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Menstrual health is a critical aspect of overall well-being, yet it
remains a somewhat overlooked topic in many workplaces. In
recent years, there has been a growing recognition of the need for
inclusive workplace policies that address menstrual health. Creating
a supportive work environment for employees who menstruate is
not just a matter of equity but also a way to foster a more inclusive
and productive workplace [1].

The Importance of Menstrual Health in the Workplace

Menstrual health encompasses physical, emotional, and mental
well-being related to menstruation. For many people, menstruation
can be accompanied by symptoms such as cramps, headaches,
mood swings, and fatigue. These symptoms can impact work
performance and attendance, making it essential for workplaces
to acknowledge and address menstrual health issues. A supportive
workplace not only improves individual well-being but also benefits
the organization. When employees feel that their health needs are
understood and accommodated, they are more likely to be engaged,
productive, and loyal. Conversely, neglecting menstrual health can
lead to decreased morale, absenteeism, and a lack of inclusivity [2,

3].
Key Components of Inclusive Menstrual Health Policies

Providing free menstrual products in restrooms is one of the most
straightforward ways to support menstrual health in the workplace.
This policy ensures that employees have access to essential
products without having to make an outof-pocket expense.
Some organizations also offer a variety of products, including
pads, tampons, and menstrual cups, to accommodate different
preferences. Menstruation can come with symptoms that might
affect an employee’s ability to work their usual hours or perform
specific tasks. Flexible work arrangements, such as the option to
work from home or adjust work hours, can help employees manage
their menstrual health needs without facing penalties or stigma.

Paid menstrual leave is a progressive policy that allows employees
to take time off specifically for menstrual health issues. While not
universally adopted, some companies have implemented menstrual
leave as part of their broader health and wellness policies. This

leave can be used for managing severe menstrual symptoms or
seeking medical care. Creating awareness about menstrual health
through training and educational resources can help reduce stigma
and encourage open conversations. Workshops, informational
pamphlets, or seminars can educate employees about menstrual
health and the available support systems within the organization

(4, 5].

Fostering a supportive and non-judgmental work culture is crucial
for implementing effective menstrual health policies. Encouraging
open dialogue about menstrual health and addressing any instances
of discrimination or discomfort can help create a more inclusive
environment. Incorporating menstrual health into broader health
and wellness programs can support employees’ overall well-being.
This can include offering resources on managing menstrual
symptoms, access to healthcare professionals, or wellness initiatives
that address menstrual health [6].

Implementing Menstrual Health Policies

Before implementing any new policies, it is essential to assess
the needs of your employees. Surveys or focus groups can
provide valuable insights into what employees want or need
regarding menstrual health support. This feedback can guide
the development of effective and relevant policies. Once you have
gathered feedback, develop clear, accessible guidelines for menstrual
health policies. Ensure that these guidelines are communicated
effectively to all employees and that there is a straightforward process
for requesting support or accommodations. Train managers and HR
professionals on how to handle menstrual health issues sensitively and
effectively. Regular communication about the availability of menstrual
health resources and support options is also important to ensure that
employees are aware of and can access the support they need.

Monitoring and Evaluating

After implementing policies, regularly monitor their effectiveness
and gather feedback from employees. Evaluate the impact of the
policies on workplace morale, absenteeism, and productivity to
make necessary adjustments and improvements [7, 8].
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Several companies have successfully implemented inclusive
menstrual health policies. For example, Nike introduced a policy
offering free menstrual products in all their facilities and has
received positive feedback from employees. Similarly, the Indian
state of Kerala has piloted a menstrual leave policy, offering two
days of paid leave per month, which has been well-received by both
employees and employers.

Addressing menstrual health in the workplace is an essential step
toward creating a more inclusive and supportive environment for
all employees. By implementing thoughtful and effective menstrual
health policies, organizations can improve employee well-being,
boost morale, and foster a culture of respect and understanding.
As societal attitudes toward menstruation continue to evolve,
workplaces have an opportunity to lead by example and make a
significant impact on menstrual health and inclusivity [9, 10].
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