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1.Introduction  

Rayleigh Schools Trust is committed to providing an inclusive, supportive, and understanding 
working environment for all employees. The Trust recognises that menopause can be a significant 
and often challenging time in a person’s life, and we are committed to fostering a workplace culture 
where open, confident conversations about menopause are welcomed and normalised. 

The purpose of this policy is to raise awareness of menopause and perimenopause, clarify the Trust’s 
position and responsibilities, and ensure all employees and leaders feel confident in discussing the 
subject with sensitivity and respect. It aims to ensure that those experiencing symptoms can access 
appropriate support and reasonable workplace adjustments, enabling them to thrive at work 
without fear that their health or wellbeing will negatively impact on their role or career progression. 

This policy also serves to reassure employees that the Trust is a responsible and proactive employer, 
and to equip line managers with the knowledge and confidence to support colleagues experiencing 
menopause-related challenges. 

2.Principles 

This policy applies to all employees and is designed to: 

• Promote a workplace culture that normalises conversations about menopause and provides 
appropriate support to those experiencing symptoms. 

• Ensure employees experiencing menopause or perimenopause are treated with dignity, 
understanding, and respect. 

• Highlight menopause as a workplace wellbeing issue and take reasonable steps to support 
affected colleagues to remain in work and perform at their best. 

• Make clear that discrimination, bullying or harassment related to menopause symptoms will 
not be tolerated. 

• Support line managers to understand menopause and its potential impacts, and to feel 
confident in responding appropriately and compassionately. 

• Provide adjustments, where appropriate, and support which will be tailored to individual 
needs, recognising that experiences of menopause vary widely. 

• Ensure compliance with relevant legislation, including the Equality Act 2010, and uphold the 

Trusts commitment to equity, diversity, and inclusion. 

3.Roles & Responsibilities 

Employees  

• Are encouraged to speak openly, where they feel comfortable, about menopause-related 

symptoms and the support they may need. 

• Should request reasonable workplace adjustments through their line manager or HR, if 

required. 

• Are expected to treat colleagues with empathy and respect, regardless of personal 

experience or understanding of menopause. 

Line Managers 

• Are responsible for creating a safe and supportive environment where menopause can be 

discussed without stigma. 
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• Will respond sensitively and constructively to any disclosure and collaborate with HR to 

explore appropriate adjustments. 

• Should seek guidance from HR if they are unsure how best to support a colleague. 

Trust Leadership 

• Will promote a culture that values health and wellbeing, including raising awareness of 

menopause across the Trust. 

• Will ensure policies, practices and culture are inclusive and supportive of all employees. 

HR 

• Will support line managers and employees by offering advice, signposting resources, and 

coordinating reasonable adjustments where needed. 

• Will provide training or guidance to line managers as appropriate. 

• Will ensure consistent and fair application of the policy and escalate issues of concern where 

necessary. 

Monitoring & Review 

• The Trust will monitor the implementation of this policy and its impact through: 

• feedback from employees and line managers; 

• analysis of absence data and wellbeing support trends; 

• review of any grievances or complaints related to menopause support. 

• A formal review of this policy will take place once a year unless there is a significant change 

in relevant legislation or business requirements which triggers an earlier review.    

4.Inclusivity Statement 

While this policy refers primarily to ‘women’ in line with the Equality Act 2010 and the associated 
legal definition, the Trust recognises that menopause and perimenopause symptoms may also be 
experienced by some trans men, non-binary individuals, and people with variations in sex 
development (VSD). We are committed to supporting all employees affected, regardless of gender 
identity, and ensuring that everyone feels safe, respected, and able to access appropriate support. 
Therefore, the Trust recognises that menopause is not exclusively a female experience. This policy 
applies equally to all employees, including trans men and non-binary individuals who may experience 
menopausal symptoms due to hormonal changes or medical procedures. 

5.Why Menopause Matters 

Menopause is a natural phase of life experienced by many people, typically between the ages of 45 
and 55, though it can occur earlier or later. For some, the symptoms can be mild and manageable, 
but for others, they can significantly affect daily life, including their experience at work. At Rayleigh 
Schools Trust, we recognise the potential impact menopause can have on wellbeing, confidence, and 
performance, and we are committed to ensuring our employees feel supported and understood. 

6.Useful Definitions 

Perimenopause refers to the transitional period before menopause, where individuals may begin to 
experience symptoms even though menstruation continues. This stage can last several years. 
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Menopause occurs when a woman reaches the end of her natural reproductive life. Usually, it’s 
defined as having occurred when a woman has not had a period for 12 consecutive months for 
women reaching menopause naturally.  

Early menopause can be experienced between the ages of 40–45. Early menopause can also be 
caused by other medical conditions such as Premature Ovarian Insufficiency (POI). 

Surgically induced menopause refers to a sudden onset of menopause immediately after surgery, 
for example, hysterectomy, or some chemotherapy. 

Post menopause refers to the years after menopause has occurred and during this stage, 
menopausal symptoms can ease. 

Andropause (sometimes known as male menopause) is a condition which is associated with 
decrease in testosterone with symptoms occurring much more gradually than the occurrence in 
women.  

7.Menopause & The Law 

While menopause is not a protected characteristic in itself under the Equality Act 2010, employees 
experiencing menopause-related symptoms may be protected from discrimination if those 
symptoms amount to a disability, or if they are treated unfairly because of age, sex, or gender 
reassignment. 
 
As an employer, the Trust has a legal duty to ensure health, safety, and dignity at work, and to make 
reasonable adjustments where necessary. Line managers must approach concerns sensitively and 
consistently, in line with our broader commitment to equity and inclusion. 
 

8.Perimenopause & Menopause 

 

The average age of menopause is 51, and it usually happens between 45 and 55 years of age, 
however it can occur any time up to the mid-60s and can equally begin earlier. Many women may not 
be aware they are perimenopausal and this can start several years before menopause. Research 
suggests 75% of women experience some symptoms and 25% have symptoms which could be 
classed as severe. It is important to note that not every woman will notice every symptom or need 
help or support. 

Symptoms can manifest both physically and mentally. Women may find that their symptoms change, 
and other symptoms may develop over time. Some women also have difficulty with not knowing 
how long their menopause will last. 

Physical, emotional or psychological symptoms commonly reported, but not exhaustive, can include: 

• Hot or cold flushes  

• Anxiety 

• Night and/or day sweats Panic attacks 

• Poor sleep including insomnia and sleep disturbances 

• Feeling low or depressed 

• Tiredness and fatigue  

• Irritability and mood swings 

• Irregular, painful, or heavy periods 

• Brain fog and problems with memory 
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• Weight gain  

• Poor concentration 

• Urinary symptoms  

• Inability to multi-task 

• Dryness, itching and discomfort  

• Loss of self-confidence 

• Worsening pre-menstrual tension 

• Heart palpitations 

• Hair loss 

• Dry eyes 

• Headaches or migraines 

• Joint pain 

The length of time that symptoms last can vary significantly between women. Perimenopausal 
symptoms can begin months or even years before a woman’s period stops, during the time known as 
perimenopause. Perimenopause often lasts around 4 to 5 years, but in some cases, it can last many 
more years, or it may only last a few months. 

A 2021 study of over 4,000 people by The Fawcett Society found that 44% of women who were or 
had been employed during the menopause said their ability to work had been affected. 61% said 
that they had lost motivation at work due to their symptoms, and 52% said they had lost confidence. 
26% of women who were or had been employed during the menopause had taken time off work due 
to their symptoms, but just 30% of them gave menopause as the main reason on their sick note. 

Employees may additionally be affected by or concerned about a family member’s perimenopause 
and menopausal symptoms which could impact them at work. In this case, employees may find 
accessing the Employee Assistance Programme useful as an opportunity to talk about it and receive 
support and signposting themselves. 

9.How to Speak with Your Line Manager 

If an employee feels unable to speak with their own line manager, they should approach another 
trusted leader/line manager, or HR. 

Prepare for the conversation by thinking about how you are being affected, what you can do to 
support yourself and what support you need. 

Consider contacting the Employee Assistance Programme (EAP) who can provide a plethora of 
information on all things menopause which may help you prepare for the conversation. The Trusts 
Employee Assistance Programme (EAP) offers menopause support which includes access to a 24/7 
helpline, menopause assessments with specialists, and resources for managing both physical and 
psychological symptoms. The goal is to provide a comprehensive, confidential, and compassionate 
support system for employees navigating perimenopause and menopause. 

Keep a diary of your menopause symptoms and how they’re affecting you. 

Think about what practical and appropriate workplace adjustments might help, being flexible and 
ideally coming up with some different options. These may be for a short period of time while you 
work with your medical professional to alleviate your symptoms. 

Agree and schedule a meeting date so that you’ll have time and a private space to talk and will be 
more likely to feel able to get your points across. 
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Consider whether you would feel more comfortable with a trusted colleague present, to support 
you during the conversation. 

Explain your situation clearly. Talk about how menopause is affecting you at work, what you’re 
doing to manage your symptoms and what your line manager could do to help. Discuss what support 
you would like, for example, workplace adjustments and timescales. Sometimes just knowing your 
line manager understands and is there to listen can help. 

Agree with your line manager what you can both do. Your line manager may need time to think 
about the best support as this may have been on your mind for a long time, but it may be the first 
time your line manager has heard about it. Allow them time to digest the information and seek 
advice if necessary. 

Do you want the conversation to be confidential? Some employees may be happy talking about 
menopause openly, others may not. Talk to your line manager about whether you want the 
conversation to be kept confidential or if you’re happy to discuss some or all of it with colleagues.  

Follow up at the end of the meeting by scheduling time in the diary to meet again, whether that’s to 
agree a way forward, to monitor progress or update.  

10.Supporting Symptoms & Making Adjustments 

As employees will have a different experience of the menopause, different adjustments may be 
needed for each individual person depending on their role and symptoms. 

Listed below are some suggestions for workplace adjustments or support options which could be 
considered. There may be other adjustments which can be discussed that are not on this list. 
Employees must note that because one employee has an adjustment put in place this does not mean 
that everyone affected by perimenopause/menopause has to be provided the same adjustment, nor 
that the adjustment should remain in place indefinitely. 

Menopause-related absences will be recorded separately and will not automatically trigger the 
Trust’s standard attendance management thresholds. Instead, managers will first focus on 
implementing reasonable adjustments. While the Trust aims to support employees to remain in 
work, where absences reach a level that significantly impacts school operations, the Trust may 
initiate a supportive Medical Capability process in line with our Absence Management Policy, 
following consultation with Occupational Health. 

Environmental adjustments  

• Temperature control, such as a fan or moving near a window, or away from a heat source. 

• Having easy access to drinking water. 

• Allowing flexibility for toilet breaks, especially during duties or lesson time 

• Ensuring storage space is available for a change of clothing, personal hygiene and washing 

products. 

• Bringing a hot water bottle or microwaveable heat pack into work. 

• Moving the employee’s desk be near a window with natural light. 

Workload or scheduling support 

• Having a quiet space to work where practical and possible. 

• Having organised time out to take medication if needed. 

• Considering the Flexible Working policy 

• Facilitating agreed protected time to catch up with work, if needed. 
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• Discussing if there are times of the day when concentration is better or worse and adjusting 

working pattern/practice accordingly. 

• Reviewing task allocation and workload. 

Communication and wellbeing  

• Utilising the Employee Assistance programme (EAP) 

• Considering a referral to Occupational Health for further advice and support. 

• Ensuring there are regular wellbeing conversations. 

• Encouraging making an appointment with the employees GP or other healthcare provider. 

• Being able to have time away from work to undertake relaxation or mindfulness techniques 

such as breathing exercises. 

11.Stress Risk Assessment  

 If there are additional stressors within the work or home environment that are identified, line 
managers should consider completing an individual stress risk assessment, as part of identifying key 
discussion areas that might support menopause symptoms by reducing areas of work-related stress 
where possible.  

It is important to remember that the above is not an exhaustive list and whilst not every woman will 
experience symptoms, supporting those who do experience symptoms will support improving their 
experience at work.  

For those employees who do experience symptoms and start a menopause-specific medication, 
there will usually be a period of physical and emotional adjustment which can take up to 3 months, 
therefore line managers should be mindful of this when discussing adjustments and support. 

12.Andropause 

Andropause is a condition which is associated with decrease in testosterone (the male hormone).  

Unlike menopause, the decrease in testosterone and development of symptoms is much more 
gradual than the occurrence in women.  

There are a number of symptoms that men may experience, including: 

• Depression 

• Mood swings and irritability 

• Loss of muscle mass and reduced ability to exercise 

• Fat redistribution 

• General lack of energy or enthusiasm 

• Difficulty sleeping or increased tiredness 

• Poor concentration and short-term memory 

These symptoms may interfere with everyday life and so it is very important to recognise and 
support employees who may be experiencing them. While andropause is less commonly discussed 
than menopause, it can significantly impact wellbeing, performance, and mental health. 

Line managers should take concerns seriously and respond with empathy and discretion. If an 
employee shares that they are experiencing symptoms that may be related to andropause, they 
should be offered the same access to support as any other health-related matter, including 
occupational health referrals, adjustments to working patterns, and signposting to medical advice or 
wellbeing resources. 
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Creating an open culture where male health issues such as andropause can be talked about without 
stigma is part of the Trust’s broader commitment to staff wellbeing and inclusion. 

13.Support & Resources 

Employee Assistance Programme (EAP) and Menopause Support: A 24/7 Helpline which can be 
accessed by calling 08000 856 148. Employees also have access to online resources by visiting 
educationsupport.org.uk/onlinesupport and using Username: worklifesupport / Password: support1 

Menopause Matters: A comprehensive, evidence-based resource offering information on 
symptoms, treatments, and lifestyle changes. Also includes forums and articles.  

Visit: www.menopausematters.co.uk 

NHS – Menopause Support: The official NHS page providing guidance on symptoms, treatments, and 
when to see a GP. 

Visit: www.nhs.uk/conditions/menopause 

The Daisy Network: A charity supporting women with Premature Ovarian Insufficiency (POI), often 
referred to as early menopause. 

Visit: www.daisynetwork.org 

Andropause Support and Resources 

NHS – Testosterone Deficiency and Andropause: Provides clear information on symptoms, 
diagnosis, and treatment options. 

Visit: www.nhs.uk/conditions/testosterone-deficiency 

The Centre for Men’s Health: A specialist clinic offering support for testosterone deficiency and 
men’s hormonal health. Site includes resources and case studies.  

Visit: www.centreformenshealth.co.uk 

Andropause Society (via European Men’s Health Forum): While broader in scope, EMHF shares 
research and position papers on age-related male health, including testosterone decline. 

Visit: www.emhf.org 

 

 

 

 

 

 

 

 

 

 


