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MENOPAUSE POLICY 

1. INTRODUCTION 
 

The Council is committed to fostering an inclusive and supportive working 
environment for all staff. We recognise that many of our employees will 

experience the menopause and that for some, the menopause will have an 
adverse impact on their working lives. 

2. PURPOSE 
 

The purpose of this policy is to raise awareness of the menopause and the 
impact of the menopause in the workplace.  We aim to encourage open  

conversations between line managers and employees.  
 

We are committed to supporting staff who are affected by the menopause and to 
provide reasonable adjustments where needed and signposting relevant advice 

and assistance to anyone who needs it. 

3. SCOPE 
 

The menopause is a natural stage in the biological female reproductive cycle 

which usually occurs between 45 and 55 years of age but it can also happen 
earlier or later in someone's life. For many people symptoms last about 4 years, 

but in some cases symptoms can last a lot longer.   

4. DEFINITION OF MENOPAUSE 
 

There are 3 different stages to the menopause: 
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• perimenopause – this marks the end of reproductive years and can start 

8-10 years before menopause. Most notice symptoms in their 40’s. 

• menopause – is the point when a person no longer has menstrual 
periods for at least 12 months. Most notice symptoms in their 50’s. 

• postmenopause - during this stage, menopausal symptoms tend to 
subside, but may continue for 4-5 years. 

 

Some people might also experience early menopause or go through surgical 
menopause earlier in their lives. These types of menopause can be medically 

complicated, so employers should consider this when supporting their staff. 
 
All stages and types of the menopause are different and symptoms can vary 

from person to person, and range from very mild to severe.  We may refer you 
to Occupational Health for an assessment and guidance on your condition. 

5. THE EFFECTS OF MENOPAUSE 
 

Physical symptoms of the menopause can include: 
 

 hot flushes (brief and sudden surges of heat usually felt in the face, neck and 
chest) 

 insomnia that can make people feel tired and irritable 
 fatigue 
 poor concentration 

 headaches 
 skin irritation 

 recurrent urinary tract infections (UTIs) including cystitis 
 heavy and /or prolonged periods (Menorrhagia)  

 muscle and joint stiffness, aches and pains 
 weight gain 
 palpitations (heartbeats that become more noticeable) 

 skin changes (dryness, acne, general itchiness) 
 

As a result of the above, or as an extension of the hormone imbalance, 
individuals going through menopause can also experience psychological 
difficulties, including: 

 
 depression 

 anxiety 
 panic attacks 
 mood swings 

 irritability 
 problems with memory and reduced concentration 

 loss of confidence 
 
It is also commonly acknowledged that Hormone Replacement Therapy, the 

medication which is often prescribed for menopause, can have side effects which 
can cause problems at work. These include nausea, headaches and leg cramps. 

6. DISCRIMINATION 
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If an employee is put at a disadvantage or treated less favourably because of 
their menopause symptoms, this could be discriminatory if connected to a 
protected characteristic. 

7. COMMUNICATION 
 

Someone with menopausal symptoms should be supported in the same way as 

an employee with any ongoing health condition. Small adjustments to 
someone’s job or working pattern could help manage symptoms and allow them 
to continue to perform well in their role.  

 
An individual is usually best placed to recognise what might help them so the 

Council encourages employees to have an open and honest conversation with 
their line manager, that will be treated with sensitivity.  A line manager may 
also start a discussion with an employee if they notice a change in wellness, 

behaviour or performance that may be related to the menopause.   
 

We understand that some employees may feel uncomfortable talking about 
personal information with their line manager. If this is the case, employees are 
encouraged to approach another senior member of staff or HR.  

 
Line managers will also arrange follow up sessions to evaluate the effectiveness 

of any adjustments put in place. 

8. MAKING APPROPRIATE ADJUSTMENTS  
 

The Council has a legal duty to ensure working conditions do not exacerbate 

person’s symptoms, but this approach could also identify adjustments that could 
help an employee perform to their full potential.  

 
The line manager will explore appropriate adjustments to the role or working 

environment. These are assessed on a case by case basis according to the role 
and needs of the individual and the business needs of the Council. It may be 
guided by medical advice or an Occupational Health referral.  

 
Risk assessments could also help to identify potential issues including: 

 
 working long shifts 
 unable to take regular toilet breaks 

 the job requires restrictive clothing 
 the job does not have much flexibility 

 
Examples of adjustments could include:  
 

 changing the working location so employees are closer to toilet facilities, 
away from hot and cold spots around the office or to ensure greater 

access to natural light 
 allowing changes to our normal rules on work wear or adapt uniforms to 

improve comfort. 

 implementing further temperature control, such as access to a fan 
 assessing how work is allocated and whether an employee is affected at 

particular points of the day  
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 limiting the time wearing personal protective equipment (PPE) such as 
face masks (subject to any COVID-secure measures required) 

 providing easy access to cold drinking water 

 allowing additional rest breaks 
 considering flexible working  

 allowing for more frequent breaks to go to the toilet. 
 be understanding about someone working from home if they have very 

heavy bleeding. 

 providing a quiet area to work to minimise headaches. 
 signposting to the Employee Assistance Programme for counselling and 

practical advice. 
 identifying a supportive colleague to talk to, such as a Mental Health First 

Aider. 

 discussing whether it would be helpful for the employee to visit their GP, 
if they haven’t already. 

 
Once any adjustments are agreed, these will be reviewed on an ongoing basis to 
ensure they are having the required effect.  

9. TRAINING 
 

The Council will ensure that all levels of management are provided with written 

guidance on the effects of menopause; how to hold discussions with employees 
who are experiencing menopause and reasonable adjustments that can be made 
to an employee’s role to help minimise symptoms. 

10. BEHAVIOUR OF OTHERS 
 

There is an expectation on all employees to conduct themselves in a helpful and 

open-minded manner towards colleagues. The Council maintains a zero-
tolerance approach to bullying and harassment and we will treat all complaints 

seriously.  
 
If an employee feels that they have been mistreated in any way by a colleague 

because of matters related to the menopause, they should make their concerns 
known to their line manager or HR. 

11. RELATED POLICIES 
Sickness absence Management Policy 
Dignity at Work Policy 

Flexible Working Policy 
Hybrid Policy. 

Capability (Managing Underperformance) Procedure 


