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 Enhancing communication of benefits to employees is crucial, especially in the current environment 

 Employees are turning to online tools to support them in making benefit choices 

 Employers are offering greater flexibility for employees to manage home and work challenges 

 Most organisations are taking steps to support employee choice via voluntary benefits and choice in core benefit 

options 

Because every absence is different 

The coronavirus pandemic has, and will continue to have, 

far reaching implications for reproductive health in the UK. 

Significant numbers of screenings, diagnoses and 

treatments have been delayed or missed, impacting not 

only physical but emotional wellbeing for those who have 

been affected. 

At the start of 2020, a small number of employers in the 

UK had begun to focus more innovatively on reproductive 

health, realising the impact it has on a mainly ‘unseen’ (but 

not insignificant) number of employees and, by extension, 

their organisation.  

Our recent research highlights that more and more 

employers are starting to focus on this area of health, with 

one in four organisations looking to make 

reproductive health benefit or policy changes in the 

next 12 to 24 months.* 

 

 

* Willis Towers Watson Emerging Trends in Health Care Delivery Survey 2021 
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The ‘silent struggle’ 

The number of employees effected by reproductive 

health issues is significant.  

The majority remain anonymous to their employer 

and line manager because they don’t wish to 

disclose their personal situation, the impact it might 

be having on their day to day life and ability to do 

their job, to their employer.  

This means many organisations are unaware of 

the scale of the issue, or that there is a real need 

to specifically consider reproductive health within 

their health and wellbeing strategy. 

The lack of visibility is largely due to reproductive 

health (and particularly female health) continuing 

to be widely regarded as a taboo topic, with few 

corporate programmes in place to support 

education and awareness.  

Many women also report concerns about the 

impact raising these issues will have on their 

career progression and opportunities with their 

employer. Others are affected by a decision to 

delay starting a family to focus on their career, 

without fully realising the implications this might 

have for their fertility. 

The Fertility Network research highlights that 

almost 20% of individuals with fertility issues will 

either leave employment or reduce their hours 

during this time. In the 2016 Wellbeing of Women 

survey, the research shows that one in four women 

consider leaving their job whilst going through the 

menopause. 

Many individuals struggling with fertility issues or 

menopause symptoms report feeling isolated and 

unsupported in the workplace, often turning to 

online forums for advice and guidance.  

Research conducted by the Fertility Network 

indicates that 90% of individuals struggling with 

fertility issues reported feeling depressed and 42% 

of fertility patients felt suicidal. 

Why reproductive health matters 

 

1 in 6 
women in the workforce will 

be over 50 by 2022 

 

1 in 4 
women experiencing 

menopause will consider giving 

up their jobs during this time 

 

1 in 6 couples in the UK struggle to 

conceive 

 

60% 
86% 

of heterosexual and 

of same sex couples had to self-fund 
their fertility treatment  

 

6% 
of IVF treatment cycles in the UK 

were performed for female same 

sex couples  

 

1 in 4 pregnancies end in loss 

during pregnancy or birth 

 

1 in 5 
women have polycystic ovary 

syndrome (PCOS) 

 

1 in 10 women have endometriosis 

 
Standard IVF treatment can cost between 

£4,000 and £8,000 per cycle 

For those experiencing menopausal or peri-menopausal symptoms, there can be a significant 

emotional wellbeing impact too. It’s common to experience mood changes that can be likened to 

constant premenstrual syndrome (PMS) and this can cause an immense emotional strain on the 

individual experiencing them, as well as their family.  

 

50% 
chance  of a live birth after 3 

rounds of IVF 

In couples who have had fertility treatment 



Copyright © Towers Watson Limited 2021. All rights reserved  

 

Five reasons reproductive health should be part of your 

wellbeing strategy 

1. It affects a significant number of your employees 

Almost 15% of couples in the UK experience fertility issues and women aged 50+ now 

represent the fastest growing employee demographic. These minority groups combine to 

create a significant employee population who would greatly benefit from support with their 

health and wellbeing.  

At the same time, access to already limited reproductive health support services is 

reducing in the UK, with NHS funding being diverted to other health services. This means 

there is a clear and increasing need for reproductive health education and support to be 

made a higher priority on corporate wellbeing agendas. 

2. It supports your inclusion and diversity agenda 

 Inclusion and diversity and gender equity are already high on the agenda for most UK 

corporates. Many organisations are aiming to support employees with I&D and gender 

equity policies and benefits, and so support for reproductive health should play a key part 

in this. 

The impact of reproductive health issues on female talent, as well as the gender pay gap, 

cannot and should not be under-estimated when employers consider their benefit 

programmes and how they align to support their I&D agendas. 

3. It will increase productivity and engagement 

The hidden cost of reproductive health issues – or rather, the lack of support for individuals 

experiencing such health issues – is the effect on productivity and employee engagement.  

Employees who experience challenges with their fertility, or who feel unsupported with 

their menopause symptoms, are more likely to leave employment or experience emotional 

issues impacting their productivity at work. It’s critical that employers do what they can to 

ensure employees feel seen and supported to help mitigate these challenges.  

4. It will ultimately decrease the cost of providing health and risk benefits 

 It may seem counter-intuitive to say that by not providing support and benefits for these 

health conditions employers risk increasing traditional health and risk benefit costs, but 

there will be costs associated with taking no action.  

Many of the costs will not be visible to the employer, as the employee will most likely 

choose not to divulge the reason behind their absence or medical treatments. However, 

increasing awareness and proactive support for employees who may be struggling will help 

to mitigate costs. 

5. It will improve the wellbeing of impacted employees 

 Reproductive health issues touch all four of pillars of wellbeing. From employees feeling 

isolated and socially disconnected, to the direct physical health impacts, the financial strain 

of self-funding fertility treatment and the emotional toll that accumulates as employees try 

to maintain both their professional and personal lives as normal.  

It’s therefore critical for an inclusive and effective wellbeing strategy to provide employees 

with education, awareness and support for reproductive health.  
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Why should employers #choosetochallenge? 

There is a growing movement for change in how we talk about, and support, reproductive 

health in the UK. And as employers, we have an opportunity to be at the forefront of creating 

real benefit and change for our employees. 

 

Now, more than ever before, employees are looking to employers to provide them with better 

support services and access to treatments and benefits that they cannot readily access via the 

National Health Service (NHS). 

 

In the area of reproductive health, there is much employers can do to provide support, 

education and valued benefits for their employees. And this doesn’t have to mean increased 

budgets to fund new benefits.  

 
Careful consideration of existing policies, training programmes, employee networks and health 

benefit providers as part of a coordinated reproductive health strategy can help shape a 

comprehensive programme to support employees. 

1. Take time to consider your strategy and core objectives 

If you are starting with very little in place to support employees with their reproductive 

health, then don’t feel that you must deliver a complete programme in one go. 

Think about your employee demographic, what benefits and policies are already in place 

and how you can take a stepped approach to effectively deliver change and benefit 

employees who need support.  

2. Seek feedback from employees and stakeholders 

 When implementing any health and wellbeing initiatives or programmes, it’s important to 

ensure employee feedback is gathered and key stakeholders are engaged. This could 

include internal networks and employee communities, as well as senior leaders and more 

general employee focus groups. 

 If employees and stakeholders feel heard and are included in what you are doing, they are 

more likely to be supportive and engaged. 

3. Make the benefits you already have in place work smarter and harder 

 for you 

There will be a number of ‘quick wins’ that can be achieved, just by reviewing existing 

providers and benefit programmes, as well as policies and procedures.  

Aim to identify support services that can be rebranded or re-positioned to support your 

reproductive health programme and create new communication channels and messaging 

to help signpost employees to the support that they need.   

Three simple steps to create change in your organisation 
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If you want to do more 

Recognising the need for products to support reproductive health in the workplace, there are now 

many providers in the UK market who offer services to employers. Products range from more 

traditional clinical support to telehealth and remote treatment delivery. 

There is also an increasing focus amongst organisations in the UK, now extending across many 

sectors, to provide support for employees in respect of their journey to starting their family.  Our 

recent Emerging Trends in Health Care survey indicates this is now on the agenda for over 40% of 

UK employers in the next 12 to 24 months. 

UK insurance companies are starting to consider how they can offer reproductive health benefits in 

healthcare programmes, including cover for assisted reproductive treatments (ARTs), egg freezing/

fertility preservation and menopause.  

There are a number of health tech and digital solutions in the UK market that focus on providing 

education and remote support services, covering fertility, parenting and menopause. Some 

providers also offer fixed cost ARTs coupled with clinical support, remote/near home treatment 

options and counselling. 

An integral part of the products and services being developed for the UK workplace reproductive 

health market is awareness and education. Both for employers and for employees. This, together 

with robust and forward-thinking policies to support employees in managing their reproductive 

health, is perhaps more critical than the introduction of new benefits and services.  

Get in touch with us 

If you would like to receive a copy of our employer reproductive health strategy 

guide, or to discuss how Willis Towers Watson can support you further, please 

contact Lucie McGrath in our Health & Benefits team for further information. 

E: Lucie.Mcgrath@willistowerswatson.com 

T: +44 (0)7557 864082 

 Useful resources 

ACAS Menopause at work guidance 

Wellbeing of Women 

Fertility Network UK  

HEFA / HEFA - Family formations in fertility treatment 2018 report, September 2020 

Tommy’s 

Royal College of Obstetricians and Gynaecologists 

Endometriosis UK 

Henpicked - Menopause in the workplace 

mailto:Lucie.mcgrath@willistowerswatson.com?subject=Employer%20reproductive%20health%20strategy%20guide
https://www.acas.org.uk/guidance-for-employers-to-help-manage-the-impact-of-menopause-at-work
https://www.wellbeingofwomen.org.uk/
https://fertilitynetworkuk.org/
https://www.hfea.gov.uk/
https://www.hfea.gov.uk/about-us/publications/research-and-data/family-formations-in-fertility-treatment-2018/
https://www.tommys.org/
https://www.rcog.org.uk/
https://www.endometriosis-uk.org/
https://henpicked.net/menopause-in-the-workplace-3/

