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Abstract
With the advent of more women either entering or returning to work and continuing to work in their later years, women in menopause now form the fastest growing demographic in contemporary organisations. However, without organisations putting in place adequate structures to provide the right kind of support for this demographic, several organisations risk losing women who form part of the top talent in organisations and who are at the peak of their careers. Despite the growing body of research on providing support for women experiencing menopausal symptoms, it is still a body of work that is viewed as being insufficient to arrive at meaningful interventions from a policy perspective. Not only is the research inadequate in understanding how best to support women experiencing menopause in general, but it is also lacking when it comes to examining the complexities of the challenges faced by women in menopause who belong to ethnic minority groupings and face other intersectional challenges simultaneously. Resultantly, this development paper initiates an investigation into the complexities of the effects of intersectional challenges on the performance of ethnic minority women experiencing menopausal symptoms in the workplace.











1.0 Purpose of Research:
With more older women either entering or returning to work and continuing to work later in life, women experiencing menopause are the quickest growing demographic in contemporary organisations. In the United Kingdom, data from the Office for National Statistics (ONS, 2020) indicates that the employment rate for women aged 50–64 has increased. These demographic trends suggest that it is becoming increasingly important for menopause to be addressed in the workplace if organisations are to avoid losing women who are at the top of the game in their profession. This trend of thought is reinforced by the evidence that shows that more often than not, more women that experience menopause while employed, often do so during a phase in their careers when they are moving into or aspiring for senior positions (Grandey et al., 2020).
Menopause is viewed as a multifaceted phenomenon intersecting with gender, age, and various contextual factors within the workplace (TUC, 2021). As a result, women tend to find it challenging to isolate their experiences related to menopause from broader workplace inequalities, especially when these inequalities stem from diverse reasons associated with race, culture, faith, and more. It is therefore important to look at this issue form an intersectionality lens. Women have experienced being marginalised and treated as "other," leading to potential exclusion, which worsens the menopausal symptoms such as anxiety and loss of confidence (Atkinson et al., 2021). Hence, it is not surprising that women find it challenging to talk about menopausal symptoms in the workplace (Jack et al., 2014) and harbour concerns about potential consequences upon disclosure (Grandey et al., 2020).
Although there is a growing body of research on organisations finding novel ways to provide the right support for women in menopause in the workplace, it is still considered to be scarce and insufficient and even more so, when it comes to women who are in the ethnic minority. Furthermore, the existent research examines menopause in a simplistic manner without taking into consideration that the challenges faced by different ethnicities of women facing menopause may be different and may require differentiated solutions owing to the other intersectional challenges that they face within the workplace. By delving into the intersectionality of culture, ethnicity, race, and faith, this research aims to uncover the distinct hurdles confronted by ethnic minority women as they navigate the workplace while grappling with menopausal symptoms. This exploration holds the potential to guide the development of policies and tailored support systems designed specifically for the needs of ethnic minority women (Ahmed and Hardcastle, 2023). Urgent advancements in policy and practice are required to normalise discussions about menopause in work; research of this nature would contribute to the discourse on menopause, as no relevant literature on the subject has been identified. Hence as workplace studies addressing attitudes to menopause are limited (Atkinson et al., 2021), it is imperative that these issues are considered and explored to address these gaps. 

2.0 Literature Review
The labour market complexion and patterns in recent times have been changing at a rapid pace and show a drastic change in that at least half of the full and part-time jobs in the labour force in Western countries are filled by women (Geukes et al., 2016; Kopenhager and Guidozzi, 2015). Furthermore, the participation of women is on the rise and their retirement age is increasing in several countries (Verdonk et al., 2022). Resultantly, the labour market has a constantly growing number of women over the age of 45, for whom menopause is a significant part of their work lives. 
Existing studies have revealed how women from minority backgrounds often feel constrained within gendered, age-biased roles that demand significant emotional labour yet lack recognition (TUC, 2021). It can be inferred then that women encounter limited opportunities for career growth. This complexity is compounded by cultural taboos, hindering open discussion or seeking assistance regarding menopause (Parsad, 2023). Examining this matter through the lens of intersectional research in organisations redirects attention to investigating the connections among different intersecting identity themes, organisational practices, and their contributions to dynamic, intricate, and conflicting systemic inequalities (Castro and Holvino, 2016).
Originating from feminist scholarship, intersectionality (Crenshaw, 1989) allows for the inclusion of various self-identifications beyond gender in workplace analysis. This encompasses factors such as occupation, class, employment type, income, education, sexuality, (dis)ability, motherhood, race, ethnicity, migration status, and age. Viewing these categories as interconnected systems of meaning and combining these perspectives into an intersectional approach allows a view of how these factors affecting women's experiences during menopause at work. This approach suggests a shift from a narrow medical perspective on menopause to a broader cultural approach, addressing issues and providing an alternative perspective (Atkinson et al., 2021). Additionally, the impact of menopause on workplace productivity seems to be underestimated, especially for women facing socioeconomic challenges or identifying as Black and/ or minority (Faubion et al, 2023).
Some studies link menopause to lower work productivity, increased sick leave, and higher costs for employers (Whiteley, et al, 2013; Safwan et al, 2024). Negative effects of menopausal symptoms, cause irritability and mood changes and impact job performance and can lower work ability and increase sickness absence. Menopausal health complaints can also affect mental well-being, leading to insecurity, anxiety, and a damaged professional image, especially for women in demanding jobs (Verdonk et al, 2022). Unaddressed menopause symptoms can negatively impact women's career development, leading some to leave their jobs, reduce their working hours, or decline promotions (Safwan et al , 2024). Despite these significant effects, women often avoid discussing menopause with colleagues and supervisors due to discomfort and fear of being marginalised or ridiculed. While evidence of menopause's adverse effects on work outcomes is growing, there is a lack of research on how workplace or organisational factors might worsen or ease the experience of menopause symptoms for women. Therefore, this research investigates the experiences of ethnic minority women suffering from menopausal symptoms at work, aiming to highlight how these factors impact their workplace productivity. By providing empirical evidence, the study seeks to identify potential long-term support mechanisms.
An intersectional perspective illuminates that menopause isn't an isolated issue, but underscores entrenched organisational practices that disadvantage specific bodies (HOC, 2022). Other dimensions of inequality, such as class, race, and ethnicity, have not garnered sufficient attention and that these social categories are examined in isolation, neglecting their interconnected effects. It is therefore imperative that this issue is looked at through an intersectional lens, that views gender, race, ethnicity, class, religion, and other social differences as interconnected and mutually shaping both at the individual and organisational levels. These intersections involve power dynamics, leading to complex inequalities that go beyond analysing individual categories or their sum (Castro and Holvino, 2016). Applying an intersectional analysis in organisation studies, will enable an understanding of how the various aspects of minority women’s identities intersects with other forms of inequality whilst suffering from menopause. This suggests that if organisational support initiatives are to be meaningful, they need to challenge these dynamics rather than merely managing menopause. The focus should shift towards transforming workplace cultures, with the aim of fostering inclusivity for all bodies in the long term, thereby addressing systemic inequalities.
While the number of employers adopting menopause policies or guidance is increasing, these remain relatively limited, and their effectiveness may be hindered by line manager discomfort or resistance as stated by Atkinson et al. (2021) and Safwan et al. (2024). The organisational interventions predominantly focus on symptoms from an occupational health perspective, giving less consideration to the broader cultural aspects of the menopause transition. The influence of organisational culture and attitudes may be overlooked (Grandey et al., 2020), sustaining workplaces where disclosing menopausal status is challenging at best and discouraged at worst. The research hence focusses on investigating organisational changes that would prioritise long-term effects on inclusion and equitable experiences for ethnic minority women, rather than merely short-term management of menopause. The primary objective is to tackle intersectional inequality through examining the workplace experiences of ethnic minority women. This involves identifying the existing support provided and determining additional culturally sensitive support needed to facilitate their progression and empowerment in workplace.
Research aims and objectives:
The aim of the research will be to investigate the effects of intersectional challenges faced by ethnic minority women experiencing menopause in the workplace and identify appropriate support mechanisms.
The objectives for the research would be:
· Examine the effect of intersectional challenges faced by ethnic minority women experiencing menopause in the workplace. 
· Identify and examine the existing support provided by organisations for ethnic minority women in the workplace experiencing menopausal symptoms.
· Inform Policy Development: Identify and recommend policy enhancements and support systems designed to address the unique needs of ethnic minority women experiencing menopause in the workplace, based on the findings of the study.


3. Methodology 
For the research on ethnic minority women experiencing menopause in the workplace, semi structed qualitative interviews will be employed. This method allows participants to share detailed and nuanced descriptions, making it suitable for exploring complex areas and conducting exploratory studies (Saunders et al., 2012, Gray, 2018).
The selection of participants will follow a purposive sampling method to ensure a broad representation of diverse backgrounds and experiences, specifically targeting those who self-identify as undergoing menopause or experiencing pre-menopausal symptoms. Participants will be recruited in collaboration with minority ethnic organisations in Wales, such as the Ethnic Minority Youth Team—an award-winning organisation supporting young people, their families, refugees, asylum seekers, and individuals from minority communities (Eyst, 2024) —and Diverse Cymru, an organization dedicated to helping individuals overcome discrimination and reduce inequality (Diversecyrmu, 2024).
This study will adhere to the saturation principle, conducting interviews until no additional substantially different insights are obtained as stated by Saunders et al, (2012). A sample size of 20 participants from various sectors (public sector, voluntary organisations, etc.) will be used to ensure sufficient depth is explored and to achieve thorough data analysis. Additionally, 5 HR or Operational Managers from different sectors will be interviewed to determine organisational practices that support menopausal women, particularly those from minority ethnic backgrounds (Anderson and Fontinha, 2024; Saunders and Townsend, 2016).
Thematic analysis will be employed to analyse the qualitative data to identify and analyse themes. This method ensures a detailed and rich account of the experiences shared by the participants (Braun and Clarke, 2006; Gray 2018). Using data triangulation method by combing secondary data (such as CIPD reports and policy documents) with primary data will enable formulation of appropriate support systems for minority ethnic women suffering from menopause in the workplace. Integrating the insights from both secondary and primary data will enable the development of comprehensive understanding of the issues and help to identify key areas where support systems are lacking and potential strategies for improvement. Based on the triangulated data, evidence-based recommendations will be developed to enhance support systems for minority ethnic women experiencing menopause.

4.0 Anticipated Results Practical relevance
This study will expand the current literature by delving into menopausal experiences among women from minority ethnic backgrounds, advancing knowledge in this field. It will also identify support mechanisms tailored to address cultural sensitivities related to menopausal symptoms in the workplace for a diverse range of ethnic minority women. 
Collaborating with broader ethnic minority organisations may result in the development of cultural diversity training programs, fostering open dialogues on menopause. Aligned with Brewis et al.'s (2017) recommendation, this research supports equality and diversity training covering age, gender, and menopause, while endorsing occupational health campaigns and informal women's menopause networks. The goal is to catalyse a cultural shift within organisations by normalising discussions around menopause and collaborating with the Welsh Government to propose specific recommendations for enhancing inclusivity and support for ethnic minority menopausal women.
Furthermore, the study looks to advocate for the transformation of organisational cultures and responses to this issue through representation in conferences and research publications. It is expected that the results of this study will challenge biases and practices that disadvantage minority groups, not only concerning menopause but also broader issues of inequality; raise awareness and advocate for systemic changes to combat the stigma around menopause, particularly within ethnic minority communities and promote enduring organisational changes focused on the inclusion and equitable experiences of ethnic minority women, extending beyond short-term menopause management.

5.0 Next Steps
The subsequent phase of this research involves obtaining ethics approval and finalising the selection of an appropriate sampling methodology. Collaborating with ethnic minority organisations and leveraging personal networks will aid in identifying a diverse group of ethnic minority women from various backgrounds who are currently employed and experiencing menopausal symptoms.
Upon the completion of this phase, the focus will shift to identifying and enlisting potential participants for the semi-structured interviews. The plan is to conduct these interviews and commencing data analysis by February 2025.
The plan is to present this developmental paper at the BAM conference to gather feedback from experts and peers. This feedback will provide valuable insights that will help refine and improve the research.
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