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Menopause 
at work

TIPS FOR AN INCLUSIVE WORKPLACE
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Biological changes in the human body 
can sometimes have a significant 
impact on daily life, and therefore 
also in the workplace. Menopause is 
a natural, biological change in every 
woman’s life1. As an employer, it is 
important to be aware of this change 
and the impact it can have on your 
staff. By creating a supportive and 
understanding environment, you can 

improve your employees’ wellbeing, 
as well as productivity and the overall 
working atmosphere. 

In this brochure, we provide insights 
and practical tips on how to create 
a pleasant and inclusive working 
environment for employees going 
through menopause, thereby 
contributing to their wellbeing.

1 The Institute is aware that 
not all people experiencing 
(peri)menopause identify as 
women and recognises the 
gender diversity within this 
group. In this document, the 
term ‘women’ is used to refer 
to any person who has (or 
has had) ovaries.
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2 Although the word ‘symptoms’ is used here, it is important to emphasize that menopause is not a 
medical condition, but a stage of life. 

The natural process commonly referred to 
as menopause actually consists of several 
phases: premenopause, menopause and 
postmenopause. 

The first two phases together form the 
perimenopause. During this period, a 
woman’s body begins to produce less 
oestrogen and progesterone, leading to 
hormonal fluctuations that can cause 
significant discomfort. The menopause 

typically begins between the ages of 42 and 
45 and can last for several years. 

Premenopause, the period during which 
the first symptoms appear, eventually 
leads to menopause, the point at which 
menstruation ceases and the fertile period 
ends. Officially, a person is considered to 
be in menopause one year after their last 
menstrual period. This typically occurs 
between the ages of 50 and 52.

Menopause can cause various symptoms2, which occur to a greater or lesser extent 
depending on the individual, and the impact of which varies greatly from person to person.

The most common symptoms are:

WHAT IS MENOPAUSE? 

WHAT SYMPTOMS CHARACTERISE 
MENOPAUSE? 

Hot 
flushes

Forgetfulness and 
concentration 

problems

Sleep 
disturbances 
and fatigue

Heart 
palpitations 

Irregular and 
heavier periods

Muscle and   
joint pain

Depressive 
thoughts and 
mood swings

Urinary 
problems
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Menopause is a topic that is receiving 
increasing attention. There are several 
reasons why, as an employer, it is important 
to take it into account:

Demographic characteristics

If we define the start of menopause as from 
the age of 45, around 45% of all female 
employees in Belgium are going through this 
phase. That represents more than one-fifth 
of the total working population in Belgium. 
This number will continue to increase in 
the future. Every organisation will therefore 
have more and more employees in this 
group.

Attracting and retaining talent

Women around the age of 50 constitute 
an increasingly large group within the 
workforce and, moreover, a group with 
experience, expertise and leadership 
potential. A group that cannot be ignored 
in the war for talent. Paying attention to 
their wellbeing helps to attract, support and 
retain them. 

Moreover, a workplace that prioritises 
diversity and inclusion is not only attractive 
to the target group – in this case, women 
going through menopause – but to every 
current and potential employee. Developing 
and communicating a (peri)menopause 
policy within the organisation therefore 
serves a broader strategic purpose and can 
have a positive impact on recruitment and 
retention.

Reducing the impact on the 
organisation

Research by Ghent University and 
Securex shows that more than half (55.3%) 
of women experiencing menopausal 
symptoms find these symptoms interfere 
with their work. These women need more 
time to recover after a workday, are more 
likely to suffer from burnout and were absent 
more often in the previous 12 months than 
women with menopausal symptoms who 
do not experience any negative impact of 
symptoms at work. 

WHY PAY ATTENTION TO MENOPAUSE 
IN THE WORKPLACE?  

https://press.securex.be/helft-van-vrouwen-met-menopauzale-symptomen-ondervindt-daardoor-hinder-op-het-werk
https://press.securex.be/helft-van-vrouwen-met-menopauzale-symptomen-ondervindt-daardoor-hinder-op-het-werk
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By providing support and understanding 
in the workplace – by making the subject 
open to discussion and making adjustments 
where possible – you, as an employer, 
can help to reduce the impact of these 
symptoms and decrease absenteeism and 
loss of productivity.

Legal framework 

The Law of 10 May 2007 on combating 
discrimination between women and men 
(Gender Act) stipulates that discrimination 
on the basis of sex and other protected 
characteristics considered equivalent 
is prohibited. In addition, the Law of 10 

May 2007 on combating certain forms of 
discrimination (Anti-Discrimination Act) 
prohibits unjustified distinction on the basis 
of, amongst other things, age and disability. 
Any unjustified distinction in connection 
with the (peri)menopause falls under the 
protected criteria of gender and age and is 
therefore not permitted. In such cases, this is 
referred to as intersectional discrimination.

Therefore, whether or not someone is 
going through (peri)menopause must 
not influence a decision on recruitment 
or promotion, nor lead to other forms of 
unfavourable treatment. 

https://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=nl&la=N&cn=2007051036&table_name=wet
https://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=nl&la=N&cn=2007051035&table_name=wet
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As an employer, you can take various 
measures to create an inclusive and 
pleasant working environment in which 
women experiencing menopausal 
symptoms can continue to work as 
comfortably as possible. These do not 
necessarily have to be complicated or 
drastic measures; even small steps can 
significantly improve the wellbeing of 
women going through menopause. Here 
are a few examples of initiatives you can 
take as an employer:

Open discussion 

A key first step is to break the taboo 
surrounding menopause and make 
the subject open for discussion in the 
workplace:

	○ Ensure that managers and HR staff 
are informed about the symptoms 
menopause can cause and the impact 
these can have in the workplace

	○ Create an open and respectful 
communication culture so that 
women are encouraged to discuss 
their symptoms with colleagues and 
managers

	○ Be open to discussions with employees 
about their needs and possible support

	○ Bear in mind that (peri)menopause is 
different for every person and that their 
wishes and needs may also vary. 

Provide information

Ensure that all employees have access to 
reliable and accessible information about 
the (peri)menopause via, for example, 
leaflets, webinars or workshops, and 
refer them to an internal HR contact, a 
confidential advisor or external medical 
professionals and menopause consultants. 

Flexibility 

Be flexible regarding working hours, remote 
working and the scope of duties. For some 
women, it can help if they are given the 
option to take a break when symptoms 
become too severe, to work from home or 
to temporarily adjust their tasks. For jobs 
with a dress code, you may wish to consider 
being flexible here too – natural, breathable 
fabrics such as cotton and linen are 
generally more comfortable than synthetic 
fabrics.

Employment Plan CLA 104 

Make (peri)menopause policy part of the 
employment plan that every company 
with more than 20 employees is required 
to draw up in order to maintain or increase 
the number of employees aged 45 and over. 
This falls within the area of employee health 
– prevention and removal of physical and 
psychosocial barriers to continuing to work.

WHAT CAN YOU DO IN PRACTICE 
AS AN EMPLOYER?   

https://werk.belgie.be/nl/themas/werkgelegenheid-en-arbeidsmarkt/werkgelegenheidsmaatregelen/werkgelegenheidsplannen-voor
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Workplace adjustments 

Consider whether adjustments can be 
made to the workplace to support women 
experiencing symptoms related to (peri)
menopause. This could include providing 
cool, quiet workspaces or areas where the 
temperature can be individually controlled, 
sufficient drinking water facilities, and 
good access to toilets, showers or washing 
facilities.

You can also take into account the specific 
needs of women going through (peri)
menopause when drawing up the risk 
assessment required under the Codex on 
Wellbeing at Work. Based on this, specific 
preventive measures can be developed, 
such as the workplace adjustments 
described above. 
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