
    

 

 
 

Report to: Personnel & General Purposes Sub-Committee, 15th December 2021 
 

Report of: Corporate Director - Planning and Governance  
 

 
Subject: ADOPTION OF A NEW MENOPAUSE POLICY 

 
1. Recommendation 

 

1.1 That the Sub-Committee approves the new Menopause Policy attached at 
Appendix 1.  

2. Background 
 

2.1 People suffering from symptoms related to the menopause are the fastest growing 
demographic in the workplace [CIPD, 2021] 

2.2 Supporting and creating a positive and open environment between the Council and 

someone affected by the menopause can help prevent the person from: 

 Losing confidence in their skills and abilities 

 Feeling that they need to take time off work and hide the reason for it 
 Having increased mental health conditions (stress, anxiety, panic attacks) 
 Leaving their job. 

3. Preferred Option  
 

3.1 To adopt the new Menopause Policy attached at Appendix 1.  This will support the 
Council’s equality and inclusion strategy and be aligned to other policies, including 
Sickness, Flexible Working and Dignity at Work. 

3.2 The proposed policy has been discussed with and is supported by the trade unions 
and the Joint Consultative and Safety Committee. 

4. Alternative Options Considered 
 

4.1 Not adopting this policy could leave the Council open to the risk of possible direct 

and indirect discrimination. [Rooney v Leicester City Council, 2019. Disability 
discrimination] 

5. Implications 
 
5.1 Financial and Budgetary Implications 

Minimal cost to implement appropriate adjustments in the workplace. 
 

5.2 Legal and Governance Implications 
This policy allows us to be clear on how we are complying with legislation. 
 



    

 

5.3 Risk Implications 
 See 5.1 

 
5.4 Corporate/Policy Implications 

Confirms the Council’s commitment to recognise and support menopause in the 

workplace. It does not form part of any employees’ T&Cs and we may amend at any 
time. 

 
5.5 Equality Implications 

Menopause is not in itself a protected characteristic under the Equality Act 2010, 

however ET case law demonstrates how an employer’s treatment of staff undergoing 
the menopause can potentially give rise to sex, age and/or disability discrimination. 

 
5.6 HR Implications 

Menopause is cited by CIPD as a key recruitment and retention issue. Women 
experiencing menopause are often at the peak of their skills and experience and the 
Council should support and recognise this valuable talent pool.  All Wider 

Management will be issued with written guidance on how to manage menopause at 
work. 

 
5.7 Health and Safety Implications 

There is a strong compliance case, with the Council having a legal obligation to 

ensure a healthy and safe working environment for all menopausal employees. 
 

 
Ward(s):   All 
Contact Officer: Catherine Simcox, Telephone 01905 722043, Email 

Catherine.simcox@worcester.gov.uk 
Background Papers: None  

 
 
Appendix 1: Menopause Policy  

 

 

 

 

 

 

 

 

  


