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Data Protection Act 2018 (General Data Protection Regulation – GDPR) Legislation 

The Trust has a duty under the Data Protection Act 2018 and General Data Protection 
Regulations 2016/679 to ensure that there is a valid legal basis to process personal and 
sensitive data. The legal basis for processing must be identified and documented before 
the processing begins. In many cases we may need consent; this must be explicit, 
informed, and documented. We cannot rely on opt out, it must be opt in. 

Data Protection Act 2018 and General Data Protection Regulations 2016/679 is applicable 
to all staff; this includes those working as contractors and providers of services. 

For more information about your obligations under the Data Protection Act 2018 and 
General Data Protection Regulations 2016/679 please see the Information Use Framework 
Policy or contact the Information Governance Team  

Royal Cornwall Hospital Trust rch-tr.infogov@nhs.net 
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1. Introduction 

1.1. With a predominantly female workforce, many of whom are in their late 40’s to 
mid-50’s, approximately 20% of the Trust’s employees currently will be working 
through the menopause, and a significant number of these will be experiencing 
menopausal symptoms. Trans, non-binary, and intersex people can also 
experience the menopause. There will also be a percentage of employees, who 
will experience an early menopause or premature ovarian insufficiency. 

1.2. For some people, the menopause may be uneventful and not impact on their 
working life, but for others it may become increasingly difficult to function 
effectively at work and their working conditions may even worsen the symptoms.  

1.3. Studies have shown over 70% of women (via https://www.fom.ac.uk/advice-on-
the-menopause) report that they feel unsupported at work, even though one in 
five (19%) say their symptoms have a detrimental effect on their work. One in 
ten women said they have even considered leaving their job (via Menopause 
transition: effects on women’s economic participation - GOV.UK). The Trust 
recognises the potential impact on wellbeing at work and consequently the risk 
of losing excellent employees who might otherwise have been retained.  

1.4. The Trust is committed to the wellbeing of its employees and aims to create an 
environment where individuals, who are experiencing the menopause, feel 
confident enough to raise issues about their symptoms and ask for support at 
work.  

2. Purpose of this Guidance 

 The Royal Cornwall Hospitals NHS Trust (the Trust) believes in the importance 
of promoting and supporting the health and wellbeing of its staff whilst, at the 
same time, achieving excellence in terms of attendance. 

 The purpose of this guidance is to educate and inform managers and colleagues 
about the potential symptoms of menopause and on how best to support 
employees to help reduce the effect of these symptoms at work, and to ensure 
that staff receive a compassionate and helpful response so that appropriate 
ways of support can be offered. 

 Menopause is predominantly experienced by women and this guidance focuses 
on that experience. However, it is important to acknowledge that transgender, 
non-binary and intersex people may also experience the menopause. Some of 
the information in the main guidance may apply to these individuals but since 
they will also have specific needs and experiences, a separate guidance on 
trans, non-binary and intersex people and the menopause has been included. 
(Appendix 3) (via Adapted guidance with thanks from NHS England and NHS 
Improvement Menopause Policy) and in the Trust’s Supporting Individuals who 
are Transgender Policy. 

 Help mitigate any absenteeism, presenteeism, performance issues and turnover 
that may arise due to menopausal symptoms. 

  

https://www.fom.ac.uk/health-at-work-2/information-for-employers/dealing-with-health-problems-in-the-workplace/advice-on-the-menopause
https://www.fom.ac.uk/health-at-work-2/information-for-employers/dealing-with-health-problems-in-the-workplace/advice-on-the-menopause
https://www.gov.uk/government/publications/menopause-transition-effects-on-womens-economic-participation
https://www.gov.uk/government/publications/menopause-transition-effects-on-womens-economic-participation
https://www.england.nhs.uk/publication/supporting-our-nhs-people-through-menopause-guidance-for-line-managers-and-colleagues/
https://www.england.nhs.uk/publication/supporting-our-nhs-people-through-menopause-guidance-for-line-managers-and-colleagues/
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3. Ownership and Responsibilities  

 Role of Chief People Officer 

The Chief People Officer has overall responsibility for the implementation, 
monitoring and review of the guidance. The Chief People Officer will also act as 
executive champion for menopause support. 

 Role of the Care Group General Manager/Clinical Director/Head 
of Service 

Care Group General Managers/Clinical Directors/Heads of Service are 
responsible for the fair application and implementation of the guidance and 
ensuring the awareness of menopausal symptom is promoted within their Care 
Groups. 

 Role of Occupational Health 

Occupational Health should (where applicable) 

• Carry out a holistic assessment of individuals as to whether menopause 
may be contributing to symptoms/wellbeing, providing advice and 
guidance in line with up-to-date research 

• Signpost to appropriate sources of help and advice. There is a 
Menopause Champion assigned 

• Provide support and advice to HR and Line Managers in identifying 
reasonable adjustments, if required 

 Role of the Employee Assistance Program 

• Provide access to telephone counselling for all members of staff 

• Refer/signpost to other agencies/resources as deemed appropriate 

 Role of the People Partner Team 

• Offer guidance to managers on the interpretation of this guidance and 
how this relates to relevant HR Policies and Procedures enabling fair and 
equitable access to support 

• Attend training sessions, and develop briefing sessions, for staff and 
managers 

• Monitor and evaluate the effectiveness of this guidance in respect of 
related absence levels and performance 

 Role of the Managers 

Line managers are responsible for: - 

• Familiarise themselves with the Menopause at Work Guidance 



 

Menopause at Work Guidance V1.0 

Page 8 of 26 

• Attend menopause training events run by the Trust to gain a better 
understanding of the transition 

• Be ready and willing to have open discussions about menopause, 
appreciating the personal nature of the conversation, and treating the 
discussion sensitively and professionally 

• Ensure that all information shared by the employee is treated in the 
strictest confidence and is not shared further without the employee’s 
consent 

• Listen to and gain an understanding of any concerns the employee has 
about their issues or symptoms, avoiding assumptions 

• Consider any changes impacting performance, attendance, or behaviour 
and whether the impact of menopause and its distressing symptoms may 
be an issue – to not launch performance support or disciplinary 
processes before these elements have been reasonably considered 

• Discuss, agree and document any reasonable flexible working 
arrangements request - consider night sweats and/or insomnia which 
may require working from home or flexible working hours 

• Provide employees with support and guidance and sign post them to the 
information provided at Appendices 3, 4 and 5 

• Document wellbeing conversations and record any actions/adjustments 
required using the Trust’s My Wellbeing Conversation Flowchart utilising 
the checklist provided at Appendix 4 

• Undertake a work-based stress risk assessment utilising the checklist 
provided at Appendix 4 to make adjustments mitigating stressors at work 
that may worsen menopausal symptoms at work; (Appendix 5) 

• Ensure ongoing dialogue and review dates 

• Ensure that all agreed adjustments are adhered to 

• Where adjustments are unsuccessful, or if symptoms are proving more 
problematic, the Line Manager may:  

❖ Discuss a referral to Occupational Health for further advice 

❖ Review Occupational Health advice, and implement any 
recommendations, where reasonably practical 

❖ Update the action plan and continue to review 

 Role of Individual Staff 

For staff who find their menopausal symptoms are affecting their wellbeing and 
their capacity to work: - 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/Intranet/BrilliantPeople/LookingAfterYourHealthAndWellbeing/MyWellbeingConversationFlowchart.pdf
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• Taking personal responsibility to look after their health; consider how their 
lifestyle choices may impact on the menopause symptoms; consider self-
help measures where appropriate 

• Being open and honest in conversations with managers/HR and 
Occupational Health 

• Approach someone in the workplace with whom they feel comfortable 
discussing their issues who could support them in the conversation. 
Differences like gender and culture may be a barrier to raising this issue. 
If a member of staff is unable to speak to their line manager, or if they 
perceive their line manager is not supporting them, they can speak to the 
next Senior Manager, People Partner Team, Occupational Health, 
Equality, Diversity and Inclusion Team, or their Union. (Appendix 5 for 
contacts details) 

• Seek support, advance or info from the RCHT Women’s’ Network and 
participate in Menopause Café events (Appendix 5) 

• Ask for a referral to the Trust’s occupational health service to discuss 
support and possible work adjustments (Appendix 5) 

• Self-refer to the Employee Assistance Programme for counselling support 
if needed (Appendix 5) 

For employees whose colleagues may be experiencing the menopause: - 

• Not making assumptions about their symptoms and the impact they are 
having 

• Talking about the menopause – it can help reduce symptoms 

• Keep an open mind and be flexible 

• Consider what adjustments can be made to the working environment that 
may support their colleague 

• Be mindful of the possible symptoms and be supportive 

4. Guidance 

 Definition 
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 Menopause Transition: is a natural stage of life when women and 
trans and non-binary people that were assigned female at birth stop 
having periods because of hormonal changes, a decrease in oestrogen 
levels. It usually occurs between the ages of 45 and 55 and typically 
lasts between four and eight years, although it can last longer. Many 
factors come into play when women enter menopause, making each 
woman’s experience unique. However, results from some studies 
suggest that women from ethnic minority groups tend to enter 
perimenopause and menopause at earlier ages(SWAN - Study of 
Women’s Health Across the Nation (swanstudy.org)) may have longer 
transition periods, and may experience more intense symptoms. 
Premature menopause can happen naturally for one in 100 individuals 
(or induced by surgery, radiotherapy, and chemotherapy). This may 
also be more common in trans, non-binary or intersex people where 
hormonal treatments or surgeries may affect the age at which 
menopause starts. 

 Induced Menopause: Induced menopause refers to menstrual periods 
that stop after surgical removal of the ovaries, chemotherapy, or 
radiation damage to the ovaries, or from the use of other medications to 
intentionally induce menopause as part of the treatment of certain 
diseases. 

 Menopause: A biological stage that refers to the time in life when 
periods stop and the natural reproductive cycle ends. Usually, it is 
defined as having occurred when there has not been a period for 12 
consecutive months (for those reaching menopause naturally). The 
changes associated with menopause occur when the ovaries stop 
maturing eggs and secreting oestrogen and progesterone. 

 Perimenopause: The time leading up to menopause when ovulation 
cycles and periods can be irregular, continuing until 12 months after the 
final period. The perimenopause is also known as the menopausal 
transition or climacteric. 

 Post menopause: The time after menopause has occurred, starting 
when there has not been a period for 12 consecutive months. 

 Symptoms 

 Menopause can cause a range of physical, psychological, and 
emotional symptoms. Everyone is different, and not all will experience 
the same symptoms. 

 Common symptoms include:  

❖ Weight gain 

❖ General irritability 

❖ Heavier and more irregular periods 

❖ Headaches 

❖ Hot flushes 

https://www.swanstudy.org/
https://www.swanstudy.org/
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❖ Night sweats 

Some may also experience other symptoms such as: 

❖ Palpitations 

❖ Joint problems/Osteoporosis 

❖ Insomnia 

❖ Difficulty sleeping 

❖ Skin irritation 

❖ Vaginal dryness 

❖ Low mood or anxiety 

❖ Depression 

❖ Problems with memory and concentration 

 Menopausal symptoms can begin months or even years before a 
woman’s periods stop and last around four years after the last period, 
although some experience them for much longer. 

 The menopause can also increase an individual with symptoms risk of 
developing long term health risks, such as weak bones (osteoporosis), 
raised cholesterol and heart disease. 

 The menopause may be compounded by the development of other 
health conditions, as well as coinciding with caring responsibilities for 
ageing parents and relatives. Some individuals may also still have 
children living at home. 

 Severe menopausal symptoms and their consequences may have a 
substantial adverse effect on normal day to day activities including work 
– potentially meeting the legal definition of a disability under the 
Equality Act 2010. This classes disablement as experiencing physical or 
mental impairment that has a substantial and long-term negative effect 
on day-to-day activities. To count as long-term the impairment should 
last at least 12 months. 

 How is the Menopause diagnosed? 

A GP is usually able to confirm whether an individual is menopausal based on 
their symptoms. However, where an individual is under the age of 45 then a 
blood test to measure hormone levels may also be required. 

 How can Menopause symptoms be managed? 

Not all menopausal individuals will require assistance to help alleviate their 
symptoms however where this is not the case, there are several treatment 
options available including:  

 Medical options such as Hormone Replacement Therapy (HRT) - 
tablets, skin patches, gels and implants that relieve menopausal 
symptoms by replacing oestrogen. 
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 GP’s can refer individuals to a menopause specialist if their symptoms 
don't improve after trying treatment or if the individual is unable to take 
HRT. 

 Lifestyle changes such as eating a healthy, balanced diet, exercising 
regularly, stopping smoking, reducing alcohol and caffeine 
consumption, managing stress, and having sufficient calcium and 
vitamin D. 

 Self-help measures such as getting plenty of rest, acupuncture, 
aromatherapy, reflexology, talking to others about what they are 
experiencing, and practising relaxation techniques such as yoga, tai chi 
or mindfulness. 

 Cognitive Behavioural Therapy (CBT) - is a brief, non-medical approach 
that is helpful for a range of health problems, including anxiety and 
stress, depressed mood, hot flushes and night sweats, sleep problems 
and fatigue. 

 Managing Menopause in the context of the Workplace 

Menopause transition does not necessarily lead to diminished performance at 
work and may be managed with mindfulness, understanding and in some 
circumstances, with workplace flexibility. 

 The Trust will work proactively to make reasonable adjustments where 
necessary to support individuals experiencing the menopause and to 
ensure the workplace does not make their symptoms worse. (Appendix 
4) for list of reasonable adjustments). 

 The Trust will carry out risk assessments which take the specific needs 
of individuals with menopause symptoms into consideration (including 
stress risk assessments) and to ensure that the working environment 
will not make their symptoms worse. This will assist in identifying any 
potential adjustments which may be required. 

 Sickness/absence related to menopause will be managed in line with 
the Trust Managing Attendance Policy.  

5. Dissemination and Implementation 

 Managers and colleagues who want to support colleagues going through the 
menopause may be unsure how to raise the subject and offer support. Increased 
internal coverage of support in newsletters and availability of support and 
guidance on the intranet with assistance from the Trust’s Wellbeing and 
Occupational Health teams, and regular events to raise awareness will make 
conversations in the workplace more normalised and less taboo. 

 There are several ways the guidance will be made accessible: - 

 A copy of the guidance will be stored electronically in the HR section of 
the Trust’s document library on the internet/intranet site. 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158760
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 A copy of the guidance will be circulated to members of the People 
Partner teams to enable them to support the implementation of the 
guidance 

 A clear communication will be sent to managers to make them aware 
that the guidance has been issued and that they are responsible for 
cascading the information to their staff members, including staff 
members who do not have regular access to e-mail. 

 The Trust’s Directors and Chairs of both Staff Side Committees Joint 
Consultative and Negotiating Committee (JCNC) and Joint Local 
Negotiating Committee (JLNC) will be advised of the issue of the new 
guidance. 

6. Monitoring compliance and effectiveness  

Information 
Category 

Detail of process and methodology for monitoring compliance 

Element to be 
monitored 

Line managers have received training on the contents of the 
guidance.  

Members of staff featuring on sickness absence trigger reports due 
to menopause symptoms are being actively managed and there is 
documentary evidence of this. 

Lead Associate Director of People Services 

Tool 
• ESR, Healthroster 

• Learning and Development training registers 

Frequency Annually 

Reporting 
arrangements 

The Senior HR team will receive a report which will be shared with 
the Executive Leadership Team Joint Consultative Negotiating 
Committee (JCNC), Joint Local Negotiating Committee (JLNC) and 
the Equality and Inclusion Steering Group (EISG). The overall 
effectiveness of the guidance will be considered, and any remedial 
actions identified will be recorded in the relevant meeting notes or 
minutes. 

Acting on 
recommendations  
and Lead(s) 

The Associate Director of People Services will ensure subsequent 
recommendations are undertaken including the development of an 
action plan for any deficiencies within an agreed time frame. 

Change in 
practice and 
lessons to be 
shared 

Any system improvements agreed via the action planning process 
will be actioned in partnership with Staff-Side within six months. 
Lessons will be shared with all the relevant stakeholders. Any 
revision to guidance will be communicated to staff. 
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7. Updating and Review 

The guidance will be reviewed three years from approval or earlier in view of any 
developments which take place that may include legislative changes, national policy 
instruction (NHS or Department of Health), Trust Board decision or request by either 
party. 

8. Equality and Diversity  

 This document complies with the Royal Cornwall Hospitals NHS Trust service 
Equality and Diversity statement which can be found in the 'Equality, Diversity 
and Inclusion Policy' or the Equality, Diversity Inclusion website. 

 Royal Cornwall Hospitals NHS Trust is committed to a Policy of Equal 
Opportunities in employment. The aim of this policy is to ensure that no job 
applicant or employee receives less favourable treatment because of their race, 
colour, nationality, ethnic or national origin, or on the grounds of their age, 
gender, gender reassignment, marital status, domestic circumstances, 
disability, HIV status, sexual orientation, religion, belief, political affiliation or 
trade union membership, social or employment status or is disadvantaged by 
conditions or requirements which are not justified by the job to be done. This 
policy concerns all aspects of employment for existing staff and potential 
employees. 

 Equality Impact Assessment 

The Initial Equality Impact Assessment Screening Form is at Appendix 2. 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://intranet-rcht.cornwall.nhs.uk/shelf/equality-and-diversity/
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Date Valid From: March 2023 

Date Valid To: March 2026 

Directorate / Department 
responsible (author/owner): 

Nicole Steinkruger, People Policy, Risk and 
Governance Manager 

Contact details: rch-tr.humanresources@nhs.net 

Brief summary of contents: 

The purpose of this guidance is to educate and 
inform managers and colleagues about the potential 
symptoms of menopause and on how best to support 
employees to help reduce the effect of these 
symptoms at work, as well as providing a range of 
tools to facilitate a confidential sensitive discussion, 
and signpost to further sources of support and 
information. 

Suggested Keywords: 
menopause, guidance, menopausal symptoms, early 
menopause, premature ovarian insufficiency, night 
sweats 

Target Audience: 

RCHT:  Yes 

CFT:  No 

CIOS ICB:  No 

Executive Director responsible 
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Approval route for consultation 
and ratification: 
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Associate Director of People Services 

Name of Governance Lead 
confirming approval by 
specialty and care group 
management meetings: 
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Governance Manager 

mailto:rch-tr.humanresources@nhs.net
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Information Category Detailed Information 
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Publication Location (refer to 
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Version Control Table  
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Policy for the Development and Management of Knowledge, Procedural and Web 
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http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163220
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10162762
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10202564
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10137854
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Appendix 2. Equality Impact Assessment 

Section 1: Equality Impact Assessment (EIA) Form  

The EIA process allows the Trust to identify where a policy or service may have a negative 
impact on an individual or particular group of people. 

For guidance please refer to the Equality Impact Assessment Policy (available from the 
document library) or contact the Equality, Diversity and Inclusion Team 
rcht.inclusion@nhs.net 

Information Category Detailed Information 

Name of the strategy/policy/proposal/ 
service function to be assessed: 

Menopause at Work Guidance V1.0 

Directorate and service area: People and Organisational Development 

Is this a new or existing Guidance? New Guidance 

Name of individual completing EIA 
(Should be completed by an individual with 
a good understanding of the 
Service/Guidance): 

Nicole Steinkruger, People, Risk and 
Governance Manager 

Contact details: rch-tr.humanresources@nhs.net 

 

Information Category Detailed Information 

1. Guidance Aim - Who is 
the Guidance aimed at? 

(The Guidance is the 
Strategy, Guidance, 
Proposal or Service 
Change to be assessed) 

The purpose of this guidance is to educate and inform 
managers and colleagues about the potential symptoms of 
menopause and on how best to support employees to help 
reduce the effect of these symptoms at work. 

2. Guidance Objectives To create a culture where individuals, who are experiencing 
the menopause, feel confident enough to raise issues about 
their symptoms.  

It aims to ensure that staff receive a compassionate and 
helpful response so that appropriate ways of support can be 
offered that are reasonable, non-discriminatory, and 
consistent throughout the Trust. 

3. Guidance Intended 
Outcomes 

Raise awareness of symptoms of menopause and options 
for reasonable adjustments to support employees and 
colleagues, therefore mitigating absence and improving 
retention. 

4. How will you measure 
each outcome? 

Monitor leaver and sickness absence information on female 
staff, trans, non-binary staff where menopause is identified 
or suspected. 

Attendance of menopause awareness training 

mailto:rcht.inclusion@nhs.net
mailto:rch-tr.humanresources@nhs.net
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Information Category Detailed Information 

5. Who is intended to 
benefit from the 
Guidance? 

Staff who are experiencing symptoms of the menopause and 
colleagues as well as managers that wish to support them, 
as well as the Trust overall. 

6a. Who did you consult 
with? 

(Please select Yes or No 
for each category) 

• Workforce:  Yes 

• Patients/ visitors: No 

• Local groups/ system partners: Yes 

• External organisations: No 

• Other: No 

6b. Please list the 
individuals/groups who 
have been consulted 
about this Guidance. 

Please record specific names of individuals/ groups: 

JCNC, ELT 

Menopause System Group – Val Smith 

EDI Leads – Michael Stevens, Sophie Atherton, Lizwe Siso 

6c. What was the outcome 
of the consultation?  

Agreed 

6d. Have you used any of 
the following to assist 
your assessment? 

https://www.gov.uk/government/publications/menopause-
transition-effects-on-womens-economic-participation  

https://emas-online.org/wp-content/uploads/2021/07/Global-
consensus-recommendations-on-menopause-in-the-workplace.pdf 

 

7. The Impact 

Following consultation with key groups, has a negative impact been identified for any 
protected characteristic? Please note that a rationale is required for each one. 
 
Where a negative impact is identified without rationale, the key groups will need to be 
consulted again. 
 

Protected Characteristic (Yes or No) Rationale 

Age Yes 

This guidance acknowledges the impact on 
menopause can have at any age but will 
likely have the greatest impact on staff of 
typical menopause age range. 

The policy provides for reasonable 
adjustments and support. 

Sex (male or female)  Yes 

This guidance is aimed at people who were 
assigned female at birth but acknowledges 
that support for people experiencing the 
menopause is everyone's responsibility. 
and incorporates reasonable adjustments 
for those experiencing the menopause. 

https://emas-online.org/wp-content/uploads/2021/07/Global-consensus-recommendations-on-menopause-in-the-workplace.pdf
https://emas-online.org/wp-content/uploads/2021/07/Global-consensus-recommendations-on-menopause-in-the-workplace.pdf
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Protected Characteristic (Yes or No) Rationale 

Gender reassignment 
(Transgender, non-binary, 
gender fluid etc.) 

Yes 

While the guidance applies to anyone who 
experiences the menopause, additional 
guidance has been provided for Trans, 
Non-binary and intersex people who may 
have different needs and experiences. 

Race Yes 

The guidance applies to staff regardless of 
race and acknowledges that there may be 
cultural barriers to communication with 
guidance to overcome these barriers. A 
number of contacts are provided to provide 
alternative options to discuss and seek 
support. It is also acknowledged in the 
guidance studies have shown that women 
ethnic minority groups may experience 
some menopause symptoms differently.  

Disability (e.g. physical or 
cognitive impairment, mental 
health, long term conditions 
etc.) 

Yes 
The guidance applies to staff regardless of 
disability. The policy provides for 
reasonable adjustments and support. 

Religion or belief Yes 

The guidance applies to staff regardless of 
religion and belief and acknowledges that 
there may be cultural barriers to 
communication with guidance to overcome 
these barriers. 

Marriage and civil 
partnership 

No 

The guidance applies to staff regardless of 
marital status and provides guidance on 
how partners of individuals with 
menopause symptoms can discuss 
concerns and seek support. 

Pregnancy and maternity No 
Not applicable to pregnant and staff on 
maternity leave 

Sexual orientation (e.g. gay, 
straight, bisexual, lesbian etc.) 

No 
The policy applies to staff regardless of 
sexual orientation. 

A robust rationale must be in place for all protected characteristics. If a negative 
impact has been identified, please complete section 2. If no negative impact has 
been identified and if this is not a major service change, you can end the 
assessment here. 

I am confident that section 2 of this EIA does not need completing as there are no 
highlighted risks of negative impact occurring because of the guidance. The guidance 
ensures adjustments to any potential disadvantages to employees with protected 
characteristics are made and addressed. 

Name of person confirming result of initial impact assessment: Nicole Steinkruger 
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If a negative impact has been identified above OR this is a major service change, 
you will need to complete section 2 of the EIA form available here: 
Section 2. Full Equality Analysis 
 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/ChiefExecutive/Templates/Section2FullEqualityAnalysis.docx
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Appendix 3. Guidance on Menopause Symptoms Specific to 
Trans, Non-binary and Intersex People 

• Trans People 

❖ Trans women (women who were assigned male at birth) undertaking hormone 
therapy are likely to take this for life. They make experience menopausal like 
symptoms, especially if their hormone therapy is interrupted or unstable. 

❖ Trans men (men who were assigned female at birth) will experience an age-
related menopause process if they do not undertake hormone therapy and 
retain their ovaries. If trans men have their ovaries and uterus removed, they 
may experience a premature menopause. These symptoms are also affected 
by hormone therapies, for example taking testosterone. This is important to 
remember as trans men may more commonly experience the menopause at an 
early age (eg. 20-30 years old) which can add another barrier to seeking care 
and adjustment. 

• Non-binary People 

❖ Non-binary people may also experience menopause and these experiences 
with depend on a variety of factors including their sex assigned at birth and their 
medical treatments. It is important to ensure a safe and supportive environment 
that enables / empowers a non-binary individual to seek support should they 
feel the need. This should be done in the strictest of confidence and allowing 
the individual to take the lead on the support and adjustments they may require. 

• Intersex People 

❖ Intersex people may also experience menopause and these experiences with 
depend on a variety of factors including their sex assigned at birth and their 
medical treatments. It is important to ensure a safe and supportive environment 
that enables / empowers a non-binary individual to seek support should they 
feel the need. This should be done in the strictest of confidence and allowing 
the individual to take the lead on the support and adjustments they may require. 

❖ Menopausal symptoms will be related to the individual’s age and the time in 
their life that they have undergone transition related treatments. The 
menopause may also induce dysphoria for trans individuals (dysphoria is when 
a person experiences discomfort or distress because there is a mismatch 
between their sex assigned at birth and their gender. This may be so intense it 
can lead to depression and anxiety and have a harmful impact on daily life.) 
This should be considered when talking to trans and non-binary people about 
the menopause. 

• Confidentiality 

❖ If a trans, non-binary or intersex person does disclose their menopausal 
symptoms and their trans or intersex status, it is important that this information 
is not passed on to others without their consent. For trans people who have a 
Gender Recognition Certificate it is illegal to disclose their trans status without 
explicit consent. 
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Appendix 4. Examples of Potential Reasonable Adjustments 

The following is a list of possible adjustments that may help individuals to manage their 
menopause symptoms in the workplace. It is not an exhaustive list so consideration should 
be given to any other adjustments that are identified. 

Symptom  Potential Workplace Impact  Potential Adjustments  

Daytime sweats and 
hot flushes  

❖ Less tolerant of 
temperatures in the 
workplace 

❖ Work clothes/uniform 
may become 
uncomfortable 

❖ Personal protective 
equipment (PPE) may 
be uncomfortable if 
worn for long periods 

 

❖ Ensure easy access to 
drinking water 

❖ Ensure easy access to 
washroom/changing 
facilities 

❖ Access to shower 
facilities, if required 

❖ Allow for more frequent 
breaks to manage 
symptoms, change 
clothes, etc 

❖ Avoid close fitting or non-
breathable clothing 

❖ Allow flexibility with 
uniforms (e.g., no tights 
required) 

❖ Consider providing 
additional uniforms 

❖ Look at ways of cooling 
the work environment 
(e.g., fan, moving to a 
desk near a window that 
opens) 

❖ Limit the time spent 
wearing PPE 

❖ Consider allowing staff 
when working on line to 
keep the camera off 
when experiencing hot 
flushes 

Night-time sweats 
and hot flushes 

❖ Tiredness (due to lack 
of sleep) 

❖ Concentration issues 
(due to lack of sleep) 

❖ Allow for flexible working 
(e.g., working at home, 
temporary adjustment to 
start time or alternative 
shift pattern) 

Sleep difficulties  ❖ Tiredness (due to lack 
of sleep) 

❖ Concentration issues 
(due to lack of sleep) 

❖ Allow for flexible working 
(e.g., working at home, 
temporary adjustment to 
start time or alternative 
shift pattern) 
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Symptom  Potential Workplace Impact  Potential Adjustments  

Irregular and/or 
heavy periods 

❖ Need to access toilet 
facilities on a frequent 
basis 

❖ Certain tasks may be 
unfeasible (e.g. a 
teacher supporting 
swimming may not be 
able to be in the pool) 

❖ Ensure easy access to 
toilet 

❖ Allow for more frequent 
breaks to go to toilet 

❖ Access to shower 
facilities, if required 

❖ Temporary adjustment to 
duties, if required 

Poor concentration / 
loss of confidence 

Performance may be affected.  

❖ Difficulty making 
decisions 

❖ Work-related stress 

❖ Poor memory 

❖ Consider if concentration 
is better or worse at 
specific times of the day 
and adjust working 
pattern / work tasks 
accordingly. Consider the 
provision of using a 
notebook 

❖ Review task allocation 
and workload 

❖ Have regular one-to-one 
meetings so that any 
issues can be discussed 

❖ Where possible, arrange 
a quiet place to work and 
reduce interruptions 

❖ Identify and address 
work-related stress 
through risk assessment 

❖ If agreed ensure that 
colleagues are aware of 
the reasons for possible 
changes in performance 
and are supportive. The 
staff member should feel 
confident to discuss any 
concerns with the 
manager 

Low 
mood/anxiety/panic 
attacks 

❖ Performance may be 
affected 

 

❖ Contact the Employee 
Assistance Programme 
for counselling and 
support 

❖ Undertake mindfulness 
activities such as 

❖ breathing exercises or 
going for a walk 

❖ Identify a ‘buddy’ for the 
individual to talk to (this 
could be within or outside 
of their team) 
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Symptom  Potential Workplace Impact  Potential Adjustments  

Headaches ❖ Loss of concentration/ 
performance may be 
affected 

❖ Ensure easy access to 
drinking water 

❖ Where possible, arrange 
a quiet place to work and 
reduce interruptions 

Urinary problems ❖ Need to access toilet 
facilities more frequently 

❖ May need to drink more 
fluids 

❖ Ensure easy access to 
drinking water 

❖ Ensure easy access to 
toilet facilities 

❖ Allow for more frequent 
breaks to go to toilet 

Joint stiffness, 
aches and pains  

❖ Static postures may be 
more uncomfortable 

❖ For desk-based 
employees, undertake a 
workstation risk 
assessment 

❖ Allow for more frequent 
breaks so that the 
employee can stretch 

 
Template adapted with thanks to Sherwood Forrest Hospitals NHS Foundation Trust 
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Appendix 5. Sources of Further Support and Information 

Occupational 
Health Service 

rcht.occhealth@nhs.net  01872 252770 

Health and 
Wellbeing – 
information of 
support  

Looking after your health and wellbeing | Intranet - Royal Cornwall 
Hospitals Trust 

Guidance for 
Wellbeing 
Conversations  

Wellbeing Conversations Guidance for Managers 

My Wellbeing Conversation Flowchart 

Equality, 
Diversity, and 
Inclusion Team 

Rcht.inclusion@nhs.net 

Employee 
Assistance 
Programme – 
self-referral for 
confidential 
counselling 

0800 030 5182, or log onto the online portal 

Health assured online Portal. 

Username: Royal 

Password: Cornwall 

Health and 
Safety –  

Risk 
assessment 
forms and 
advice 

01872 25 2976 

HSE management standards indicator tool 

IWL activities rch-tr.IWL@nhs.net  

NICE guidelines https://www.nice.org.uk/guidance/ng23/ifp/chapter/Menopause  

NHS Choices - 
provides advice 
on symptoms 
and treatments 
for the 
menopause 

https://www.nhs.uk/conditions/menopause/  

NHS 
menopause 
guidance 

http://www.nhs.uk/Livewell/menopause/Pages/Menopausehome.aspx  

Menopause 
Matters 

https://menopausematters.co.uk/index.php  

Women’s 
Health 
Concerns  

https://www.womens-health-concern.org/help-and-
advice/factsheets/focus-series/menopause  

Menopause 
self-care 

Penzance 

http://www.menopauseselfcare.org.uk/ 

mailto:rcht.occhealth@nhs.net
http://intranet-rcht.cornwall.nhs.uk/brilliant-people/looking-after-your-health-and-wellbeing/
http://intranet-rcht.cornwall.nhs.uk/brilliant-people/looking-after-your-health-and-wellbeing/
http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/Intranet/BrilliantPeople/LookingAfterYourHealthAndWellbeing/WellbeingConversationsGuidanceNotes.docx?_gl=1*1rkb3wf*_ga*MjA0NzIzNTI0NS4xNjIwNjU5Nzkx*_ga_ZR2PCYHL0E*MTY2NTU4OTczOS4yMDkuMS4xNjY1NTg5NzcyLjAuMC4w
http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/Intranet/BrilliantPeople/LookingAfterYourHealthAndWellbeing/MyWellbeingConversationFlowchart.pdf
mailto:Rcht.inclusion@nhs.net
https://nhs.us9.list-manage.com/track/click?u=94242017e8a85fc19889af652&id=3fbd0f2a13&e=597fbc910a
https://www.hse.gov.uk/stress/assets/docs/indicatortool.pdf
mailto:rch-tr.IWL@nhs.net
https://www.nice.org.uk/guidance/ng23/ifp/chapter/Menopause
https://www.nhs.uk/conditions/menopause/
http://www.nhs.uk/Livewell/menopause/Pages/Menopausehome.aspx
https://menopausematters.co.uk/index.php
https://www.womens-health-concern.org/help-and-advice/factsheets/focus-series/menopause
https://www.womens-health-concern.org/help-and-advice/factsheets/focus-series/menopause
http://www.menopauseselfcare.org.uk/
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Menopause 
resources for 
LGBTQIA+  

Queer Menopause Collective — Queer / LGBTQIA+ Menopause 

Menopause 
resources for 
women from 
ethnic minority 
groups 

Black Women in Menopause | Twitter, Instagram, Facebook | 
Linktree 

CIPD https://www.cipd.co.uk/knowledge/culture/well-being/menopause 

Video Guidance 
– Click on link 
to view 

Managers 

Employees 

 

https://www.queermenopause.com/qmc
https://linktr.ee/blackwomeninmenopause
https://linktr.ee/blackwomeninmenopause
https://www.cipd.co.uk/knowledge/culture/well-being/menopause
https://www.youtube.com/watch?v=8BHGcU7__ag
https://www.youtube.com/watch?v=PGeJ_r4tuTo

