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Context: Menopause and its Symptoms 

• Menopause: a normal and inevitable ‘phase’ of ageing that affects all
people who have a menstrual cycle (which can includes transgender
and non-binary people).

• such ‘phase’ is in reality a ‘process’:

• Perimenopause marks the transition into menopause, characterized
by significant decreases in oestrogen, progesterone and testosterone
production and the beginning of symptoms but continued (if often
irregular) menstruation […] Menopause occurs twelve months
following a woman’s last menstrual period […] Post-menopause
follows menopause. Here symptoms may still be experienced, but
usually at a lower intensity. (Beck et alt. 2022)

Context: Menopause and its Symptoms 

• Each stage of this process has its own 
needs
• It affects people very differently
• Length: it can take between 10 and 20 

years (from 40  to 60)
• It should not be looked at ‘in isolation’ but 

as part of women’s health (periods, 
pregnancy, IVF, miscarriage, abortion …)
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Hot flushes

Reduced 
Muscle Mass

Joint Stiffness

Palpitation

‘flooding’

Night Sweat

Aches and 
Pains

Increase vulnerability to 
Heart disease and stroke
Increase vulnerability to 
Heart disease and stroke

Low mood 

Bone 
Strength

Difficulty 
Sleeping

Anxiety

Problems with 
concentration

(brain fog) 

Array of physical and psychological 
symptoms (CIPD, 2023)

Problems with 
concentration

Is Menopause a Workplace Issue?

• Improvements in society, attitudes, equality legislation … more 
women work

• Because women work longer, they are more likely to go through the 
menopause during their working lives and therefore most will 
experience some, if not all, menopause’s symptoms.  

• A recent CIPD Report  has highlighted that 73% of employees 
surveyed have experienced symptoms menopause related this has 
negatively impacted them at work. Just over 50% have been unable to 
go into work at some point because of the symptoms. Over half (57%) 
of these are currently experiencing them, and a further 16% have 
experienced symptoms but they have now stopped (CIPD 2023).

5

6



05/12/2025

4

At first you don’t understand what’s happening to 
yourself, the subtle everyday changes, then you 
become a different person that you hardly recognise. 
Your employer wants you as you were before, working 
your guts out, and it’s hard when going through 
menopause to keep going with no sleep, anxiety’ 
(survey Respondent, CIPD 2023).

Menopause in the Workplace: Claims 
before the UKET are on the Rise

NUMBERS: 
• 2017-2024 – 144 ET cases mentioning 

menopause

CLAIMS: 
• Sex (s.11), age discrimination (s.5), disability 

(s.6) (EqA 2010)
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• Merchant v BT Plc ET/140135/11
• Davies v Scottish Courts and Tribunals Service (2018), 
• A v Bonmarche Ltd (In administration) ETS/4107766/19
• Best v Embark on Raw Ltd ET/3202006/2020
• Johnson v Bronzeshield Ltd  Lifting Ltd2303313/2022

Ms M Rooney v Leicester City Council EA-000070-DA (Previously UKEAT/0064/20/DA) 
EA-2021-000256-DA (Previously UKEAT/0104/21/DA)
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Menopause in the Workplace: the Law in the UK

• No specific law on menopause. 
• Health and Safety at Work Act 1974: Employment Rights 

Act 1996 (ERA 96) provides legal protection for unfair 
dismissals
• Equality Act 2010 ( (EA 2010) protects against 

discrimination. The protection is triggered by 9 protected 
characteristics and menopause is not one of them).

s. 4 Equality Act 2010

Sex Age 

DisabilityDirect 

discrimination Indirect 

discrimination 

Harassment 
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Model menopause 
policies to assist 

employers - rejected

Development and pilot a 
specific menopause 

leave policy - rejected 

Section 14 EqA 2010  -
rejected

Introduction of a new 
Protected Characteristic  

-rejected

Menopause 
Ambassador/ 

Employment Champion 
to work with 

stakeholders

The Government Response

 Conservative
 On s. 14: the ability for claimants to bring a claim on more than one ground is 

sufficient; ‘cherry picking’ and would ‘introduce unwelcome regulatory complexity 
and place new costly burdens on business and the public sector’ – P. Scully

 On the new protected characteristics: ‘unhelpful distraction’ that could produce 
‘unintended consequences which may inadvertently create new forms of 
discrimination, for example, discrimination risks towards men suffering from long-
term medical conditions’ - Ministry for Equality and Women, K. Badenoch
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The Government Response

 Policy proposals in the Employment Rights Bill 2024 to require 
large employers to produce Equality (Menopause) Action Plans 
on how they will support employees through the menopause;

 Menopause Employment Ambassador: to work closely with 
employers across the country to improve workplace support for 
women experiencing the menopause, raise awareness of the 
symptoms and champion the economic contributions of women. 
A key focus will be helping women going through the menopause 
stay in work and progress in their careers (Mariella Frostrup, has 
recently been appointed).

The Employment Rights Bill 
• From 2027, employers with 250 or more employees will be 

required to develop and publish equality action plans 
demonstrating how they support workers during menopause. 
Employers will be invited to adopt these plans voluntarily from 
April 2026, before they become mandatory in April 2027 (s.31 ERB 
2024 and 2025)
• These will cover the steps that employers are taking to address 

specific issues  to improve gender equality, in particular 
menopause and the gender pay gap.
• The requirement signals a shift towards recognising menopause 

as a legitimate workplace issue, demanding genuine engagement 
from senior leadership to encourage open dialogue and reduce 
stigma.
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A ‘Toolkit’ for Menopause?

• Using existing (binding) law
• Equality Law where applicable : potentially disability discrimination if 

symptoms constitute a disability as would assist with reasonable 
accommodation (Equality and Human Rights Commission guidance)

• health and safety law (risk assessment)
• flexible working arrangements to accommodate  

• Using Soft(er) Law 
• ACAS Code of Practice: recommends best practice (menopause policy, 

including use of flexible working request, how to deal with absences for 
menopause) and employers penalised in litigation if not used 

• Government response: Menopause Employment Champion to work 
with stakeholders (March 2023) This should publish a six-monthly report 
on the progress

Should the EU have a menopause policy?

• Health policies
• Employment (The European 

Pillar of Social Rights Action Plan 
proposed an employment target 
of 78% by 2030. To achieve this, 
the EU must strive to at least 
halve the gender employment 
gap compared to 2019 for 
women aged 20-64)

• Lack of research on women's 
health
• Lack of training of medical 

professionals resulting in lack of 
appropriate care/misdiagnosis
• Improving but still of concern -

lack of public awareness around 
menopause meaning appropriate 
health interventions may not be 
sought

17

18



05/12/2025

10

Addressing menopause as a workplace issue and preventing 
discrimination of women of menopausal age

• 1.Does the Commission collect and analyse data on the issue of 
menopause in the workplace in the EU?
• 2.What action does the Commission plan to take to better prevent 

and combat discrimination of female workers of menopausal age?
• Answer given by Ms Dalli on behalf of the European Commission

• Directive 89/391/EEC lays down general principles on the prevention of 
risks, the protection of safety and health of workers at the workplace, 
guidelines and obligations for the employer. It applies to all sectors, 
public and private, and covers all risks, including psycho-social risks.
• Gender Equality Directive 2006/54/EC 
• European Pillar of Social Rights 
• EU funding, such as the European Social Fund Plus is available for 

projects to promote a gender-balanced labour market participation, 
equal working conditions, and better work-life balance.
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Thank you! 
Any questions? Please get in touch! 

ecdt1@leicester.ac.uk
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