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Policy statement
A [ORGANISATION NAME] is committed to creating an inclusive workplace in which anyone experiencing perimenopause, menopause or post menopause is treated with dignity, respect and understanding, and is supported to remain healthy, safe and effective at work.

We recognise that experiences vary significantly. Some people have few or no symptoms; others experience symptoms that affect their wellbeing or work. We will listen without judgement, avoid assumptions, consider support individually and take reasonable, proportionate steps to remove workplace barriers.
No employee will be disadvantaged, subjected to harassment or treated less favourably because of menopause-related symptoms, a request for support, an agreed adjustment, or an association with someone experiencing menopause.

Purpose
This policy explains how [ORGANISATION NAME] will:
promote awareness and reduce stigma around menopause;
provide a clear and supportive route for employees to raise concerns or request support;
identify and manage work-related risks that may interact with symptoms;
consider and review workplace adjustments fairly and promptly;
equip managers to respond sensitively and consistently; and
monitor whether our approach is effective and inclusive.

Scope
This policy applies to all employees [and, where appropriate, workers, agency workers, contractors, volunteers and applicants]. It applies across all work locations and arrangements, including remote and hybrid work.
The policy supports anyone directly experiencing menopause and recognises that colleagues, partners and carers may also be affected. It does not replace medical advice, contractual terms, collective agreements or the organisation’s duties under applicable law.

Inclusive language: Menopause most commonly affects women, but some trans men, non-binary people and intersex people may also experience menopause. The organisation will provide support based on individual need and will respect each person’s identity and language.
Definitions
	Perimenopause
	The time leading up to menopause when hormone levels fluctuate and symptoms may begin. It can last several years.

	Menopause
	A biological stage reached when a person has not had a menstrual period for 12 consecutive months, where this is not explained by another cause. In the UK, the average age is 51, but menopause can occur earlier or later.

	Postmenopause
	The time after menopause. Some symptoms may continue, and longer-term health considerations may remain relevant.

	Early or premature menopause
	Menopause occurring earlier than usual. Premature ovarian insufficiency is generally used where ovarian function is lost before age 40.

	Medical or surgical menopause
	Menopause caused or triggered by medical treatment or surgery. Symptoms may begin suddenly.



Legal and organisational context 
Menopause is not itself a protected characteristic under the Equality Act 2010. However, treatment connected with menopause may engage protections relating to sex, age, disability and gender reassignment. Symptoms may amount to a disability where they have a substantial and long-term adverse effect on normal day-to-day activities. Where the disability test is met, the duty to make reasonable adjustments applies.
The organisation will also meet its health and safety duties, including assessing risks and protecting employees’ health, safety and welfare so far as reasonably practicable. Existing risk assessments will be reviewed where work, the workplace or an employee’s circumstances indicate that controls may no longer be suitable.
Employers with 250 or more employees may currently publish a voluntary equality action plan alongside gender pay gap information. Subject to secondary legislation, publication is expected to become mandatory from spring 2027. [ORGANISATION NAME] will monitor the final requirements and update its arrangements as necessary.
Relevant legislation includes the Equality Act 2010, Health and Safety at Work etc. Act 1974, Management of Health and Safety at Work Regulations 1999, Employment Rights Act 1996, Data Protection Act 2018 and UK GDPR. Other duties may apply depending on the circumstances.
Principles
Employees are encouraged, but not required, to disclose that they are experiencing menopause or menopause-related symptoms.
A medical diagnosis is not a routine prerequisite for an initial conversation or for considering practical support.
Managers must not diagnose, challenge an employee’s account of symptoms or provide medical advice.
Support and adjustments will be based on the interaction between the person’s needs, their work and the workplace—not on stereotypes.
Information will be handled sensitively, confidentially and in accordance with data-protection requirements.
Agreed arrangements will be recorded appropriately and reviewed because symptoms, work and individual needs may change.
Employees will not be expected to tolerate bullying, harassment, jokes or unwanted comments about menopause, age, sex, gender identity or symptoms.
Roles and responsibilities  
Senior leadership 
Approve and visibly support this policy;
Provide sufficient resources for awareness, training, support and adjustments;
Ensure responsibility and accountability are clearly assigned; and
Review themes, outcomes and organisational action without seeking unnecessary personal information.

Human Resources / People team 
Maintain this policy and related resources;
Advise managers and employees on support, adjustments, absence, performance and equality considerations;
Support referrals to occupational health or other services where appropriate and agreed;
Ensure sensitive personal data is collected, shared, retained and deleted appropriately; and
Monitor anonymised trends and recommend improvements.



Health and safety / facilities  
Ensure relevant workplace risk assessments consider foreseeable factors such as temperature, ventilation, welfare, fatigue, stress, lone work, driving, work equipment and PPE;
Support individual assessment where work may aggravate symptoms or create additional risk; and
Consider building, equipment and environmental adjustments
Managers  
Create opportunities for private, respectful conversations and listen without judgement;
Focus on work impact and support rather than requesting unnecessary medical details;
Consider adjustments promptly, seek advice where needed, and explain decisions;
Agree what information, if any, may be shared and with whom;
Record and review agreed actions securely; and
Address inappropriate behaviour and apply attendance, performance and conduct processes fairly.

Employees 
Raise work-related concerns or support needs when they feel able to do so;
Participate in relevant assessments and reviews;
Follow agreed safe systems and inform the organisation if support is not effective or circumstances change; and
Treat colleagues respectfully and protect confidential information

Menopause champion [where appointed] 
Champions provide signposting, awareness and a listening ear within the boundaries of their role. They do not diagnose, provide counselling, promise absolute confidentiality, make management decisions, investigate complaints or replace HR, occupational health, trade unions or medical professionals.
Seeking support  
An employee may approach their line manager, another manager, [HR/People team], [occupational health], a trade union representative or [other designated contact]. If the employee is uncomfortable speaking to their manager, an alternative contact will be provided.
The normal support process is:
Arrange a private conversation at a suitable time and place.
Discuss the work-related impact, the employee’s preferences and any immediate health or safety concerns.
Identify practical support or adjustments, using an individual workplace adjustment and risk assessment where appropriate.
Seek specialist advice only where it would help and with appropriate transparency and consent.
Record agreed actions, responsibility and a review date, and agree what may be shared.
Review whether the support is effective and amend it where needed.

An employee may be accompanied at a formal meeting in line with organisational procedures. For an informal support meeting, the organisation will consider a reasonable request for a colleague, trade union representative or other agreed companion to attend.
Conversations and confidentiality  
Managers will use open, neutral questions, such as: “How is work affecting you?”, “Is anything at work making this more difficult?” and “What change might help?” They should not assume that every concern is caused by menopause.
The employee and manager will agree what information can be shared, with whom and for what purpose. Information will normally be limited to what is necessary to implement support. Absolute confidentiality cannot be promised where there is a serious and immediate risk, a safeguarding concern or a legal requirement to disclose; wherever possible, this will be discussed with the employee first.
Health information is special-category personal data. Records must be factual, proportionate, securely stored, accessible only to authorised people and retained in accordance with the organisation’s data-retention arrangements.
Workplace adjustments and support  
Adjustments will be considered case by case. A change may be temporary, trialled, periodic or longer term. What is reasonable and practicable will depend on effectiveness, the role, operational requirements, cost, resources, health and safety, and the needs of others. Where a requested change cannot be agreed, the reasons will be explained and alternatives explored. Examples may include:

Improved access to drinking water, toilets, washing facilities, rest areas or changing facilities;
Temperature and ventilation measures, such as seating location, access to a fan, layers of uniform or suitable breathable clothing;
Additional or more flexible breaks and reasonable access to food, medication or wellbeing facilities;
Temporary changes to start and finish times, shifts, location, homeworking, travel or overnight commitments;
Review of workload, deadlines, task sequencing, concentration demands, presentations or customer-facing duties;
Quiet space, written instructions, reminders or other support for concentration and memory;
Review of PPE, uniform or work equipment, ensuring protective effectiveness is maintained;
Measures addressing fatigue, sleep disruption, stress, anxiety, low mood, migraines, musculoskeletal discomfort or other relevant effects; and
Time off for medical appointments in accordance with [organisation policy].

This list is illustrative, not automatic or exhaustive. Managers should use the Menopause Workplace Adjustments Guide and document agreed support using the Menopause Workplace Adjustment and Risk Assessment.
Risk assessment  
Menopause itself should not be described as a workplace hazard. Risk assessment should consider whether features of the work or workplace could worsen symptoms, and whether symptoms could affect safe performance of particular tasks.

General assessments should be reviewed where relevant—for example those covering workplace environment, stress, display screen equipment, manual handling, lone working, driving, shift work, work at height, emergency arrangements, PPE and welfare. An individual assessment may be appropriate where there is a specific concern, a significant change, higher-risk work or a need to coordinate adjustments.

The assessment will focus on work and controls, avoid unnecessary clinical detail, involve the employee and be reviewed after changes or at an agreed interval. Any immediate concern about safe working will be addressed promptly and proportionately.
Attendance, performance and career progression  
Menopause-related absence or changes in performance will be handled sensitively and consistently. Managers will explore whether symptoms or workplace barriers may be contributing, consider support and adjustments, and seek HR advice before taking formal action where appropriate.
Relevant absence may be recorded in a way that enables fair consideration under the organisation’s procedures and data-protection requirements. This does not mean all menopause-related absence will automatically be excluded from attendance management; decisions will consider the individual circumstances, equality duties and any agreed adjustments.

Employees must not be disadvantaged in recruitment, training, promotion, pay, access to opportunities or redundancy selection because they experience menopause symptoms or have requested support.

Medical and specialist support
Employees may choose to seek advice from their GP or another qualified healthcare professional. Managers must not recommend particular treatments or require an employee to pursue treatment.

With appropriate consent, the organisation may obtain occupational health or other specialist advice about functional impact, work capability and possible adjustments. A referral does not remove the manager’s responsibility to consider immediate practical support, and support need not always wait for a report.

Available organisational support includes: [EAP / OCCUPATIONAL HEALTH / MENTAL HEALTH SUPPORT / PRIVATE MEDICAL COVER / STAFF NETWORK / OTHER].

Bullying, harassment and concerns
Demeaning comments, jokes, ridicule, unwanted discussion of symptoms or treatment, and other inappropriate behaviour will not be tolerated. Concerns may be raised through [INFORMAL RESOLUTION ROUTE], the grievance procedure, dignity-at-work procedure, whistleblowing arrangements or another appropriate process.

Retaliation or victimisation against anyone who raises a concern, requests support, provides evidence or supports a colleague is prohibited and may be treated as a disciplinary matter.

Awareness and training
[ORGANISATION NAME] will provide proportionate information and training so that:

All employees understand the organisation’s commitments, available support and expected standards of behaviour;
Managers can hold sensitive conversations, consider adjustments, recognise when advice is needed and maintain appropriate records;
HR, health and safety, occupational health and facilities roles understand how their responsibilities connect; and
Menopause champions, where used, understand their boundaries, escalation routes and support needs.

Monitoring and review
The policy owner will review this policy at least annually and sooner following relevant legal or organisational change, significant feedback, evidence that arrangements are ineffective, or the introduction of final statutory equality action-plan requirements.

Monitoring may include, where proportionate and capable of being anonymised:
Completion of agreed actions and policy commitments;
Awareness and manager-training coverage;
Themes from employee feedback, staff networks, grievances or exit information;
Access to and effectiveness of adjustments;
Recruitment, retention, absence, progression or employee-experience trends; and
Feedback from recognised trade unions or employee representatives.

The organisation will not require employees to disclose menopause status for monitoring. Data will not be reported where small numbers create a risk of identification.

Related documents and resources
Menopause Ready Checklist – Gap Analysis Tool
Menopause Action Plan Template
Menopause Workplace Adjustments Guide
Manager Conversation Guide
Menopause Workplace Adjustment and Risk Assessment
Menopause Risk Assessment Considerations
Menopause Champion Programme Guide
[Equality, Diversity and Inclusion Policy]
[Dignity at Work / Anti-harassment Policy]
[Flexible Working Policy]
[Sickness Absence and Attendance Policy]
[Performance Management Policy]
[Grievance Procedure]
[Health and Safety Policy]
[Stress / Mental Wellbeing Policy]
[Data Protection and Records Retention Policies]

Further information
	Source
	Web address

	Acas – Menopause at work
	https://www.acas.org.uk/menopause-at-work


	Equality and Human Rights Commission – Menopause in the workplace: guidance for employers
	https://www.equalityhumanrights.com/guidance/menopause-workplace-guidance-employers


	NHS – Menopause
	https://www.nhs.uk/conditions/menopause/

	HSE – Risk assessment
	https://www.hse.gov.uk/simple-health-safety/risk/

	UK Government – Creating an action plan: guidance for employers
	https://www.gov.uk/government/publications/creating-an-action-plan-guidance-for-employers




Appendix A — Policy approval checklist 
	Done
	Approval check

	☐
	Replaced or removed all square-bracketed text and drafting instructions;

	☐
	Confirmed the policy scope and responsible roles;

	☐
	Consulted employees and any recognised trade union or employee representatives;

	☐
	Aligned the policy with attendance, performance, flexible-working, equality, grievance, data-protection and health and safety arrangements;

	☐
	Confirmed the available support and referral routes;

	☐
	Decided how individual records will be stored and retained;

	☐
	Trained or briefed managers before launch;

	☐
	Provided an accessible route for employees who do not wish to speak to their line manager;

	☐
	Set an owner, approval date, communication plan and review date; and

	☐
	Checked whether the organisation is within scope of equality action-plan requirements.



Template status  
This document is a general UK template and not legal advice. It should be adapted to the organisation’s size, structure, workforce, sector, locations, collective arrangements and existing policies. The legal position should be checked again when the policy is adopted or reviewed.

[image: A close up of a stamp

Description automatically generated]


2

image1.png
|| Cardinus

Risk Management




image2.png




image3.png
| Cardinus s
Risk Management = WINNER
TSI st tne year

Proud winner of the International
Risk Initiative of the Year

Quotation

“ Healthy Working Ergonomics®

Proposal prepared for: Name Surname, Job Title
Proposal submitted to: Company Name Placeholder
Date: 00 Month 2023

PARTNER





image4.png
|| Cardinus

Risk Management




image5.jpeg
British
Assessment

y

ISO 9001

QUALITY MANAGEMENT

UKAS
MANAGEMENT
SYSTEMS

8289

Assessment

Bureau
‘ 8289

ISO 14001

ENVIRONMENTAL MANAGEMENT

UKAS
MANAGEMENT
SYSTEMS

British
Assessment

Bureau @
UKAS
MANAGEMENT
SYSTEMS
8289

I1SO 27001
INFORMATION SECURITY
GEMENT

British
Assessment

‘ 8289

ISO 45001

HEALTH & SAFETY MANAGEMENT

UKAS
MANAGEMENT
SYSTEMS

Accredited

o

Gk

UKAS
PRODUCT MANAGEMENT
CERTIFICATION SYSTEMS
0142 0142





