people management issue.
Managers - and HR professionals - are being expected to

provide reactive responses to highly emotional and difficult
situations, both in terms of an immediate response, and in
setting out ongoing support to help the employee recover
and return to work if treatment is successful.

Despite the prevalence of the disease and its serious
consequences (64% of HR Managers in large organisations
between 1,000 and 10,000 employees say cancer is an issue
currently affecting people in their organisation), cancer has yet
to become a priority for employee health benefits. 71% say
their organisation doesn’t provide any information on cancer
awareness, or provide early detection of cancer through
screening as a health benefit. 44% don’t currently offer cancer
services and don’t plan to in future.

The lack of formal planning for employee support and benefit
provision linked to the growth of cancer cases is happening
despite a growing awareness of the need to attract and retain
the best staff. Asked about the biggest issues facing HR
departments in 2016, most survey respondents pointed to
finding qualified staff (51%).

The limited response may be rooted in the low levels of
recognition among senior executives within organisations of
the potential implications of cancer in the workplace. 40% say
they don’t think senior executives in their organisation are
aware of the potential risks and costs. However, the HR
professionals surveyed believe there will be significant impact
on business performance. 52% of the HR managers believe
there will be a medium or high impact on levels of absenteeism
from rising numbers of cancer cases and ‘survivors’ returning to
work; 49% expect a medium or high impact on staff planning;
43% on Private Medical Insurance premiums; 39% on other
insurance premiums; 38% on revenue or profit loss.

Some employers are responding to the cancer threat with
new and adapted employee benefits. 34% of HR managers
have introduced free counselling specifically to help address
cases of cancer. 25% have brought in extended, non-statutory
leave; 20% say they now offer family support services relating
to cancer. 27% say their organisation is in the planning stages
of introducing cancer screening.

Cancer in the workplace is an issue that is suffering from a lack
of awareness and clarity. In response to the survey, HR
professionals did not agree whether employees should have to
be open about their condition. Nearly half (46%) think staff
should always have to tell their employer - contrary to current
legislation. HR continues to be confused over what their
people are receiving in the way of cancer screening for early
detection. 43% wrongly thought prostate cancer was screened
routinely by the NHS; 22% thought testicular cancer and 17%
thought lung cancer were checked, when they’re not.

Despite the prevalence of the disease
and its serious consequences, cancer
has yet to become a priority for
employee health benefits.
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• 71% of HR managers don’t have any policies in place for
communicating with and managing employees with a cancer
diagnosis (rising to 89% among small firms).

• When it comes to cancer ’survivors’ returning to work, 61% of HR
managers say they don’t have any policies in place for
communicating with and managing employees.

• Nearly half (48%) of HR managers think line managers in their
organisation are unprepared when it comes to managing employees
with cancer, with 13% saying they didn’t think they were prepared ‘at
all’. The figures are higher in large organisations (with more than
10,000 employees), with 53% believing managers were unprepared.

• 44% don’t currently offer cancer services and don’t plan to in future.

• 45% don’t offer any kind of health screening.

• The lack of formal planning for employee support around cancer is
happening despite a growing awareness of the need to attract and
retain the best staff. Asked about the biggest issues facing HR
departments in 2016, most survey respondents pointed to finding
qualified staff (51%).

• 32% of HR managers don’t think employees
should have to tell them about a cancer
diagnosis (in line with current legislation).

• 22% aren’t sure either way.

Organisations are unprepared for supporting employees with cancer 
in terms of management and communications:

Opinion is divided whether staff
should even need to tell their
employer about a cancer diagnosis:

• 43% wrongly thought prostate cancer was
screened routinely by the NHS (compared with 39%
among the HR professionals surveyed in 2015).

• 22% thought testicular cancer and 17%
thought lung cancer were checked, when
they’re not.

• 28% of the HR managers surveyed didn’t think
cervical cancer is screened routinely by the NHS,
22% didn’t think breast cancer was - when they
are both part of national programmes.

There is ongoing confusion over
which cancer screens are
provided routinely by the
National Health Service:
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71% say their organisation

doesn’t currently offer
cancer awareness
or  early detection of

cancer through screening as a

health benefit

Nearly half (46%) think

staff shouldalways
have to tell their employer  

44% believed 

the    NHS provides regular 

bowel cancer checks
(when it is only available to 60-74 year olds currently).
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• 40% say they don’t think senior executives in their organisation are
aware of the potential risks and costs presented by the rising
numbers of cancer cases in the working age population. 

• Just 12% say they think senior executives are very aware of the
risks and costs presented.

• At the same time, 64% of HR Managers in large organisations
(between 1,000 and 10,000 employees) say cancer is an issue
currently affecting people in their organisation.

• 49% expect a medium or high impact on staff planning.

• 43% on Private Medical Insurance premiums.

• 39% on other insurance premiums.

• 38% on revenue or profit loss.

There’s a lack of awareness at board level of the
impact of cancer in the workplace:

52%
believe there will be amedium
orhigh impact
on levels of absenteeism
from rising numbers
of cancer cases
and ‘survivors’ returning to work

• 34% of HR managers have introduced free
counselling specifically with regards to cases of
cancer.

• 25% have brought in extended, non-statutory
leave for people affected by cancer.

• 20% family support services relating to cancer.

• 10% health cash plans, 6% subsidised travel
costs and 5% Private Medical Insurance for
cancer care.

• 27% of HR managers say their organisation is in
the planning stages of introducing cancer
screening. 

• Among organisations that do provide cancer
awareness and/or screening programmes, the
benefits are still new; on average, the offerings
have only been made since 2012/13.

• 56% of respondents say their organisation
offers Private Medical Insurance (rising to 69%
among London-based employers); just 16%
offer the benefit to all staff.  

• 34% offer annual health screening (40% every
two years, 18% every three years). 50% of large
employers (employing over 10,000 staff ) offer
annual health screenings.

• Over half (54%) think the line manager
relationship is one of the most important forms of
support for employees with cancer or those
returning to work following cancer treatment.
45% opted for HR support; 40% colleagues
and 38% occupational health services.

• 34% say the biggest hurdle to introducing new
employee benefits under salary sacrifice is finding
‘quality benefits’ to help attract and retain staff.

New forms of cancer support are starting to be introduced:

56% of respondents say their

organisation offers Private
Medical Insurance
(rising to 69% among London-based employers);

just 16% offer the benefit to

all staff

of the HR Managers
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Being open about cancer in the workplace is critical
awareness - encouraging people to realise the value of early
detection and screening - as well as creating a culture of
understanding, providing the right kinds of support and
enabling people to get back to work when they want to.

People diagnosed with cancer want to feel they are dealing
with human beings rather than a corporate entity. But in order
to feel confident enough to take a personal approach, HR and
line managers need to be clear on current best practice.

That means creating agreed policies and processes, a
framework for how your organisation supports its employees
with cancer: who takes the lead in managing the relationship,
the kinds of questions that need to be covered at different
stages (from diagnosis to managing the return to work); how to
ensure ongoing and open conversations, with action plans that
provide the best outcomes for both employee and employer.

How to manage
communications 
around cancer

To many people cancer is still a taboo subject.
Employees can feel very uncomfortable talking
about their condition, and very concerned about
how they will be perceived by their employer and
their colleagues. 

Here are some tips for building trust in those all-important first
conversations:

Don’t just stick to a script in your head or on paper. Be sensitive to individual needs and be responsive to their individual
mood and needs; listen and encourage them to take a lead in talking about how they’re feeling both physically and emotionally.

Choose an appropriate location for a private conversation and make sure you’ll have enough time and won’t be interrupted.

Stay calm - but show you know it’s natural for them to be upset and express different emotions. Be patient and reassure them that silence is
fine. They might want to use a joke as a means of coping with the stressful situation, but don’t be the one to initiate the humour.

Encourage the employee to speak freely and show you’re listening by prompting them to tell you more. Don’t jump in
with advice or clichéd responses like ‘everything will work out’, ‘I know lots of people who have recovered’ etc.

As a first step, discuss whether they would want their work colleagues to know about what’s happening or not, and any
immediate needs in terms of time off for treatment.

Be ready to provide initial information on what’s available in terms of support around counselling, time off work, flexible
working and work adjustments.

Provide options for future conversations in order to find the best approach for ongoing dialogue. They might prefer to
just speak with a line manager, someone in occupational health, the EAP, or someone they see as ‘neutral’ in the organisation.

Following a cancer diagnosis, communication is a real challenge for everyone involved - but open
dialogue  and understanding are critical. 

√
√
√
√
√
√
√



“When we run sessions of advice for HR and line
managers, the most common issue discussed is the
feeling of being unclear about what level of support
should be given.

“They want to do more, they want to say all the right
things and provide the right kinds of support - but
typically don’t have the knowledge or experience to do
so. HR and line managers feel they must follow the
organisation’s policies - but what are they specifically in
relation to cancer? They’re worried about what will
happen if they don’t follow procedures, if they’re thinking
on their feet and being creative in response to a sensitive
situation, what will that lead to?

“The reality is that people suffering from cancer, first and
foremost, what they really want is to be able to talk to a
human being in their workplace, to have very human
conversations about what they’re facing and dealing
with. And that’s the most important element of support
that an organisation can provide, the opportunity for an
ongoing dialogue with someone they know they can
trust and will listen.

“The open conversations are particularly important
because cancer isn’t one disease with a standard set of
implications. There are around 200 different types of
cancer, all with different effects and treatments. 

It’s straightforward for an organisation to set out a
process around illness and absence with minimum
expectations from employees, but when it comes to
cancer there’s a grey area for the line manager and HR
around what else can be offered above the minimum.
Organisations need to understand what the employee is
going through, how the treatment is going to affect
them, in order to be understanding and come up with
the right response.

“This isn’t as easy as it sounds. There’s an inevitable
nervousness on both sides. The problem for HR
professionals is that they can feel like they have a police
role, when the line manager says, ‘okay, we’ll have to get
HR involved in this’. And for the employee with cancer
they’re wondering what they should be sharing: should I
tell HR everything, because then it’s official and who
knows what the consequences will be? If I admit to
fatigue will that be held against me? 
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When it comes to wider
communications within
the organisation, it’s all
about what the
employee wants
Agree with the employee with the cancer diagnosis
what can be said, to who, and who’s going to do the
telling. There may well be people they want to speak
to personally but can’t face large numbers of
conversations.

Be clear about the level of information that should be
passed on, if there are details about the condition or
treatment they’d prefer to keep private.

In your communications it’s important to do some
thinking with line managers about the implications
for colleagues. Be honest but constructive and
positive, demonstrating the organisation’s
preparedness and ability to manage the situation.

Be ready to provide support for employees who are
concerned about their own health and cancer risks;
how and when they can be tested or how to get
advice on symptoms and risk factors.



“There’s also the issue of wider communications, what’s
said to colleagues and clients and when. For
organisations the default position is often to say
nothing, and leave it to the individual. But that can look
cold and disinterested in employee wellbeing. Letting the
wider work community know about their colleague’s
situation, their treatment and need for support, is
something that needs to grow out of the open and
regular conversations with the individual.                         

“What’s needed is clarity, and that comes from having a
strategic plan of support specifically worked out for
employees and cancer. That should include tangible
guidance on what kinds of workplace adaptations and
flexibility can reasonably be offered; when is it necessary
to draw the line in terms of allowing an employee with
cancer to keep on working, in terms of both contribution
and safety; what resources are available internally to
help (through HR and OH or an EAP service, and if there
any staff members with particular knowledge or
experience which can be called upon)? And what is
available externally - the expertise available via the NHS
and its health promotion departments, and places like

Maggie’s in providing advice to organisations and to
individual employees and their families through the
charity’s programme of support and its professionally
qualified staff.

“With a strategy in place, HR and line managers can be
far more confident in dealing with employees with
cancer. It’s a foundation that allows them to concentrate
on building up the relationship and trust, having those
human conversations that people really need. Work can
be an important part of the recovery of cancer patients,
providing friendship, support, a sense of routine and
normality after all they’ve been through. So vocational
rehab can be a really valuable part of improving
wellbeing - as long as the basis of communications and
management is there.”

Gillian Hailstones, Head of Centre Operations, 
Maggie’s Centres (a national network of centres
providing free, practical support to people with cancer,
their family and friends)
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When in early 2015, Check4Cancer began a new
prostate cancer screening campaign at print
specialists Balreed, it seemed very familiar
territory. Cambridge-based Check4Cancer are
experts in early cancer detection in the
workplace, and have run such campaigns for a
number of corporate clients, including Hewlett
Packard, Mazars, BNY Mellon and Lend Lease.

Every client is unique, however, and there was one aspect to
the Balreed campaign which was more unusual than most – 
it had been sparked by the company owner’s personal
experience with the disease, and a chance discovery that 
had probably saved his life.

“I had a medical which revealed a high PSA
level,” says group managing director Robin
Stanton-Gleaves. “So I went to my GP, and
was then diagnosed with aggressive
prostate cancer. I didn’t have to have that
medical, but did, as my own choice. Had I not
done that, I would never have had a clue
about the cancer inside of me.”

At the time, Robin was just 46. The cancer was sufficiently
advanced that it required a radical prostatectomy – complete
removal of the prostate. When he had first announced the
news within his company, it had put Balreed’s 204 employees
into a state of shock. Robin’s PA Natalie Miles recalls:
“There were lots of concerns, and he received emails, phone calls,
text messages, with many people offering help in some way – just
whatever they could do.”

What happened next, however, wasn’t so much about what
the staff could do for Robin, but what he could do for them.
“Robin was at a stage where he had to have immediate
treatment,” says Natalie. “But it was discovered by accident – he’d
had no symptoms. It struck him that had he not had that test he
could have discovered it much further down the line, and it could
have been much worse. So, he wanted to do something about this
for staff.”

Prostate cancer is the second commonest cause of cancer
death in UK men after lung cancer. In 2012, 10,800 men died
from prostate cancer in the UK – 30 every day. Robin’s plan
was to raise awareness of the dangers and symptoms of
prostate cancer, and then offer every male employee and
every female employee’s partner a test. “In fact, dads and
relatives were invited to come along as well,” he says.

Natalie had the task of getting the campaign off the ground –
which meant finding specialists who could implement it. “My
first port of call was the charity Prostate Cancer UK. They were very
helpful in showing us what we could do to raise
awareness. We then saw a case study of Hewlett Packard, who’d
had Check4Cancer implement several successful awareness and
screening campaigns for them, including a prostate campaign.
From there, we got directly in touch with Check4Cancer.”

The campaign ran in January 2015. 94 tests were conducted in
total, with most of the male members of staff who were within
the demographic taking advantage of them. 

Case study: 
Cancer diagnosis spurs Balreed
boss to offer free tests
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“What was great about Check4Cancer was
that they were able to evaluate individual
risk through an online questionnaire taking
into account age, family history, ethnicity,
urinary habits and so on,” says Natalie.

Due to patient confidentiality it is not known how many
people returned positive results, but Robin wrote to every
person who had been given the test pledging the company’s
support wherever it was needed.

“Most of those people who were tested will have gone away with
peace of mind,” says Natalie. “But even for those who may have
had elevated PSA levels which don’t indicate cancer, it will have
prompted them to get their prostate health checked regularly.
That was one of the things we really liked about Check4Cancer,
that they gave personalised analysis for people, and suggested
when it would be wise to get checked again the following year, or
in a few years’ time.”

Robin’s own treatment was successful, and he is now back 
at work. He is determined that this should not be a “one-off”,
however, and is considering further campaigns within 
the company. 

“Cancer is with us all the time...  And it
affects everyone. My father died from it
and my mother died from it, so I was
affected by cancer long before I ever
had it. But the sooner it is detected, the
better it can be treated, with fewer side-
effects. My side effects are life-changing.
Had I found out earlier, perhaps I could
have had a different treatment.

For me, it’s about giving something back. 
I do treat my business as my extended
family. My job is to grow my business
and I do that through my people,
so I care for my people.”

Robin Stanton-Gleaves,
Group Managing Director at Balreed
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“Overall feedback has been absolutely fantastic. Many people
have said that they would never have gone to a session like this
before. One of the guys in Italy said he had been meaning to go
and get checked for a long time. His wife had been getting on to
him to have some checks, and it was just about time – he was
struggling to make time to go out to the GP. Then the email
popped into his inbox offering an appointment. So he had the
checks, got the all-clear, and so had all that anxiety removed.”

Gemma Bourne, Head of CSR and Lend Lease
Foundation (EMEA)

“It was a pleasure working with you and your team; a team who
care about what they do and work so hard to make everything
work as well as it does. I look forward to working with you again.”

Nigel Freestone, Campaign Site Ambassador, Hewlett-
Packard

“I feel so very lucky that my cancer was diagnosed very early on,
and I dread to think what could have happened if I had not had
the BreastHealth UK screening at work which resulted in me
having the biopsy, it could so easily have gone undiagnosed for a
lot longer.”

Marisa, Employee, Hewlett-Packard

Over 2,000 Check4Cancer clients have taken the time to provide their feedback,
with 93% rating their experience as ‘excellent’ or ‘very good’.



Reed Business Information (RBI) provides business
information, data and marketing solutions to
professionals in many of the world’s biggest
industries. In 2014, in partnership with their
strategic health and wellbeing provider Kamwell,
they engaged Check4Cancer to run their first skin
cancer campaign offering casual skin checks to
employees at their headquarters in Sutton. This was
then extended to their London office in May 2015.

The SkinAware campaign was introduced as part of the
company’s first Living Well Fair in November 2014. 

Kirsten Samuel, MD of Kamwell, explains: “The fair was a big
success and had a really positive impact on RBI’s people. In a move
to focus more on prevention rather than cure, we wanted to
introduce some new services that would help create awareness,
educate and inspire employees to look at their own wellbeing and
take action if they wanted to.”

To help develop the services they wished to offer, RBI took a
poll of employees to ask what health issues mattered most to
them, and cancer came up as a key area of concern. Lawrence
Mitchell, Global Marketing Director, and Executive Sponsor for
Wellbeing, comments: “We have had a number of cases of cancer
in recent years – in fact, not long ago there were three people in
one department who died from different types of cancer. We do the
Marsden March to raise funds as a result of that. Everyone knows
someone who has cancer or who has recovered from it.”

For the first Living Well Fair, helping employees to understand
their personal health data was an important component. In
addition to blood pressure, glucose and cholesterol

screenings, Kamwell suggested introducing early cancer
detection checks, due to the importance of finding and
treating cancer early and saving lives. “We then asked ourselves
which types of cancer we could screen for that would really make
a difference,” says Lawrence. “Skin cancer was one we felt we
could really deliver on.” 

“It was something that all of RBI could sign-up for,” adds Kirsten.
Other cancer screenings are only available for people over a
certain age, or specifically for men or women, but SkinAware is
inclusive and available to staff of all ages. Kirsten had
previously worked at Hewlett Packard, where Check4Cancer
had run several highly successful campaigns, so they were the
natural choice to carry out the campaign at RBI. “It was
important to find a partner that was highly experienced and
qualified in this area with a good track record.”

Check4Cancer provided the SkinAware campaign for RBI
employees, which was entirely paid for by the company. The
first skin examination in November was so popular that an
additional nurse had to be resourced to help with the
demand. There were four referrals for further investigation
after one day of 90 skin examination.

Such was the level of interest that further checks were offered at
a second Living Well Fair held at RBI’s London office in May 2015.
This again involved two skin nurses, each doing 10-15 minute
appointments, and again, it was fully booked. The nurses were
looking at moles and any other skin issues that individuals had,
such as discoloration. “I had the check as an employee,” says
Lawrence, “because I had some things that I had concerns about.
We also had scans that reveal hidden damage to the skin, and were
shown images of skin cancer so we had points of comparison. I
know a lot of staff members found it very useful and reassuring.”

He adds: “We know that a lot of people are concerned about
things like that but may not have time to go and see a doctor,
and that can lead to problems down the line. Being able to see
someone quickly and efficiently in the workplace is incredibly
helpful – and when someone tells you it’s nothing, it’s a weight
off your mind.”

Case study: 
SkinAware at Reed
Business Information

12



About the SkinAware
service
The SkinAware service combines three elements
each of which can also be provided individually as
required and is only available on a company funded
basis. Prices are negotiable depending on company
size and the extent of the service offering:

1. A 40 minute presentation plus Q&A session by an
experienced clinician focussing on skin cancer, self-
awareness, risk factors, symptoms and treatment
options. This includes provision of information
brochures and suits a group size of up to 40 people.

2. A Wellbeing day led by an experienced clinician
who offers Q&A throughout the session from an
information stand.

3. An informal check of easy to display moles or
lesions. Each employee will be allowed to select up
to 2 moles or lesions to be checked in a 10 minute
examination. All moles checked will be classified as
normal or abnormal by a specialist skin nurse
practitioner but there will be no reporting. It will
then be up to the individual to seek further help
from their GP or in a private consultation either as
self-pay or through private medical insurance.

In addition to regular skin examination, SkinAware
service also includes a detailed sun damage report
using ultraviolet-imaging technology (face area). This
image allows for analysis of the face in terms of the
pigment, vascular and ageing changes induced by
damaging UV radiation.

For more information about the benefits of the UV
imager, please visit our website. If you would like to
offer SkinCheck or SkinAware to your employees
contact us on 0800 085 6663

He recalls that one of the nurses who did SkinAware – who
works in a hospital and sees very advanced cases of skin
cancer – commented that it was good to see people earlier in
that journey. “It’s much easier to deal with it at that stage than
waiting until it is a major problem.”

Feedback from staff proved equally positive. “We did a post
wellness event survey, and we got fantastic comments, which
were nearly all about how great it was that the company was
doing this,” says Lawrence. “RBI has a big culture of giving back.
Every employee has two days to volunteer for worthy causes, and
cancer-related causes are always very popular. Like it or not,
cancer is a big part of our life, and the more aware we are of that
and the more employees are supported and able to look after
themselves, the lower the number of cases will be.”
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“More Living Well events and initiatives will
take place at RBI in the future and cancer
screenings will always be an important
element, as it affects so many of us. It is
great to see companies like RBI truly
embracing wellbeing into their culture, and
to see the positive impact it is having on
their people and business” Kirsten says.

Lawrence adds: “You can’t get high
performance in a company if you don’t
have high-performing people. If they are ill,
that’s not good for them or the company,
and I think more and more businesses are
taking responsibility, supporting their
employees to be well and to work well.”



BNY Mellon is a global investments company
with expertise across the investment lifecycle.
Headquartered in New York, the company
delivers informed investment management and
investment services in 35 countries and more
than 100 markets. In April 2015, BNY Mellon ran
a Bowel Cancer Awareness campaign for its
7,000 employees in the UK and Ireland.
Implemented by Check4Cancer, it also offered
employees free bowel cancer tests which could
be carried out in the privacy of their own homes.

As part of their existing flexible benefits platform, BNY Mellon
already had in place options for employees to sign up for
various cancer checks, all provided by Check4Cancer. Melanie
Hilton, EMEA Wellbeing Manager, BNY Mellon, comments: “We
have been working with Check4Cancer for several years to help
raise awareness amongst our employees and encourage each of
them and their families to be cancer aware and know what signs
to look for. Our first campaign was for breast cancer after which
we added a breast cancer check to our flexible benefits platform,
for both employees and their partners.” BNY Mellon has since
expanded the flexible benefits menu to include BowelCheck,
SkinCheck, GynaeCheck, LungCheck and ProstateCheck as
well as BreastCheck.

In addition to these BNY Mellon runs annual campaigns as
part of its wellbeing programme, each focusing on a different
area of health. “Previous campaigns have included Cycling to
Work, Walking to Work and Healthy Heart schemes,” explains

Melanie. “We also engage employees by focusing on different
cancers at different times. As well as the breast cancer awareness
campaign a few years ago, last year we had a skin cancer nurse
attend our wellbeing fairs.”

One of the key campaigns this year focused on Bowel Cancer
Awareness, timed to coincide with Bowel Cancer Awareness
month in April. 

There were specific reasons why BNY Mellon had chosen to
talk about this type of cancer. BNY Mellon realised this was
one of the most common cancers experienced in the
company, potentially a very costly cancer to treat.

Lifestyle factors play a significant part in bowel cancer risk,
increasing the likelihood of contracting bowel cancer by an
estimated 54%. If it is caught early, treatment has a high
probability of success – around 90%. “We felt this was an
important topic on which we could have a genuine influence,”
says Melanie, “through raising awareness about lifestyle factors to
help prevent it, and also offering tests which could detect it early
for a better outcome.”

Although predominantly an information and awareness
raising initiative, the campaign offered the opportunity of a
free test to any employees who was concerned that they had
symptoms, or felt they were at risk. The tests were available to
those aged 45 and over (as with most cancers, age is a factor)
and used a home testing kit for maximum convenience.

Over 1,400 unique visitors used the dedicated website created
specifically for this campaign, out of a total workforce of circa
7,000. Of these, over 100 people who were eligible signed up
for the tests, demonstrating that the campaign had an impact.
Melanie noted that based on the success of the campaign, she
is confident this figure would be significantly higher if a high
proportion of the workforce was not already covered through
BNY Mellon’s company paid health screen. “In February 2014,
we introduced a company paid preventative health screen for
employees aged 45 years and over. This means every 1 ½ years,

Case study: 
Bowel Cancer Awareness
campaign at BNY Mellon
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dependent upon age, they can get a full body MOT. As part of
this screening there is a test for bowel cancer. In the last 12
months we have seen 54% uptake.”

BNY Mellon decided to complement this benefit and offer
additional, free testing as part of the one-off bowel cancer
campaign.

“We felt very strongly that it was important
to be able to offer immediate support and
help to our employees who may become
worried about their bowel health as a result
the campaign.”

Melanie notes that feedback on the campaign received
through the company’s intranet has been overwhelmingly
positive. “One person commented that they thought what we
had done was amazing. They had bowel cancer a couple of
years ago and believed that if they’d seen a campaign like this at
the time, they would have been much more informed as to
what the symptoms were and what they meant. It’s a type of
cancer that people tend not to discuss. In many ways, this is why
campaigns like this are vital.”

Another important factor is that BNY Mellon’s employees have
been armed with valuable information about their own health,
and how to monitor it. “Individuals may not be concerned right
now, but hopefully they will be able to recall what they have learnt
from the campaign. In the future, should they experience
symptoms which could potentially be the result of bowel cancer,
they will recognise them and know to go and get checked out.”

Looking to the future, BNY Mellon intends to run further
cancer-specific campaigns.

“We are extremely pleased with the impact
this year’s campaign has had and are
working on our next campaign.” 
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About the
BowelAware service
This service combines three elements each of which
can also be provided individually as required and is
only available on a company funded basis. Prices
are negotiable depending on company size and the
extent of the service offering:

1. 40 minute presentation plus Q&A session by an
experienced clinician focussing on bowel cancer,
self-awareness, risk factors, symptoms and
treatment options. This includes provision of
information brochures and suits a group size of up
to 40 people.

2. Wellbeing day led by an experienced clinician who
offers Q&A throughout the session from an
information stand.

3. Free bowel cancer tests which could be carried out
in the privacy of their own homes.

Once the home testing kit sample has been returned
to BowelHealth UK in a pre-paid return envelope by
the employee, they will receive results within 5 days
advising them if further investigations are needed.

For more information about the BowelAware Service,
please visit our website.

If you would like to offer BowelCheck or BowelAware
to your employees contact us on 0800 085 6663
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Case study: 
Cancer screening offered to employees and
families at Cambridge University Press

In June 2015, the Press decided to offer colleagues a wide menu
of possible cancer checks from which they could choose on an
annual basis, but with access points every month for new staff or
those who came late to the benefit programme.

Cancer check services that employees could sign up for
comprised BowelCheck, BreastCheck, Mammogram, LungCheck,
SkinCheck and ProstateCheck, thus covering some of the most
common cancers, including several (skin, lung and prostate) that
are not routinely screened for by an NHS programme.

To raise awareness of these benefits – offered on a salary
sacrifice basis – the Press had a launch event in July 2015 in
partnership with Check4Cancer.

The cancer screening offered by the Press via Check4Cancer was
made available to employees through a salary sacrifice scheme,
and was designed to have minimal administrative impact on the
hosting company.

“We had a meeting with Check4Cancer and
they literally arranged everything for us,”
Check4Cancer then got together with the
Press’s communications team to arrange a
launch event where employees could be
informed about the new benefits.”

“There was a website set up especially for us, and that was
launched across the company with our comms team, and then a
representative from Check4Cancer came in and did a
presentation for which we had very good turnout. People came
and asked questions about the cover, listened to what was on
offer and how it worked. And that was it – it was launched.”

The benefit is accessed via the Press’s intranet pages, and is also
flagged up at all the new-hire inductions, to ensure it is brought
to the attention of new employees.

The checks were made available under a salary sacrifice scheme.
Olivia explains: “We pay for it and then reduce the cost of each
cancer check from the employee's contractual pay. This reduces
the monthly gross pay that the employee receives so the cost is
spread over a year, rather than in one go.” Nevertheless,
employees actually have the opportunity to opt in every month.
“Employees are limited to having one screen a year, but the
scheme is open every month for those who may not have been
with the company when it was launched or just people who
decided later that they wanted to be tested. Life doesn't wait for
once a year.”

Data from the first six months following launch shows:
• Total uptake 61
• 32 chose SkinCheck, 10 BreastCheck, 8 ProstateCheck, 7

BowelCheck

  While no cancers have thus far been detected, such checks offer
peace of mind for those who may be worried about the
personal impact of the disease – a factor that was clearly of
significance in the case of the Press, where several losses to
cancer had previously been experienced.

The benefits continue to be offered on an annual basis, with
further promotional events being considered. “We hope to have
a wellbeing event every year, and plan to have Check4Cancer
involved doing a presentation on the anniversary of the 
 original launch.”
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Who we work with
Check4Cancer works with a growing number of employers, including: 
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Wellbeing initiatives have had a reputation for
intangible, hard-to-measure effects. The best way
for HR to help more staff is to look closely at the
figures involved for their demographic, and the
different, practical ways in which cancer risks can
be lowered, more cases caught early and more
people kept healthy, happy and engaged. 

There are many kinds of costs to employers from cancer, and
they’re growing year on year. It’s estimated to be responsible
for 29% of long term absence. Time off work for patients and
their carers costs employers £5.5 billion each year in terms of
lost productivity (Macmillan Cancer Support, 2012). The
numbers of people living with cancer mean it's becoming
more similar to other chronic illnesses, like heart disease,
diabetes or epilepsy, meaning long-term implications for
family, friends, colleagues and carers.  Cancer is also treated as
a 'disability' under the Equality Act and so employers need to
provide flexibility and 'reasonable adjustments' in working
routines and environment.

But general figures aren’t good enough to make a case.

What’s the value of early cancer
detection for your staff? 

Early detection is critical for improving rates of cancer survival
and limiting the need for, and extent of, treatment. It saves
lives and also means less treatment is usually required. NHS
data suggests early diagnosis of all cancers would reduce the
huge cost burden for the UK by as much as £210 million per
annum and help to improve the chances of survival for over
52,000 patients.

Use the Cancer Impact Calculator 

A web tool, developed by Health At Work Wellness Actuaries,
assesses financial savings from introducing early cancer
detection services. The Cancer Impact Calculator (available
free at www.Check4Cancer.com/CIC) is based on current data
on the risk of cancer among people of working age in the UK
and information on the levels and nature of undiagnosed
cases across different cancer types. The actuarial model draws
on insights from cancer specialists into the stages of tumour
growth and post-diagnosis treatments, the costs involved,
likely levels of workplace absence, and longer-term treatment
and survival rates. Average figures are used on absence rates,
presenteeism costs, average death and private medical
benefit costs and typical turnover rates. Based on the data, the
model projects future outcomes for everyone tested over a
10-year period, comparing the tested individual to someone
that has not been tested.

Take into account rising Private
Medical Insurance costs

From November 2015, insurance premium tax (IPT) rose from
6% to 9.5%. Punter Southall Health & Protection have
calculated that a medical insurance scheme with 500
members paying a net premium of £450,000 a year will see a
£15,570 rise in IPT, making the total payable £42,750, with
further increases in NI and benefit in kind tax. Additionally, the
increasing number of claims relating to cancer means that
premiums themselves will continue to rise.

Building a 
business case

Few issues are more emotive or more personal than a cancer diagnosis.
So talking in terms of cost benefit analysis sounds cold. Ultimately
though, it’s clear thinking and solid financial arguments that get support
at board level to make new services and support possible.
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Include cancer awareness
information in your
communication plans

An effective and low-cost way of reducing levels of cancer risk
over time is to run internal communications initiatives. Cancer
awareness content delivered through existing channels,
webinars, FAQs, video clips etc, are important in encouraging
employees to re-think lifestyle choices and behaviours, and be
more likely to pick up on any early symptoms and issues.

Reputation is valuable too

The reason for introducing cancer screening for employees
isn’t just financial. In addition to an employer’s statutory 'duty
of care’, it’s an issue of social responsibility. The Department of
Health has already asked employers for help in combating
cancer and staff themselves are increasingly looking to their
employer for support. Offering cancer awareness and
screening is an increasingly important part of employer
branding and a key strategy to facilitate employee recruitment
and retention.

Time off work
for patients and their carers 
costs employers 

£5.5 billion
each year

Cancer
is responsible for

29% of
long term absence

from November 2015
insurance premium tax (IPT) rose from

6%to9.5%

more than352,000 people

are now diagnosed with 
cancer in the UK each year
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If you have any questions please call our friendly team on 
0800 085 6663 between 08.00 and 18.00 Monday – Friday 
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Cambridge
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