1. Introduction
This research is about how the menopause affects working women and how a positive or negative experience of the menopause can be influenced by the workplace. The menopause has an impact on all women around the world; unless other health factors affect this, it is estimated that around 13 million women in the UK are currently peri or menopausal (Brain, 2021 and LGA, 2021). These figures along with current publicised books and documentaries written and published by famous figures such as Andrea McLean (2018) and more recently the channel 4 documentary Davina McCall “Sex, Myths and the Menopause” (2021) has raised awareness of the menopause, making it a topical subject.
The research is located at Coleg Ceredigion and Coleg Sir Gar, basing on the employees and managers employed at the college. Coleg Ceredigion (CC) and Coleg Sir Gar (CSG), known as ‘the college’, is a further education college situated in South West Wales with around 869 employees based on 7 campuses located between Aberystwyth and Llanelli.
The college adopts a hierarchical structure where senior mangers disseminate instructions in a top down format; being an educational sector, the college is increasingly supportive of encouraging development of their staff. However, there has been very little if not, no emphasis or awareness shared from management, or during staff development and wellbeing days on the topic of menopause.
The current HR Function constitutes of 10 professionals with offices situated in Aberystwyth and Llanelli with responsibilities of all 7 campuses. The HR department is divided into 3 sub teams; Data and Information’s, HR Partners and Recruitment and Selection; with the HR Executive Director managing and supporting the teams.
Personal motivation to undertake research into menopause and the workplace has arisen from hearing individual experiences of close colleagues, friends and families. These experiences drew attention to the seriousness of the menopause and how symptoms can affect personal and working lives; something that had never been brought to my attention as someone who is younger than the menopausal age bracket. 
My recent promotion to HR Partner requires more personal interaction with the employees. To be an effective and successful HR Partner, it would be beneficial to employees, managers and the HR function to understand the menopause in greater detail and how to support those affected as effectively as possible.
Currently there is no policy or support mechanisms in place to support women going through the menopause and this research should lead to recommendations on how to support and understand employees with a strong policy and procedure in place along with other family friendly policies will help make the college an employer of choice. 
If research highlights a link between sickness rates and pre and menopausal women, by devising a substantial procedure, the number of sickness absences may reduce as female employees could feel comfortable to have open and honest conversations with their managers on their health, enabling alternative approaches to sickness to be granted. This may reduce sickness costs and improve the culture, leading to higher productivity and motivation.  
Reduced absences will also be beneficial to the students who are the college’s main stakeholders. If lecturers and support staff are absent, this negatively impacts the studies and experiences of our students. To ensure students receive a seamless education, the college must insure cover is in place for the students if their lecturer is absent; which increases sickness costs. 
The aim of this research is to critically analyse and establish how the experience of menopause in Coleg Ceredigion and Coleg Sir Gar can be positively managed. 

To achieve the aim of this research report, the objectives of this investigation will be
· Evaluate theory with current literature and identify appropriate research methods
· Undertake an investigation to analyse the impact of the menopause and the organisation, using primary and secondary research alongside internal data
· Analyse results of research and compare with literature to establish methods on how the college can positively manager the menopause
· To make recommendations on how to avoid the menopause having negative impact on sickness and performance.
The methodological approach adopted in this research is mainly quantitative, whereby research is undertaken by identifying a causal link and analysing data that is easily published into statistics and figures (Anderson, 2013). This approach is typically inductive, and undertaken through surveys/questionnaires. This approach often describes and compares data whilst confirming observation and theory (Gill et al, 2010).
However, the researcher will undertake minimal qualitative deductive research by conducting a focus group with volunteers. The data gathered from this approach will help establish support mechanisms for the college to adopt. O’Reilly et al (2012) alleges that qualitative data adds value and supports inductive approaches. 
2. Literature Review
Menopause is an increasingly topical and current matter with extensive literature on the importance and effects it can have on women and livelihoods (Frostrup 2021, Forbes 2021, Newson, 2021 and ScienceDaily 2021) as well as having an increasing presence in Employment Tribunals (Guardian, 2021). The menopause is a natural stage in life; occurring when a woman’s menstrual cycle finishes and oestrogen levels decline (NHS, 2021a). All women experience the menopause, often between the ages of 45 – 55, however, some can begin the menopause earlier which is known as premature menopause (NHS, 2021b). 
MenopauseNow (2021) provide information on the 34 menopausal symptoms that women can experience; to enhance understanding of the causes and treatments available. Although women will not experience all 34, every individual will experience different variations of the symptoms, with 25% finding elements more debilitating than others (Henpicked, 2020).
2.1 Menopause and the Workplace
CIPD (2019a) state that women over 50 make up a large proportion of a workforce with 8 out of 10 women experiencing the menopause whilst working (Faculty of Occupational Medicine, 2016), around 3.5 million women in the UK alone (NHS Employers, 2021). With an ageing population and menopausal women becoming a large proportion of the workforce demographic (Henpicked, 2020), it is important to support women going through this momentous period in their lives; proving that the workplace is an age and gender-inclusive organisation (CIPD, 2019b).
NHS (2021) claim that symptoms of the menopause can significantly impact attendance and performance; with 3 out of 5 women declaring the menopause has negatively impacted their job (CIPD, 2019c).
If an employer feels unsupported whilst menopausal, this often leads to feeling poorly and reduced state of mental health and wellbeing, lack of confidence in undertaken their work as well considering leaving their job (ACAS, 2021). The results of the CIPD (2019) survey showed more than half of the participants acknowledged increase in stress and reduced concentration and patience. These behaviours are also harmful to an organisation as the workforce become disengaged and unsatisfied; leading to poorer output (Menopause Doctor, 2018).
UNISON (2019) recognise the menopause as being a workplace issue and therefore a trade union matter. It is reported that although some individuals manage symptoms better than others, those who have a negative experience are often driven to the decision to leave their work because of inflexible working and lack of understanding towards their symptoms and situation. This conclusion supports the outcomes found following the Wellbeing of Women Survey (2016), whereby 2 out of 3 women felt they had no support in their workplace with 1 in 4 considering leaving work due to the significant impact the symptoms were having. 
The menopause remains to be a ‘taboo’ subject, despite media and literature trying to overcome this; The Guardian (2019) reported that the lack of discussion and information left women unprepared for the menopause. Lack of support in organisations could be a consequence of the little discussion that is to be had on the matter, in formal settings such as a workplace. 
The Menopause Report Survey undertaken by the Trade Union Congress (TUC) in 2017, disclosed women to be frightful of discussing their symptoms with their employer on the basis that they would be perceived as incompetent and vulnerable. The lack of training provided to employers on the menopause and how to manage and support employers has highlighted the need to educate.  
2.2 Absence Rates
Studies have found a compelling link between the menopause and attendance and performance in the workplace (Menopause Doctor, 2018). Not only do symptoms affect performance due to concentration, stress and engagement levels, but an increase in absences relating to the menopause will also impact performance and have financial implications. The CIPD (2019c) and Personnel Today (2019) found that 30% of working women had taken sick leave as a result of menopause symptoms. In 2020, the ONS reported 118.6 million working days were lost due to sickness or injury; which is around 3.6 days lost per worker; although these figures are on a decline, many of the reasons provided are similar to symptoms experienced by menopausal women; mental health, headaches and migraines, respiratory conditions and heart blood pressure problems. It is possible to argue whether some of these absences could have been avoided if improved management is undertaken by employers surrounding the menopause. 
Employers are legally bound to ensure working conditions do not intensify symptoms whilst protecting from discrimination (CIPD, 2019c).
Clear sickness procedures should be available to make it clear that employees are entitled to flexibility around ‘menopause-related sickness absences’, including flexibility on working arrangements (Silkin, 2020). This may allow employees to adapt working hours for consideration of fatigue and sleepless nights, as well as the possibility of increase in working breaks to relieve hot flushes and headaches. By working and communicating together, the working life of the employee becomes compassionate and eases stress, whilst employers continue having commitment and engagement from their workforce with reduced absenteeism and sickness absences (Silkin, 2020).
2.3 Policy
To reform the workplace culture, Unison (2017) advise developing the knowledge, skills and awareness of employers including management and colleagues. All existing policies and procedures should be ‘equality-proofed’ and embed menopause content, to ensure fairness and avoid discrimination towards female workers experiencing the menopause (Henpicked, 2020).
Establishing a menopause policy that clearly defines the menopause and highlighting for who and why the policy is created is necessary for organisations to create an inclusive and open working environment and culture (NHS 2020a, NASUWT 2021a).
Once a policy or guidance is devised, it is advisable that these documents are accessible and regularly publicised in order to reach out the entire target audience; it may be a period of time after the launch of the documents that an employee or manager requires the document and it must be easy to locate. 
2.4 Line Manager Involvement
According to Unison (2017), line managers are a fundamental factor in employees working lives, in ensuring workers are provided with appropriate support, opportunities and treated fairly. A large part of a managers role is to manage employee sickness; as menopause can impact on the mental and physical health of women, the management of the menopause in the workplace is as important sickness absence management and support.
The report undertaken by Wales TUC in 2017, discovered that 6 in 10 participants witnessed the menopause being treated as a ‘joke’ at the workplace; with some male employees making sexist remarks. Society sees the menopause as a trivial matter, which can lead to women feeling uncomfortable in talking to their managers about their experience, in fear they won’t be taken seriously.
CIPD (2019b)’s menopause at work guidance suggests employers provide female workers with options to support them at work whilst going through the menopause; measures such as increase in ventilation, adequate toilet facilities and access to fresh water, can be easily adopted. With support from the line manager, undertaking a risk assessment with the employee can highlight any further adjustments or adaptations that may need to be done in order to positively assist and encourage the employee’s at work (Unison, 2017) in accordance to the Health and Safety at Work Act 1974 and Equality Act 2010.
Organisations who have a compelling policy in place will not only help employees understand their rights but will help line managers effectively manage and support their staff whom are experiencing the menopause. 

2.5 Literature Summary
To summarise, literature suggests that line managers are substantial in supporting women in the workplace whilst experiencing the menopause; by having a more open and understanding environment, the stigma associated with the menopause may reduce, and women could feel comfortable in sharing the real reasons for their absences. The importance of incorporating the menopause into existing policies and procedures, as well as developing an independent policy could positively impact the inclusivity of the organisation and how well supported the employees feel. 
With the above in mind, the researcher will focus on identifying the thoughts and needs of the employees, the current understanding that managers have on the menopause, as well as the sickness absence reasons given by female workers at the College.

3.  Methodology
This research aims to critically investigate what factors can influence positive experiences of the menopause in the workplace. The objectives of this research will be to evaluate literature, identify appropriate research method to conduct and analyse data gathered during primary and secondary investigation, analyse and compare the research and literature, and finally, make recommendations on how to avoid negative effects and experience of menopause and the workplace. 

3.1 Research Philosophy 

In order to gather data for this research, the researcher will undertake applied research as this method is best used for ‘developing knowledge in order to solve problems by predicting effects and developing interventions (Anderson, 2013). This method is most appropriate for this investigation as the researcher will obtain understanding of the current situation and how best to overcome this. This research will be undertaken by an insider researcher, whereby the researcher’s own organisation and employees will be at the centre of the investigation.

The philosophical approach to this research will mainly take the positivist research stance as the majority of the data will be gathered using quantitative research methods such as questionnaires.  Positivist researchers believe their role is to analyse the relationships of the facts and data obtained to establish conclusions (Remenyi et al 1998, Lee and Lings 2008). 

Alongside this, the researcher will also take the interpretivist stance as the main primary research will be supplemented by qualitative research methods; the principles of an interpretivist are to investigate and analyse perceptions and meanings of individuals (Creswell, 2009).

These philosophies are most appropriate for the mixed method approach that will be utilised during this research; they will suitably allow effective data gathering and analysis in line with the research objectives. 

Research Purpose

The purpose of this research is to understand why working lives are being affected by the menopause. To do this, the researcher will use an exploratory method in order to understand why menopausal women experience difficulties in the workplace. Exploratory research is effective when understanding reasons behind problems from the perspective of the organisations people and current standpoint (Brow 2006, Fox et al 2007).

Research Approach

The way in which this research will be carried out is through deductive reasoning. This approach is most suitable to the aim of the investigation as information and data will be analysed in order to draw conclusions and theory as to why the menopause negatively impacts lives of working women in the college and how this can be overcome (Saunders et al, 2019).

Research Strategy

The researcher will collect data using a survey research strategy. This strategy allows data to be obtained from individuals through multiple avenues, such as questionnaires and focus groups; helping to form patterns and comparisons of data (Saunders et al, 2012).

The advantages of using survey-based research is the ability to create and distribute questionnaires quickly and at a low cost, participants can also complete and return anonymously which can lead to higher honesty of answers. It is realistic to obtain data from a high number of participants at ease, unlike with structured interviews as these are more time consuming. The ability to share questionnaires digitally allows for a wider audience to participate. However, Neuman (2011) and Bryman and Bell (2007) have acknowledged that poor questionnaire design and level of responses can lead to poor quality and unrepresentative data. It is difficult to establish the motivation behind the participants as well as how well and consistently the questions were interpreted. 

Research methods

To achieve the aims and objectives of this investigation, the research methods will include both quantitative and qualitative research. The quantitative research will involve managers participating in questionnaires; this enables the researcher to collect objective, structured data to statistically analyse. Majority of the primary research will be obtained this way and presented in percentages and graphs. However, to supplement this, qualitative research will also be undertaken by employees voluntarily attending a focus group. Unlike quantitative research, this method is subjective and unstructured (Horn, 20212), and will acquire perceptions and experiences of those affected by the menopause in the workplace.
By using both research methods and targeted at managers and employees, the researcher will get a clear understanding of how both parties view the menopause in the workplace. 

3.2 Data Collection

3.2.1 [bookmark: _GoBack]Organisational Evidence 

The researcher will analyse organisational data on the sickness absence levels of female employees between the ages of 45 and 55 and the reasons submitted for those absences. The data considered will of the last three years, unfortunately the researcher is unable to analyse data further than that as the sickness absences systems at Coleg Ceredigion and Coleg Sir Gar were only harmonised in 2019 and therefore the absences prior to the harmonisation would not be a clear representation of the college. 

3.2.2 Questionnaire

The quantitative data will be collected through the use of questionnaires; these will be designed on Google Docs and shared with the managers at the college via this platform. The college is a google college therefore managers are familiar with accessing and completing documents in this format. The questionnaires will clearly advertise the anonymity and confidentiality of participants and answers disclosed.
A submission date will be included to ensure answers are submitted and received in an appropriate time frame in order for the researcher to proceed with the research in a timely manner. Once the information has been received, an analysis will take place of the data to identify a link or association between variables. 

The outcomes of this primary research will be demonstrated in percentage and graph format due to the data mostly being numerical, this is the most effective and powerful way of clearly presenting results (Anderson, 2013). 

3.2.3 Focus Group

The researcher will arrange a voluntary focus group for all employees both male and female to attend to discuss with their peers their experiences, symptoms and ideas on how to improve the support available to them in the organisation. The focus group will be advertised on the intranet for staff to consider and a link to join the virtual focus group will be available for individuals to join at their leisure. Although the focus groups will be informal to allow the employees to discuss openly amongst themselves, there will be a structured list of questions and points to raise to ensure participants discuss topics of interest to the research (Currie, 2005).

During the focus group, the researcher will be documenting the open discussion. This style of documentation is preferred to formal recording as not all participants are willing to be honest if their discussion is recorded; this also ensures focus and active listening from the researcher as accurate written notes will be required (Anderson, 2013). 

Fundamental themes and points raised during the focus group will be shown in the research report under sub headings; this will group key trends which will clearly show reoccurring thoughts and opinions on the matter. Burnard et al (2008) explains that there is often a cross over of data-gathering and analysis when producing the outcomes of quantitative data research as writing notes allows the researcher to reflect on the research.

3.3 Sampling Strategy	
	
3.3.1 Questionnaire

The focus of this research is on understanding how the menopause impacts women in the workplace, in association with sickness absences and performances. The respondents for the questionnaire will be the managers at the college; more specifically the middle managers and their assistants as they have day to day line management responsibilities, and are at heart of absence and performance management; therefore, making the criteria for sample selection clear as it is crucial that the managers understanding and perception is considered and analysed (Horn, 2012).

It is important to determine a sample that statistically represents the population. Given that the focus is on the middle management at the college the number of respondents required is low. According to Neuman (2011) the lower the population size, the greater the ration needs to be. Across the college wide, the number of individuals within the population chosen is 30. Hart (2010) recommends the sample size to be 28 if the population is 30. For that reason, to respectfully collect effective data from this method of research, the researcher will need 28 responses. 

Neuman (2011) suggests ‘maintaining clarity and the respondent’s perspective in mind’ when devising questionnaires. The purpose of the questionnaires is to gather information on the managers understanding of menopause as a whole and the affects they believe it may or may not have in the workplace. The questionnaire will contain both open and closed questions; closed questions will ensure the respondents provide clear and concise answers which can be categorised easily during the analysis stage. However, if an option of answers is provided, it is important that respondents to not feel the researcher is suggesting and forcing answers upon them (Anderson, 2013). Whereas the open questions will allow the respondents to provide additional information to clarify their own thoughts which can be compared to the data collected during focus groups.



3.3.2 Focus Group 

The focus group will be an open, informal and voluntary opportunity for all employees with an interest to attend; however, the target audience of the group is women between the ages of 45 -55 or those who are perimenopausal and menopausal; therefore, purposive sampling will be undertaken as the perceptions and experiences of the participants is crucial in this research (Swanson et al 2005, Juup 2006). The purpose of the focus group is for individuals to participate in open conversations about symptoms and experiences to widen the understanding and awareness of this life cycle with peers. The meeting will consist of open and probing questions on how the college could provide better and further support to help them and their colleagues during this difficult chapter in their lives. Closed questions are less appropriate to use during a semi-structured meeting. 

To encourage the participants to discuss more about the topic, Robson (2011) suggests allowing moments of silence as well as simple glances and verbal signals to develop the conversation; an effective way of ensuring understanding is by summarizing what has been said, this can also be key to keeping accurate records of the discussion. 

3.4 Ethical Consideration 

All pieces of research have ethical implications which must be considered prior to research taking place (Horn, 2012). As a HR Professional, the researcher is committed to maintaining the ethical standards and behaviours stated in the Code of Professional Conduct (CIPD, 2020a). Before conducting research on individuals, it is essential to obtain informed consent, which can be achieved by asking participants to complete a simple consent form; this can be included in the questionnaire and provided to them to complete and return during the focus group. 

It is best practice to clearly explain the research ahead of the data collection methods to ensure the individuals involved are aware of the topic and how their input will be used during the research stages. This information can include the benefits of the research; how the conclusions drawn can positively impact on menopausal women at the college and how support can be improved, how to overcome potential conflict of interests, as well as reiterating how anonymity, confidentiality and privacy will be maintained (Horn, 2012). Participants are entitled to withdrawing their name from being published in the report and how by participating their working relationships and conditions will not be affected. 

When wording questions to be discussed in the qualitative and quantitative research methods and working with a group of diverse participants, the researcher must make conscious and sensitive measures when handling different genders, ages, religions and cultures. 

3.5 Reliability and Validity

To ensure internal validity the methods used were reliable and valid the researcher piloted the questionnaire and focus group agenda with the HR department and supervisor to ensure appropriate data would be collected and measures whilst suitably satisfying the aims and objectives set. External validity can not be applied to this study as it is only applicable to the college. Assume base of whole org 

3.6 Limitations of the study 

As the study was undertaken over the Summer period, many employees at the college are on annual leave, thus making it difficult to meet with more employees to conduct focus groups and complete questionnaires. It could be argued that due to a small number of employees including managers were involved in the research that it does not represent the entire organisation and its’ population. 

The disadvantage of relying on questionnaires as a data collection method is the uncertainty as to how respondents have perceived and understood the questions and the difficulty in measuring how honest and meaningful the answers provided are. 

Similarly, with the voluntary focus groups, it can be challenging if the participants have attended with different agenda to what the research is aiming for; this will be difficult to identify until the focus group has begun. As well as this, given that the topic is sensitive and personal, not all participants may feel comfortable in opening up and sharing honest experiences; possibly resulting inaccurate or falsely representing the employees overall opinions.


4. Results and Analysis 

This chapter presents the findings produced during the research and support the third objective set in order to establish thoughts of employees and methods to influence a positive experience of the menopause.

4.1 Organisational Evidence

The researcher studied sickness absence reports held within the HR department. The data analysed the number and reasons of absences recorded by female workers aged 45 - 55 that could potentially be associated with the menopause. 

Figure 1 shows the number of sickness absences recorded at the college by female employees aged 45 – 55 over the past 3 years. 

Figure 1



The data shows a clear decline in absences, however both 2018 and 2019 figures remain extremely high. The reduced absences support the ONS (2020) discovery that sickness absence levels reduced during 2020. Arguably, this could be related to Covid-19 and the requirement to work from home meant employees did not feel they needed to report their sicknesses as often.

The researcher then looked at the various reasons provided for their sickness absences that could potentially be associated to the menopause (MenopauseNow, 2021). Figure 2 clearly demonstrates that the main reason for absences is flu like symptoms, with anxiety and stress also consuming a large amount of the absences. Other reasons provided included, depression, headaches, exhaustion and fatigue, joint pain, back pain, balance and dizzy spells and blood pressure. 






4.2 Questionnaire

Responses from the questionnaire have been analysed and broken down as seen below. The questionnaire can be viewed in Appendix 1.

Question 1 – mostly all (84%) of the participants are aware that menopause typically occurs in women aged 45 and over; only 16% got this incorrect.

Question 2 – half of the respondents believe that out of the College’s female workforce, 33% are within the menopausal age bracket, however, the correct answer is 72%. This highlights the unawareness of the managers towards the number of potential menopausal women working at the college at present. 

Question 3 – majority of the managers chose all symptoms listed to be symptoms associated to the menopause. It is difficult to determine whether the answers were educated guesses or not. The symptoms chosen the least were, dental/gum problems, allergies, body odour, hair loss, incontinence and muscle tension.

Question 4 – 61% of managers believe that the menopause affects women at work; it could be argued that as almost all of the respondents were female managers, that they answered yes due to experiencing the menopause at work themselves. 

Question 5 – over 77% were unsure whether the menopause was a contributing factor to sickness absences rates.



Question 6 – when asked if line managers have an important role in supporting menopausal women, ¾ of the respondents said yes with the remaining claiming they were not sure; with some supporting comments referring to the need “to recognise it as a condition like other ailments/illnesses as it can be quite debilitating”

Question 7 – 89% stated that no, they have never had a conversation with their employees regarding the menopause.

Question 8 – When asked if they believe that there was sufficient support and flexibility within the college for menopausal women, 9 respondents said no, 7 answered with unsure and only 2 said yes.

Question 9 – All managers thought that implementing a menopause policy and support group would be helpful in supporting their employees with over 83% wanting an awareness campaign and 77.7% wanting a nominated support person. 



4.3 Focus Group

Due to Covid-19 restrictions, the 31 participants joined the focus group on Google Meet. The purpose of the google meet was explained to them and each individual was asked to sign and return the information and confirmation sheet (Appendix 2).  

The researcher began by asking the participants how the menopause has affected them to give the organisation on the symptoms to consider moving forward. Main concerns raised are listed in the table below

Table 1

	Anxiety

	Disturbed sleep

	Foggy Head

	Low Mood

	Memory problems – hard to retain information

	Physical Symptoms – hot flushes, change in period, breast pain

	Unorganised

	Vagueness



Many participants agreed that symptoms appear before realising they might be going through the menopause as it can begin at any age; it is important to recognise the unknown feelings in order to accept and manage. Others stated that they were aware that their body was changing as they are familiar with how their body appears and works with some going to their Doctors for a diagnosis and further support. Recording symptoms arose as a helpful way of documenting and understanding patterns and changes to their bodies; some kept paper diaries or documented using digital applications namely ‘Balance’.
The participants began sharing experiences of seeking help from professionals and what herbal or medicinal therapies were taken. An individual opened up about their ordeal of having a blood test that failed to highlight the menopause as a reason for her symptoms; she later discovered that the fluctuation in hormones can affect the outcome of the test. The group began sharing concerns with taking HRT whilst others reassured them with their positive experiences. The alternative therapies discussed were taking various vitamins such as red clover. 
The researcher then asked how they feel the college could support them. This was met by many saying raising awareness of the menopause with managers is important as it would be great to discuss with them openly; reasons for sickness absences could relate to menopausal symptoms but currently they don’t feel confident to use the menopause as a reason to be absent. As well as managers, the importance of making the male and younger workforce aware so understand and sympathise with colleagues.
Another topic that opened great discussion was disturbed sleep, almost all participants agreed that the menopause has affected their sleep which in turn affects their work; a suggestion made my the group was to be able to start work later in the day and work on or make up their hours in their own time as this may reduce the number of absent days as employees may feel rested. 
To conclude, the group suggested nominating a menopause champion who could arrange coffee breaks or walking groups where menopausal women can meet as a group and discuss their experiences openly with others who can relate. The champion could then proactively influence changes in the workplace.
5. Conclusion
The aims and objectives of this report was to critically analyse and establish how the experience of menopause at the college can be positively managed. This chapter will discuss the research methodology adopted and links between the literature review and results and analysis.

The primary research of quantitative and supported by qualitative research provided a helpful perception on menopause in the workplace as the focus group enabled the researcher to have deep and meaningful discussion with employees on their own experiences whilst understanding first hand what implementation and improvements could be made in order to create a more inclusive, flexible and understanding culture within the college.
The questionnaire approach facilitated the process in gaining the current understanding of the menopause by middle management at the college. However, as middle management only consist of around 30 of the 869 employees of the college, and only 60% participated in the questionnaire, it could be argued that the findings do not reflect the entire organisation. 
Due to time constraints, and the research being conducted over the Summer period whilst majority of staff take annual leave, the researcher was unable to conduct further focus groups or extend the deadline of the questionnaire for more managers and potentially employees, to complete
As the researcher worked within the HR department, this was advantageous when studying the primary data, as the information was easily accessible and familiar to analyse. Similarly, Secondary research was also easily attainable as the topic of menopause has become a current focus in many articles, journals and news reports (Frostrup 2021, Forbes 2021, Newson, 2021 and ScienceDaily 2021).
Literature found that women who felt unsupported in the work place suffered with poor state of wellbeing and mental health; leading to an increase in stress and reduced concentration (ACAS 2021 and CIPD 2019). These discoveries are supported by the primary research into organisational evidence; where two of the main reasons for sickness in women aged between 45 – 55 were stress and anxiety. The Guardian (2019) also reported lack of discussion around the topic within organisations was occurring; similarly, this was highlighted during the questionnaires where 89% of the managers claimed that they had never had a discussion with an employee on the menopause. Discussion during the focus group revealed how college employees would like to have open conversations on the menopause with their line manager but at present they feel uncomfortable in doing so.
Literature also declares that line managers have a fundamental involvement in having a positive effect and influence on menopause in the workplace; ¾ of the managers whom participated in the questionnaire believed this to be the case. There was little research on how managers have positively impacted a women’s experience within the workplace, however, if further research was to be conducted at the college, it would be of interest to inquire deeper into this suggestion. 
Secondary research also emphasised a need for organisations to implement a menopause policy whist also ensuring other existing policies and procedures consider the menopause. Similarly, results following the questionnaire found that managers would all like to see a menopause policy established at the college.
To summarise, the research approach and method chosen was crucially effective in allowing the researcher to meet the aims and objectives set.
In conclusion, the research approach and method chosen was crucially effective in allowing the researcher to meet the aims and objectives set; displaying the need to normalise managers and employees having conversations on the menopause, in order to for employees to feel comfortable and more likely to share their reasons for sickness absences; allowing managers to provide flexible working arrangements to support them during this period in their lives, which could be supported by establishing a robust menopause policy and procedure. The recommendations clarify this.

6. Recommendations
Subsequent to the primary and secondary research, the following recommendations are made and will be presented to the Executive Director of HR and wider Executive Team (as per Appendix 3)
· Encourage managers to have conversations with their staff on the menopause to encourage openness. This could be supported by training and development from external expertise in the matter to provide managers with the confidence to have these conversations and share experiences. 
· Review and revise current policies and procedures to ensure inclusivity of the menopause; ensuring protocols relating to sickness absences consider the menopause when formally managing the absences; understanding certain triggers such as late arrival may be a result of discussions with managers on flexible working arrangements to support them with the menopause. 
· Secondly, to implement a standalone menopause policy. The policy will clearly state the purpose and aims in order to support both managers and employees. The policy can include, definitions, different symptoms, need to undertake risk assessments, examples of flexible working (albeit these will vary with each employee depending on their circumstances), advice sheets and links to further support groups and contacts.
· Develop an awareness campaign to expand the knowledge and understanding of all employees at the college. This could coincide with the annual ‘Menopause Awareness Day’ whilst maintain a level of awareness all year around by displaying posters in offices, toilets and staff rooms. 
· Establish a support group for all employees to attend at their leisure. This opportunity will allow colleagues to share experiences, symptoms through both meaningful and light-hearted conversations. A nominated support person could arrange various activities to allow the staff time aware from their desks, such as coffee and walking clubs.
· With more awareness and discussions happening within the college and amongst colleagues, hopefully this would lead to more honesty with sickness absences, allowing managers and HR department to support the employees with their menopausal symptoms when necessary. To record these absences appropriately, the sickness absence reporting system needs updating with ‘menopause’ as a reason, to avoid employees choosing alternative reasons such as flue, stress and headaches. When running reports, this will provide an accurate representation of those struggling with the menopause.  

7. Appendices

Appendix 1 – Middle Management Questionnaire 
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Appendix 2 – Information and Confirmation Sheet from Focus Group
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Appendix 3 – Action Plan
Appendix 4 - Reflection
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Number of sickness absences

Twenty Eighteen	Twenty Nineteen	Twenty Twenty	581	447	209	


Reasons for sickness absences

Anxiety	Stress	Depression	Back Pain	Balance / Dizzy Spells	Exhaustion	Fatigue	Flu	Headache	Joint Pain	Blood Pressure	57	78	24	8	3	2	11	328	36	17	17	Anxiety	Stress	Depression	Back Pain	Balance / Dizzy Spells	Exhaustion	Fatigue	Flu	Headache	Joint Pain	Blood Pressure	38	42	22	5	1	1	9	268	49	7	5	Anxiety	Stress	Depression	Back Pain	Balance / Dizzy Spells	Exhaustion	Fatigue	Flu	Headache	Joint Pain	Blood Pressure	37	29	26	13	0	4	17	31	67	12	3	

Do you believe that the menopause is a contributing factor to sickness absences in the college?


0.16600000000000001	5.5E-2	0.77700000000000002	
 Do you think introducing any of the following would be useful in the workplace? Please tick all that applies.

Menopause Policy	Support Group	Awarenss Campaign	Nominated Support Person	1	1	0.83299999999999996	0.77700000000000002	


image2.png
K ARRANGING Synonyms: 121 Syn- X | & My Drive - Google Drive

cC o

Apps ) Microsoft Office Ho...

@ Azohe

By Google Translate

x| [ Menopause Questionnaire - Goo X

@ Online DBS 164628 /4 Students » Hub  /§

B Menopause Questionnaire - Mar X

Job Search | Indeed
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with the menopause: *

Allergies

Anxiety

Body Odor

Dental Problem

Difficulty Concentrating

Dizziness

Depression

Fatigue

Gum Problems

Hair Loss

Headaches

Hot Flushes

Incontinence

Muscle Tension

Osteoporosis

4. Do you think the menopause affects women at work? *

Q Yes
QO No

QO Dpon'tknow
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5.Do you believe that the menopause is a contributing factor to sickness
absences in the college? *

Q Yes
QO No

QO Dpon'tknow

6.Do you think that line managers have an important role in supporting women
going through the menopause? Please expand on your answer. *

Q Yes
QO No

QO Dpon'tknow

Q other:

7. Have you ever had a conversation with your employees regarding the
menopause? If yes, briefly explain the content of the information. *

Q Yes
QO No
Q other:

8.Do you think there is sufficient support and flexibility within the college for
women going through the menopause? Please expand on your answer. *
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8.Do you think there is sufficient support and flexibility within the college for
women going through the menopause? Please expand on your answer. *

Q Yes
QO No

QO Dpon'tknow

Q other:

9. Do you think introducing any of the following would be useful in the
workplace? Please tick all that applies. *

Menopause in the Workplace Policy

Menopause Support Group

Designated ‘Menopause Support Person

@)
@)
(O Menopause Awareness Campaign
@)
@)

Other:
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Menopause Questionnaire - Managers

This questionnaire is part of research into establishing how the experience of menopause in
Coleg Ceredigion and Coleg Sir Gar can be positively managed. Please complete the
questionnaire from your point of view as a manager.
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*Required

Consent

I give my consent to take part in the study and understand that my participation in this
research is voluntary and that | can withdraw at any time
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