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Women’s Health in the Workplace Model Policy
Policy Overview
This policy sets out [ORGANISATION NAME] commitment to supporting women’s health in the workplace. 
It recognises the importance of creating an inclusive, respectful and supportive environment for all employees, regardless of gender, age, ethnicity, disability, sexual orientation or background.
The policy is designed to raise awareness of women’s health and to reduce stigma, ensuring that employees feel comfortable discussing health-related concerns with their managers in an open and supportive environment. The policy also commits the employer to implementing a range of support mechanisms where suitable (see ‘Support Mechanisms’ section) and directing staff to relevant advice, resources and support.
Optional – The policy has been developed following consultation with a trade union, staff association or employee representatives/works council.
Optional – This policy is also supported by a supplementary menstruation policy (note - a template for a template menstruation policy can also be downloaded from Community Union’s website).
This policy does not form part of any contract of employment or other contract to provide services, and we may amend it at any time, subject to agreement with or following consultation with the [NAME OF TRADE UNION, WORKS COUNCIL OR STAFF ASSOCIATION]
Scope 
[ORGANISATION NAME] is committed to fostering a workplace culture that values diversity and inclusivity. This policy applies to all employees, officers, consultants, self-employed contractors, casual workers, agency workers, volunteers and interns (ACROSS THE ORGANISATION/ AT SITE NAME), including those employed on a full-time, part-time, or temporary basis.
The policy aims to support individuals experiencing women’s health issues which include but are not limited to: menstruation; menopause and perimenopause; gynaecological conditions (such as endometriosis, adenomyosis and PCOS); fertility issues; pregnancy and pregnancy loss. Further information on the conditions and circumstances outlined above, and their impact on physical and mental wellbeing, can be found online, including through the NHS website.
We recognise that these issues may affect people differently and we strive to provide appropriate support and reasonable adjustments.


We encourage an environment in which colleagues can have open conversations about their health/condition. We expect all staff to be supportive of colleagues who may be affected by menopause in the workplace.
Anyone affected by a related condition should feel confident to talk to [their line manager OR the HR Department] about their symptoms and the support they may need to reduce the difficulties their condition can cause them at work.
The employer will consider including information about women’s health in any workplace equal opportunities training or offer staff training which specifically deals with any related condition. 
Legal and Equality Considerations
The policy acknowledges the employer’s obligations to staff under the remit of the Equality Act 2010, the Employment Rights Act, and workplace Health and Safety regulations.
Equality Act 2010:
The Equality Act 2010 provides protection against discrimination based on sex, pregnancy, and maternity. It requires employers to make reasonable adjustments to support women in the workplace, particularly in relation to health conditions that may disproportionately affect them. Schedule 22 of the Act specifically addresses the protection of women in relation to pregnancy, maternity, and other circumstances giving rise to risks specifically affecting women.
The policy recognises that symptoms relating to some of the women’s health conditions outlined in the previous section may amount to a disability, requiring reasonable adjustments.
Employment Rights Act 2025:
The Employment Rights Act introduces enhanced protections for pregnant women and new mothers, extending safeguards against dismissal throughout pregnancy, maternity leave, and for six months after returning to work. It also mandates large employers to create action plans to support employees experiencing menopause, including flexible working arrangements and access to support services. The Bill promotes gender equality initiatives and obliges employers to take proactive steps to close the gender pay gap and prevent sexual harassment.
Health and Safety Regulations:
Under the Health and Safety at Work etc. Act 1974, employers have a duty to ensure the health, safety, and welfare of all employees. This includes recognising and mitigating risks that specifically affect women, such as those related to menstruation, menopause, and reproductive health. Employers must assess workplace risks and implement measures to support women's health, including adjustments to working conditions and access to appropriate facilities.

The policy references and aligns with (ORGANISATION NAME)’s existing equality and diversity commitments, and with organisational policies on sickness absence, flexible working, health and safety and grievance procedures.
Data Protection and Confidentiality
The policy is covered by (ORGANISATION NAME)’s Data Protection Policy covering employee health information and is compliant with UK GDPR legislation and the Data Protection Act of 2018. 
(ORGANISATION NAME) is committed protecting employees’ confidentiality and respecting their privacy. All information shared with managers, HR and Occupational Health will remain strictly confidential, and can only be processed under the GDPR provisions binding Special Category Data where necessary, proportionate and secure.
Support Mechanisms
Under the policy, the employer will provide any of the following support mechanisms:
· Access to occupational health services, the Employee Assistance Programme or a confidential wellbeing helpline
· Flexible working arrangements
· Relevant training for management and HR on women's health issues
· Confidential support and signposting to external resources
· A risk assessment to identify any reasonable adjustments to the working environment where symptoms are affected by work conditions
Risk assessments will be carried out by (HR/INDEPENDENT ASSESSOR/OCCUPATIONAL HEALTH – SELECT AS APPROPRIATE) to identify hazards, evaluate risks and implement controls to prevent exposure to conditions that would exacerbate an employee’s health condition. These assessments should be carried out in line with existing policies on sickness absence.
[INSERT - if you need additional support, you also have access to our confidential employee support helpline [DETAILS OF HELPLINE].
Responsibilities
(HR/BOARD/MANAGEMENT/RELEVANT COMMITTEE – SELECT AS APPROPRIATE) are responsible for the policy, and the HR department (OR OTHER APPROPRIATE TEAM/CONTACT) manages it operationally. 
For day-to-day questions or support, staff should contact (ADD NAME AND CONTACT).
Managers are responsible for:
· Creating a supportive environment
· Listening to employees’ concerns with empathy and discretion

· Making reasonable adjustments where necessary. These could include, but are not limited to, temperature control, flexible working arrangements, or additional rest break provision.
Employees are encouraged to:
· Communicate openly with their manager about any health-related needs
· Seek support when needed
· Support colleagues experiencing symptoms
Review and Monitoring
This policy will be reviewed annually by (HR/BOARD/MANAGEMENT/RELEVANT COMMITTEE – SELECT AS APPROPRIATE) in consultation with employees and trade union representatives. Feedback is welcomed to ensure the policy remains relevant and effective.
The effectiveness of the policy will be measured by a compliance checklist document.
Staff requiring support should contact (WORKPLACE REPRESENTATIVE NAME) via (CONTACT NUMBER/EMAIL).

This model policy is a general template created by Community Union and should be adapted to align with your organisation's specific needs, legal requirements and company culture. Additionally, seeking legal advice and involving employees and Community trade union representatives while drafting and implementing such policies is recommended.
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