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Introduction 

 

The purpose of this document is to raise awareness of the Menopause and how it might affect 

employees at work who are going through the menopause.  The CCG is committed to supporting 

employees that the menopause impacts and this guidance should be read in conjunction with the 

following policies; 

 Absence Management and Wellbeing Policy 

 Flexible Working Policy 

 Equality and Diversity Policy 

The menopause is a natural part of ageing for women. The average age for menopause is 51 years 
in the UK, over an age range of 39-59 years.  

As menopause is a normal life event for women and is not considered an illness or medical 
condition, the symptoms are often under recognised. It is difficult to predict how long or how many 
years symptoms will last. 

Not all women will have symptoms and those that do can vary in the type, amount and severity. Not 
all women will seek help for the menopause and may try self-help measures and alternative 
therapies to cope with the symptoms.  

 

What are the symptoms?  

The menopause can cause a wide range of physical and psychological symptoms that can last for 

several years. The majority of menopausal women experience symptoms, but everyone is different. 

Symptoms can fluctuate and be felt to varying degrees. Experiencing any of the typical symptoms 

can pose a challenge for women as they go about their daily lives, including at work.  

Some of the most typical symptoms of the menopause include:  

• psychological issues such as mood disturbances, anxiety and/or depression, memory loss, 

panic attacks, loss of confidence and reduced concentration 

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

• sleep disturbance that can make people feel tired and irritable  

• night sweats (hot flushes that happen during the night)  

• irregular periods and/or periods can become light or heavy  

• muscle and joint stiffness, aches and pains  

• recurrent urinary tract infections (UTIs) including cystitis  

• headaches  

• weight gain  

• palpitations (heartbeats that become more noticeable)  

• skin changes (dryness, acne, general itchiness)  

  

Role of Managers 
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Employer interventions to support women going through the menopause   recommend changing 

employer culture and the group most in need of such training is managers, so they can embody the 

open and supportive culture and lead by example to other members of staff.  

Overall evidence suggests managers need to encourage the development of shared organisational 

values, beliefs and norms within which menopause transition, like pregnancy, is acknowledged as a 

natural process and mid-life women are freely able to request adjustments to their working 

conditions.  

The role of line managers in supporting women experiencing menopause transition is crucial. 

Effective management of team members with menopausal symptoms that are impacting on their 

work will help you to improve your team’s morale, retain valuable skills and talent, and reduce 

sickness absence. 

The level of trust you build with employees will determine the extent to which female colleagues are 

able to discuss menopausal symptoms and any support or adjustments they need at work. If there 

are regular and informal one-to-ones between a manager and employee, this can provide the forum 

for a conversation about any changes to someone’s health situation, including the menopause. 

If someone tells you about their health condition, including menopausal symptoms, this should be 

treated as confidential. If they want information about their condition to be shared, consent must be 

explicit. You should discuss with them who will be told and by whom, as well as the information 

they do or don’t want shared with colleagues. 

Carry out a risk assessment  

Fulfilling your legal responsibility for health and safety will help ensure an employee’s symptoms 

are not being exacerbated by their job. Employers have a legal duty to make a suitable and 

sufficient assessment of the workplace risks to the health and safety of their employees.8 Risk 

assessments should consider the specific needs of menopausal women and ensure that the 

working environment will not make their symptoms worse. Often, making simple changes to the 

working environment can help to alleviate the impact of some symptoms. 

Discuss appropriate adjustments  

Simple changes to someone’s role or working environment can help ensure the menopause does 

not become a barrier to performance. Certain aspects of a job or the workplace can represent a 

barrier for someone experiencing menopausal symptoms. As a manager, you have a responsibility 

to consider and put in place reasonable adjustments to alleviate or remove these barriers wherever 

possible, so that women experiencing symptoms can carry on performing in their role. 

What kind of adjustments could help?  

Examples of adjustments that could be made to support women experiencing menopausal 

symptoms include:  

• Providing private areas for women to rest, recover or make a telephone call to access 

personal or professional support.  
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• Ensuring working time arrangements are flexible enough to meet the needs of menopausal 

women. For example, they may also need more breaks during the day, or may need to leave 

work suddenly if their symptoms become severe.  

• Facilitating a comfortable working environment wherever possible – including adequate 

drinking water supplies, temperature-controlled areas, and access to toilets and showers or 

washing facilities. 

• Menopause affects people in different ways, but there are some practical steps you can take 

to support women experiencing the menopause at work, and help to minimise some of the 

most common symptoms.1  

Sleep disruption and/or night sweats  

• Recognise someone may take more short-term absence if they’ve had a difficult night.  

• Consider a change to shift patterns or the ability to swap shifts on a temporary basis.  

• Offer a flexible working arrangement, for example a later start and finish time.  

• Allow someone to work from home on an ad hoc basis if they’ve had a rough night.  

Hot flushes and/or daytime sweats  

• Look at ways to cool the working environment, for example provide a fan, move a desk close 

to a window or adjust the air conditioning. 

• Provide easy access to cold drinking water and washrooms.  

• Adapt uniforms to improve comfort.  

• Limit the time wearing personal protective equipment (PPE) such as face masks.  

Heavy or irregular periods  

• Provide easy access to washroom and toilet facilities.  

• Allow for more frequent breaks to go to the toilet.  

• Allow someone to temporarily work from home if they have very heavy bleeding.  

• Make sanitary products available in washrooms.  

• Make it easy to request extra uniforms if needed.  

Headaches and fatigue  

• Consider a temporary adjustment to someone’s work duties.  

• Provide a quiet area to work.  

• Provide access to a rest room.  

• Offer easy access to drinking water.  

• Allow regular breaks and opportunities to take medication.  

Muscular aches, and bone and joint pain  

• Make any necessary temporary adjustments through review of risk assessments and work 

schedules.  

• Allow someone to move around or stay mobile, if that helps.  

Psychological issues (for example loss of confidence, poor concentration, anxiety, and so 

on)  
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• Encourage employees to discuss concerns at one-to-one meetings with you and/or 

occupational health.  

• Discuss possible adjustments to tasks and duties that are proving a challenge.  

• Address work-related stress by carrying out a stress risk assessment recommended by the 

HSE.  

• Signpost to an employee assistance programme or counselling services if available.  

• Identify a supportive colleague to talk to away from the office or work area, such as a well-

being champion.  

• Allow time out from others when needed, to have some quiet time or undertake relaxation or 

mindfulness activities.  

• Provide access to a quiet space to work or the opportunity to work from home.  

• Have agreed protected time to catch up with work.  

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

For women who find their menopausal symptoms are affecting their wellbeing and 
their capacity to work: 
 

• Find out more about the menopause from available sources of information 
(see suggestions at the end of this guidance). 

 
• See your GP for advice on available treatment options 

 
• Discuss your practical needs with your line manager, HR or another manager 

you feel comfortable talking to. 
 

• Contact the Employee Assistance Programme (EAP) on 
employeeassistance.org.uk or 080032801437 

 
• Speak to your manager in relation making a referral to Occupational Health to 

discuss support and possible work adjustments. 
 

• If those you work with are supportive, this can make a big difference. Talk 
about your symptoms and solutions with colleagues, particularly those who 
are also experiencing symptoms, use humour to deflect embarrassment, and 
work out your preferred coping strategies and working patterns. 

 
• Avoid hot flush triggers (such as hot food and drinks) especially before 

presentations or meetings. 
 

• Consider relaxation techniques such as mindfulness and other potentially 
helpful techniques such as cognitive behavioural therapy, as these can help 
reduce the impact of symptoms. 

 
• Consider lifestyle changes such as weight reduction, smoking cessation and 

exercise. 

• Use technology where this is helpful, e.g. for reminders or note taking. 
 
 

Further Sources of Information 
 

• NHS guidance on menopause – www.nhs.uk/conditions/menopause/ 

 
• http://www.menopausematters.co.uk/ 

 
• Healthtalk.org – http://www.healthtalk.org/peoples-experiences/later-life/menopause/topics 

 
• Women’s Health Concerns – https://www.womens-health-concern.org/help-and-

advice/factsheets/focus-series/menopause/ 

 
• British Menopause Society – https://thebms.org.uk 

 
• The Menopause Exchange – http://www.menopause-exchange.co.uk/ 

 

http://www.nhs.uk/conditions/menopause/
http://www.menopausematters.co.uk/
http://www.healthtalk.org/peoples-experiences/later-life/menopause/topics
https://www.womens-health-concern.org/help-and-advice/factsheets/focus-series/menopause/
https://www.womens-health-concern.org/help-and-advice/factsheets/focus-series/menopause/
http://www.menopause-exchange.co.uk/
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• NICE Menopause: diagnosis and management – https://www.nice.org.uk/guidance/ng23 
 

• Menopause transition: effects on women’s economic participation – 

https://www.gov.uk/government/publications/menopause-transition-effects-on-womens-

economic-participation 
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