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MENOPAUSE POLICY



This policy sets out the Town Council’s commitment to supporting officers experiencing the menopause and the procedures in place to deliver this support
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1. Introduction

1.1. Seaford Town Council is committed to safeguarding the health, safety, and wellbeing of its officers and ensuring all individuals are treated with dignity and respect. 
1.2. The Council recognises that some officers may need additional support and consideration to improve their work experience, particularly during menopause.
1.3. By acknowledging this, the Council is committed to creating an open and supportive culture in which officers feel comfortable discussing, without embarrassment, how menopause-related symptoms may be affecting them at work.
1.4. Thus, the Council is dedicated to supporting officers experiencing menopause and ensures that managers are informed of the need to provide reasonable adjustments where necessary to minimise the impact of symptoms on officers’ ability to perform and undertake their duties and workload.
1.5. This policy provides guidance for both officers and managers on how to support individuals who are experiencing perimenopause, menopause, or post-menopause.

2. Aim and Scope

2.1. The purpose of this policy is to provide guidance on supporting Council officers who raise menopausal issues, not only for individuals experiencing menopause, but also for those indirectly affected, including managers and colleagues.
2.2. To achieve this, the policy also addresses:
· Providing clarity and direction on how the Council will manage and support menopause-related issues.
· Reducing potential absenteeism related to experiencing menopause and supporting officers to remain effective in their work. 
· Raising awareness and understanding of menopause among all colleagues, enabling officers to have open and supportive conversations and feel confident in using the policy.
· [bookmark: _Hlk214271196]Creating an environment where officers experiencing menopause feel confident to raise issues about their symptoms and request support and adjustments when needed.
· Ensuring that managers are informed about the possible symptoms of menopause, their impact on officers, and the measures that can be taken to support affected individuals, including implementing reasonable adjustments.
2.3. By adopting and applying this Policy, the Council aims to promote equal opportunities for all and eliminate discrimination related to age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation.
2.4. For the purpose of this policy, menopause, includes the perimenopause and post-menopausal stages.

3. Who This Applies To

3.1. This Policy shall apply to all officers of the Council, irrespective of their employment status, i.e., whether they are engaged on a full-time, part-time, temporary or permanent basis.
3.2. This policy shall not apply to councillors or any third parties engaged in work on behalf of the Council, including, but not limited to, agency personnel, consultants, and providers of services or supplies whose staff carry out duties for or in association with the Council.

4. Legal Framework 

4.1. While no specific legislation directly addresses the impact of menopause in the workplace, employers are legally required under the Health and Safety at Work 1974 to ensure the health, safety and wellbeing of officers.
4.2. Although menopause is not a protected characteristic under the Equality Act 2010, menopause-related symptoms can, in some circumstances, have a substantial and long-term adverse effect on an individual's ability to carry out normal day-to-day activities.
4.3. From 6 April 2916, employers with 250 or more employees may voluntarily publish Equality Action Plans setting out measures to support employees experiencing menopause. The requirement is expected to become mandatory from spring 2027. Whilst the Council is not a ‘large’ employer in the terms of the 2025 Act, it seeks to replicate these provisions as best practice. As such, this policy represents the Council’s Equality Action Plan.
4.4. The Council acknowledges that less favourable treatment related to menopause or menopause-related symptoms may amount to unlawful discrimination where it is connected to age, disability, sex, or gender reassignment.
4.5. The Council is therefore committed to treating officers experiencing menopause fairly and, where appropriate, implementing reasonable workplace adjustments to reduce or remove any disadvantage arising from menopause-related symptoms.

5. Defining Menopause

5.1. Menopause is a biological stage in a woman's life that occurs when she stops menstruating and reaches the conclusion of her reproductive period.
5.2. Menopause includes three main stages:
· Pre-menopause is the period before any menopausal symptoms occur,
· Perimenopause when menopausal symptoms occur due to hormone changes, but periods still happen, and,
· Post-menopause is the period after 12 months with no periods but still experiencing the effects of the menopause symptoms.
5.3. [bookmark: _Hlk214273533]Menopause is usually a natural, gradual process, though it can sometimes occur suddenly due to medical intervention, and symptoms typically appear between ages 45 and 55.
5.4. Menopause is best described as a transition, as symptoms typically last for several years rather than being a one-time experience. 
5.5. [bookmark: _Hlk214273937]Menopause may lead to a range of symptoms, which vary in nature, severity and duration for each individual. These symptoms may also interact with one another and include, but are not limited to:
5.5.1. 	Physical symptoms:
· Hot flushes (brief and sudden surges of heat usually felt in the face, neck and chest and often require fresh air to relieve)
· Headaches
· Dizziness, aches and fatigue
· Joint stiffness, aches and pains
· Heavy bleeding and irregular periods
· Sleep disturbances that can make people feel tired and irritable, including night sweats (hot flushes that happen during the night)
· Palpitations (heartbeats that become more noticeable)
· Skin changes (dryness, acne, general itchiness) and hair loss
5.5.2. 	Psychological symptoms:
· Panic attacks
· Mood disturbances, including anxiety and depression
· Memory loss and brain fog
· Loss of confidence and reduced concentration
5.6. Menopausal symptoms may worsen pre-existing conditions, potentially resulting in discomfort, distress, physical pain, and thus reduced effectiveness at work, and may create challenges for officers in performing their daily tasks.

6. Statement of the Council

6.1. The Council is committed to equality, diversity and inclusion, embracing a culture in which every officer and member of the community is treated fairly, represented, and genuinely respected. 
6.2. By adopting this policy, the Council supports a respectful and supportive environment for all officers and managers, where menopause-related distress and concerns can be managed through appropriate adjustments and mutual respect.
6.3. To foster this culture and environment, the Council attaches significant attention to avoiding:
· Lack of awareness about menopause
· Unsympathetic management of menopause-related concerns
· Increased emotional stress due to insufficient managerial support
· Limited access to toilets and inflexible break times
· Negative attitudes toward officers experiencing menopause
· Poor access to drinking water 
6.4. The Council has a zero-tolerance approach to any bullying or inappropriate behaviour in the workplace. Therefore, if an officer is mistreated by a colleague due to menopause-related matters, this behaviour will be investigated and where appropriate, treated under the Council`s Disciplinary Policy.

7. Roles and Responsibilities

7.1. The Council recognises that achieving the objectives of this policy (see Section 2) requires collaboration between managers and their staff members. The following roles and responsibilities demonstrate the Council’s commitment to these principles:

· Line managers are responsible for ensuring that they:
· Familiarise themselves with the Menopause Policy and understand the support that they can provide to officers.
· Promote open conversations and encourage a culture where officers feel able to talk about their symptoms, appreciating the personal nature of the conversation, and treating the discussion sensitively and professionally.
· Keep all information shared by the officer in the strictest confidence and do not share further without the officer’s consent.
· Consider support arrangements and implement accordingly for officers who are perimenopausal, post-menopausal, or who are currently going through the menopause and experiencing symptoms, ensuring all agreed reasonable adjustments are adhered to, recorded and reviewed regularly to evaluate their effectiveness.

· HR & OD Manager is responsible for ensuring that they:
· Provide support, advice and guidance to managers about how to handle and address absence and performance issues related to the menopause.
· Maintain up-to-date knowledge of what is available to support officers experiencing menopausal symptoms.
· Record adjustments agreed, and actions to be implemented. 
· Ensure that officers are made aware of the support mechanisms available within the council and are signposted to further resources externally.
· Encourage officers to seek help and support for menopausal-related concerns to manage their wellbeing in the workplace.

· Officers will:
· Put effort into understanding their responsibilities under this policy.
· Take personal responsibility to prioritise their own health and wellbeing, and to speak to their GP for advice and regular check-ups.
· Report any concerns they may have to their line manager if they are struggling with any aspect of their role because of symptoms associated with the menopause.
· Report any instances of harassment, bullying, victimisation or discrimination related to menopause, whether experienced personally or witnessed.


8. Requesting Support

8.1. [bookmark: _Hlk213839911]Officers who feel that menopause or associated symptoms are affecting their work or daily tasks are encouraged to discuss their concerns and/or needs with their line manager, allowing appropriate support to be provided and work performance maintained.
8.2. In cases where officers do not feel comfortable talking about it with their line manager initially, they are encouraged to liaise with the next senior manager (e.g., the line manager's manager) or the HR & OD Manager.
8.3. If, for any reason, an officer is unable to reach their line manager (e.g., due to annual leave or sickness absence), it is the officer’s responsibility to raise the issue with the HR & OD Manager or the Deputy Town Clerk.
8.4. Requests may include temporary changes (e.g., adjustments to workspace arrangements) or seeking external supports such as guidance for accessing counselling services. 

9. Council’s Support

9.1. When support is requested, the Council will seek to provide appropriate support.
9.2. The Council will consider all requests for reasonable adjustments required to comply with the aims of this policy (see Section 2).
9.3. The Council will maintain confidentiality regarding any personal information shared and will securely store any related documents or written statements.
9.4. The Council recognises the rights of its officers to medical confidentiality whilst also recognising their responsibility to maintain work performance. Where menopause-related concerns affect an officer’s wellbeing or work, they are encouraged to have a confidential and supportive discussion with their line manager to identify appropriate support, and where necessary, reasonable workplace adjustments.

10. Reasonable Adjustments

10.1. [bookmark: _Hlk213841522]The Council recognises that menopause symptoms can vary significantly between individuals and may affect an officer’s comfort, wellbeing, attendance, and ability to carry out their role.
10.2. The Council will ensure that officers experiencing menopause are not placed at a disadvantage and where appropriate, will provide reasonable adjustments (e.g., temporary changes to duties or easy access to workplace facilities) to support them.
10.3. Reasonable adjustments, as referred by the Council, refer to measures designed to remove or reduce any disadvantage experienced by officers going through menopause. These adjustments should be practical to implement, affordable, and not harmful to the health and safety of the officer and other colleagues.
10.4. Adjustments will be implemented only if a clear need for additional support has been identified.
10.5. Adjustments will be applied in consideration of both the Council’s operational requirements and the officer’s needs.
10.6. The Council acknowledges that it is important to understand the barriers an officer may face. Therefore, line managers are expected to engage in discussions with officers to understand the barriers they face and determine the most suitable adjustments to reduce the impact of menopausal symptoms in the workplace.
10.7. Reasonable adjustments that may be requested or considered include, but are not limited to, the following:

· Temporary Working Arrangements may include:
· Flexible hours or temporary shift changes to adjust officers’ working hours where menopause-related symptoms affect their usual working arrangements. This may include avoiding very early morning or late-night shifts where disrupted sleep or fatigue is a significant issue or temporarily adjusting the working environment to avoid prolonged periods in warm working environments where hot flushes or temperature sensitivity may worsen.
· [bookmark: _Hlk214355381]Additional short breaks including being able to briefly access fresh air and return without unnecessary explanation. This may include briefly stepping away from the workstation to regulate body temperature, manage hot flushes, address discomfort, or take a moment to regain focus before returning to work without embarrassment. Where appropriate, officers should feel comfortable enough discussing any ongoing need for additional breaks with their line manager in a supportive and confidential manner.
· Allowing later start or earlier finish times for GP appointments or treatments, enabling officers to adjust their working hours where necessary to attend medical appointments, treatment, or consultations relating to menopause symptoms. Where further adjustments to working hours are required to support recovery, officers are encouraged to discuss these with their line manager in accordance with the Council’s Flexible Working Policy.
· Flexibility to leave work early when necessary to support officers experiencing severe symptoms (e.g., heavy bleeding, feeling unwell, dizziness or acute discomfort) within their standard working hours.
· Adjustments to start and finish times when working from home, where the role and operational requirements allow, officers may adjust their working hours while working remotely to better manage menopause-related symptoms. This may include starting later after a disrupted night's sleep, finishing earlier during periods of severe symptoms, or temporarily varying working hours to enable employees to work more comfortably while maintaining their productivity.

· Updates for Working Environment may include:
· [bookmark: _Hlk214354144]Facilitating an accessible working environment by relocating the workstation closer to the toilet and drinking water units.
· [bookmark: _Hlk214354852]Flexibility in work wear to allow officers to use more comfortable clothing or fabrics while working.
· Providing additional temperature, ventilation and lighting controls to allow officers to adjust heaters, fans or lighting as needed and position themselves away from hot or cold spots in the office where they can get a breeze or have greater access to natural light.
· Providing a quiet working environment to support officer’s focus and overall wellbeing.
· [bookmark: _Hlk214356877]Providing extra storage for sanitary products and medicine.
· Ergonomic adjustments to ease joint pain and bodily discomfort.
10.8. [bookmark: _Hlk214357042]All requests for reasonable adjustments will be considered sensitively and confidentially, and in discussion with the officer, taking into account their individual circumstances and the requirements of their role.
10.9. Any absence or change to the working schedule must be agreed with the officer’s line manager and any absence or change should be addressed in accordance with the Council’s Absence Management Policy.
10.10. If an officer is experiencing sickness related to menopause symptoms and/or is unable to work, they must report their sickness immediately to their line manager or the HR & OD Manager, in the line manager’s absence.

11. Menopause Related Sickness Absence

11.1. The Council does not expect officers who are unwell to attend work, including when their illness is related to menopause or menopause-related symptoms.
11.2. Officers who are unable to work due to menopause should report their absence and are encouraged to discuss their circumstances openly with their line manager where they feel comfortable doing so.
11.3. Line managers will deal with such absences sensitively and confidentially, ensuring that appropriate support is offered and any discussions are conducted with dignity and respect.
11.4. Where appropriate, the Council will consider whether reasonable workplace adjustments or other supportive measures may assist an officer in returning to work or reducing the impact of menopause-related symptoms.
11.5. In cases where an officer is absent due to long-term sickness, a referral to Occupational Health will be made in accordance with the Council's Sickness Absence Policy. Where menopause is known or suspected to be contributing to the absence, this should be included in the referral to enable appropriate advice and recommendations to be provided.
11.6. The Council will seek to support officers experiencing menopause-related sickness absence through regular wellbeing discussions, appropriate workplace support, and a phased return to work where recommended and operationally appropriate.

12. Failure to Comply with the Policy

12.1. [bookmark: _Hlk214280570]While the Council encourages officers to report genuine concerns and support needs related to menopause, any officer who fails to follow the Council’s procedures for reporting or confirming menopause-related sickness absence, or who misuses this policy (including providing false information about symptoms or abusing workplace adjustments), may be subject to a thorough investigation process, and treated as a serious matter. Where appropriate, and depending on the severity of the breach, the matter may lead to formal action under the Council’s disciplinary or relevant conduct procedures.
12.2. In this case, the absence will be treated as unauthorised and will not be paid.


13. Further Support

13.1. Officers experiencing menopausal symptoms are encouraged to explore appropriate measures and options to manage these symptoms effectively.
13.2. The Council, therefore, will signpost its officers to appropriate sources of information, advice and support when needed, to help them understand and manage menopause symptoms and reduce the discomfort experienced. To achieve this, the Council recommends the following further support channels provide detailed guidance on managing menopause symptoms, treatment options, and healthcare support.
13.3. The Council encourages its officers to seek first advice from their General Practitioner (GP) as the first point of contact by reaching their GP by phone or through the NHS App or the NHS website. The Council suggest that GPs can provide the needed medical advice, possible treatment options, and recommended support tailored to the officer’s needs.
13.4. Additionally, officers can access further guidance through the following resources:
· NHS Information to access useful and detailed information and guidance for individuals experiencing menopause or early menopause https://www.nhs.uk/conditions/menopause/  or https://www.nhs.uk/conditions/early-or-premature-menopause/ official website.
· National Institute for Health and Care Excellence (NICE) Guidelines to access guidelines on care and support offered to individuals by http://www.nice.org.uk/guidance/ng23/ifp/chapter/ address
· Menopause Matters as the award-winning, independent website providing up-to-date, accurate information about the menopause, menopausal symptoms, and treatment options on the official https://www.menopausematters.co.uk/ website.
· Women’s Health Concern as one of the charity organisations, aims to support women with their healthcare by providing unbiased, accurate information on its website, https://www.womens-health-concern.org/
· Daisy Network who provides information and support to women diagnosed with Premature Ovarian Insufficiency, also known as Premature Menopause by https://daisynetwork.org/ official website.
· The Menopause Exchange as an independent advice service about the menopause, midlife and post-menopausal health. They send out a free quarterly newsletter with useful impartial help and support and it`s accessible via https://www.menopause-exchange.co.uk/ website.
· My Menopause Doctor aims to empower women with the information they need to make informed decisions about any treatment they may take to turn menopause into a positive experience that does not negatively impact their lives. Further information is available on the official https://yourmenopausedoctor.co.uk/ website.
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