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	1.1
	CRGPA recognises its responsibility to help to support employees at every stage of their working lives. This includes supporting individuals experiencing menstrual health challenges and/or who are experiencing menopause symptoms which may impact them in the workplace. 

The purpose of this document is to:

· Raise wider awareness among all staff about menstruation and menopause
· Provide practical guidance (not legal or medical advice)
· Encourage employees who are experiencing menstruation and menopause symptoms to take personal responsibility for their own health 
· Set out the responsibility of managers to be willing to engage in open conversations about menstruation and the menopause 
· Set out the support available to employees in relation to symptoms related to menstruation and the menopause and the workplace


The organisation recognises that employees experiencing menopause symptoms may have questions or concerns relating to the support available to them. It is the organisation's commitment to develop a culture that encourages open discussion so that questions and concerns can be supported as quickly as possible.


	1.2
	Menstrual health refers t the physical, emotional and social wellbeing experienced in relation to the menstrual cycle. A number of conditions may significantly impact an individual’s quality of life and ability to function at work. These include, but are not limited to, premenstrual syndrome (PMS), premenstrual dysphoric disorder (PMDD), endometriosis, adenomyosis, uterine fibroids and polycystic ovarian syndrome (PCOS). Symptoms may be chronic, fluctuating, and at times, debilitating. 

Menopause is a natural stage of life when periods stop due to lower hormone levels. Each affected individual’s experience will be unique to them; however, menopause usually occurs between the ages of 45 and 55 although symptoms may be experienced outside of this, either earlier or later, naturally, or for reasons such as surgery, treatments and illnesses, genetic reasons or other reasons.

Perimenopause, or menopause transition, begins before menopause. This is when an individual experiences symptom before periods have stopped. Individuals are considered to have reached menopause when they have not had a period for 12 months. 

Menopause affects and impacts those who have a menstrual cycle and/or some of those who are receiving, or have received, hormone replacement therapies (HRT). 
People impacted by menstruation and/or menopause difficulties can This includes most cisgender women, some trans men and women, some non-binary people and some of those who are intersex or use the term ‘differences in sex development’ (DSD). The same support and flexibility in relation to menstruation and menopause in the workplace applies to all.


	1.3
	This regulation has been integrated into the Care Quality Commission’s (CQC’s) registration requirements and falls within the remit of their regulatory and inspection approach.
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	2.1
	The purpose of a menstruation and menopause policy is to create a supportive and inclusive workplace by raising awareness of menstruation, menopause and perimenopause, reducing stigma, and ensuring employees experiencing symptoms are treated with understanding and fairness. It provides clear guidance on available support and reasonable adjustments, helps managers respond appropriately and consistently, protects against discrimination, supporting employee’s wellbeing, retention, and performance.

[bookmark: _Toc30515161]

	2.2
	In accordance with the Equality Act 2010, we have considered how provisions within this policy might impact on different groups and individuals. This document and any procedures contained within it are non-contractual, which means they may be modified or withdrawn at any time. They apply to all employees and contractors working for CRGPA. 
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	3.1
	This policy applies to all staff members at CRGPA including fixed term and temporary staff. 
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	4.1
	Menstruation is the regular, cyclical shedding of the uterine lining (endometrium) as part of the menstrual cycle, typically occurring every 21-35 days and lasting between 3-8 days. Menstruation is regulated by hormonal changes and may be accompanied by a range of symptoms, including but not limited to abdominal pain, fatigue, headaches, gastrointestinal disturbance and changes in mood, concentration and energy levels. 

Perimenopause is the time leading up to menopause when a woman may experience changes, such as irregular periods or other menopausal symptoms. This can be years before menopause.


	4.2
	Menopause is a biological stage in a woman’s life that occurs when they stop menstruating and reach the end of their natural reproductive life. Usually, it is defined as having occurred when a woman has not had a period for 12 consecutive months for women reaching menopause naturally. 


	4.3
	Early Menopause 5 in 100 women experience menopause early between the ages of 40–45. Early menopause can also be caused by Premature Ovarian Insufficiency (POI) which affects 1% of women under 40 or following hysterectomy where at least one ovary remains.


	4.4
	Post Menopause the years after menopause has occurred. During this stage, menopausal symptoms can ease, but as a result of lower levels of oestrogen, post-menopause women may be at greater risk of a number of health conditions such as osteoporosis and heart disease.
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	[bookmark: _Toc40278332]5.1      CRGPA Board 

	
	CRGPA Board has overall accountability for the quality and standards of care delivered by CRGPA including compliance with this policy. 


	[bookmark: _Toc40278333]5.2      Chief Executive

	
	Responsible for: 
· Encouraging leaders and managers to comply with the policy.
· Holding senior leaders accountable for the effective implementation of the policy.


	[bookmark: _Toc40278334]5.3      Managers/Heads of Service

	
	Managers/Heads of Service are responsible for: 

· Familiarising themselves with this guidance and fostering a culture where colleagues feel comfortable discussing menstruation and menopause matters.
· Be ready and willing to have open and honest discussions about menstruation and menopause, appreciating the personal nature of the conversation, and treating the discussion sensitively and professionally.


	[bookmark: _Toc40278335]5.4       Human Resources 

	
	Responsible for: 
· Offering guidance to Line Managers on interpretation of this policy and how to support colleagues. 
· Monitor and evaluate the effectiveness of this policy in respect of related absence levels and performance.


	5.5
	Employees

	
	Responsible for: 
· To take personal responsibility to look after their own health and wellbeing, and support those around them to do the same.
· Where appropriate, have open and honest conversations with Line Managers, Occupational Health, and/or HR representatives, especially if symptoms are affecting them at work. 




	Guidance   

	6.1
	Symptoms
[bookmark: _Toc496017232]Although each affected individual’s experience will be unique to them, and menstruation, perimenopause and perimenopause symptoms may vary greatly in severity, common symptoms are listed below: 

· Hot flushes
· Night sweats
· Anxiety and panic attacks
· Dizziness
· Fatigue
· Memory loss
· Brain fog
· Mood changes and Ddepression
· Headaches and migraines
· Difficulty sleeping
· Weight gain
· Fluctuating moods
· Recurrent urinary tract infections
· Joint stiffness, aches and pains
· Reduced concentration
· Irregular painful periods which can become heavier



Given the varied length of time over which individuals may experience any of these symptoms, menopause this may lead to months or years of distressing physical and psychological effects.

The organisation is aware that:

· Not all trans, intersex or non-binary people take hormones but those who do can experience menopause symptoms when stopping or restarting treatment
· Trans men might experience menopause symptoms if their ovaries remain and they are not receiving hormone therapy
· Trans men and intersex individuals might experience surgical menopause if their ovaries are removed
· Trans men and intersex individuals might not experience menopause symptoms with hormone therapy, but they may experience hormonal disruption
· Trans women and intersex individuals might experience some of the symptoms related to the menopause if their hormone therapy treatment is interrupted or hormone levels change

Menstrual related symptoms vary between individuals and at different stages of a persons’s life. Symptoms may impact confidence, communication, decision making and overall work performance.
Heavy or irregular bleeding
Abdominal or pelvic pain
Sleep disturbance and/or fatigue
Low mood or variation in mood
Headaches
Bloating 



	6.2
	Starting the Conversation 

Many employees choose not to disclose menstrual difficulties or their menopause symptoms at work or to tell their manager the real reason for any related sickness absence. This may be, for example, because the employee feels it is a sensitive and private matter, it may be embarrassing for them, they perceive their employer to be unsympathetic or they may be concerned that they will not be taken seriously or that they will be seen as less capable therefore putting their employment at risk.

The organisation aims to facilitate an open, understanding working environment which honours confidentiality and privacy and deals sensitively with personal topics such as menstruation and the menopause. This is particularly important as an employee might talk about their gender identity when discussing their menopause symptoms and might not want this more widely known. It might be a criminal offence to disclose information about a person who has a Gender Recognition Certificate.

Employees should not experience any instances of unfair treatment, harassment, victimisation or discrimination because of issues related to the menopause. If they do, they should report the instance which will be investigated and may be dealt with under the organisation’s disciplinary procedure.

All staff should take personal responsibility to look after their health. Employees are encouraged to find out more about the menopause from available sources and to discuss any relevant health concerns with their GP in the first instance. Employees are advised to inform their manager that they are experiencing difficulties with their menstruation or menopause symptoms at an early stage although it is acknowledged that this may not initially feel like a comfortable or easy conversation to have. 

Managers will endeavour to be willing to engage in such conversations in a friendly, understanding and non-discriminatory way. It is the employee’s responsibility to disclose their concerns; managers will not initiate such conversations.

Employees are encouraged to disclose this information to ensure that the most appropriate support for that employee’s individual needs is offered, where possible, and to ensure any menstruation menopause -related absence is managed appropriately. Absences related to menstruation, menopause, or perimenopause, should be recorded in a way that they can be distinguished from other sickness absences. There are risks of disability and/or sex and/or gender reassignment and/or age discrimination if an employee is mismanaged due to their menstruation or menopause symptoms.

If employees do not wish to discuss the issue with their direct manager, they are encouraged to speak to the Head of People or a trusted colleague. 


	6.3
	Support and Reasonable Adjustments 

The organisation commits to providing a safe and comfortable working environment for all. This includes ensuring an employee’s menstrual or menopause symptoms are not made worse by the workplace and making changes, where possible, to help an employee to manage their symptoms when at work.

Regular, informal conversations between manager and employee about their menstrual or menopause concerns can help to identify support that may be available. A risk assessment (appendix 1) specific to the potential risks that employees may experience during menstruation, perimenopause and perimenopause will be carried out and regularly reviewed in line with the regulations. Changes that may help the employee to manage their symptoms when working may be discussed and agreed between manager and employee. 

Employees will be treated fairly and consistently when discussing support or adjustments that can be made and will not be treated any less favourably if they take up any support offered.

Any agreed changes will be recorded in writing and stored on the employee’s HR file. These changes will be reviewed on an ongoing basis to ensure they are having the required impact and are still relevant, as menopause symptoms can alter and/or fluctuate.

Examples of areas of consideration, although this is not an exhaustive list and will not be suitable in all circumstances, are:

· CRGPA may allow flexibility within its uniforms, dress and appearance policy, where possible
· CRGPA will endeavour to provide suitable rest areas for employees and may review employee’s break times and regularity
· CRGPA will provide access to toilet and changing/washroom facilities 
· Access to cold drinking water will be provided
· CRGPA will aim to facilitate flexible working whenever possible; requests for flexible working should be submitted in line with the organisation’s Flexible Working Policy
· CRGPA will review menstruation and menopause-related absence separately from other sickness absence
· CRGPA may give flexibility around attending medical appointments
· The temperature and ventilation at the organisation; the organisation may make changes such as providing desk fans or reviewing seating arrangements
· CRGPA may refer employees to its Occupational Health provider for further advice and support. 
· CRGPA will sign post employees to the VIUP app which gives them access to a number of wellbeing benefits and support. 

CRGPA recognises that in some circumstances, experiencing menopause symptoms over a long period of time may meet the definition of disability under the Equality Act 2010. The organisation will seek further medical advice, such as an occupational health referral, and will act on that advice if an employee’s circumstances indicate a disability and/or offer reasonable adjustments when this is appropriate, for example, altering sickness absence trigger points.

Although menstruation and menopause are is currently not a specific protected characteristics, if an employee is put at a disadvantage and treated less favourably because their menstruation and menopause symptoms relating e to the protected characteristics of disability, age, sex or gender reassignment under the Equality Act 2010, they may be protected.


	6.4
	External Support and Advice Please see attached.

As well as workplace support for employees experiencing menstruation and menopause symptoms, the organisation suggests external sources of support and advice that may be of help to employees. 

Please note that these contacts are subject to change.

Menopause Matters
www.menopausematters.co.uk

A website providing information about the menopause, symptoms and treatment options


Queer Menopause
www.queermenopause.com

A website providing information and resources for queer, non-binary and trans individuals

Daisy Network
www.daisynetwork.org

A charity providing information for individuals experiencing premature menopause

Menopause Cafe
www.menopausecafe.net

Set up from inspiration from Kirsty Wark’s BBC programme, “Menopause and Me”, this is a website providing information about events where strangers gather to eat cake, drink tea and discuss the menopause.

The Menopause Exchange
www.menopause-exchange.co.uk

A website giving independent advice about the menopause, midlife and post-menopause health

NHS
www.nhs.uk/conditions/menopause/
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	7.1
	CRGPA Staff will have the opportunity to comment on any drafts and/or amendments to this policy via Practice Index following presentation at Policy Review Group.
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	8.1
	This Policy will be available to all persons working for CRGPA.  An electronic copy will be available on CRGPA’s Practice Index.  

	8.2
	This policy will be implemented through application of the policy in practice.
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	9.1
	The HR team are able to provide any training and support required to ensure compliance with this policy. 
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	10.1
	This policy will be reviewed every two years by the Policy lead and in accordance with the following on an as and when required basis:

· Legislatives changes
· Good practice guidelines
· Case Law
· Significant incidents reported
· New vulnerabilities identified
· Changes to organisational infrastructure
· Changes in practice
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	11.1
	Monitoring and review of legislative changes and national/local developments which may impact on the content of this policy will be the responsibility of the Policy author and/or Policy Owner.

Where any changes are required the Policy Author and/or Owner will be required to amend the policy and arrange for its presentation at the next available Policy Review Group for review and ratification. 

Compliance with this policy will be reviewed annually, on the anniversary of the policy ratification date.
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	Version
	Date
	Author
(name and Designation)
	Comments

	V1 
	21/01/2026
	Dale Ball, Head of People 

Sarah Forsyth
Chief Nurse and Operations Officer
	Created  


Reviewed – should we be added?

	V1.2
	05/05/2026
	Susan Thomas ANP, 
Dr Vicki Purser and Dr Becky Jacques
	Updates including Menstruation
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	13.1
	As part of its development, this procedural document and its impact on staff, patients and the public have been reviewed in line with Coventry & Rugby GP Alliance’s Equality Duties.  The purpose of the assessment is to identify and if possible remove any disproportionate adverse impact on employees, patients and the public on the grounds of the protected characteristics under the Equality Act.
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	Yes/No
	Comments

	1.
	Does the document affect one group more or less favourably than another based on:-

	
	Race
	No
	

	
	Religion/Religious Belief
	No
	

	
	Gender 
	Yes
	Female employees are more affected by Menopause and likely to rely on the policy more than male employees. 

	
	Gender Reassignment
	Yes
	Female employees are more affected by Menstruation and Menopause and likely to rely on the policy more than male employees.

	
	Sexual Orientation
	Yes
	Female employees are more affected by Menstruation and Menopause and likely to rely on the policy more than male employees.

	
	Age
	Yes
	Older Ffemale employees are more affected by Perimenopause and Menopause and likely to rely on the policy more than male employees.

	
	Any Form of Disability, impairment or mental health problems
	No
	

	
	Marriage and civil partnership
	No 
	

	
	Pregnancy/Maternity
	No
	

	2.
	Is there any evidence that any groups are affected differently?
	No
	

	3.
	If any potential discrimination has been identified, are there any valid, legal or justifiable reasons?
	NA
	

	4.
	Could the document have a negative impact?
	No
	

	
	If so, can the impact be avoided/reduced?
	NA
	

	
	If not, what alternative is there to achieving the document without the negative impact?
	NA
	

	5.
	Name and Designation of 3 staff members who have contributed to or considered this assessment 
	
	Dale Ball 
Debbie DeSousa 
Sarah Forsyth

	6.
	Date of Assessment
	
	22nd January 2026




	13.2
	 Any potential discriminatory impact which has been identified must be referred back to the author of the document for consideration of additional actions to reduce or remove the potential discriminatory impact.
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Resource section
Menopause
Menopause Mandate 
Menopause Matters 
The Menopause Charity  
wellbeingofwomen.org.uk/ 
Women’s Health Concern
https://www.menopausematters.co.uk/

https://www.womens-health-concern.org/help-and-advice/menopause-wellness-hub/

Menopause Support . 
Menopause Support Booklet for Black Women
Premature Ovarian Insufficiency (POI)
The Daisy Network
www.eshre.eu/Guidelines-and-Legal/Guidelines/Premature-ovarian-insufficiency
Menstruation
https://www.endometriosis-uk.org/
http://www.britishfibroidtrust.org.uk/
https://www.wellbeingofwomen.org.uk/what-we-do/campaigns/just-a-period/periods-information-hub/
https://www.rcog.org.uk/for-the-public/browse-our-patient-information/managing-premenstrual-syndrome-pms/
https://www.mind.org.uk/information-support/types-of-mental-health-problems/premenstrual-dysphoric-disorder-pmdd/treatment-for-pmdd/
https://www.brook.org.uk/your-life/periods/
https://www.freedom4girls.co.uk/periods-and-the-importance-of-inclusive-language/
LGBTQIA+
https://www.queermenopause.com/
https://www.healthline.com/health/menopause/ask-the-expert-menopause-in-trans-men-and-nonbinary-people
https://flo.health/lgbtq/trans-period
Workplace
https://www.bsigroup.com/siteassets/pdf/en/insights-and-media/insights/brochures/bs_30416.pdf
https://thebms.org.uk/wp-content/uploads/2025/12/07-NEW-BMS-TfC-Menopause-and-the-workplace-JULY2025-B.pdf
https://www.wellbeingofwomen.org.uk/health-information/tips-for-managing-menopause-symptoms-at-work/
https://menopausefriendly.co.uk/menopause-in-the-workplace-what-organisations-need-to-know-about-employment-law/
https://henpicked.net/menopause-hub/menopause-and-work/
https://menopauseintheworkplace.co.uk/
https://www.equalityhumanrights.com/guidance/menopause-workplace-guidance-employers
CIPD webinar on managing menopause in the workplace: Let's talk menopause | CIPD
Vivup Employee Wellbeing: Vivup: Sign In 

Different cultures and languages
https://menowhealth.com/ (Free multilingual app available in Arabic, French, Spanish, Urdu & Hindi).
https://appnhs24wp41a8c38064.blob.core.windows.net/blobappnhs24wp41a8c38064/wp-content/uploads/2023/03/01-menopause-overview-november-2021-punjabi-indian.pdf (Punjabi)


Please see the following link and Table B.1 to check against
www.bsigroup.com/siteassets/pdf/en/insights-and-media/insights/brochures/bs_30416.pdf
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Appendix 1 -– Menstruation and Menopause Risk Assessment
Name:
Date of Assessment:
Assessment completed by:

	Hazzard
	Consideration 
	Agreed Action/Adjustment
	Completed 
	Comments 

	Information on Menstruation and Menopause 
	Information on menstruation and menopause Does the employee have access to information, relevant policies on attendance management, Vivup, Occupational Health etc?
	
	
	

	Sickness Reporting 
	Is there the facility for those who are not able to attend work due to menopausal symptoms to report these to a female manager or other point of contact ?
	
	
	

	Stress
	Are there appropriate mechanisms in place to deal with other related issues such as stress management? e.g. Counselling services, HSE Stress Management Standards.
	
	
	

	Occupational Health 
	Has the employee been made aware of what facilities are in place for OH referral and support to remain in the workplace? Do they need a referral?
	
	
	

	Support Groups
	Mental Health Aiders/First Aiders/OH/Vivup. 
	
	
	

	Workstations 
	Are work stations / Locations easily accessible to toilet, and rest facilities?
	
	
	

	Facilities 
	Are there private washing and changing facilities available? Is there access to sanitary products? Does the employee have easy access to sanitary and washing facilities?
	
	
	

	Temperature 
	Are the employee/ employer aware of the workplace maximum and minimum temperature and is it implemented?

Is ventilation available and is it regularly maintained?

Is additional ventilation provided if necessary? E.g. Desk Fan, ability to open / sit b y a window /door .

Do uniforms and PPE equipment reflect the needs of the individual?
	
	
	

	Environment/Duties 
	· DSE
· Lighter/different duties
· Manual Handling 
· Flexible working
	
	
	

	Working Conditions 
	· Do you do shift work?
· On call?
· Lone Worker?
· Travel?
	
	
	

	Symptoms that may affect employee (not exhaustive)
	Daytime sweats, hot flushes, palpitations nNight time sweats and hot flushes. Brain fog. Insomnia or sleep disturbance. Urinary problems: increased frequency or urgency. Urinary infections Irregular, painful and/or heavy periods Skin irritation, dryness or itchy. Muscular aches and bone joint pains. Worsening migraines and  hHeadaches,  Ddry eyes. Mental Health issues including: Depression Anxiety Panic Attacks Mood changes / loss of confidence.
	
	
	

	Any other considerations
	
	
	
	



	Details of adjustments agreed:




	




	Date to review risk assessment:




I confirm that this risk assessment has been carried out and the information given is a true account and accurate. 

Employee signed:

Manager signed:



image1.png
[ )
r'y

COVENTRY
& RUGBY

GPALLIANCE




image2.jpg
COVENTRY & RUGBY
‘. GPALANCE




