
Menopause Experiences in the City 
Workplace
Findings, Policy Benchmarks, and Menopause-Friendly 
Recommendations
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Council Motion (CF 25-1220) 
Presented by Councilmember Yaroslavsky



Personnel Directives
● Report how City policy can accommodate 

people experiencing menopause

● Assess options to mandate training for 
supervisors

● Make available menopause resource guides 
for all city employees

● Explore practical workplace solutions and 
securing additional workplace 
accommodations



LACR + CSW Directives
● Convene employee roundtables

● Benchmark global cities

● Evaluate official Menopause-Friendly 
Accreditation

● Deliver ongoing support 
recommendations
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Background



The Facts about 
Menopause

● Phases: 
Perimenopause, 
Menopause, 
Postmenopause 

● Symptoms: more than 
eighty

● Duration: 2-10 years



The Economics of 
Menopause 

● Productivity Costs: 
1.8 billion

● Healthcare Costs:
 26 billion

● The “Menopause 
Penalty” 



The Equity Impacts of 
Menopause 

● Intersectional Equity
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Methodology and Data Sources



Expert Organizations 
& Best Practices



Public Health &
Legislative Review



Survey of 1,096
City Employees
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63%

Hide Menopause 
Symptoms at Work

59%
Uncomfortable 

Talking to 
Supervisors

83%
Report Lack of 

Workplace 
Procedures

Stigma and Silence
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Stigma and Silence

Top Reasons Employees Hesitate to Disclose Symptoms

58% "It is too personal." 48% "Concerned people think I 
can't do my job well."

44% "Concerned I will be seen 
as old." 40% "Concerned I will be 

treated differently."



Symptom Disruption

Key Findings From City Employees:
Physical Symptoms Disrupting Work 
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Key Findings From City Employees:
Symptom Impacts

 50%
of respondents say that Menopause 
has affected their self confidence at 
work

 58%
of respondents say that Menopause 
has affected their productivity at 
work
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Key Findings From City Employees:
Missed Work Days

 61%
of respondents say they would not 
have to take days off if they could 
have adjustments at work for 
symptom such as flexible short 
breaks.

 52%
of respondents took 1-15+ days off 
annually to cope with unmanaged 
symptoms.
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 67%
of respondents indicated 
that menopause has had 
a negative impact on 
their employment 
choices.

 40%  26%
of respondents scaled 
back hours or 
requested reduced 
workload.

 Key Findings From City Employees:
 Career Advancement Impacts

10

of respondents did not 
apply or considered not 
applying for higher 
positions, with 32% not 
taking a leadership 
position.



What City Employees Want
Percentage of respondents who rated each option as "Very" or "Somewhat" helpful

93.1%   Remote Work

92.5%  Specialist Access

92.4%   Insurance Coverage

92.1%  Desk Fans

91.6%  Flexible Schedules

95%*   Different Uniform Options

90.5%  Leave Policy

88.1%  Info Materials

85.0%  Cooling Rooms

82.1%  Break Rooms

81.6%   Awareness Sessions



"I had no idea what was developing, I 
just felt like I was losing my mind. 
When I was denied a leave of 
absence, I left City service. I firmly 
believe this is not a decision I would 
have made if I knew what was 
happening and had support."

"Aside from having side conversation with female 
coworkers, it is not addressed and I don't know how a 
male supervisor would be able to understand what 
we are going through unless information is provided 
and it is taken seriously. I feel that sometimes 
menopause is taken as a joke."

“"Women of this age sometimes talk about it at work 
- my supervisor and I have shared our experiences. 
And yet I feel uncomfortable requesting time off due 
to overwhelming symptoms knowing she would judge 
me for it since SHE doesn't take time off for her 
symptoms. She has this attitude that if she can 
handle it, why can't I? So I just keep working and hope 
that I can perform as expected."

Voices of the City Workforce
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“The male gaze is the culture at my 
workplace... I power through so I do not 
appear weak in front of my peers."

"...we don't want your pity, we want your 
support, right? We're not going, oh, woe 
is me. It's more like, this is what we're 
going through and we need you to 
support it..."



Statutory Benchmarks

London
City Hall Policy 
(2022) and UK 
Employment Act 
(2025)

City Hall Menopause Policy;  UK Menopause Action 
Plans for large employers 

Melbourne
Enterprise 
Bargaining 
Agreement (2024)

Provides 5 days paid reproductive leave bank; cool 
rooms; no doctor's notes for 1-day leave.

Philadelphia City Code Bill No. 
250849 (2025)

Codifies denying reasonable menopause 
accommodations as an unlawful employment practice.

California
State Legislation 
AB1940 (Pending 
Governor's 
signature)

Would mandate workplace menopause accommodations 
(posters, training) statewide by July 2027.
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Path to Accreditation: MiDOVia


Only U.S. 
Accreditation
MiDOVia offers the only 
Menopause-Friendly 
Workplace designation in 
America.


5-Step Framework
1. Member Joining

2. Program 
Implementation

3. Independent Review

4. Accreditation every 
3 years

5. Annual Renewal


City Financial 
Investment
$8,000 annual 
membership

($5,600 
post-accreditation)

+ $500 independent 
assessment fee
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MiDOVia’s Implementation Program

Evaluation Gathering baseline data

Adoption of Formal Policies Drafting a dedicated menopause policy

Training Training managers and the general workforce

Adaptation of Facilities Making practical physical adjustments to the work 
environment.

Driving Culture Fostering an open culture through sustained engagement.



Report Conclusions & Recommendations 


Raise Awareness
● City-wide training of supervisors
● Distribution and display of informational 

materials

● Educational modules for employees

● Employee affinity groups where women can 
share, learn, and support each other

● Ongoing awareness campaigns in regular 
City communications


Symptom Support
● Short at-will breaks and, where possible, 

locating private spaces for those breaks

● Temperature control such as fans and/or 
cool rooms

● Ready availability of ice and water

● Improvements or different uniforms to 
accommodate conditions in the field and 
office

● Improved access to restrooms and 
providing free menstruation supplies
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Report Conclusions & Recommendations


Policy Change
● Improve work schedule 

flexibility

● Offer flexible remote work 
options

● Adjust sick day allotments 
and/or leave policies to 
include menopause

● Improve healthcare and 
insurance support

● Add menopause to the City’s 
Ordinance on 
Non-Discrimination in 
Employment


Ongoing Evaluation

The Commission on the Status of 
Women, supporting the Personnel 
Department, can conduct further 
research on:

● If and how the City is 
meeting the needs of 
employees experiencing 
menopause; and

●  The City’s work to foster 
regular citywide dialogue.


Accreditation 
Feasibility
Assess the feasibility of 
pursuing official accreditation 
through MiDOVia.
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