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MENOPAUSE POLICY 

1. Introduction
Ministries Council (MC) is committed to providing an inclusive and supportive working environment for all employees.
This policy is intended to support employees who are experiencing symptoms associated with the menopause or the perimenopause (the transition phase which can last for a period of years either side of the menopause). 
This policy is aimed to help all those who are perimenopausal or menopausal but the term ‘menopause’ will be used throughout this document.
Employees within the MC should be made to feel that the menopause is not an issue that needs to be hidden; they should be assured of being able to talk about it openly without any hesitancy or fear of embarrassment. However, it should be noted that there is no obligation for employees to disclose that they are experiencing the menopause but that if they do, they can be confident that they will be listened to, understood and supported.  We will do this by using our core values to help inform our approach to encourage a culture of openness and support.
Core Values
	Service to Others
	Our roles are based on ‘Christ centred service to all’.  
We show love and kindness whilst walking alongside people.  We serve in many different ways and give selflessly.


	Spirituality
	Spirituality underpins the work that we do – it is fundamental.


	Teamwork
	When working as part of a team we are committed to valuing each member, treating people with respect, encouraging the contribution of others and recognising their efforts.


	Passion
	We are passionate about what we do and why we do it.


	Integrity
	We live out our faith with integrity.  When we work with integrity others are drawn to us and without personal integrity we will not be heard by those we serve.


	Authenticity
	People feel more comfortable around those that are authentic – we need to be ourselves.


	Commitment
 & Dedication
	We are committed and wholeheartedly dedicated to the work that we do.
 

	Compassion
	We show empathy and take it a step further by demonstrating a desire to help – compassion.




2. Aims
The aims of this policy are to:
· support an employee experiencing the menopause, and help them to minimise the impact it can have on them while at work
· create an environment where an employee can feel confident enough to raise issues about their symptoms and ask for adjustments at work
· ensure all employees know and understand what the menopause is and have access to a policy where help and support available within the MC is clearly defined, and
· inform employees and managers about the potential symptoms of menopause, what the potential consequences can be and how employees can and should be supported where required.
 
3. Definitions
Menopause is defined as a biological stage in a person’s life that occurs when they stop menstruating, and is a natural part of ageing. Normally it is defined as having occurred when someone has not had a period for twelve consecutive months. The average age for a person to reach menopause is 51, however, it can be earlier or later than this due to surgery, illness or other reasons. Around 1 in 100 people experience the menopause before 40 years of age. This is known as premature menopause or premature ovarian insufficiency.
Peri-menopause is the time leading up to menopause when someone may experience changes, such as irregular periods or other menopausal symptoms. This can be for years around the menopause. References to menopause throughout the policy should be assumed to also include people experiencing the peri-menopause.
Post-menopause is the time after menopause has occurred. During this stage, menopausal symptoms, can start to ease for many people although this can take many years.
Employees experiencing the menopause - Throughout the policy, gender neutral terms are used to describe employee who may experience the menopause. It is recognised that not everyone experiencing the menopause will identify or express themselves as a woman. People who are non-binary, trans or intersex, and who may not identify as a woman, may also experience menopausal symptoms. This policy therefore applies to anyone experiencing the menopause, regardless of their gender expression or identity.
4. Symptoms of the menopause
How long menopausal symptoms can last can vary greatly: on average they will last for around 4 years after a person stops having periods, although some people can experience them for much longer.
Symptoms can manifest both physically and psychologically, including but not limited to:
· mood changes
· memory and concentration loss
· headaches
· panic attacks
· heavy or light periods
· no or infrequent periods
· anxiety
· loss of confidence
· sleep difficulties/fatigue
· depression
· hot flushes or excessive sweating
· recurrent urinary tract infections
· joint and muscle stiffness, and
· out of character behaviour, for example uncharacteristic emotional
Each of these symptoms can affect an employee's comfort and performance at work with some employees not initially realise that they are experiencing the menopause and may try to ignore, or even misdiagnose their own symptoms. If you have any concerns about changes to your health or wellbeing, seek medical advice from your GP.

5. Menopause Policy Statement
The MC aims to provide a safe environment where all employees are treated fairly, with dignity, and respect.  The MC seeks to create an environment where staff feel confident enough to raise issues relating to the menopause.
The MC will seek to support staff who choose to disclose that they are experiencing the menopause. Support will include the consideration of reasonable adjustments to help reduce the potential impact menopausal symptoms can have on employees while they are at work.
The MC will respect each employee’s individual experience of the menopause. And, the MC will take a proactive stance to promote a greater understanding of the menopause, and seek to eradicate any exclusionary or discriminatory practices.
Discussions with line managers will be handled sensitively and confidentially, with advice from the Human Resource Department (HR)and Occupational Health service being available as appropriate. The MC will provide appropriate information and support to staff affected by the menopause.
The MC is committed to ensuring that conditions in the workplace do not make menopausal symptoms worse and that appropriate reasonable adjustments are fairly considered.
6. Supporting employees 
Employees experiencing the menopause should:
· be aware that the MC aims to ensure they feel comfortable to discuss this with their line manager, HR or with Occupational Health if preferable.
· be aware that the MC will seek to support staff by considering making suitable reasonable adjustments
Disclosing that you are experiencing the menopause
If you would like to disclose that you are experiencing the menopause, and discuss what support might be available to you, you can arrange to speak to your line manager in the first instance. If you are unable to speak to your line manager then please speak to a trusted colleague, another line manager and/or HR.
With your consent, whoever you speak to should make a record of the conversation, using Appendix 1, noting any potential issues or adjustments that you may discuss. The information you share will be strictly confidential and not shared beyond your line manager or the relevant staff within HR and Occupational Health if appropriate.
Post-menopause
If you have previously disclosed that you are experiencing menopausal symptoms and had reasonable adjustments agreed, you should notify your manager, or HR as appropriate, when your symptoms are controlled or have stopped or changed. This will help you to consider if any adjustments put in place remain appropriate. It is important to note that symptoms can sometimes reoccur after they have seemingly stopped for a period of time. In this instance, you may wish to inform your manager of the reoccurrence of symptoms and discuss what support you might require.
Line managers
The role of line managers in supporting employees experiencing the menopause is crucial. Employees can experience the menopause in a multitude of ways. Some employees may not need any assistance or require any additional support. Some employees may have much more severe symptoms and could require additional support at work to help them cope with the impact of their symptoms in the workplace. Each situation is different and there is no standard approach to supporting employees experiencing the menopause.
If an employee wishes to speak about their symptoms, or just to talk about how they are feeling, please ensure that you listen and respond appropriately, using the guidance within this policy.
As with any health-related condition, sympathetic and appropriate support from managers is crucial in order to provide employees with the support that they need.
Managers should:
· read and understand our Menopause Policy and supporting guidance
· help employees experiencing the menopause to feel supported, and to be effective in their role
· ensure employees are aware of sources of help and support, internally within the MC and from external sources (see Appendices 2 and 3)
· be prepared to have open discussions with employees and treat the conversation sensitively and professionally (see Appendix 1)
· seek consent from the employees to share information with HR and if appropriate Occupational Health service.
· be aware of sources of support both for themselves or for employees requesting any reasonable adjustments
· be understanding and make fair decisions, in line with this policy, with respect to requests for reasonable adjustments
· make a record of conversations with the employee or actions taken to support the employee, after taking advice from HR and Occupational Health as appropriate
· ensure an ongoing dialogue and review arrangements regularly to check that any reasonable adjustments agreed remain appropriate and adequate
· seek advice from the HR Department and Occupational Health service if there are any issues relating to support or reasonable adjustments that are not resolved
Effective management of team members with menopausal symptoms can help you to improve team morale, retain valuable skills and talent, and reduce sickness absence.
Good people management is fundamental to supporting employee health and well-being, spotting early signs of ill health or distress, and initiating early conversations about what support might be available.
It is important for managers to recognise that other people can be indirectly affected by the menopause, for example if a person’s partner is experiencing insomnia and night sweats, they may also experience disrupted sleep and fatigue. If an employee’s partner experiences significant physical or psychological symptoms they may be concerned for their wellbeing and feel increased levels of stress. In some cases, staff can experience relationship problems or difficulties at home during this time. These issues can have an impact on employees in the workplace and managers should be understanding and supportive of employees in these circumstances.
The onus is on managers in consultation with HR to raise concerns with the employee about the menopause if they feel it is impacting on work, even if the employee does not raise the issue with the manager themselves.
7. Review
This policy will be reviewed on a regular basis by HR and the MC to ensure adherence to best practice, and any related legislation.







































Appendices
Appendix 1 – Record of discussion

	NAME
	


	RECORD OF DISCUSSION (INCLUDE DETAILS OF ANY ISSUES RAISED, REASONABLE ADJUSTMENTS DISCUSSED, ACTIONS TAKEN ETC.)

	

















	CONSENT
	I AGREE TO INFORMATION RELATING TO MY DISCUSSION BEING SHARED WITH THE HR DEPARTMENT AND OCCUPATIONAL HEALTH SERVICE IF REQUIRED.


PRINT NAME: _________________________


SIGNED: _____________________________


	DATE
	


	LINE MANAGER
	

PRINT NAME: _________________________


SIGNED: _____________________________











Appendix 2 – Practical guidance for employees experiencing menopause symptoms 

GP Advice 
Employee should consider seeking medical advice from their GP in the first instance. 

The effects and effectiveness of treatments, including non-medical options, can be discussed with a GP.  GPs may also discuss lifestyle and how symptoms can be managed through changes that may help improve individuals longer term health.  

Research 
You may wish to learn more about the menopause yourself. Links to more information about the menopause can be found in Appendix 3. 

Make a list of your symptoms 
Make a list of the symptoms, both physical and mental, you have experienced in the timeframe associated with your periods stopping, noting that not all symptoms are necessarily always as a result of the menopause. Note how you are feeling and any changes that have occurred. If you have an idea about any preferences for treatment, take a note of this before discussing it with your GP. Similarly, if you think of any reasonable adjustments that might support you at work, note this and discuss it with your line manager in the first instance. 

Talking to your line manager about the menopause 
Ask for a discussion in a location that offers you a level of privacy that you are comfortable with and ensure that enough time is allocated for you to explain your situation. You may wish to write down any issues you want to raise beforehand. If you do, bring this to the meeting along with any thoughts or suggestions about reasonable adjustments from your discussion with your GP and/or your own research before the discussion. 

If necessary ask for someone to accompany you to help you focus on the issues you need to raise and explain this to your line manager beforehand. 

If you would prefer to speak to someone from HR in the first instance, you can contact them to arrange an appointment. If you require adjustments to help you improve your experience at work then HR in consultation with Occupational Health will most likely have to liaise with your line manager to consider this.

Considering adjustments 
The following are examples of what might be considered to be a reasonable adjustment but should not be considered to be adjustments that will be automatically made. Similarly, this list is not exhaustive and other adjustments might be considered. What is reasonable in the circumstances for each employee should be discussed and agreed between an employee and their line manager, with advice from HR and Occupational Health as necessary. 

Examples of adjustments that might be considered to support employees experiencing menopausal symptoms could include the following. 


[bookmark: _GoBack]
Hot flushes
  Considering some degree of temperature control, such as a desk fan or moving a person to a cooler area of the office or away from a heat source 
 Offering easy access to cool drinking water 
 Agreeing the need to sometimes move away from a desk to manage a hot flush, allowing a person to go to the coolest point (which may be outside), the toilet or quiet room as necessary 
 Ensure that meeting rooms are not occupied beyond the suggested capacity and that ‘time out’ of a meeting may be required

Heavy / Light periods
  Supporting access to washroom facilities both when office based and when off site on visits / meetings/ inspections. This may mean preparation in advance to check available facilities 
 Consideration of allowing a person to work from home when leaving the house and travelling is not feasible due to heavy periods. 

Headaches
  Providing quiet areas and touchdown areas as appropriate 
 Considering the provision of noise reducing headphones to wear in open offices
  Allowing time to take medication. 

Difficulty sleeping 
 Consider flexible working / agile working if necessary /change of work pattern. 

Low Mood 
 Consider offering a ‘buddy’ or someone else to talk to 
 Consider allowing a person some time to help them refocus on their work 
 Support an individual to seek support from their GP 
 Offer the Occupational Health Service in consultation with HR

Loss of Confidence 
 Offer regular one to one discussions with line managers 
 Consider protected time to catch up with work. P

Poor Concentration
  Help with establishing if there is a pattern and considering adjustments if concentration is better or worse at certain times of the day 
 Review workload with line manager 
 Support to make lists of work tasks 
 Offer quiet space and try to minimise disruption when concentration is required
  Consideration of noise reducing headphones

Anxiety and panic attacks 
 Support an individual to seek support from their GP and consider making use of internal support services through the Employee Assistance Programme - 
https://unumuk.lifeworks.com/ and our Mental Health first aiders.  Further details of these are set out in our Wellbeing at Work Policy on the intranet
 Consider offering a quiet room or space to practice relaxation techniques and mindfulness 
 Consider offering some time out for a person to take a short walk or speak to someone they trust who can help


Appendix 3 – External sources of support and advice

· Menopause matters, which provides information about the menopause, menopausal symptoms and treatment options;
· the Daisy Network charity, which provides support for women experiencing premature menopause or premature ovarian insufficiency; and
· the Menopause Café, which provides information about events where strangers gather to eat cake, drink tea and discuss the menopause.
· Acas menopause at work guidance 
· The menopause | NHS inform
· Henpicked
· NICE National Institute for Health and Care Excellence
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