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ABSENCE & WELLBEING
Menopause Support Policy
Absence & Wellbeing  |  White Cube Consulting

	ORGANISATION
	[Organisation Name]

	VERSION
	Version 1.0

	DATE ADOPTED
	[Date]

	REVIEW DATE
	[Date - recommend annual review]

	POLICY OWNER
	HR / Senior Management

	SCOPE
	All employees - with particular relevance to those experiencing menopause



[This policy template is provided for guidance. Adapt it to reflect your organisation's specific culture, resources and workforce before adoption. We recommend taking HR advice prior to implementation. This document does not constitute legal advice.]
SECTION 01
Policy Statement and Purpose

[Organisation Name] is committed to creating an inclusive, supportive and equitable workplace for all employees. We recognise that the menopause is a natural stage of life that can significantly affect the health, wellbeing and working lives of many of our employees - and that without the right support, menopausal symptoms can cause unnecessary distress, affect performance and ultimately contribute to employees leaving work before they are ready to do so.
This policy sets out our commitment to providing a workplace environment in which employees experiencing perimenopause, menopause or post-menopause feel able to speak openly, access appropriate support and continue to thrive at work. It applies to all employees and to all managers, who play a critical role in creating a psychologically safe environment in which these conversations can happen.
This policy does not form part of any employee's contract of employment and may be amended from time to time.


SECTION 02
Who Does This Policy Apply To?

Menopause is a natural biological process, typically occurring between the ages of 45 and 55, though it can occur earlier - including as a result of surgery, medical treatment or premature ovarian insufficiency. The impact of menopausal symptoms varies significantly between individuals and can be profoundly disruptive for some people.
This policy applies to all employees who are experiencing perimenopause, menopause or post-menopause, regardless of age. It also applies to employees who are supporting a partner, family member or colleague through the menopause, and to all managers who have responsibility for supporting their teams.
We recognise that the menopause affects not only cisgender women but also some transgender men, non-binary individuals and others. This policy is designed to be inclusive of all employees who may experience menopausal symptoms, regardless of gender identity.
SECTION 03
The Legal Framework

Employers have a number of legal obligations that are relevant to supporting employees through the menopause. Failure to support employees adequately may give rise to claims under the following legislation:
	LEGISLATION
	RELEVANCE

	Equality Act 2010
	Menopausal symptoms may constitute a disability if they have a substantial and long-term adverse effect on the ability to carry out normal day-to-day activities. In such cases, the employer has a duty to make reasonable adjustments. Sex, age and disability are all protected characteristics - treatment that is less favourable due to menopause may constitute discrimination on one or more of these grounds.

	Health and Safety at Work Act 1974
	Employers must ensure, so far as reasonably practicable, the health, safety and welfare of all employees. This includes carrying out suitable risk assessments that take into account menopausal symptoms and making appropriate adjustments to the working environment.

	Management of Health and Safety at Work Regulations 1999
	Requires employers to assess risks to employees' health and implement appropriate control measures - relevant where menopausal symptoms create or are exacerbated by specific working conditions.

	Working Time Regulations 1998
	Rest breaks and flexible working arrangements may be particularly relevant in supporting employees experiencing menopausal symptoms.

	Employment Rights Act 1996
	Employees must not be treated detrimentally or dismissed in connection with a health condition related to the menopause. Constructive dismissal claims may arise where an employer fails to provide adequate support.


SECTION 04
Understanding Menopausal Symptoms

Menopausal symptoms vary significantly in type, severity and duration. Some employees experience mild symptoms for a short period; others experience severe, debilitating symptoms for many years. Understanding the range and nature of symptoms is essential for managers to provide effective support.
	Physical symptoms
	-  Hot flushes and night sweats
-  Sleep disturbance and fatigue
-  Headaches and migraines
-  Joint pain and muscle aches
-  Heart palpitations
-  Changes to bladder function
-  Irregular or heavy periods
-  Skin and hair changes

	Cognitive symptoms
	-  Difficulty concentrating
-  Memory difficulties ("brain fog")
-  Reduced ability to process information quickly
-  Word-finding difficulties
-  Difficulty managing multiple tasks simultaneously

	Psychological and emotional symptoms
	-  Anxiety and low mood
-  Irritability or mood changes
-  Low self-confidence
-  Reduced resilience to stress
-  Panic attacks
-  Loss of sense of identity or purpose



Menopausal symptoms are not a performance issue. They are a health issue. A manager who understands this distinction will respond with empathy and practical support - not performance management. Managers should avoid making assumptions about an employee's symptoms or their impact and should focus on the individual's experience.
SECTION 05
Our Commitments

▪ The Organisation Commits to
-  Taking menopausal symptoms seriously as a health and wellbeing issue that warrants active organisational support
-  Creating a culture in which employees feel safe to disclose menopausal symptoms to their manager or HR without fear of embarrassment, judgement or negative consequences
-  Training managers to understand the menopause, recognise its potential impact and have supportive, empathetic conversations
-  Considering reasonable workplace adjustments promptly and sensitively where an employee requests them
-  Treating menopausal-related absence with sensitivity and separately from general sickness absence records where appropriate
-  Ensuring that this policy is implemented consistently and that any failure to follow it is addressed
-  Reviewing this policy annually and measuring its effectiveness through employee feedback
▪ Managers Commit to
-  Approaching menopause conversations with empathy, discretion and a genuine willingness to help
-  Not dismissing or minimising an employee's symptoms or their impact on work
-  Exploring and implementing reasonable workplace adjustments without requiring the employee to justify or repeatedly re-explain their situation
-  Maintaining strict confidentiality - a disclosure about menopausal symptoms must not be shared without the employee's explicit consent
-  Completing any relevant awareness or training provided by the organisation
-  Referring to HR where they are unsure about the appropriate course of action
▪ Employees Are Encouraged to
-  Let their manager or HR know that they are experiencing menopausal symptoms, as early as possible - early disclosure allows support to be put in place sooner
-  Engage openly with the conversation and help identify what would be most useful to them
-  Access available support resources - including the EAP, Occupational Health and any internal peer networks
-  Tell their manager or HR if their needs change over time - symptoms can fluctuate significantly
SECTION 06
Workplace Adjustments
Where an employee's menopausal symptoms are affecting their ability to work comfortably and effectively, the organisation will explore and implement reasonable workplace adjustments. Adjustments will be agreed in discussion with the employee and reviewed regularly.
	AREA OF SUPPORT
	EXAMPLES OF REASONABLE ADJUSTMENTS

	Temperature and ventilation
	Access to a fan or cooler workspace; adjustable thermostat where possible; access to cold drinking water; lighter or breathable uniform or dress code where applicable

	Flexible working arrangements
	Flexible start and finish times; ability to take additional short breaks; home working on more symptomatic days; compressed hours or reduced hours on a temporary or permanent basis

	Rest and recovery
	Access to a private rest area where possible; flexibility around break frequency and timing; reduced exposure to high-pressure environments on particularly symptomatic days

	Toilet and hygiene facilities
	Ready access to toilet facilities without the need to formally request permission; access to a suitable changing area where needed; access to sanitary products in shared facilities

	Uniform and dress code
	Flexibility in uniform or dress code to allow breathable, natural fabrics; relaxation of formal dress requirements where practical

	Task and workload adjustments
	Temporary redistribution of high-concentration or high-stakes tasks during acute episodes; additional support with note-taking or memory aids; adjustments to shift patterns

	Attendance and absence
	Menopausal symptoms to be recorded separately from general sickness absence where appropriate; sensitivity in absence management processes where absence is related to menopausal symptoms

	Psychological and emotional support
	Access to EAP counselling; referral to Occupational Health where appropriate; regular supportive one-to-ones with the line manager or HR


Not all adjustments will be appropriate or possible in every role or workplace. The organisation will always explore what is reasonable and practical, and will engage openly with employees about what can and cannot be accommodated. Where a requested adjustment cannot be implemented, the reason will be explained and alternatives explored.
SECTION 07
How to Request Support

Employees who would like to discuss support do not need to follow a formal process. The first step is simply a conversation - with your line manager, or with HR if you would prefer.
-  Speak to your line manager - they are trained and supported to have this conversation with you sensitively
-  Contact HR directly at [HR email / phone] if you prefer a different contact
-  Access the EAP - [contact details] - for confidential support at any time, without the need for any referral
-  Ask for an Occupational Health referral where you would like independent medical advice on managing symptoms in the workplace
Employees are not required to provide medical evidence to access support. The organisation will take an employee's account of their symptoms at face value. However, an OH referral may be beneficial where symptoms are severe or where more detailed medical advice would inform the adjustments that can be made.
SECTION 08
Absence Related to Menopausal Symptoms

Where an employee is absent from work due to menopausal symptoms, this absence will be recorded sensitively and will not automatically be taken into account in absence trigger reviews where the absence is clearly linked to the menopause. Each case will be considered individually and in consultation with HR.
Where an employee's menopausal symptoms may constitute a disability under the Equality Act 2010, the organisation has a duty to make reasonable adjustments - which may include adjustments to the absence management process itself. HR will advise on this on a case-by-case basis.
SECTION 09
Confidentiality

All conversations about menopausal symptoms - whether with a manager, HR or OH - will be treated with strict confidentiality. Information about an employee's symptoms will not be shared beyond those who need to know in order to arrange appropriate support, and only with the employee's knowledge.
Employees are never required to disclose menopausal symptoms. The decision to disclose is entirely the individual's own and will always be respected.
SECTION 10
Raising a Concern

If an employee feels that they have been treated unfairly, dismissed, disciplined or otherwise disadvantaged in connection with their menopausal symptoms, they should raise this through the organisation's Grievance Policy. Where such treatment may constitute unlawful discrimination, employees may also have recourse to an Employment Tribunal.
The organisation takes any complaint of this nature extremely seriously. An employee who raises a concern in good faith will be protected from any retaliation.
SECTION 11
Support Resources

	RESOURCE
	DETAILS

	Employee Assistance Programme (EAP)
	[Provider name and contact details - 24/7 confidential helpline and counselling]

	Occupational Health
	[Provider name and referral process - self-referral or manager referral available]

	HR
	[HR contact details - all discussions treated in confidence]

	[Menopause Champion / Peer Network]
	[Name and contact details - or remove if not applicable]

	NHS Scotland - Menopause
	www.nhsinform.scot - search menopause for guidance and self-help resources

	British Menopause Society
	www.thebms.org.uk - evidence-based information for patients and professionals

	Menopause Matters
	www.menopausematters.co.uk - practical information and advice


SECTION 12
Policy Review

This policy will be reviewed annually or following any significant legislative development, material employee feedback or change in the organisation's approach to health and wellbeing. The policy owner is responsible for ensuring it remains current, relevant and genuinely reflective of the organisation's commitment to its people.
For support with menopause awareness training, wellbeing policy development or management coaching - contact White Cube Consulting at hello@whitecubeconsulting.com or call 01224 531524.
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