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ABSTRACT

In India, menstruation is still considered
taboo, despite being a nation with a rich cultural
background. Such ataboo existsin both urban and
rural settings. Half of the people experience
menstruation, anatural, normal biological process,
but it isnot given the attention it deserves because
of unwarranted shame, illiteracy, and poverty.
Intense cramping and agony are experienced by
morethan half of all female employeeson thefirst
day of their periods. A wor kplace policy known as
menstrual leave allows employees to take
additional paid or unpaid time off while they are
menstruating. It has drawn more and more
attention fromthe general public and international
media in recent years. It is common for the policy
to be promoted with the best of intentions and to
be seen as a progressive step forward for women’s
rights and workplace wellness. Paid menstrual
leave is a crucial policy measure to promote a
conversation about menstrual health and to
encourage women to enter the workforce in order
to create an equal and inclusive workplace.
Menstrual leave policiescould beasign of, or even
a cause of, unwelcome and discriminatory
wor kplace behaviours toward women. Menstrual
leave is one instance of how sexist employment
practices can easily, even unintentionally, reinforce
negative and untrue social stereotypes. The paper
comestotheconclusionthat it ispreferableto focus
on the working conditions and rights of every
employee, as well as access to high-quality
reproductive health information and medical
treatment, if necessary, in order to support and
enhance menstrual health and gender equality in
the workplace. This review study was conducted
by searching specific keywords utilizing databases
such as Science Direct, Google Scholar, Research
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Gate, PubMed and Scopus. Such a policy isfar more necessary here than in European countriesdueto
the cultural stigma that existsin India. Additionally, India still has a higher prevalence of the gender
pay gap than other countries. Thus, even paid menstrual leave would fall short of making up for their
significantly lower pay and yet putting such a policy into place would be a welcome beginning and a
step in the right direction. Many of the policy’s detractors think it will result in inefficiency and
disincentivise hiring of women and treating everyone equally. It makes sense that efficiency will rise
with the increased participation of the workers who make up half the workforce.

KEY WORDS
Menstrual Leave, Working WWomen, Efficiency, Treatment.

INTRODUCTION

InIndia, there hasbeen aconcerning declinein the proportion of womenin thelabour force. Womenin
Indiaexperience gender rolesthat persist throughout and socid issueswith working women still face many
obstaclesin their quest for independence and employment. Poorer women face many challenges, including
lack of accessto water and basi ¢ sanitation and hygiene. Dueto these socid constraints, womenin Indiado
not havethesameleve of education asmen. Asaresult, employment opportunitiesinthefutureare severely
constrained. Awoman’s family, marital, educational, and social status significantly impact her decision to
work. Daily decisions about whether to continueworking are rarely made by women alone. Thishasalso
contributed to the tremendous pressure working women face to pursue careers that are as robust and
comprehensive asthose of their male counterpartswhile continuing to be actively involved intheir personal
lives. However, managing menstruation at work isone of themost ignored problemsthat need support and
immediate attention because it impairs women’s productivity and performance. The word “menstruation” is
met with rai sed eyebrowsand disgust in Indiabecause of outdated beliefsand traditionsthat till view it as
something filthy or impure. To increasethenumber of women inthelabour forceand deter them fromleaving
their jobs, al rdevant parties, including the Government, business community, media, and civil society, must
make focused interventions. Menstruation is one issue that specifically impacts women’s ability to work. In
India, where women were not taught the fundamental s of hygiene and were shunned during that time, the
subject of menstruationisstill heavily taboo. Menstruation presents abig obstaclefor women evenin more
educated environments. Even though menstruation may beacommon and painless natural processfor some
women, many women deal with debilitating conditionsassociated withit, indluding PCOS, PCOD, and ovarian
cysts, among others. The current maternity-rel ated benefitsand paid leave during pregnancy provisionsare
present, but they area so insufficient. Women havelong kept quiet about this, but that ischanging asmore
women are taking the lead. Women’s health needs to be prioritised now more than ever as they advance
professionaly and climb lofty |adders. Onein ten women experiences menstrual cramps so severethat they
interfere with their daily lives, according to research there is a condition called “endometriosis” that is linked to
menstruation in which tissue that typically lines the inside of the uterus grows outside of it. It’s obvious as more
studies and accountsreceivethe atention that menstrua painisaserious medicd problemfor many females.
Some peopl e struggle greatly because of it, chronic pain, but still, feel ashamed totalk about itinthe public
work environment. Menstrual cyclesinwomen are one of thefew subjectsthat continueto make people
uneasy, particularly in the workplace. This might be the result of the outdated sexist idea that women’s feelings
arerelated to their periods, or that women are afraid of being perceived asweak if they ask for abreak, and
frequently find themsel ves hidingwhat can bedebilitating monthly pain. Themedical term for menstrua cramps
isdysmenorrheal, and it affects about 80% of women. Additiondly, at |east 50% of thesewomenwill look for
medicd care. Whileanti-inflammatory drugsand exercise can be used to treat dysmenorrhea symptoms, they
don’t always work. Despite any potential advantages of menstrual leave, this policy already exists (or could
exist) inaculturewheremenstruation isstigmatized, and littleiscurrently known about the effectsthispolicy
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may haveon society. Asaresult, it might be problematic to accept the policy without taking into account any
potential drawbacks.

Mendtruation hassocid and culturd repercussions, including the stigmaattached toit, itsmedicdization
of it, and its politicization of it. It’s important to comprehend the complexity of the menstrual stigmatization
problem. Mengtruationisnolonger regarded asanormal bodily process, but rather asasign of uncleanliness,
shame, and taboo by both those who have it and those who don’t. The media actively promotes the stereotype
of menstruating women as “hormonal monsters” who are moody, irritable, and less productive. Menstruating
peoplearea so exposed to political messagesthat imply they areunfit for society (likewhen Trump referred
to Megyn Kelly as having “blood coming out of her wherever’”; Yan, 2015). People with higher levels of
ambiva ent sexism may have more negative feelingstoward menstruatorswho takemenstrua leave, which
could ater how menstruators are perceived. Thefindingsof earlier research indicatethat itissocially and
culturally acceptablefor menstruatorsto conceal their menstrual status. If awoman wereto openly takea
menstrual leave day, this cultural “rule” would be broken. This hypothesis is supported by cultural ideals (Stein
Deuca, 2017). Thestigmaassociated with menstruation has many detrimenta effectson menstruators. They
have been socidized to hide any menstrual-rel ated problems, which can result in negative attitudestoward
menstruation, self-objectification, risky sexual behaviour, disgust and shame toward one’s body, and feelings
of disgust and shametoward menstruation. Dueto ambivaent sexit attitudes and beliefs, menstruating women
may be perceived more negatively than non-menstruating women, according to Forbeset al (2003). The
belief that menstruatorsareirrationa and moody aswell asan outward didikefor the period are both predicted
by unfriendly misogyny and sexism, it isalso discovered. Asaresult of thelow birth rate, women menstruate
400 times on average during their lifetimes, which is significantly more than women did in the past (Women’s
Center working to removethe stigmasurrounding menstruation, 2000). According to studies (Latha, Jyothsna,
and Bdliappa, 2018), thereisan increasing need for workplacesto provideenough WA SH (Water, Sanitation,
and Hygiene) facilitiesand bathroom breaks. Another contributing factor isarisein presentism brought on by
menstrual symptoms. Menstruati ng women reported experiencing alot of discomfortswhileat work (Schoep
etd., 2019). Investinginmenstrual hygienefacilities, according to studies, hasafourfold return oninvestment.
Menstruation policiesmust take equa cons deration of work-related hazardsto ensure safety and addressthe
physical needs of menstruating women. Because there was a significantly higher correlation between women’s
absencesand theoveral number of sick days, they accrued than men, they displayed absenteeismin apattern
of 28 daysthat wasrelated to their menstrual cycles. Another viewpoint claimed that inasurvey of Italian
bankers and American teachers, very few women took time off for menstruati on-rel ated reasons, making up
avery small portion of thetotal amount of time taken by women (Herrmann & Rockoff, 2012). A study
revea ed that the mgj ority of women complained of painthat interfered withtheir ability tofunctionand live
their daily lives (La Rose, 2016). Studies have shown that men are willing to overlook a woman’s unfavourable
behaviour if it is related to her period. According to some men’s perceptions of the symptoms’ deterioration
relative to women’s perceptions (Ruble etal., 1982), (Ruble & Brooks-Gunn, 1979). But the majority of men
demonstrated anegative attitude toward menstruation (Clarke & Ruble, 1978). Men showed menstruating
women compassion and support as well (Mason et al., 2017). Men also gave menstruation’s effect on irritability
alower rating than women did, and they believed menstrual symptoms haveagresater influence on awoman
than PM S symptomsdo. International Management Review Vol. 16 No. 1 2020 91 (Brooks-Gunn & Ruble,
1986). Concerns were raised about male superiors giving priority to women who don’t take such leaves and
viewing them astough (Crocker, 2016)

Therearemany symptomsthat menstruating women commonly experience, Soit isimportant to provide
enough breakswhilethey are at work to lower their levels of stressand anxiety (Nishikitani et al., 2017).
High-stress occupations al so affected thelength of the menstrual cycleand werelinked to other menstrual
abnormalities (Fenster et al., 1999). The presence of additiona symptomslike migraines, headaches, and
bloating before, during, or after periods can aso cause stress (Weisset a., 2008). According to adivergent
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viewpoint, women claimed that their ability to perform mental tasks was unaffected by their period.
Understanding that menstruation isauniquely fema e experiencethat necessitates pecid careisthefirst step
in effectively addressing thisproblem. To de-stigmatizeit, proactivemeasuresarerequired (Johnston-Robledo
& Chrider, 2013).

Workplaces must provide easy accessto menstrual hygieneitemslike sanitary napkins. Dueto the
stigmasurrounding periods, womenfind it difficult to discussthem openly (Bailey, 2017). Asthestudy onthe
stigmaattached to menstruation emphasizes, it iscrucia to takemenstrual leave into account. A menstrual
leave policy may, onthe one hand, lessen stigma by promoting more di scussion about menstruationin the
workplace. Ontheother hand, thosebeneficia resultsmight not materidizeduetothecultura context. Instead
of conveyingtheideathat menstruationisadisorder in and of itself, such education should emphasize the
normalcy and functiondity of themenstrua cycle. The percentage of menstruatorswho experience menstrual-
related disorders should be mentioned, as well as how those experiences may impact day-to-day life.
Nevertheless, it’s crucial to remember that many women and some men regard their periods as intimate and
private affairsand do not want to disclosetheir status, especialy to men. Additionally, thepolicy appearsto
imply that menstruating women shouldn’t or are unable to work. Despite the possibility, not all menstruators
will certainly experiencethis. Thisissuecan beresolved by using longitudinal studiesthat compare stigma
beforeand after menstrud |leavewasimplemented. Furthermore, the existence of unfavorabl e atitudesbefore
implementation suggeststhat policymakers may want to address some of these attitudes a thetimethe policy
isfirst introduced. Paid menstrual |eave must beimplemented along with institutional support reform for
maternity-rel ated issuesif weareto encouragewomentowork intheformal economy. Additionaly, companies
need to be urged to hirewomen through theseinitiatives. In India, paid menstrual leave has sparked some
debate and disagreement. Menstruatorswho reved their menstrual statusand utilizetheleave may experience
negative feedback becausethosewith strong negati ve attitudes toward menstruation may betoo resistant to
theideaof opening up that communication. Mengtruation isviewed negatively, which could lead to negeative
perceptionsof the policy and thosewho follow it. If policy resultsin workplace prejudice and unfavorable
assessments rather than enhancing menstruators’ health and wellbeing, its intended effects will not be realized.
It might be possibleto increase public awvareness of menstruation and theillnesses connected toit to support
thepolicy and dlay thisconcern. However, it isimportant to prevent the medi calization of menstruationin how
thiseducationisddivered. Theinitiative of amenstruation leave policy would lend ahel ping hand towomen
who experience extremely painful and uncomfortable menstruation and require aday or two off work to
recover at homeand return to the officewith afresh outl ook to contributeto the productivity of the organization.
A bill known asthe Menstruation BenefitsBill of 2017 hasbeen introduced in Parliament to giveworking
women in the public and private sectors paid menstrual leave for two days each month in addition to sick
leave. However, ignoring thefundamenta stigma, gender di scrimination, sexist attitudes, or menstruationleave
could hurt women. Menstruation Benefit Bill would not be ssimpleto implement, but it would represent a
much-needed changefor the better. A lawmaker from Arunacha Pradesh introduced the Mengtruation Benefit
Bill, but it hasn’t led to any results that can be seen or sparked further discussion about how to implement it.

Policy Evaluation for Menstrual Leave

When they have “menstrual flexibility,” women can skip work during their period and make up the time
later. Owensclaimsthat thelaw dlowswomen to schedulethel r workdays around the natural rhythmsof their
bodies. Men arelesslikely to become enraged by it, and women arelesslikely to beturned away from their
jobs. Even morebroadly inclusive optionsinclude granting welInessleaveto dl workers.

All workers may need time off even if they are not qualified for sick leave, whichiswhy theterm
“wellness leave™ has been coined. For instance, a man may experience acute stress and accompanying physical
symptomslikeheadaches, muscle aches, or fatiguewhileawoman may experience uncomfortable crampsor
diarrheaduring one of her monthly periods. There may be medica proceduresthat employeesundergo that
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they do not want their coworkersor managersto beaware of . For example, ma e or fema eemployeeswho
arehaving anintimatemedical procedure may not want to disclosethisinformation ontheir sick leaveforms
or doctor’s certifications. By allowing a predetermined number of wellnesses leaves each year, employers can
respect their workers’ right to privacy as well as their right to leave. Due to their greater concerns regarding
their reproductive health, women are only permitted acertain number of additional wellnessdays per year.
Thetype of work an employee doesand their job cannot only be taken into consi deration when determining
their digibility for wellnessleave. One could makethe casethat physcaly demandingjobs(likemanua labour
or blue-collar work) call for more paidtimeoff than white collar work donein the comparatively cost setting
of an office. Thiscallsinto question whether different roleswithin an organization require customized leave
policies, adifficult but crucia question.

Global Menstrual Leave Policy Scenario

Mendrud leavewasfindly reingtated in Communist Russiafollowing the Firs World Wer. Inthe 1920s,
fema e empl oyees demanded that the Russian system be abandoned becauseit was unnecessary, which led
employers to prefer ‘less” and more dependable male staff (occasionally firing female specialists and replacing
them with men). Japan made menstrua |eaveapublic strategy following World War I1. The necessary action
wastaken inthe middle of the 1950s by Indonesiaand South K orea (at thetime, acolony of Japan). The
justification for theargument that somejobswere unsuitablefor women or that women needed afew days of f
during their period, “for public wealth,” was based on the fact that hard work occasionally causes a missed or
delayed monthly cycle. Therefore, menstrual leave was a form of nurturing *“parenthood.”Instead of emphasizing
publicfertility, Sincethe 1970s, proponents of East Asian menstruation leave policies have argued that these
laws benefit women who suffer from severe menstrual pain or heavy bleeding. In some countries, women
were also prohibited from working night shifts or jobs that were deemed to be excessively dangerous or
unsuitablefor them until they reached the age of marriage. The Gender Employment Act, passedin Taiwanin
2002, madeit possiblefor women to request one day of leave each month if they were experiencing severe
menstrua symptoms. Some nations offer unpaid menstrual leave or have lawsin placeto makeup for it.
Menstrua leave policiesfor employeeshave beenimplemented in severa nations. In Japan, alaw was passed
in 1947 allowing women to taketime off if they are having apainful period. 2018 (Prasad). Similar to this,
since 2001, South K orean women have been ableto taketime off for their periods. Similar ruleshave been
implemented by Nike and other companies. Similar lawsarein placein Taiwan, South Korea, and Indonesia
(Prasad, 2018). Even though neither Europe nor the United States has such policies, effortsto implement
them have not been sufficiently successful.

Scenario in India

Since 1992, the Bihar Government has provided two days of paid time off for women’s periods each
year. Women arefreeto choose which two days of the month they want to work, and they are not required
to explain. Menstrual leaveisonly recently being provided by some private businesses, likethe Mumbai-
based mediaoutlet Culture Machine. Cultural Machine MediaPvt. In recognition of the discomfort and the
stigmaassociated with menstruation, Ltd. hasimplemented aleave policy known asFirst Day of Period
(FOP) Leave, alowingwomen to take aday off on thefirst day of their period when the painisusually the
worst. Theideaof menstrual |eave undercutstheideaof workplace equality. DevlinaMazumdar, the HR
director at Culture Machine, told India Today that it’s past time for society to acknowledge how differently
built menand women are, and that it’s okay to admit when one is menstruating. This optional policy will make
theworkplace morewel coming towomen.

Mengtrua leavewill underminetheeffortsof womenwho aretryingtolevel theplayingfiedfor leave,
and since periods are private and personal, women may not want to go public, claims Dr Jyaanti Dutta, a
clinical and socio analyst. If somewomen feel they needit, they can alwaystakesick time.
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The Menstruation Benefits Bill was introduced in 2017 as a private members’ bill by Ninong Ering, an
Arunachd Pradesh-based Lok Sabhamember. By thishill, femaeemployeeswould have accesstofecilities
at work for menstrual needsand other related concerns. A gender-responsive employment policy isoutlined
inthebill. TheBill would have granted women theright to two days of menstrud |eave every month, for atotal
of 24 daysof leave per year, whether they work for public or private companiesthat areregistered withthe
federa or state Governments. Themost important section of the Bill is Section 4. According to thissection,
women may takeapaid |eave of absenceduring their periodsif they work inalicensed establishment or are
enrolledinaclassthat isat |east eighth-grade level. Women have the option of taking afour-day paid leaveor
abreak from school whilethey are menstruating. However, awoman isfreeto chooseto continueworking
rather than takepaid timeoff and will be entitled to overtime pay at the established rateif she doesso. Women
who choose not to taketheleave are entitled to overtime pay at the established rate. The act stipulatesthat
women must taketwo 30-minute breaks each day when they are menstruating. Every woman hastheright to
understand her menstrual cycle and the necessity of using the benefits made available by this proposed law.
Let’s say she has trouble utilizing the advantages of these provisions. Menstrual leave or rest period provisions
may be denied or interfered with, which is punishable by afine of INR 10,000 to INR 50,000 and ajall
sentence of 1 to 3 months. She can then speak with the establishment’s POSH committee, which is required
by theAct of 2013 for the Prevention, Prohibition, and Redress of Sexua Harassment of Women at Work.
Gender-specific leaves can reinforce the notion that women areless capablethan men and, asaresult, are
unabletowork inasociety that isstill largely patriarchal, less supportive of women intheworkplace, and
wherewomen arestill viewed asless capabl e than men despite having comparable academic and professona
achievements. The introduction of period leave has raised concerns among women about workplace
discrimination and created an uncomfortabl e Stuation for themwhen disclosing such privateinformation. This
could causeissuesfor them during performancereviews, appraisas, and promotionsof anindividual.

Peopleareal so concerned that if such apolicy isimplemented, employersmay becomelesswillingto
hirewomen and assign them to demanding and compl ex jobs, denying them opportunitiesfor professional
advancement. The criteria for such leaves’ applicability are also challenging to define. To determine whether a
woman qualifiesfor theleave, shemay be questioned or asked for persona informationif she experiences
early menopause, or sex change, or identifiesasatranswoman. Moreover, not all women experiencetheir
periodsthe sameway; rather, the duration of the period and theintensity of the pain and discomfort vary from
person to person. Many women want their employersto prioritiesasecure, comfortable, and hygienicworkplace
before enacting such policies. When basic needs aren’t being met, implementing menstrual leaves seems like
afar-off fantasy. For the advantages of these paliciesto beredized, both menstruatorsand non-menstruators
must adopt adifferent mindset.
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Discussion

A policy of thiskind isespecidly necessary giventheprevailing cultural stigma, whichismuch more
pronounced in Indiathan in western countries. The gender pay gapisstill pervasive, moresoin Indiathan
anywheree se. Not even paid menstrua leave could make up for their significantly lower pay for them. Inthe
“Global Gender Gap Report,” India is ranked a depressing 136 out of 144 nations for wage equality between
men and women (Bdlliappa, 2018).

But putting such apolicy into placewould be amuch-needed start and astep intheright direction.
Many of the policy’s detractors think it will result in inefficiency, stop women from getting jobs, and undermine
fair treetment (Belliappa, 2018)

Itfollowslogically that greater participation from 50% of theworkforcewill increase efficiency. Severe
menstrual pain can haveasignificant negativeimpact on participation in academic and employment activities
(Maguireet d, n.d). Pre-Menstrua Syndrome causes up to 50% of young womento missat least oneday of
school or work per cycle, accordingto studies(Maguireet d., n.d.). Pain can makeit difficult tofocus, even
when attending classes or working, which resultsin mediocre output. Women who experience uncomfortable
menstrual symptomsassert that their quality of lifeissignificantly lower than that of other women. Heavy
Menstrud Bleeding and dysmenorrheathat interferewith daily activitiesare considered to haveasignificant
negativeeffect onthequdity of life, according to sudies(Maguireet d, n.d). When productivity and academic
performancearelost, morethan just personal expensesareinvolved. Workplacesincur significant costsasa
result of thereported absenteei sm rates and performance declines brought on by menstrual symptoms. Even
though presenteeism costswere not taken into account in thecalculations, it is estimated that HM B-related
absenteeism costs US$12 billion annually (Maguire etal, n.d). Awoman’s productivity declines during her
period, according to numerous studies. Given this, taking a leave of absence during awoman’s period wouldn’t
affect the productivity of thecompany or the nation. Attention must be given to both labour productivity and
output quality rather than just measuring productivity based on the number of hoursworked (ChaitraV,
2019). Mengtrud flexibility isauseful and affordabledternative, accordingtoAustraian research (ChaitraV,
2019). According to studies, women who can take time off during their periods are more productive and
make up thetime on other days, which balances and boosts efficiency because they have had timeto recover
(ChaitraV, 2019). Implementing strategiesto increase femal elabour force participation in Indiaand other
developing nationsisessentia. Dysmenorrhea, or menstrual cramps, hasbeen compared by medical experts
from around theworld to heart attacksintermsof pain (ChaitraV, 2019). It isinagppropriatefor thesewomen
who report lesspainful periodsto generdizethe experienceof other women because somewomen do experience
very littleor no pain during their periods. Dueto their biologicd differences, thisdoesnot advancethe cause
of gender equality for all women. Although each woman hasdifferent dleep needs, many symptoms can be
alleviated by resting or avoiding physically demanding activities (Belliappa, 2018). It’s interesting to note that
not al womenwithout chronicillnessesexperiencepainful periodsevery month (Beligppa, 2018). Because of
variousfactors, including stress, hormona changes, and dietary changes, somecycles may be more painful
than others.

CONCLUSION

Menstrual health’s effects on various policy areas, including education, economic growth, justice and
equality, and public hedlth. Future policy initiativeswill unavoi dably centreon adding paid menstrua leaveto
exist maternity leave. In India, where menstruation is still stigmatized regardless of a woman’s socioeconomic
statusor level of education, thisiscrucial if wewant to seeasignificant changein how women participatein
theforma economy. Thediscuss on surrounding menstrud leave presentsaunique opportunity inthisregard
because it raises crucial ethical issues regarding how to treat women’s bodies at work while also promoting a
more engaged and productiveworkforce. However, amenstruation policy should only beimplemented after
careful thought and planning, as part of an employer’s commitment to diversity and inclusivity. The Government
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can dso hel p by promoting thecreation of policies, initiatives, and proceduresthat support womenin lowering
thelr risk of menstrual disorders, recognizing unusual symptoms, and promptly seeking medical attention
(Maguire etal, n.d). In light of the negative effects of menstrual symptoms on women’s employment prospects
and the debate surrounding menstrual leave policies. Thereisachanceto rai se awareness of thisissueand
addresstheissues.
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