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On April 30th, 2022, the Telecommunications Authority of Trinidad and
Tobago (TATT) in collaboration with the Ministry of Digital
Transformation (MDT), CANTO, and Tobago Information Technology
Limited (TITL) hosted a free virtual workshop on how to build your
online personal brand to commemorate Girls in ICT Day.
The Tech4Girls: Masterclass in How to Build Your Online Personal Brand
workshop provided the opportunity for 206 females aged 18 years and
older to explore the strategies of developing a compelling online personal
brand and applying the knowledge to the creation of their own branded
websites using Google Site.

Attendees participate in
the Tech4Girls Masterclass
workshop at Todds Road,
Carenage and Marac ICT
Access Centres.
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VIEWPOINT
Toni Sirju-Ramnarine
President, AMCHAM T&T
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President's Viewpoint: The Way Forward

T

he theme for this year’s International
Women’s Day has asked us to “Break The
Bias” by speaking out on gender bias, discrimination and stereotypes in our world.
There is no doubt that these issues have
presented major hurdles for women to
progress and succeed in their careers and
across all aspects of society.
The time has come for us to take decisive action to not only
level the playing field, but to ensure that we are making it
easier for the girls and women who are coming up behind us
to succeed. This is a job for everyone. So, breaking the bias isn’t
just about levelling blame to right past wrongs, but finding solutions that will help create a more diverse and equitable world
for both women and men.
That’s why our Women’s Leadership Conference is such a vital
platform to empower women. We understand that women’s
rights are everyone’s responsibility—hence why the Conference
every year invites both women and men into the conversation.
I am grateful to each of our speakers for their courage and
strength to share their personal stories of success and failure
with our audience, especially our Feature Speaker, U.S. Justice G.
Helen Whitener of the Washington Supreme Court who reminded us that in order to embrace and protect vulnerable groups
from exclusion, we all have a responsibility to each other to be
truly inclusive at all times.
So how can we break the bias and create a more gender-equal
world to empower women and girls? We can create this world
by checking our biases. Every day we walk around with various
stereotypes and prejudices that influence our beliefs and judgment of our world.
Eliminating bias means educating ourselves about our biases
because many times, these are unconscious biases that both
men and women have about gender. Therefore, we must constantly reflect on these negative ideas, stereotypes and prejudices so that we can strive to change and practice mindfulness
when making decisions. When we make the conscious effort
to do this, we are creating a world full of better ideas, more
innovation and greater inclusivity among our peers. We are also
encouraging more women to share their perspectives, especially
when they feel acknowledged and safe so that better decisions
can be made to achieve better results.
Currently, half of the total companies listed on the T&T Stock
Exchange have less than 25% female directors sitting on their
boards. If this statistic is to be used as an indicator, it shows that
a lot of work still needs to be done before we can boast about
gender equity in the workplace. The problem has always been
getting more women into the workplace and making sure there
is a pathway for them to advance their careers.
Looking at the way we advertise jobs and avoiding gender bias
in job descriptions is one way we can empower women to get
them in the workplace. Job descriptions should encourage
gender-neutral job titles or language, show our commitment to
diversity, equity and inclusion, evaluate the requirements of the
job by only listing the skills needed, allow opportunities for training and mentorship, and state the salary for the position being
advertised.
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The gender pay gap
is still a big issue for
women working in
many industries even
in 2022. We must ask
ourselves how can we
change this?
The gender pay gap is still a big issue for women working in many
industries even in 2022. We must ask ourselves how can we
change this? We know that pay equity is essential for organisations because it is a sound reflection of their leadership on issues
related to fairness and inclusivity in the workplace. Once pay equity
is achieved, employers usually see better team morale, higher
employee engagement, and overall job satisfaction. We can break
the bias on the gender pay gap by making salaries transparent,
promoting training to encourage easier advancement and opportunities for all employees, expanding paid family and medical leave,
increasing access to child care, implementing fair scheduling practices, and of course, checking our implicit biases around the hiring
and promoting processes.
There is a lot more we must do to break the bias that limits
women and girls from reaching their full potential in life. While the
solutions listed above are the starting blocks to creating change,
breaking the bias on these obstacles requires everyone to become
involved by addressing our own implicit or unconscious bias to
affect real and sustainable change around these issues. Therefore,
it’s an everyday, on-going deliberate act we must observe to right
the wrongs we unconsciously perpetuate and promote that lead to
division and inequality. I hope we see more men and women committed to breaking the bias and advocating for gender equity both
in the present and the future so that achieving equality for women
doesn't remain "the last unfinished business of the 21st century".
In this issue of LINKAGE, we will be addressing some of these issues
and identifying how we can break the bias so that we are not just
empowering women but encouraging men to become the agents
of change that will help us to achieve gender equity in our world. I
hope you enjoy this issue.
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WELCOME

T

here are many titles we
hold in life that say something about who we are
and how we are viewed
by the world. Currently,
besides being a CEO, a
business leader, and an
advocate for various causes, I am also
a responsible citizen, devoted husband
and father, and hopefully a role model
to my kids.

Once we have made this connection, it’s now
our responsibility to challenge the gender
bias, discrimination and stereotypes that are
reinforcing many levels of hate and prejudice in our world. As men, we can challenge
sexism, misogyny, racism, and homophobia
and speak up when we hear discriminatory
language. We can hold each other accountable. We can see it, name it, stop it! We
can also advocate for more inclusive policies
in the workplace that will advance greater
opportunities for women to be heard, seen,
and valued. We must also work hard to close
the gender pay gap, check our implicit bias
when we are hiring and promoting employees, and create safer places for more women
to succeed and grow.

I am immensely proud of all these titles and
the message each conveys about my identity
as a man in this world. I take pride in making
sure I am doing everything possible to live
up to the expectations these titles hold.
Admittedly, sometimes I fall short but mostly
I am always striving to learn from my mistakes and to do better the next time. That’s
why I believe it’s important for each of us to
become better partners and allies in creating
a more equitable world for every citizen—
women and men, girls and boys and those
who identify differently.

All of this also extends to the home where
the division of labour must be equal. Many
women have their careers sidelined because
of disproportionate responsibilities associated
with household labour, childcare, and all the
invisible work they do that keeps the home
functioning smoothly. Apart from taking on
our full share of housework and childcare
responsibilities, men can also advocate for
better work-life balance measures at the
workplace such as flexi-work policies. This
can greatly alleviate the burden on women
and help champion better opportunities for
them to succeed both in the workplace and
at home.

MY MESSAGE TO MEN
Supporting women begins with actually
listening to what women are trying to say
to us and teaching us. So often when we
hear about issues affecting women, we
tend to ignore them, or we turn into superman trying to “save the day”. Clearly, that’s
not what we should be doing. We need to
amplify women’s voices by acknowledging
their experiences and allowing them to be
the author of their own lives. Our role should
then be to listen, to learn, and to educate
our sons and other men about these issues in
a way that fosters trust and respect.

Finally, abuse and violence cannot be ignored.
We must take responsibility for our actions
based on the alarming statistics of women
who have reported being both victims and
survivors of domestic abuse, sexual assault,
and sexual harassment. We must teach men
to lead with empathy and compassion. We
need to normalise men showing emotions in
a non-aggressive manner and we need more
men to seek support for their hurt and pain
so that we end toxic masculinity.

Reflecting on our own power and privilege
as men offers another vital lesson to men.
Recognising that certain opportunities were
influenced largely by our gender will help
teach self-awareness that can lead to understanding and empathy for the challenges
that women face. This goes even beyond
gender because we must acknowledge how
different intersecting identities such as race,
class, sexual orientation, religion, and ability
are shaping the lived experiences of different
individuals, resulting in vastly different outcomes than our own.

Nirad Tewarie

CEO, AMCHAM T&T
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None of this will change if we aren’t supporting women at every level of our society.
That means doing what we can to proactively
break the bias that prevents women from
ascending to positions of power. That’s what
I try to do in my life as a father, a husband,
a leader, a boss and as a man! That’s what I
hope we all commit to doing in the future
so that we can break the bias around all of
these issues.
In this issue of LINKAGE, we hope to challenge your beliefs on these issues to increase
support for women and girls to succeed in
life. I hope you enjoy the articles, and we look
forward to your commitment to creating a
more gender-equitable world for everyone.

CEO's Perspective
Gayle Pazos - Senior Vice
President and Managing Director,
Scotiabank Trinidad and Tobago

#BREAKTHEBIAS THROUGH
CREATING AN EQUITABLE,
DIVERSE AND INCLUSIVE
WORKPLACE
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I

believe that employee success is essential to
the growth, resilience, and long-term wellbeing of our organisation. As such, we strive to
create an inclusive culture where every employee is enabled to reach their full potential, all
individuals are respected for who they are,
and differences and similarities are embraced.
It is important that we do what we can to
raise awareness and dismantle those biases
that inhibit advancement for women and marginalised
groups.

Having women and other diverse voices in leadership roles is
good for business. It promotes greater innovation, improved
performance and helps attract and retain top talent—which all
ultimately lead to enhanced customer service and offerings.
As business leaders, we are responsible for working towards positive change. As an executive with years of experience leading
international teams, I share the following ideas when it comes to
fighting bias:
1.

WHY FIGHTING BIAS MATTERS

You can do this by striving to surround yourself with people
who hold opposing points of view. Being challenged, rather
than having every member of your team agree with you all
the time is good; it often leads to more productive discussions and innovative solutions.

Bias includes the stereotypes and opinions which either consciously or unconsciously influence how we treat our co-workers,
subordinates, associates and just about anyone we interact with.

Two years into the pandemic shows us that we’re in a moment
of crisis for women. Millions of women globally have been driven
out of the workforce by COVID-19. Many more are struggling
with burnout and considering downshifting their careers or
leaving their jobs.
To avoid unwinding years of progress toward gender equality,
companies need to take action to support women in the workplace. Combating the biases women face at work is critical to
getting this right.

Studies show that almost three
in four women experience bias
at work, and those who do are
more likely to leave. Women of
colour, LGBTQ+ women, and
women with disabilities face
more acute biases. Yet only one
in three employees, including
managers, challenges biased
behaviour when they see it.
Knowing that bias exists isn’t
enough. We need to act.
IT STARTS WITH YOU
We each have an active role to play. You have the power to help
drive change.
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2.

Speak up, or nothing will ever change. If every
manager and employee were to speak up every time they
encountered bias in the workplace, we would have reached
that elusive tipping point and effected lasting change long
ago.

3.

Encourage others to speak up. This may be the most
important point of all. No matter what type of bias your
team or organisation may encounter, strengthening your
relationships with both male and female leaders will help
you build a solid team committed to speaking up and
effecting lasting change.
Photo: DCStudio/Freepik

Bias leads us to gravitate toward people who are like ourselves
in terms of gender, race, age, income, personality type or some
other factor. No matter how unbiased we think we are, we may
have subconscious negative opinions about people who are
outside our group. The more exposed we are to diverse groups
of people, the less likely we feel prejudiced against others.

Examine your own unconscious biases. Once we
recognise our own biases—yes, we all have them!—we can
address the reasons behind them and make conscientious
behavioural change.

ENCOURAGING OTHERS TO SPEAK UP
MAY BE THE MOST IMPORTANT PATH TO
EFFECTING LASTING CHANGE.
ALLYSHIP IS ALSO IMPORTANT
As I just mentioned, allyship is key in breaking or fighting biases.
We need to come together to be active allies for women.
We can all help to advance a culture of inclusion by taking intentional, positive action to promote and support a group we may
or may not necessarily be a part of.
Everyone deserves to bring their whole selves to work and thrive
in an environment that is safe, inclusive and reflective of all communities.
EVERYONE can be an ally, and everyone can benefit from allyship. By dedicating yourself to education and action, we can
learn how to stand up for our colleagues and take accountability
as strong and effective allies.
When we advocate for each other, we rise together.

AMCHAM T&T LINKAGE Issue 1 / 2022
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Women at Scotiabank T&T:
46% Unit Directors
53% Senior Managers
60% Board Directors
We’ve also made some bold moves in recent times in advancing
our diversity and inclusion agenda:

AS MORE AND MORE WOMEN HAVE
TOP-TIER CAREERS, PATERNITY LEAVE IS
INCREASINGLY AN IMPORTANT ASPECT
OF CHILD REARING.

SO WHAT IS SCOTIABANK’S APPROACH TO
DIVERSITY AND INCLUSION?
I am proud to be a part of an organisation that truly values diversity and equality in the workplace. Terms such as “breaking the
bias” and “allyship” are everyday actions for us and form a significant part of how we lead.
We know that the most important investment is the one
we make in our people. We unlock our employees’ potential
through bias-free practices and one set of inclusive values across
Scotiabank.
Scotiabank has many initiatives, including Employee Resource
Groups (ERGs) that operate globally advancing diversity and
inclusion mandates. Members are committed to educating and
empowering women by supporting their personal and professional growth.

•

In April 2021, employees’ insurance medical benefit was
extended to same-sex partners, making Scotiabank the first
in the local industry to introduce this for employees.

•

In February 2022, we introduced a new global standard
for parental leave. The expanded policies for Trinidad and
Tobago include the following major changes (first in the
industry):

•

Maternity Leave was extended from 14 weeks to 16 weeks

•

Paternity Leave offering now at 4 weeks, up from 3 days

•

Adoption & Gestational Surrogacy Eligibility

Through employee feedback, 94% of our employees believe that
the Bank is building and supporting an inclusive workforce.
I challenge all business leaders to take active steps to strengthen
our organisations through diversity, drive innovation through
our differences and constructive discussion, and to build a more
inclusive culture by extending opportunities to all who are qualified. If a majority of people become committed to making small
changes around this important issue, the implications are limitless.
I encourage you to make your own bold moves while continuing
to Break the Bias and Ally On.

And our dedicated action has resulted in progress:
•

Globally, 32% of Vice Presidents and above are women;
while in the Caribbean and Central America, women make
up 38% of the Vice President and above pool.

•

Additionally, Unit Directors within our operational framework comprise 51% women.

•

Focusing now on Trinidad and Tobago, 53% of our senior
management team are women and we boast 46% female
representation at the Unit Director level.

•

I am happy to report that Scotiabank Trinidad and Tobago
has 60% women on its Board.
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DOWNLOAD SCOTIABANK'S 2021 ESG
REPORT BY CLICKING ON THE IMAGE.
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AMCHAM T&T AND REPUBLIC BANK LIMITED PRESENT:

DERWIN HOWELL GREETS COLMAN
CLIFFORD. LOOKING ON ARE CARINA
COCKBURN AND NAVIN DOOKERAN.

4

years ago, AMCHAM T&T launched the first
edition of the Tech Hub Islands Summit
(t.h.i.s.) with a vision to build a booming
tech industry in T&T. The goal was to enlist
the combined and unified support of the
private sector and the government to
create a marketplace that encourages the
free flow of ideas to give birth to partnerships and innovation around the digital
transformation reshaping the world in which we now
live, work, and play.
11

Republic Bank's Reena Gopaul and Christopher Aird with Zia Paton, PwC.
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Nirad Tewarie
AMCHAM T&T

Derwin Howell
Republic Bank Ltd.

Zia Paton
PwC

For this to happen, we advocated for greater private sector
investment in technology by highlighting how practical tech
solutions can improve all facets of business, and by reminding
companies that they all are—at least in part—tech companies
in today’s world. Little did we know back then how real this
statement would prove to be for every company facing the
onslaught of a pandemic that disrupted supply chains and
introduced new workplace measures such as social distancing
and remote work.
A lot has changed since then, but what hasn’t diminished is
AMCHAM T&T’s commitment and resolve toward building a
national tech ecosystem and marketplace to drive real growth
in our society. Moving forward, much will hinge on ensuring
that there is a truly connected ecosystem that will bring all the
tech groups together to drive real change and progress, so that
the tech industry is ready to explode in T&T.
The fourth edition of t.h.i.s. in 2022 promises to be a vital
platform that will bring together the influential innovators
and disruptors alongside the leaders of the private and public

12

Carina Cockburn
IDB

Colman Clifford
Digicel

Navin Dookeran
Eximbank

sectors to exchange tech-generation ideas, solve tech problems,
and attract investment in tech.
Nirad Tewarie, CEO of AMCHAM T&T who spoke at the
launch of t.h.i.s. 2022 at Republic House, Port of Spain, on May
5th, said that technology was the currency that would drive T&T’s
economic prospects for the future. “We must keep investing in
technology as we continue to map a plan that will help us generate the expected growth that will be so vital to our survival and
competitiveness in this ever-evolving world.”
“Our firm belief at AMCHAM T&T is that T&T can become a centre
of excellence, a significant node in the global tech ecosystem,”
Tewarie said. “With that will come better services for citizens and
consumers, export-led growth, more resilient businesses, more
opportunities for our citizens to find meaningful work in T&T and
an overall more attractive place to live, work and play.”
The official theme for this year’s conference is “Change in
Action”, which seeks to highlight how technology has been
used to underpin a more fulfilling, productive and profitable
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way of life by engaging with the innovators and disruptors who
are at the forefront of the Fourth Industrial Revolution wave. At
t.h.i.s. 2022, AMCHAM T&T promises to help you learn from the
success stories and experiences of those who did more than just
talk about digital transformation but took the steps and made
the change.
“We will hear testimonies of how accessing technological solutions have improved business processes and customer experience to ensure continued success and survival," Tewarie said.
"We will engage in important discussions around building the
local Fintech Industry and Financial Inclusion, developing futureproof digital infrastructure, and making T&T a real player in the
global tech supply chain."
Derwin Howell, Executive Director of Republic Bank
Limited, the official Title Sponsor for t.h.i.s. 2022, also spoke
at the launch and reminded everyone that it will take all sectors
of society to achieve digital transformation in T&T. “While a
critical step to digital transformation at the national level is government’s involvement and more so leadership; other areas of
society need to experience their own eureka moments on this
matter and drive their own agenda if we are to continue to move
the needle and take our rightful place as a nation at the digital
table.”
Howell advises that we must acknowledge, understand and
address the concerns and issues of all affected stakeholders to
achieve this, since this will be critical to creating buy-in, widescale adoption and ultimately success.
Zia Paton, Caribbean Digital Services Leader at PwC, one
of the Platinum Sponsors for t.h.i.s. 2022, believes the country
must continue to drive change as it emerges from the pandemic
and transitions amid the fourth industrial revolution. “One tone
I would like to underscore is 'constructive impatience'. Every
one of us has to continue to contribute to solving problems but
being impatient when things are not moving in the direction
they need to.
“While PwC recognises that technology is fundamental to the
world that we live in today, Paton says investing in upskilling
people is one of the key facets of the PwC strategy for digital
transformation. While technology is fundamental, this strategy
must be human-led and understood clearly by the people who
are going to make decisions.”
It's a point underscored in the survey findings conducted by
Digicel Business across more than 1,900 companies in the region
which found that 78 percent of businesses expect digital transformation to transform their enterprise while 89 percent see
digital transformation as an opportunity.
Colman Clifford, Head of Enterprise and Multinational
Sales at Digicel Business Solutions, says that companies
stand to greatly benefit from integrating technology into their
operations. “It can help both large and small enterprises to grow
sales, enhance customer relationships and customer experience,
save money, and in many instances, it even helps to attract and
retain employees— which are all benefits no business can afford
to pass up.”
Carina Cockburn, Country Representative for the IDB, a
Platinum Sponsor of the conference, says t.h.i.s. 2022 is especially timely and important since the event brings together thought
leaders and players in the technology space at a time when
Caribbean economies are embracing digital transformation. “The
IDB is looking forward to being a part of t.h.i.s. and is eager to
explore practical tech solutions being employed by governments
and businesses around the world to contribute to their adoption
in the local context.”

13

Navin Dookeran, CEO of EXIMBANK, also a Platinum Sponsor,
said a key objective of the bank is to contribute to technology deployment acceleration across the private sector, which
Eximbank hopes to accomplish through the launch of a Catalytic
Fund in early 2023 that was announced in last year’s national
budget. This fund will provide support for the local ICT sector,
which has historically been a net FOREX earner.
“I truly believe that the appropriate leveraging of technology can
propel our manufacturing sector to grow. It is also a very unique
opportunity for our services sector, such as digital content creators and creatives,” Dookeran said. “Companies and even sole
proprietors who have services to offer can already go global (with
little hassle) via platforms such as Fiver, Upwork, Freelancer and
Youtube”
t.h.i.s. 2022 will assess how technology is currently creating a
new world with the latest trends around Web3, the Metaverse,
digital currencies and Non-Fungible Tokens (NFTs). The conference aims to provide valuable teachings from the global tech
giants to help implement practical tech solutions to realise digital
transformation in the public sector while building on the local
initiatives that are currently underway.
t.h.i.s. 2022 will return to an in-person conference and exhibition
on July 6th–8th, 2022 at the Hyatt Regency, Port-of-Spain, with
the option to stream the summit and participate in a virtual exhibition on the virtual platform at www.techislands.net.
Republic Bank returns as the Title Sponsor while PwC, the InterAmerican Development Bank (IDB), Digicel Business, Simply
Intense and Eximbank are Platinum Sponsors, Guarding Group is
the Gold Sponsor and Balroops Group is the Silver Sponsor. Trend
Media is the Official Digital Media Partner while Trinidad and
Tobago IFC and VISA are session sponsors. Interested persons can
register for the summit at techislands.net.

KEYNOTE SPEAKER
Dr. Meyerson, an IBM Fellow, serves as
IBM’s Chief Innovation Officer Emeritus.
Since joining IBM in 1980, Dr. Meyerson
is credited with inventing silicon germanium technology, which is made
for wireless applications and offers the
high-speed, high-frequency performance needed for wireless systems. It
also provides the potential for integrating analog, RF, and digital functions
on a single integrated circuit. With this invention to his name,
Dr. Myerson ultimately founded and led IBM’s highly successful
Analog and Mixed Signal business. He went on to have many
executive roles, leading global semiconductor development, strategic alliances for the Systems and Technology Group, and culminating in his role from 2010 through 2019 as IBM’s first Chief
Innovation Officer.
His team led the definition and integration of corporate-wide
technical and business strategic initiatives. He has served as
Chairman of the World Economic Forum’s Meta-Council on
Emerging Technology, now co-chair of this ongoing project with
Scientific American’s prior Editor-in-Chief, Mariette DiChristina.
Dr. Meyerson continues to support IBM and its key clients in his
Emeritus role, as well as engage with the external innovation
communities around the globe.
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Speaking at "Futureproof Digital Infrastructure":

Speaking at “Data-Driven Decision Making”:

David White currently works as the Global
Technology Team Lead for Infrastructure
Modernisation in Google Cloud’s Solutions
Engineering organisation. He has over 30
years’ experience in technology and has
worked in a variety of organisations including at the United Nations, in various NGOs,
in pharmaceuticals, behavioural healthcare,
and artificial intelligence. David has held
roles including CIO, COO, and VP Cloud
Operations and managed technology, cybersecurity, compliance, operations, and customer success organisations.
All of these have benefited greatly by combining current technology
and hiring excellent people.

Mr. Dookeran’s last role was at the UWIArthur Lok Jack Global School of Business as
the Programme Director of the Executive
MBA. His early career began at the
Development Finance Limited in Port of
Spain, Trinidad and Tobago. Later, he moved
to the RBC Financial Group in Toronto,
Canada, where he held the portfolio of
Commercial Relationship Manager. His experience in finance continued at Manulife Bank
and Trust (Canada) as Director in Lending
Services and then as the AVP/Head of Credit Risk Management,
where he continued to deepen his experience in banking strategy,
operations, service delivery and credit risk management.

Derwin M. Howell was appointed an Executive
Director of Republic Bank Limited in 2012.
He also serves as Chairman of Republic Bank
(Barbados) Limited, Republic Bank (Suriname)
N.V., Republic Bank (EC) Limited and Republic
Bank (Anguilla) Limited. He is a Senior
Member of the Institute of Electrical and
Electronics Engineers (SMIEEE), a Member of
the Institution of Engineering and Technology
(MIET) and a Member of the Engineering Council of the United
Kingdom (Chartered Engineer). External Appointments Mr. Howell
is the Chairman of Habitat for Humanity Trinidad and Tobago and a
Chancellor’s Representative on the UWI St. Augustine Campus Council.

Carina Cockburn is an Economic
Development professional and Change
Leader with over 20 years’ experience in
the public and private sector. Her core
competencies include Strategic Planning,
Change Management and Project Portfolio
Management.

Zia Paton leads Digital Services at PwC in
the Caribbean and is also the joint leader of
Consulting Practice for PwC in the Southern
Caribbean. With over 25 years’ experience, Ms. Paton works closely with clients
across many sectors to deliver successful
outcomes and advises on Strategy as well
as Implementation including complexities
associated with People and Change, Process
and Systems. Ms. Paton also advises clients
in both the public and private sectors and
works closely with multi-national teams as
well as multi-disciplinary teams. She is currently working with a team
of global specialists to increase digital adoption here in the Caribbean.

For over 10 years, Ms. Cockburn has
served in a variety of positions at the InterAmerican Development Bank and was
appointed Country Representative for Trinidad & Tobago in April
2021.
Speaking at “Change in Action”:
Suzy Teele is a highly respected executive in technology strategy and marketing.
She is currently Vice President of Strategic
Initiatives and Outreach for the ARM
(Advanced Robotics for Manufacturing)
Institute, a US public-private partnership
focused on advancing robotics and workforce development to grow US manufacturing. Prior to joining the ARM Institute, she
was the COO of two technology start-ups.
Ted has the experience, analytical capabilities, and interpersonal skills necessary to
make and implement the best possible decisions. He has honed his strategic decisionmaking skills across multiple industries with
20+ years of successful CEO experience after
earlier senior positions in sales and business development. He is currently the Chief
Executive Officer at Kaleidoscope, which is a
One Stop Shop digital marketing company
for the orthodontic market.

Abraham Smith is a Senior Executive with
international telecom leadership and management experience. He has a proven track
record of transforming and optimising international businesses.

Miles Abraham is the founder of Si.digital.
With over two decades of leadership in the
digital space, he operates a unique business
model that delivers digital transformation projects, award-winning modern marketing, and
enterprise-grade loyalty programmes to the
Caribbean.
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AMCHAM T&T PROPOSES
NEARSHORING POLICY
TO BOOST ECONOMIC
DEVELOPMENT IN T&T

(l-r) Vitra Gopee (AMCHAM T&T Digital Transformation Committee Member & COO, DigitalEra Group); Nirad Tewarie (CEO, AMCHAM T&T); The Honourable Paula
Gopee-Scoon (Minister of Trade & Industry); Toni Sirju-Ramnarine (President, AMCHAM T&T) Anna Henderson (Deputy Chair of AMCHAM T&T's Digital Transformation
Committee & CEO, Amaranth Business Solutions) and Rey-Anne Paynter-Mendez (Tech Community and Projects Officer, AMCHAM T&T)

T

rinidad and Tobago is a country of
immense resources and talent, which
makes us an attractive destination
for doing business: close proximity to
North America, an English-speaking
talent pool, favourable economic
climate for local and foreign investment, comparatively modern infrastructure and robust telecommunications environment, relative ease of doing business, openness to trade in a stable political climate with good language and cultural fit, all nestled in a tropical safe-haven.
These factors create the ideal environment to ensure increased
opportunities for both local and foreign investment. They also
serve as the perfect backdrop for T&T to position itself as a world-

15

By AMCHAM T&T Staff Writer
class nearshore provider for foreign companies seeking to establish operations in new locations with a qualified workforce and
reduced cost of living without the time difference.
Nearshoring describes a business moving its operations to a
nearby country from one of greater distance. It usually happens
when an organisation decides to transfer work to companies that
are less expensive and geographically closer. Countries such as
India, the Philippines, Costa Rica, Jamaica, Dominican Republic
and Panama have been leading nearshoring locations.
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Recent global events such as the
pandemic, growing political
instability in the Latin and Central
America, the Russian war in Ukraine
and its associated economic threats
and sanctions all make nearshoring
an opportunity for Trinidad and
Tobago.
CHANGE OF SCENE
While originally, outsourcing was driven by the need for lower
cost of operations, recent global events such as the pandemic,
growing political instability in the Latin and Central America, the
Russian war in Ukraine and its associated economic threats and
sanctions all make nearshoring an opportunity for Trinidad and
Tobago.
It is against this backdrop that AMCHAM T&T is introducing a
nearshoring policy to accelerate T&T’s efforts to diversify the
economy, find new and sustainable ways to increase GDP, and
mitigate the negative impact of the pandemic on citizens and
businesses.
The policy paper: “Nearshoring Framework & Rationale for
The Government of Trinidad & Tobago” was developed by the
AMCHAM T&T’s Digital Transformation Committee and presented
to Minister the Honourable Paula Gopee-Scoon, Permanent
Secretary Frances Seignoret and a delegation from the Ministry
of Trade and Industry (MTI) on Friday, May 13, 2022, by AMCHAM
T&T President, Toni Sirju-Ramnarine along with CEO, Nirad
Tewarie.
Other members of the AMCHAM T&T team at the meeting
were Deputy Chair of the Digital Transformation Committee,
Anna Henderson (CEO, Amaranth Business Solutions), Digital
Transformation Committee Member, Vitra Gopee (COO,
DigitalEra Group) and Tech Community and Projects Officer, ReyAnne Paynter-Mendez.
“The paper outlines several factors that make Trinidad and
Tobago highly favourable for investment and the attraction
of new business activity through a nearshoring strategy that
should warrant the Government’s consideration,” said Toni SirjuRamnarine, AMCHAM T&T President. “AMCHAM T&T is committed to this strategy as we believe its execution will provide major
economic opportunities for T&T. Working collaboratively with the
Government, we are confident that we can build new pillars of
economic growth in T&T.”

The paper also outlined support for a nearshoring strategy to
focus on manufacturing. “Indeed, it can be argued that the
development of the Point Lisas Industrial Estate was inadvertently
a product of a nearshoring strategy of the firms that established
production there, largely to service the North American market
initially.” The manufacturing sector in Trinidad and Tobago is
resourced with ready accessibility to an abundant and dependable supply of low-cost energy that supports the growth of
large clusters of operations, and provides available skilled labour.
Government already offers custom duty exemptions. There are
also opportunities to provide developmental grants for research
and development (R&D) and access to two major international
ports with high container capacity.

WINDOW OF OPPORTUNITY IS CLOSING
But the window is small and will not last forever. Even though T&T
has several factors that are highly favourable for nearshoring, this
potential has surfaced out of disruption and chaos. The policy
says, “Government priority and commitment must be there, and
Government cannot leverage alone.”
Government can remedy the many procedures hindering doing
business in T&T, which are opaque and overly bureaucratic. T&T’s
current ranking for ease of doing business is 99th with an economic freedom score of 58.8, sitting at 21st among 32 countries
in the Americas region on the 2022 Index of Economic Freedom.
This overall score is below the regional and world averages, which
firmly establishes T&T in the top half of the “Mostly Unfree” category. Additionally, with the economy contracting substantially by
an average of 3.5% each year over the past five (5) years, strategic, deliberate and concerted action is required.
Government has to recognise and agree on nearshoring as part
of our National Development Strategy (NDS) 2016 to 2030 and
beyond. “A National agenda will be required to have Nearshoring
under the Sustainable Development Goals (SDGs) i.e. that the
Government and key constituents will take into consideration the
immediate and future needs of the country and all our citizens.”
There must also be proper buy-in from stakeholders as well
as increased public-private sector partnerships (PPPs). The
policy recommends PPP and stakeholder support through
to mobilize and execute will be required as the lead time that is currently available is neither extended
nor permanent. This will require Government’s vision and commitment…collaboration, coordination,
execution and more importantly will and courage.
While Asia Pacific
is still the
leadingPACIFIC
supplier for Offshoring,
its share
is declining
as US businesses are
WHILE
ASIA
IS STILL
THE
LEADING
forced to find ways to de-risk its operations. The composition of the global industry indicates severe
SUPPLIER
ITS SHARE
variations between
2011 and 2016,FOR
with itsOFFSHORING,
number of new centers declining
by more than 10% points
with Latin AmericaIS
andDECLINING
the Caribbean showing
a relatively
higher share in 2016 with
volatile variations.
AS
US BUSINESSES
ARE
The Covid pandemic with continuing surges in Asia and Europe, continued and growing political instability
FORCED
FIND
TO
DE-RISK
THEIR
in Latin American
and CentralTO
America
regionsWAYS
such as Chile,
Columbia,
El Salvador,
Brazil, Mexico, and
the recent heightening of war and other associated
economic threats and sanctions – All these factors are
OPERATIONS.
necessitating Nearshoring considerations and quickly.

PROPOSED POLICY POINTS
The policy paper has outlined a work from home (WFH) policy,
which became a necessity when the COVID pandemic hit, as a
tremendous opportunity for T&T to leverage and attract nearshore opportunities. The paper cites Jamaica’s BPO sector lobbying the Government to receive legal support for permanent
WFH policies as a measure T&T should follow. Relevant legislation should also provide adequate support for data security and
cybersecurity.
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Work From Home (WFH) work became a necessity when the Covid pandemic hit….it was business
continuity effected without any prior planning. WFH presents tremendous opportunity as a country to
leverage and attract Nearshore opportunities given the relatively short lead time to mobilize and
operationalize. Within the last two (2) years, the Jamaica Business Process Outsourcing (BPO) sector has
been lobbying its Government and recently received Legal support for permanent WFM and which it will
take this for legislative approval. Our legislative framework will also need to be reviewed to ensure that
legislation provides
adequate
support for remote work including data security and cybersecurity
Issue
1 / 2022
protections.
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IN CONNECTIVITY INDICATORS, T&T
IS BETTER POSITIONED THAN MOST
CENTRAL AMERICAN AND CARIBBEAN
MARKETS.

agencies such as InvesTT, ExporTT, etc., which together with
AMCHAM T&T can address human capital development and workforce investments, i.e. market entry and upgrading to highervalue segments in nearshore offerings.

The policy paper also recommends a nearshoring strategy focused on:
Information Technology Enabled Services (ITES), citing Jamaica
as a benchmark to leverage learning and best practices around
their growing BPO/Offshoring industry.
Job creation opportunities around ITES in a Phase I approach,
and Robotics Process Automation, Software Development, ICT
Platforms and Services, Energy Engineering Services, Education
Training and Manufacturing in Phase II.
Implementing a National Task Force with a mandate around a
five-year National Strategy for the Development of Trinidad’s
Nearshoring Industry.
Engaging multinationals during the development strategy planning phase.
Developing and promoting higher value-added Nearshoring
segments such as Knowledge Process Outsourcing (KPO) or IT
Outsourcing or industry verticals Services in Banking, Financial
Services & Insurance (BFSI), Energy and/or Health/Pharma.
Explore nearshoring potential in the Banking, Financial Services
& Insurance (BFSI) vertical.

TAXATION IS ANOTHER AREA WHERE
TRINIDAD & TOBAGO TRULY SHINES AND
BEATS OUT CARIBBEAN
IS FAR
THAN
Internet
Redundancy
Rica
hasCOUNTERPARTS
an enormous 58.3% rate, AND
while Brazil
68.4% BETTER
and Colombia
(83.7%) – such rates of
• taxation
Robust making
telecommunications
infrastructure
theREGIONS.
2nd margins
highest broadband speed behind
MANY
it incrediblyLATIN
difficult
toAMERICA
operatewith
at attractive

Collaborative Government efforts and initiatives to create
industry presence and build strong support for human capital
development.
Refocus/expand technological parks to reflect and include
Government’s commitment to sector development.

•

Minister Gopee-Scoon commended the private sector’s efforts to
collaborate with the government on initiatives to boost investment into T&T. “Much can be achieved when the government
and private sector collaborate,” Gopee-Scoon said. “I look forward
to continuing the engagement with AMCHAM T&T and the wider
private sector to continue to build on recent success to attract
more investment and create more jobs through a deliberate
nearshoring strategy.”
Following the high-level meeting, Nirad Tewarie, AMCHAM T&T
CEO, said that AMCHAM T&T was encouraged by the discussions
with Minister Gopee-Scoon and her team from the MTI. “The
benefits of public-private partnerships can’t be overstated and
AMCHAM T&T appreciates the open relationship we have with the
Honourable Minister,” Tewarie said. “Coming out of the meeting
we agreed to focus on leveraging nearshoring opportunities in
IT-enabled services, logistics and distribution, and specialised
manufacturing.”
Tewarie said AMCHAM T&T will immediately begin work to
enhance capacity building to support the growth of these sectors
and to define the elements of the strategy.
AMCHAM T&T believes Trinidad & Tobago has a unique opportunity here given the current global landscape to attract nearshoring business as a viable export, and therefore, foreign exchangeearning opportunity. The focus now will depend on government's
vision, investment, coordination, and most importantly, political
will for this strategy to be effective and successful.
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Barbados and ahead of Belize, Bahamas, Jamaica and the Dominican Republic
Local provider C&W owns and operates over 65,000 kilometers of subsea and terrestrial fiber
network & 8 data centers (housed in Miami, Colombia, Curaçao, and Honduras, among other
locations) across the region providing resiliency and redundancy

•

Redundancy provided by C&W’s diverse “wetside capacity.” The islands are hooked up to four
major underwater sea cables that route through Florida, New York, South America, and other
parts of the Caribbean

•

Ongoing upgrades and investments by local Telecoms providers in internet speed and network
readiness have enabled companies to expand their operations and are positive drivers to support
Nearshoring sector development

•

To encourage foreign investment the rate of withholding tax in T&T was reduced from 10% to 8%
on any distribution made. Effective January 1st, 2022, distributions to foreign parent companies
will attract a reduced rate of 3%, down from 5%

•

Getting work permits in Trinidad & Tobago is simple and easy compared to the onerous
procedures employed in some locations. According to the local Ministry of National Security this
can take about six (6) weeks and can be granted for up to three (3) years with an application fee
less than US$100. Latin America regions are well known for its extremely bureaucratic and lengthy
processes for most Government business registrations and applications

Location
• Same time zone at AST/EST making it easier to do business with US based companies
CLICK HERE TO READ THE FULL LIST
• Close culture fit and social alignment with no language barriers
OF
PROPOSALS
OUTLINED
IN
THEto major US cities/hubs
• Direct flights from
Trinidad,
a vibrant financial
tropical location
directly
PAPER
• Located in the southNEARSHORING
of the Caribbean, TrinidadPOLICY
& Tobago has
the fortune of being outside of the
hurricane belt, which means it avoids the main business continuity/contingency/redundancy
planning concerns for places like Puerto Rico, the Dominican Republic, Jamaica and the Bahamas
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NEW MEMBERS
We are thrilled to introduce our new members
to the AMCHAM T&T Family:
Coded Arts Ltd.
is a small boutique external development and video game studio based in Trinidad and Tobago,
founded in 2015 by Andy Berahazar Jr. and Brian Perry. We strive to become partners with wellestablished video game publishers and studios to create top quality art assets in this highly
demanding industry, allowing us to diversify our home country's economy by providing jobs within
the local artist's community.
Coded Arts has built relationships and contracts locally, regionally, and internationally with wellestablished organisations including Nifty Games, Fun-gi, the Digicel Foundation (developing a
mobile and VR game focused on aiding the differently-abled in preparing for natural disasters) and
the University of Prince Edward Island in Ontario, Canada.
Click on the logo to go to website.

Our mission statement is to forge lasting partnerships with the largest game publishers on the
planet and position ourselves as the “go-to” outsourcing company in the region.
Email: info@coded-arts.com
Web: www.coded-arts.com

DigitalEra
is an industry-recognised and award-winning solution provider and consultant of network and
cybersecurity products and services, serving major businesses, financial services, education, and
governmental agencies throughout the US, the Caribbean and Latin America. We have built strategic vendor alliances, providing us with a portfolio of leading-edge cybersecurity solutions, giving
us access to the most sophisticated and best-fit security products, while holding top-level accreditations with each. We live and breathe security and our primary goal is to help our customers
prevent security breaches and mitigate threats. DigitalEra is a US-based company.

Click on the logo to go to website.

Throughout our 20+ years, we have been a strategic cybersecurity partner to our clients, providing
high-quality risk and threat detection, and risk and threat management solutions. Our clients have
benefitted from high levels of protection against malicious attacks, retaining strong protection of
their data and critical ITC resources across all their business operations. Our portfolio of offerings
includes compromise and risk assessments, penetration testing, vulnerability scanning and management, virtual CISO, incident response, endpoint detection and response, managed services and
the like.
Our Team comprises ex-NASA and other certified specialists in cybersecurity holding the following certifications: Certified Information Systems Security Professional (CISSP), Certified Information
Security Manager (CISM), Certified Ethical Hacker (CEH), Certified Chief Information Security Officer
(CCISO), ISO/IEC 27001:2015 Lead Implementer PECB, CompTIA Security+, CompTIA Network+,
ISSA Members, ISACA CISM, GIAC GSNA, GIAC GSLC, CompTIA Linux+ Certified Professional among
others. Our approach to implementation follows the NIST cybersecurity best practice framework
and together with our project management expertise and depth and breadth of our experienced
and certified bench we ensure the delivery of high-quality solutions that protect the business environment.
4931 SW 75th Avenue, Miami, FL 33155
Tel: +1 (786) 621-8600
Email: sales@digitaleragroup.com
Web: www.digitaleragroup.com
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ExeQtrust Limited (EQ),
a Future Planning firm, blends technology with a modern human touch in the traditional fields of
estate and financial planning and estate administration. EQ’s bespoke, technology-driven platforms
aim to provide individuals and groups with innovative and pioneering Will Preparation, Probate,
Financial Planning and Pension Administration solutions.

Click on the logo to go to website.

EQ offers a unique combination of independent and unbiased Future Planning services to help
clients live, spend and save today, while still building a head-start for future generations. The
team at EQ is passionate about sharing knowledge in all areas of Future Planning while simplifying
and demystifying industry jargon and legalese, making important concepts easy to understand. By
investing heavily in technology and staff, EQ’s clients benefit from personalised yet affordable services with “Future Planning at their fingertips”.
While still in its infancy, EQ is already serving a wide cross-section of individual and corporate
clients and partnering with many leading financial institutions to help their treasured clients and
employees fulfil their Future Planning needs. EQ invites you to ‘Join the Conversation’ as you plan
for the life you want while creating an enviable legacy for future generations.
5 Bombay Street, St. James, Port of Spain
Tel: +1(868) 267 3737
Email: admin@exeqtrust.com
Web: www.exeqtrust.com

Precision Cybertechnologies & Digital
Solutions Ltd.
was founded on the philosophy of state-of-the-art cybersecurity and digital solutions. Our guiding
principle is simply that we will "provide and secure all your digital needs".
We have local, regional, and global expertise with more than 75 years of combined experience.
Currently, our solutions are deployed in very specialised areas including national security and in
large local and regional corporations. We are also currently engaged with large conglomerates to
handle their cybersecurity requirements.
Click on the logo to go to website.

We have formed partnerships with some of the most prolific and respected international companies operating in these arenas, which allows us to give our customers the best possible options and
the greatest advantage.
Tel: +1(868) 610-7237
Email: admin@precision-cyber.com or info@precision-cyber.com
Web: www.precision-cyber.com

Shamrock HSE
is a provider of Health Safety and Environment (HSE) Engineering Consultancy Services in the
CARICOM Region and Trinidad and Tobago.
We provide the following services to our customers:

Click on the logo to go to website.

• Process Safety Studies including HAZOP/HAZID/ENVID/LOPA facilitation
• Process Flaring & Environmental Studies
• Project/Engineering Management Services
• Renewable, Decarbonisation and Sustainable Development Studies
• Computer Aided Design Services (CAD) Services
• Certified Verification Agent (CVA) Services
• Manpower Services (Engineering support)
We provide engineering services for both local and internationally based companies and hold a
track record for project delivery within schedule and budget. Our main competitive advantages
include key experienced personnel with niche skills, use of niche digital engineering platforms and
a suite of processes and procedures to drive efficiencies and competitive costing for customers.
Tel: +1(868) 777-3773
Regus Level 2, Invaders Bay Tower, Off Audrey Jeffers Highway, Port of Spain
Email: enquiries@shamrock-hse.com
Web: www.shamrock-hse.com
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USING DATA-DRIVEN DECISIONMAKING TO REDUCE GENDER
INEQUALITY IN THE WORKPLACE
The COVID-19 pandemic has created new challenges to developing
inclusive economies and flourishing societies.

I

n a 2018 report, the World Economic Forum anticipated
it would take approximately 202 years for the world
to achieve gender parity, but new studies have shown
that post-COVID, it will take in excess of 260 years
to achieve gender parity. It seems that pre-existing
gender gaps were extended due to the crisis—asymmetrically between men and women, even though
more women than men have been at the frontlines of
managing the crisis as essential workers.
The crisis has halted progress toward gender parity in several economies
and industries, in spite of rapid digitalisation. This was a result of most
sectors being hit by imposed lockdowns, combined with the additional
pressures of providing care in the home. Gender-sensitive remediation
tactics will be instrumental in making up for lost effort and time during
2020 (and perhaps into the following years) to mitigate long-term scarring in the labour market.
However, this presents leaders with an unprecedented and novel opportunity to build a more resilient and gender-equal society by investing
in inclusive workplaces, creating more equitable and distributed care
systems, fostering women’s rise to leadership positions, applying a gender-inclusive outlook to reskilling and redeployment and lastly, embedding gender parity into the future of work.
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By Kevan Rajaram, Senior Manager,
Data Scientist and
Sabeeha Mohamed, Senior Associate,
Data Scientist at PwC
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Break the Bias

At the heart of these opportunities lies data. Utilising data is at
the forefront of a lot of institutional changes, from implementing
change management, to paradigm shifts and dissolving gender
inequality in the workplace. The following are ways in which the
adoption of data and leveraging it can empower women in the
workplace:

1.
MEASURING & MONITORING
DIVERSITY METRICS
As more organisations introduce diversity metrics as part of their
corporate targets, specifically as they relate to recruitment, training, progression and pay, more data is inevitably created and
thus there is more data to analyse. These data points and subsequently key performance indicators will yield valuable insights into
patterns, trends and discrepancies between how female employees are treated when compared to their male counterparts. Many
organisations, including PwC, have seen a greater impact because
of inclusivity and targeted female hires, which at the Global Board
level has seen a shift of female leaders from 33% in 2017 to 39%
in 2021.
Also as part of the connected PwC community, a Gender Pay Gap
tool was developed to empower organisations to identify the key
factors that contribute to pay inequity, which helps to inform and
drive strategies to improve gender equality. The tool is a systemagnostic that leverages the client’s existing digital assets in an
efficient and accelerated manner. Automated and scalable, the
digital tool delivers real-time insights, ongoing analysis, monitoring and review. Ultimately, what gets measured can be improved.

2.

PREDICTIVE MODELLING

It is no secret that data is now being used on many levels of forecasting and predictions, and one great area to harness its power
is relating to the reduction of gender inequalities in the workplace. If we take the leadership traits of both men and women
and build this into a computer programme via machine learning,
it will help future leaders (men and women) to better understand
each other and learn from each other's experiences and traits,
which will then position them for leadership roles in the future.
Additionally, recommendation engines can be created against job
profiles to ensure women with the right credentials are equally
recommended for positions and that gender is no longer a factor,
or at the least not an important one. These things may seem
futuristic, but the fact is that these are investments to ensure
equality in the workplace and diversity in growth and hiring.
Lastly, predictive analytics can help organisations forecast whether
certain groups of people are more likely to resign than others,
giving HR teams the proactive opportunity to develop initiatives
that improve the workplace experience of those groups.

3.

USE OF HR ANALYTICS

In order to address implicit biases, employees need to work to
identify their own biases and ways to overcome them. This entails
reviewing existing policies and practices to identify whether
certain practices perpetuate bias. Workforce analytics can
uncover whether implicit bias exists in recruiting practices, promotion decisions, and employees’ daily experiences.

21

Through the use of AI tools, recruiters can identify and address
bias in job descriptions to develop gender-neutral versions along
with masking identifying information on applications to allow for
skills-based recruitment.
Tracking promotion and payroll data to ensure adherence to
diversity and inclusion strategies will allow companies to easily
identify inequality and reveal existing prejudices in promotion
practices. Analysing performance reviews by gender can also
uncover potential bias, where metrics are subjective. An alternative would be to measure performance using concrete metrics
that can be applied to all employees fairly.
As mentioned, workforce analytics can highlight potential issues
within a company and data plays an integral part in understanding the required actions to address this. It is also equally
important to ensure accountability by sharing the insights and a
proposed plan with key internal and external stakeholders.

4.

EDUCATION AND EMPOWERMENT

The under-representation of girls and women in STEM is
entrenched in gender stereotypes that send a signal to girls that
they are not inclined to certain fields. Currently, less than a third
of female students choose to study higher education courses in
subjects like math and engineering.
Succeeding in STEM goes beyond digital access. STEM learning
develops skills that are applicable throughout life such as thinking laterally, problem-solving and innovating. Knowing how to
operate, use and create technology and science-based solutions
will be critical for girls’ and women’s health, education, voice
and empowerment in an age that is shaped by technological
advances.
Parents, guardians and teachers play a crucial role in encouraging a mindset of growth and showing young girls that STEM is
exciting, fun and fulfilling. Mentors are also essential in countering gender stereotypes and negative messaging by driving the
conversation about girls and women in STEM fields. Highlighting
female pioneers in the area of STEM will instill interest and help
them see themselves in STEM majors and careers.
Thus, investing in girl-centered solutions and innovations will
allow young female innovators the opportunity to develop and
refine their solutions to take them to scale.

CONCLUSION
While the COVID-19 crisis has compounded challenges for
women and girls as well as exacerbated barriers for them to
participating in the economy and public life, there is yet hope
for improvement and incidentally, they can be validated through
the use of data.
Across nations, long-run GDP per capita would be almost 20
percent higher on average if gender employment gaps were
to be closed. The preceding points highlight some key areas to
reduce gender inequality through organisational change and
education. Ensuring that all people have access to quality education and safety nets also makes people and societies more
resilient to disturbances caused by health emergencies, climate
change or economic crises.
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IS HERE!

Investor’s Guide by Hamel-Smith
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of AMCHAM T&T Member Companies

To get your copy of the AMCHAM T&T BUSINESS GUIDE:
Email neeralaboodoo@amchamtt.com
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Break the Bias

WOMEN CAN…IN
CYBERSECURITY

I

n a world of 7.8 billion people, with more than 50%
comprising of women, females account for 47.7% of
the global workforce, 35% of STEM (science, technology, engineering and mathematics) students, 27.1%
are managers and leaders, only 26% of jobs in computer-related sectors are occupied by women and
the pay gap between men and women is 20%. These
opener statistics are intended to provide a visual
viewpoint as to the level of under-representation
and to proffer this as an inspiring opportunity for females to
represent.
Growth projections in the Cybersecurity space according to Fortune
Business Insights, are expected to more than double from US$165.78
billion to US$366.10 billion in the period between 2021 and 2028, with
about 32 million new positions to be created. Women account for only
11% of the Cybersecurity workforce overall, despite having higher levels
of education than men for the past 20 years. It is not that Cybersecurity
and IT are predisposed to men, but rather that women have been “conditioned” into thinking that IT is a field for men, which has not always been
the case. In the early 20th century, women were the first programmers
who made substantial contributions to the industry during World War II
where they were the backbone of computing.
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By Vitra Gopee
Chief Operating Officer,
DigitalEra Group
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With the introduction of home PCs, advertising in the 1980s
was targeted towards a male-dominated audience.

MALE-DOMINATED ADS FOR HOME PCs
Around the mid-1980s, this outpacing representation started its
reverse, then plunged, even though women’s representation in
other technical fields maintained a healthy incline. This phenomenon coincided with the introduction of home PCs, with advertising targeted towards a male-dominated audience. This heralded
the beginning of gender identification on a mass scale and so,
male roles developed out of computers creating this presumed
male predisposition. The mass media seemed to have “naturally”
carved out technical “toys” (or gadgets) for men, which stands as
a plausible reason why so many women “naturally” gravitated to
“softer” fields and felt more suitably “placed” in careers inclined
to caring, nursing and education.

PIPELINE LEAK IN STEM
Global statistics show that while there is an increase in female
enrollment in STEM disciplines, there is also a notable outflow
of women throughout this educational period, termed “Pipeline
Leak”. The issue does not seem to be education, as global and
local statistics confirm that females outperform and outpace
their male counterparts at all levels of secondary and tertiary
level education, and are outpacing in the field of engineering and
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medicine. Unconscious bias presents another problem, dating
back and promoting male-dominated cultures. This proud and
compelling history of women who dominated programming and
computing must be communicated as proof and potential.

Click on the image to
view the "Women Can
Be" song on YouTube

While changing the face and look
of advertising around technology and gadgets to be more
gender-neutral, this cannot be the
responsibility of marketing only.
Fathers and mothers need to carry
these conversations that women
can be anything they want to be.
Sesame Street got it right when
they boldly showcased in 1974 the
song “Women Can Be” about the
many careers that “Women Can”
pursue. The chorus proclaims,

“there's nothing we women can't be…
Just look around, it’s easy to see,
there’s nothing we women can’t be!”
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HOW TO BREAK THE BIAS
There are no careers “reserved” for men just as there are
no careers that women are better “suited” for. It shows up as
neurosexism—which needs a mind-shift overhaul—where people
discriminate against women because they think that female
brains are “wired differently” from men's, therefore women have
trouble pursuing “harder subjects” such as IT, mathematics and
the like. Career opportunities in IT and Cybersecurity are due to
a talent shortage, a skills gap which can only be solved by the
development of such skills.

A Resilient Cybersecurity Profession
Charts the Path Forward
(ISC)2 CYBERSECURITY WORKFORCE STUDY, 2021

Teachers have a responsibility to communicate and encourage our female students to advance studies in STEM and communicate how they can fit in. There shouldn’t be gender-based
segregation in curriculum and learning, and education in IT must
be available from as early as entry into high school.
Female role models are critically needed to increase
careers in IT and Cybersecurity, for women to see, hear, believe
and know that rewarding and promising careers are achievable. The International Information System Security Certification
Consortium or (ISC)2 Cybersecurity Workforce Report published in
August 2018, cited that while men outnumber women three to
one in Cybersecurity, more women are now entering the field,
making a name for themselves in the profession, carving a path
to management and climbing the ladder to leadership positions.
The findings point to younger, more educated female millennials, although there is a higher percentage of GenX men who
make up more of the current workforce in Cybersecurity—a clear
and promising sign of a shift in gender equality and change in
gender-based workforce roles.
Creating awareness about careers in IT and
Cybersecurity—Girls in Tech Days, Digital Girls, Girls in ICT, to
name a few—are all recent initiatives and programmes promoted
by IT companies to encourage females in the field. Concurrently,
there needs to be more support and outreach programmes at
the secondary and tertiary levels to provide guidance and steer
and support females into non-traditional studies that may be less
“natural” and more rewarding.
The Cybersecurity industry has moved well beyond advanced
programming skills, coding and networking to include assessments, analytics, forensics, business consulting, operations, auditing, compliance, project management, sales, graphics, marketing, advertising and the like.
At our schools, in our homes, at job fairs, campus initiatives,
hiring programmes, and corporate reach-outs to women colleges, we need to correct misperceptions that this is a male-dominated, “techie” space. We need to communicate the balance,
depth, breadth and mix of skills required in Cybersecurity in targeted marketing programmes to females.

(ISC)2 Cybersecurity Workforce Study, 2021

1

Click to download the (ISC)2
Cybersecurity Workforce Report

Our hiring practices and workplace gender disparity contribute
in part to low career entry for women. There is evidence that
females in Cybersecurity have been on the receiving end of
conscious and unconscious workplace discrimination, with maleoriented language used in job descriptions and more favourability towards men in the interviewing and performance evaluation
processes. We must tackle representation head-on, not only in
terms of who we employ and how we hire but in terms of reaching otherwise qualified candidates who do not apply. According
to a 2014 HP Report, women “disqualify” themselves from consideration if they do not match 100% of the qualifications, while
men apply for positions where they satisfy 60% of the prerequisites for the job. From an HR perspective, we need to re-look
how job requirements are structured, the language used to
attract and encourage “soft” skills as equally critical to technical
capabilities, and the interviewing process should include a more
diverse panel of technology and business professionals.
The mentoring process must be an ongoing initiative at all educational levels as well as in the HR, marketing, and promotional
campaigns of tertiary level institutions and corporations. We
need male and female mentors to stand as credible voices to
break the stereotype about traditional gender-based roles in
Cybersecurity and to encourage and support women to harness
their educational superiority. Indra Nooyi, former Chairman and
CEO of PepsiCo and current member of the Board of Directors at
Amazon appropriately captures it, “Women helping each other –
coaching, mentoring and providing tips – is a great way for us to
be our own force.”

WORKPLACE DISCRIMINATION

The (ISC)2 Cybersecurity Workforce Report also pointed out that
although the entry of females in Cybersecurity careers was
changing, compensation continues to be an uphill battle.
Fewer women earn the same level of compensation as men.
Although this may be explained by the age and tenure of the
growing entry of females into the Cybersecurity field, currently
the industry is dominated by older men with more tenure.
Previous research revealed the troubling reality that women in
Cybersecurity managerial positions earn about US$5,000 less
than men. Such pay inequity is a significant issue. More women
are proportionally earning more degrees and certifications than
men to “out skill” and “overcompensate” in order to be compensated equally.
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FEMALE ROLE MODELS NEEDED
One of the most compelling ways to get past and overcome
the issue of underrepresentation is to show how far we have
come with representation. The more women see women who
succeed, the greater the opportunity to attract women to rise to
meet opportunities that exist.
We do not lack female role models in business, industry, IT and
Cybersecurity, although we acknowledge that the opportunity to
outnumber men in leadership roles is ours for the taking.
Women must step up, show up and share their experiences as
role models. We have a duty to represent. In a European study
of girls and young women ages 11–30, girls’ interest in
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The Cybersecurity Workforce Around the World
(Number of Cybersecurity Professionals)

STEM studies nearly doubled when they had role models in the
field and three-fifths of respondents said they would feel more
confident choosing a STEM career if the field had more gender
equity. One way for us to decrease income disparities is for more
females to get and stay involved in STEM studies and apply for
jobs where we meet at least 60% of the qualifications, recognising that there are other “soft” skills that enhance our job function and performance—decision making, problem-solving, organisation, time management and the like.
Former Secretary-General of the UN, Ban Ki-moon’s message for
International Women’s Day in 2014 stands as a poignantly relevant appeal to our men and women today,
“Countries with more gender equality have better economic
growth. Companies with more women leaders perform better.
Peace agreements that include women are more durable.
Parliaments with more women enact more legislation on key
social issues such as health, education, anti-discrimination and
child support. The evidence is clear: equality for women means
progress for all.”
The opportunity for women to have rewarding careers in the
field of Cybersecurity is overwhelming. There’s no one silver
bullet and it will take a multi-faceted approach and partnership
among varied stakeholders of all genders, ages, demographics,
corporations and academics, to help females meet the challenge. The opportunity is ours, for us women to support other
women and together build a strong, adequate and compelling
workforce, finding new solutions to solve the talent shortage in
Cybersecurity. Women Can … And Women Will.

In addition to our global Cybersecurity Workforce Estimate of 4.19 million,
our study provides 14 country-specific workforce estimates.
In 2021, we saw the most growth in

Germany

165% increase

Singapore

61% increase

United States

30% increase

2019

2020

2021

NA

888,700

981,120

1,266,158

U.S.

804,700

879,157

1,142,462

Canada

84,000

101,963

123,696

LATAM

827,000

1,048,399

1,096,876

Mexico

341,000

421,750

515,527

Brazil

486,000

626,650

581,349

EUROPE

543,000

830,187

1,086,146

U.K.

289,000

365,823

300,087

France

121,000

118,302

146,808

Germany

133,000

175,159

464,782

Ireland

N/A*

14,212

15,028

Spain

N/A*

122,284

124,336

Netherlands

N/A*

34,406

35,106

APAC

544,000

625,265

743,075

Australia

107,000

108,950

134,690

Japan

193,000

226,269

276,556

Singapore

43,000

57,765

92,744

South Korea

201,000

232,281

239,085

2,802,700

3,484,971

4,192,255

GLOBAL
* Country not included in estimate in 2019

(ISC)2 Cybersecurity Workforce Study, 2021
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Tech

DIGITAL TWIN TECHNOLOGY
An Enabler in the Digital Transformation Journey

T

he opportunities for digital transformation were highlighted recently in three
virtual meetings on the importance of
technological solutions for industry in
the Caribbean region (Wharton, 2020,
2022). Countries and businesses alike are
challenged to embrace industry 4.0 technologies—how to democratise and use
technology—to derive added benefits for
profitability, sustainability and growth. Many businesses
that have not considered introducing technology owing to
the lack of knowledge of the industry 4.0 revolution, are
unaware of the benefits derived by early adopters. We can
explore, therefore, why and how technology can be implemented within the countries, and a business, using Digital
Twin technology.

COVID FOSTERED 4.0
The impact of the global COVID-19 pandemic encouraged businesses to introduce innovative technologies for collaboration
when workers were confined to work at home. Many businesses
that embraced new collaboration and connectivity tools realised
improvements in growth through increased efficiencies. The
dynamics and disruption by the global industry 4.0 technology
initiatives allowed companies and industries to pivot towards new
ways of conducting business. Technologies include innovative use
of data—Big Data and analytics—to drive analysis and decision
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By Stanley R Wharton
CEO - CERDiT – Center for Energy
Resources and Digitalisation
Technologies
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making, cloud computing, smart sensors, robotics, internet of
things, augmented and virtual reality. Industry 4.0 is described
as the ongoing automation of traditional manufacturing and
industrial practices using modern smart technologies. The
advent of the COVID-19 pandemic saw many companies adopting and leveraging these technologies to digitise their businesses,
improve efficiencies and increase resilience.
Initially, few industries adopted the use of modern technologies.
Even before the onset of the pandemic, a study by Cornelissen,
Barkawie and Fansa (2019) showed that industries such as travel,
hospitality and leisure, telecom, banking, retail and distribution,
had embraced technology implementation into their businesses.

What does the energy industry landscape look like? For
energy companies, many international energy companies have
embraced and implemented innovative industry 4.0 technology
solutions to increase efficiencies, resilience and sustainability.
If we compare international companies with local companies,
however, there appears to be contrasting will, abilities and expertise in adopting modern technologies. International energy companies operate within a different competitive environment and
demonstrate agility, where decision making within upper leadership is concerned. These oftentimes possess bigger budgets,
R&D departments, and critical capital infrastructure worth maintaining. Decisionmaking is usually top-down based on the company’s mission and vision, or with a renewed focus on strategy
for renewables as for bp, Total Energies and several others.

4.0 AND THE ENERGY SECTOR
Interestingly, the oil and gas industry, with capital intensive and
data-rich sectors along their Value Chain, in comparison showed
the lowest average digital maturity.
The current scenario for industries is that standing still is not an
option and with the tremendous challenges in industries, early
adopters of technology implementation reaped the benefits. In
a survey on COVID-19 impacts, the top priority for energy firms
was to digitise their business activities, with two-thirds stating an
intent to accelerate digital action plans (World Energy Council,
2020). There appears now to be a commitment to refocus on
innovation for the years ahead with 42% reporting plans to
increase R&D spending.
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4.0 AND SOVEREIGN COUNTRIES
For countries, investments are linked to development, and capital
projects may be funded publicly, privately or through publicprivate partnerships wherein budgets for infrastructure are linked
to wealth, borrowing capacity and vision. Two comparative
cases are presented here. In the United States, the government
committed a whopping US$550 billion in new federal investment for America’s infrastructure to focus on infrastructure and
spending a once-in-a-generation investment for infrastructure
(Probasco, 2022). In Guyana, our new oil and gas producer in the
Caribbean and South American region, the government committed GY$96.1 billion [US$459 million] for fast-tracked
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infrastructure development which is part of a GY$552.9 billion
2022 Budget allocation [US$2.64 billion]. The two contrasting
examples are for infrastructure capital allocation, but the allocation of big budgets for development can be related to individual
businesses as well. Vast opportunities exist for countries and
industries, particularly along the growth pole in the Caribbean
region—Guyana—, but also CARICOM countries and the northern
South American region, to embrace innovative technologies to
support growth and sustainability for all participating members.
How do we adopt digital transformation in our countries or businesses to create efficiencies? On a governmental scale, countries
have adopted e-government programs to better serve the public
and for increasing economic growth and development. At the
business scale, opportunities exist for quicker adoption of digital
transformation in fields such as manufacturing and supply chain
management. Digital transformation may be described as the
process of using digital technologies to create new or modify
existing business processes, culture and customer experiences to
meet changing business and market requirements (Salesforce,
2022) through changes in practice and behaviours or change
management. It considers how products, processes and organisations can be changed through the use of new digital technologies (Wikipedia, 2022).

New, during and after-construction
phases for infrastructure projects can
be digitised and managed in extendedreality metaverse platforms. Similarly,
built infrastructure from upstream
and downstream oil and gas sectors
and cultural heritage assets can utilise
Digital Twins. To manage disasters,
and maintenance of aged and neglected
infrastructure, the Digital Twin can be
essential.

DIGITAL TWIN
In the process of digital transformation, a “Digital Twin” may be
used as an enabler to help model digital processes and be used
for decision making. The Digital Twin is described as a virtual
representation of an object or system that spans its lifecycle, is
updated from real-time data and uses simulation, machine learning and reasoning to help decision-making (IBM, 2022). It is not
merely a 3D visualisation model! There is a responsibility within
industries, however, to consider where in the business there can
be efficiencies, and how to develop a business case for implementing innovative technologies.
Regarding big budgetary allocations for development, opportunities exist in “smart” infrastructure, where infrastructure management is realised through digitalised site information systems.
New, during and after-construction phases for infrastructure
projects can be digitised and managed in extended-reality metaverse platforms. Similarly, built infrastructure from upstream and
downstream oil and gas sectors and cultural heritage assets can
utilise Digital Twins. To manage disasters, and maintenance of
aged and neglected infrastructure, the Digital Twin can be essential. Other key areas for application include civil, construction
and geotechnical engineering, surface and subsurface resource
extraction, geohazard and environmental engineering, land and
asset management, energy and utilities, and archeology and cultural heritage.
Implementation of Digital Twin processes requires the development of a business case for innovation and collaboration, and
for driving productivity by removing silos. These processes rely
on people and on new ways of communication with the goal of
realising value in operations. Digital Twin technology is expected
to drive industry 4.0 initiatives through various processes as it
offers a platform for measurement and control, especially for
capital projects. Senior leaders may also have an opportunity to
directly manage capital cost and delivery through Digital Twin
collaboration platforms. End users and operators, team leaders
and managers alike can be part of the overall implementation
process.
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The establishment of a Digital Twin technology into an organisation remains a process, hence many companies may struggle
initially with its implementation. Some fail but many succeed
by learning from their failures. Cyber security also becomes an
important part of the process, especially for cloud computing
but with the right security protocols, the risk can be significantly
reduced. Digital Twin technologies can also be implemented
in any industry that manages aggressive goals for the National
Determined Contributions as they relate to the Paris Agreement.

stanley.wharton@cerdit.biz
www.cerdit.biz
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T&T KEEPING PACE WITH THE
DIGITAL EVOLUTION

A

2020 online United Nations article titled
“Shaping our Future Together” states, “digital
technologies have advanced more rapidly than
any innovation in our history – reaching around
50% of the developing world’s population in
only two decades and transforming societies.
By enhancing connectivity, financial inclusion,
access to trade and public services, technology
can be a great equaliser”.

Similarly, a World Bank article, titled Digital Development published on
their website (https://www.worldbank.org/en/topic/digitaldevelopment/overview#1) on Apr 20, 2022, states, “digital technologies are at
the forefront of development and provide a unique opportunity for countries to accelerate economic growth and connect citizens to services and
jobs”.

THE HUMAN ELEMENT
Advances in technology are evident globally. However, what must always
be kept in mind is that behind advances in technology there is a critical
element: the human element.
While the Telecommunications Authority of Trinidad and Tobago (TATT)
continues to focus on establishing critical building blocks to technology
advancement in this country, such as encouraging investment in the local
telecommunications and broadcasting sectors, ensuring access to technologies at affordable prices, there has been increasing focus on strengthening the human resource capacity operating within various levels of these
sectors, whether they be end-users or potential and actual technology
students.
30

By the Telecommunications Authority of
Trinidad and Tobago (TATT)

There has been increasing
focus on strengthening the
human resource capacity
operating within various
levels, whether they be endusers or potential and actual
technology students.
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Break the Bias

Representatives from the National Library and Information
System Authority were also on hand to inform of the many services at libraries for seniors including step-by-step guidance on
how to use their services through a project aptly titled “Bring
your Devices and Come”.

GIRLS IN ICT DAY
TATT’s “Careers in ICTs” initiatives, which commenced circa 2012,
encourage young persons to embark upon careers in the rapidly
evolving ICT arena. This was at the core of TATT’s commemoration of the International Telecommunication Union’s “Girls in ICT
Day”.
This year, TATT hosted an online workshop titled “Tech4Girls:
Masterclass in How to Build Your Online Personal Branding” to
commemorate Girls in ICT Day.
For this workshop, TATT partnered with the Ministry of Digital
Transformation (MDT), CANTO (a non-profit association made
up of operators, organisations, companies and individuals in
the ICT sector with a Caribbean focus), and Tobago Information
Technology Limited (TITL).

The objective of the programme was to engage the country’s
seniors and demonstrate to them the importance of using digital
technologies in a manner that would contribute to their physical
and emotional wellbeing. The programme featured gerontologist
Dr. Jennifer Rouse, who highlighted some of the challenges faced
by seniors when using technology, and what family members
and friends could do to assist. Dr. Rouse advised seniors to take
the time to learn how to use technology and provided a range of
ideas on how they can be used by seniors, including listening to
jazz to calypso, from the safety and comfort of their homes.

STUDENT BURSARIES
Recognising the importance of academic training and certification in the area of ICT to facilitate Government’s pursuit of building and maintaining an enabling environment for digital transformation, TATT has begun to pursue another initiative that will see
the provision of bursaries to twelve students pursuing ICT-related
undergraduate training. TATT proposes to grant these bursaries
at the end of the 2021/2022 and 2022 /2023 academic years
to four students from each of the following tertiary level institutions:
•

College of Science Technology and Applied Arts of Trinidad
and Tobago

The event attracted 150 young women who learned:
•

Fundamentals of personal branding

•

The University of the West Indies and

•

How to incorporate passion into your career

•

University of Trinidad and Tobago

•

Networking tips on how to develop and build relationships

•

Do’s and don’ts when developing your personal brand
online

•

A checklist for what your personal brand will look like

•

Cybersafety tips.

The initiative aims at expanding this country’s pool of ICT professionals as we embrace digital transformation and is in alignment
with the Authority’s Strategic Plan and with Government’s Vision
2030 National Development Strategy (2016-2030) - Putting
People First: Nurturing Our Greatest Asset. Goal 7 of theme 1
of the development strategy envisions this country possessing "a
modern, relevant education and training system". The initiative
is also aligned with the Ministry of Education's Digital Literacy
Programme.

Participants were also able to enhance their web development
skills as they had the opportunity to create branded websites
using Google Site.
Female leaders within the ICTs sector in Trinidad and Tobago Dr.
Kim Mallalieu, Deputy Chairman of the Board of Directors, TATT;
Ruth Campbell, Chief Executive Officer (Ag.), TITL; Jacqueline
Wilson, Strategic Advisor, MDT and Teresa Wankin, SecretaryGeneral, CANTO, delivered inspiring and motivational remarks
during the opening ceremony.

TATT will continue to initiate and implement such initiatives to
assist Trinidad and Tobago to keep pace with the world’s most
digitally advanced nations.

CLICK ON THE IMAGE BELOW TO VIEW THE
PROGRAMME ON YOUTUBE!

Dr. Mallalieu emphasised that the objective of the
event was to enable young girls and women to
develop the ability to build a compelling online brand
that will help propel their ambitions and dreams
forward.

SENIORS IN TECH
TATT also hosted another learning initiative, this time
for the country’s seniors, to commemorate World
Telecommunication and Information Society Day
2022 themed “Digital Technologies for Older Persons
and Healthy Ageing”. The initiative, a one-hour programme, broadcast on one of the country’s free to
air television stations, included representatives of the
National Information and Communication Technology
Company Limited, highlighting the Government’s
online services from which seniors would benefit.
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WHY DE&I MATTERS
The Business Case for Diversity, Equity & Inclusion

D

iversity, equity and inclusion (DE&I) is
good for business not just because it
is the right thing to do but because it
makes good business sense.

Diversity recognises the differences in the
workplace such as race, ethnicity, nationality, religion, gender, age, sexual orientation,
gender identity, marital status, disability,
socioeconomic status, language or political perspective. Equity
recognises that not everyone is starting from the same place or
has the same advantages in their career and will need specific
resources, access and opportunities to make up for that inequality. Inclusion means that everyone is welcomed, feels a sense of
belonging, and is valued and respected regardless of their difference.
Internationally, DE&I has been on the agenda of many companies
for years and these companies have made tremendous strides in
promoting a diverse and inclusive culture in their business. Locally,
we are behind the curve, and it is in our best interest to catch up.
Today’s socially conscious environment, the focus on social injustice
and inequities, and the impact of the global pandemic, have put
pressure on company leaders to improve diversity, promote equity
and create a more inclusive work culture. Let me tell you why!

By Kathleen Charles-Jackson
D&I and E&C Investigations Lead
bp Trinidad and Tobago LLC
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BENEFITS OF DE&I CULTURE
DE&I can be a source of competitive advantage and a key
enabler to the growth, success and competitiveness of a
company.
DE&I helps companies to improve financial performance; attract,
hire, develop and retain the best talent; build a good reputation
and secure their license to operate; understand their customers,
and improve their decision-making and innovation.

FINANCIAL PERFORMANCE
In its first report into the relationship between the level of
diversity and financial performance, “Diversity Matters” (2015)1,
McKinsey&Co, found a significant relationship between a more
diverse leadership team and better financial performance.
Companies in the top diversity quartile for gender diversity and
racial/ethnic diversity were statistically more likely to generate
financial returns above their national industry average. The level
of diversity was defined as a greater share of women and a more
mixed ethnic/racial composition in the leadership of large companies.
Its 2018 and 2020 reports2 indicated that the strong company
case for both gender diversity and ethnic and cultural diversity in
corporate leadership continues to strengthen.
Statistically, companies in the top quartile for gender diversity
on executive teams were 25% more likely to have above-average
profitability and companies with more than 30% women executives were more likely to outperform companies with fewer or
no women executives. Further, the likelihood of outperformance
continued to be higher for diversity in ethnicity than for gender.

ATTRACTING AND RETAINING TALENT
Companies that want to remain competitive must embrace DE&I
across its talent lifecycle from attraction and recruitment to
career progression and retention. Hiring diverse talent will not be
enough to create an inclusive culture. Companies must implement policies and practices that promote equity, impartiality and
fairness. By so doing, a company can ensure that all workers are
treated fairly, feel empowered to contribute, and have opportunities for career growth and leadership development.
Questions to consider – Does the current recruitment strategy
reflect the diversity of the society in both the candidate slates
and the interview process? What policies or practices are in
place to promote inclusion, fairness of opportunity, openness,
and freedom from bias and discrimination? Is there enough
diversity in decision-making? What is the leaders’ accountability to promote the DE&I objectives? If an employee decides to
move on, what meaningful insight can be gained from the exit
interviews?

Minorities experience
microaggressions daily.
Microaggressions are subtle,
intentional or unintentional
interactions or behaviours such as
slights, insults or indignities that
communicate bias.
It is easier to treat everyone the same way with the same work
standards and policies. However, that approach does not allow
all voices to be heard or for active participation by all.
Marginalised groups such as women, people who identify as
LGBTQ+ and other underrepresented minorities experience
microaggressions daily. Microaggressions are subtle, intentional
or unintentional interactions or behaviours such as slights, insults
or indignities that communicate bias. These groups may feel
unable to speak openly or share ideas with their team members
and peers because of fear of judgment or ridicule.
As companies rethink their workplace model and consider more
flexible work arrangements such as remote or hybrid work, they
must be aware that these new ways of working may cause more
employees to feel disconnected from their peers and teams.
New work arrangements will require sustained efforts to create
and maintain inclusive work environments.

IMPROVED CUSTOMER SATISFACTION
DE&I policies can help to form connections with customers, e.g.,
women are key consumer-decision makers.
Diverse teams which reflect the communities in which a
company operates gives the company a better chance of understanding and serving diverse customer groups, which in turn will
help them to grow.

IMPROVED DECISION-MAKING AND
INNOVATION
Teams that are diverse, well-managed, and able to cultivate
and utilise their differences, outperform others. Diversity drives
greater creativity and innovation through a greater variety of
problem-solving approaches, perspectives and ideas because of
the inherent discomfort and friction that diversity creates.

INCREASED EMPLOYEE SATISFACTION
DE&I increases employee satisfaction and reduces conflicts
between groups, improving collaboration and commitment.
Creating a diverse workforce and an equitable and inclusive work
culture is not without its challenges and takes work. It takes
commitment from leaders to listen, understand, and act on differences and inequities in their organisation.
1

The research is based on financial data and leadership demographics compiled for this purpose from hundreds of organisations and
thousands of executives in the United Kingdom, Canada, Latin
America, and the United States.

2

McKinsey&Co Delivering through diversity (2018) and Diversity wins:
How inclusion matters
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STRATEGIES FOR IMPLEMENTING OR
IMPROVING DE&I
Leadership:
The level of commitment by management and senior leaders
to having a diverse, equitable and inclusive corporate culture is
important for embedding DE&I in a company. Companies should
appoint a top executive to lead the DE&I efforts. Leaders must
adopt and demonstrate inclusive behaviours and commit to
continually educating themselves on DE&I. Inclusive behaviours
include having open and honest conversations on inequities,
calling out microaggressions when they are seen, and serving
as mentors and sponsors for underrepresented talent.
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Set aspirational DE&I goals and targets:
Aspirational goals and targets such as increasing the share of
diverse leaders and the hiring and progression of underrepresented groups will help to drive the DE&I agenda, influence an
inclusive culture, and reduce bias in hiring and promotion.
Aspirational goals must be supported by transparency in data
to identify gaps, set direction, monitor progress and benchmark
against other companies. There must be a willingness to share
the data internally and externally.
Ensure that the company objectives align with the goals and
adapt company policies and practices which may limit DE&I
through the talent lifecycle.
Develop DE&I initiatives:
Implement a framework with an action plan to improve DE&I and
to embed DE&I into the DNA of the business. Continually review,
measure, improve and communicate the effectiveness of the
DE&I initiatives.
Adopt inclusive-behaviour practices:
Companies should establish a code of conduct – values and
behaviours – supported by training for their organisation.
Establish systems for employees to raise concerns and report
conduct that is not aligned with the company’s values and
behaviours, including allowing for anonymous reporting.
Promote employee engagement and open communication:
Employees have a major role to play in building a diverse and
inclusive culture. Engage all employees in conversations about
inclusion and ensure that the actions to support inclusion involve
all employees, e.g., allies’ programmes, employee resource
groups, surveys to track improvements on DE&I.
Establish Employee Resource Groups (ERGs):
Encourage the creation of ERGs which are a valuable resource
to companies. Such groups act as a forum for employees to get
involved in building DE&I awareness and promoting activities that
support an underrepresented group; provide diverse perspectives
on employee issues and help to shape DE&I practices and policies. Examples of ERGs include gender equality, sexual orientation
and gender identity, ethnic minorities, working families, crossgenerational working and people with disabilities.
The business case for diversity, equity and inclusion is not only
strong, but tried and tested. Research shows that diversity
increases financial performance. Engaged and included employees are more committed and energised. Equitable processes and
procedures improve employee satisfaction and retention. Diverse
teams perform better and are better able to understand and
engage their customers.

Examples of ERGs
include gender equality,
sexual orientation
and gender identity,
ethnic minorities,
working families, crossgenerational working
and people with
disabilities.

Remember, one size does not fit all, so tailor your DE&I programme to ensure relevance to your business.
Kathleen Charles-Jackson is Diversity & Inclusion and Ethics & Compliance
Investigations Lead at bp Trinidad and Tobago LLC. Kathleen is responsible
for identifying and leading DE&I initiatives at bpTT to enable employees to be
their authentic selves and have equitable access to opportunities to grow and
be successful at bp. Kathleen is the co-lead of the bpTT chapter of the Working
Parent business resource group and co-One Team Lead of the Americas
Working Parent group.

LinkedIn page:
https://www.linkedin.com/in/kathleen-charles-jackson5b68872/
bp Internet public site: https://www.bp.com/
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Break the Bias

DECONSTRUCTING
SOCIETAL
MASQUERADES IN
OUR WORKSPACES
Increasing productivity through
inclusion and diversity

O

ne of the wonders of Trinidad and
Tobago’s culture is Carnival. History
records that the modern Carnival
began in this country in the late 18th
century1. The two-day festival of
masquerading is officially celebrated
annually on the Monday and Tuesday
before Ash Wednesday, the beginning of the Lenten season. However, in true “Trini” style,
Carnival in Trinidad and Tobago unofficially starts following elaborate Old Year’s Night fetes at the Hilton Hotel
and other similar settings.

By Sharon A. E. Mottley
Human and Social Development Consultant
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In reality, for a small segment of Trinbagonians (an estimated
3%)2 who reside in this multicultural, complex twin-island state,
the concept of masquerade extends way beyond the two days
that encompass J’Ouvert morning’s “dutty Mas” and Monday and
Tuesday’s finest costumes. I refer to the lesbian, gay, bisexual,
transgender, queer and/or questioning, intersex, asexual and/or
agender, or as we are commonly known, the LGBTQIA+ community. While most LGBTQIA+ or Queer folk have mastered the art
of skillfully donning our “masks” all 365 days of the year, many
of you know us quite well, for we are your mothers, fathers,
children, siblings, co-workers, teachers, spiritual leaders, CEOs,
janitors, barbers, stylists, husbands and wives. As you continue
to read, take this opportunity to walk in the shoes of those who,
though we love differently, share many of the same aspirations
as our heterosexual counterparts, particularly as these pertain to
familial, educational and career aspirations.
1

A Brief History of Carnival in the Caribbean (tripsavvy.com)

2

“According to a survey conducted in 27 countries, 7 in 10
people identify as heterosexual. Around three percent of
respondents declared to be homosexual, gay, or lesbian.”
LGBTQ+ worldwide - Statistics & Facts | Statista
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I applaud AMCHAM T&T for
doing what is right through the
Break the Bias panel on March
11, 2022, and now in its
annual women’s empowerment
Linkage Magazine’s edition
themed “Break the Bias”
focusing on “how organisations
can make their workplaces
safer and more empowering for
LGBTQIA+ employees”.

M

any of us while on the job may get
a call about an ill and/or hospitalised
spouse who requires our presence/assistance/support. Imagine having to think
twice or concoct an excuse to apply for
leave to be by their side. What about
those of us with pregnant female partners, is maternity/paternity leave an
option for us? Perhaps you had a suicidal “queer” child and would
welcome support from your employer, or workplace EAP. Maybe
you have just celebrated an anniversary and you want to post
framed pictures on your desk like your fellow colleagues but have
to wonder, is this even a consideration? And let us not talk about
what passes as routine office banter when it comes to jokes and
picong, that include words like “buller”, “faggot”, “shim”, “he/she”
etc., even when we know it is wrong or it makes us and/or others
in the workplace uncomfortable. In lieu of clear organisational
policy, we oftentimes facilitate or contribute to this behaviour by
an embarrassed giggle or quietly turning our heads.
Again, imagine what it is like to show up as your best self in a
workplace where you can only afford to function as an “imposter” and not your authentic self. Especially when those we work
alongside do not bear a similar burden. To do well and excel,
usually at the cost of our mental well-being, many of us have
mastered the art of this double existence. However, is it fair that
we are required to give our all to employers and workplaces that
are complicit in maintaining and/or reinforcing negative gender
stereotypes and hostile work environments for LGBTQIA+ employees?

"MASK" VS. "AUTHENTIC SELF"
While there is a great deal in the way of published literature,
which I will reference throughout, I deliberately started this piece
with something familiar, that is, Carnival. Whether you are a masquerader or observer, you understand the process — tremendous
hype by all genders as we get our “kits” or costumes ready for
every event during the season. From head to toe, we don our
“masks” including elaborate/edgy hairstyles, well made-up faces,
lashes longer than long time, and outfits to disguise or accentuate — we all don our masks. The big finale begins at 4:00 am
J’Ouvert morning, (mud, powder, cocoa, clay, blue devil, Dame
Lorraine) all the way through the last lap Tuesday night. As darkness descends, we waylay to our respective abodes and commence the arduous task of removing the façade and detoxing
from all that we consumed, in a veiled attempt to revert to our
“normal” selves by Wednesday morning. Come Ash Wednesday,
CEO and custodian alike enter their places of worship and receive
Lenten crosses on their foreheads, symbolically erasing all the
transgressions that may have transpired over the season, much
of which negatively affected productivity levels for two, perhaps
three months. But we are accustomed, it is “we” culture and it’s
how we masquerade.

I

n sharp contrast, sexual minorities rarely, if ever, are
allowed to remove their masks and live their “normal”
or in their “truth”. That is the dilemma that many
sexual minorities face within this culturally biased, classist, stigma-driven societal notion of normality. Many
of us maintain the façade within our own homes and
almost all of us must don it when we exit our houses to
engage in the world at large.

If the bulk of our waking hours is spent at work or school, then
imagine for five minutes being in a workspace where you spend
between eight to 12+ hours for a minimum of five days a week
and not being able to share any aspect of who you really are —
your authentic self.
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CORPORATE RESPONSIBILITY
In 2022, organisations and workplaces have a responsibility to
inculcate and sustain an empowering work environment for all
employees. Michaela Krejcova points out in their article, The value
of LGBT equality in the workplace3, the benefits of inclusivity and
diversity to both individual employees as well as employers. In
terms of the former, they highlight that “LGBT-supportive policies
will have an immediate effect on individual people, resulting in
less discrimination and increased openness about being LGBT.”
Krejcova further references a survey conducted by the Williams
Institute, “The Business Impact of LGBT-Supportive Workplace
Policies”,4 which cites that “LGBT employees who spend considerable time and effort hiding their identity in the workplace,
experience higher levels of stress and anxiety resulting in health
problems and work-related complaints. Ultimately, LGBT-friendly
workplaces can lead to improved health, increased job satisfaction, better relationships with co-workers and supervisors, and
greater work commitment among the LGBT workers.”
Camille Brouard notes in a June 2021 article5, that LGBTQIA+
inclusive workplaces benefit businesses in terms of productivity
and profitability. She further references an American study by Out
Now titled “LGBT 2020 – LGBT Diversity Show Me the Business
Case”, which found that the “US economy could save nine billion
annually if organisations implemented more effective inclusion
policies for their LGBTQ+ staff. This is partially attributed to avoiding costs from stress and ill-health associated with LGBTQ+ staff
who need to hide their identity at work or experience discrimination.” The study also highlights the customer loyalty and buying
power of the LGBTQIA+ market and that “customers are likelier
3

https://www.glaad.org/blog/value-lgbt-equality-workplace

4

The Business Impact of LGBT-Supportive Workplace Policies - Williams
Institute (ucla.edu)

5

https://www.myhrtoolkit.com/blog/lgbt-inclusion-in-the-workplace
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to leave businesses who have cases of discrimination made
public.”6 It can be gleaned from an ongoing investigation on
LGBTQIA+ workplace diversity that assertive inclusion strategies make sense from both a business perspective as well as an
ethical one.

HOW DO WE CREATE A CULTURE OF
INCLUSION?
The next obvious question for Trinidad and Tobago enterprises
is, how do we go about creating a culture of diversity and
inclusion? I would purport that an initial step would require a
thorough organisational assessment and evaluation with a view
toward eradicating existing discriminatory/prohibitive systems,
norms and practices, and intentionally adopting a culture of
inclusivity. The good news is there is an abundance of resources
available; there is no need to reinvent the wheel. For example,
Great Place to Work & Pride At Work Canada7 developed
“Beyond Diversity: An LGBT Best Practice Guide for Employers”,
which articulates what they see as the “top 12 Strategies to
Promote Inclusion of LGBT People in the Workplace”. Below I
have highlighted five strategies that an organisation can implement in the short to medium term to initiate the process of
LGBTQIA+ inclusion and diversity:
Modeling a culture of inclusivity. This begins at the top
with senior and executive management championing the initiative. There is no such thing as an inclusive workplace without an
inclusive leadership team. Regardless of the development and
implementation of policies and programmes, inclusion efforts
will not gain traction if the behaviour is not modelled at the
most senior level.
Developing and effectively communicating written policies. Policy development is a surefire way to demonstrate your
organisation’s commitment because it establishes standards and
expectations for behaviour and clearly outlines that harassment,
discrimination etc. will not be tolerated. Rather than cutting
and pasting from “foreign”, I recommend the engagement of
local professionals who can actively engage stakeholders and
craft policies reflecting cultural sensitivity and relevancy. It is
also important that anti-discrimination and harassment policies
specifically reflect sexual orientation, gender identity and gender
expression as prohibited grounds for discrimination, and provide
examples of what homophobic, biphobic and transphobic discrimination looks like. Policies should be easily accessible and
should set out roles and responsibilities for compliance.
Adopting and utilising gender-neutral language in internal and external communication. For example, rather than
“he” or “he/she”, it is acceptable and preferred to use “they” as
a singular gender natural. This ensures that people who don’t
identify as either a man or a woman feel that they are represented in written and oral communication.

6

https://www.outnowconsulting.com/market-reports/lgbt-diversityshow-me-the-business-case-report.aspx

7

https://prideatwork.ca/wp-content/uploads/2017/09/BeyondDiversity-LGBT-Guide.pdf
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To ensure and sustain
a cultural shift within
your organisation,
system implementation
and organisation-wide
diversity training are
essential in soliciting
buy-in and support
throughout the company.

Ensuring that the company’s benefits package is relevant
to all employees. This speaks to the heart of most employees.
To ensure your benefits package meets the needs of LGBTQIA+
employees, it is important to understand their specific needs
related to medical coverage, parental leave, bereavement, etc.
Training, training, training. This point can not be overemphasised. To ensure and sustain a cultural shift within your
organisation, system implementation and organisation-wide
diversity training are essential in soliciting buy-in and support
throughout the company. Training can take many shapes and
forms and should be an ongoing process, particularly as emerging diversity issues arise.
In closing, I invite us, Trinidad and Tobago, to join our progressive
Caribbean and global counterparts in dismantling organisational
systems and structures that cause harm. I invite us to intentionally move towards business practices that truly reflect and
embrace the people that we employ and serve, and that add
value and profitability to our enterprise.
linkedin.com/in/sharonaemottley
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THE WORKING WOMAN
AND THE NEW NORMAL

I

n 1989, sociologist Arlie Hochschild published a
book in which she explored the domestic work that
women are expected to deliver in addition to their
salaried jobs. She referred to these collective duties as
a “second shift”1—working hours for which women
receive no compensation and little, if any, recognition.

Despite some progress being made to promote gender parity
in the workplace, little has been done to structurally address
the issue of the “second shift” and gendered expectations of
a woman’s role in the household. It is therefore a small wonder that the
onset of the COVID-19 pandemic hit working women particularly hard.
Work-from-home arrangements overlaid women’s (compensated) workdays
with domestic duties, with especially burdensome consequences for those
women with childcare obligations.
The impact of this new paradigm needs to be urgently addressed, as more
women are reporting fatigue, burnout and health problems, and many
1

Hochschild, A. R., & Machung, A. (1989). The second shift: Working
parents and the revolution at home. New York, N.Y: Viking.
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By Gillian Chevrotiere
Senior Manager, Human Resources, NGC
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have either opted to leave their jobs or are considering doing so. While
there is a degree of cultural adaptation that needs to take place in terms
of the division of domestic labour, employers have a major role to play in
helping promote work-life integration and sustaining the levels of female
participation in the workforce.
As Senior Manager of Human Resources at The National Gas Company of
Trinidad and Tobago Limited (NGC), and as a working mother and spouse
myself, I am heavily invested in addressing this issue.

A CLOSER LOOK AT THE ISSUE
One of the first steps that must be taken is an acknowledgement of
the issue. As studies such as Deloitte’s of 20202 have pointed out, we
must recognise that women have been significantly impacted by the
pandemic.
When the pandemic took hold in 2020, lives and livelihoods across the
world were disrupted. There was a mass migration of work functions to
digital platforms, and an attendant shift from company workstations to
home offices. However, for many, there was no space that could be used
for work that was separate from living quarters. Dining tables, bedrooms
and living rooms became makeshift offices. For those women who
usually carry the “second shift”, work-from-home suddenly meant a confluence of office tasks and household chores such as cooking, washing,
cleaning and taking care of children and in some cases grandchildren
who were now learning-from-home.

For me, and many others,
work-from-home has become
everything-from-home. Home
is now a workplace, school,
restaurant, church and
sometimes barely a place of
rest. Like many, I have been
balancing four children
while engaged in fulltime work and I too have
experienced that constant
pressure to constantly get
more done.
2

https://www2.deloitte.com/global/en/pages/about-deloitte/articles/understanding-the-pandemics-impact-on-working-women.html
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The stresses of juggling work and household duties simultaneously without
temporal or spatial separation of these tasks have taken a toll. According
to Pew Research, between February 2020 and February 2021, 2.4 million
women left the paid workforce in the USA alone due to pandemic stressors.3 A 2021 Deloitte report shared that most surveyed women cited
increased workloads at their jobs, increased responsibilities at home, and a
“lack of work-life balance” as factors that informed their decision to leave
their jobs.4
The mass resignation of women from the workforce comes at a price. In the
American context, the Center for American Progress estimated that if the
withdrawal of mothers from the workforce is sustained over the long term,
it could have a US$64.5 billion impact in terms of lost wages and economic
activity annually.5 Extrapolating from this figure, the global economy stands
to lose significantly over the coming years if the trend continues.
For those women who choose to keep working, mental exhaustion due to
constant multitasking translates into reduced capacity for optimal performance. As a result, there is an unquantifiable opportunity cost associated
with overburdening women. Stress can impact their ability to innovate,
problem-solve and extract maximum value from their talents. Ultimately,
this can ripple outward and affect productivity at the national level.
On the home front, as the majority of women carry the lion’s share of childcare duties, burnout can also affect the quality of care that mothers can
manage to give. If fathers, as supporting adults, do not share in the burden,
there can be risk of erosion of the family unit, with wider societal implications.

WHAT CAN BE DONE?
We often say it is difficult to find work-life balance, particularly during this
time, but as women, caregivers and professionals we are really required now
to be intentional about attaining an integration of work and life.
Achieving this requires commitment from both the employer and the
employee. To draw on an insightful Deloitte study,6 the following are key
considerations for companies:
1.

Leaders must lead with empathy: Employers should regularly
check in with employees to understand their individual circumstances
and needs, with due consideration for the particular challenges facing
working women. Then take the next step and work through solutions
and ways to assist. Additionally, female leaders must also be advocates
for their fellow female team members.

2.

Diversity, mutual respect and inclusivity must be commonplace: Women often face micro-aggressions such as exclusion from
projects or even meetings due to assumptions. Companies must build
a culture of inclusion that values equality and insists on the input of
women, and must actively encourage retention and progression. Due
to the said dilemmas of women in this environment, employers must
ensure equal opportunities are provided to actively participate at all
levels.

3.

Remove unconscious biases in people processes: Leaders must
recognise and eliminate the risk of unconscious bias as it relates to the
eligibility of women for reward and promotion programmes. Individual
circumstances must be weighed appropriately.

4.

Creative approaches to learning which fit into daily life: In
order for women to progress in their careers, training and develop-

3

https://www.pewresearch.org/fact-tank/2021/04/14/u-s-labor-market-inchesback-from-the-covid-19-shock-but-recovery-is-far-from-complete/

4

https://www2.deloitte.com/global/en/pages/about-deloitte/articles/women-atwork-global-outlook.html?id=gx:2pm:3dp:4women_at_work(womenatwork,_
gender_survey):GC1000011:6abt:20210519:forbes

5

https://www.americanprogress.org/article/covid-19-sent-womens-workforceprogress-backward/

6

https://www2.deloitte.com/global/en/pages/about-deloitte/articles/
understanding-the-pandemics-impact-on-working-women.html
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ment opportunities must be made available. There should be
specially tailored or curated programmes that allow for flexible and
independent learning, to accommodate women with competing
demands on their time.
While employers work on improvements within their remit, I believe a lot
also falls on us as women, to take charge of our lives and better manage
our stresses, communicate expectations, ask for help, find a quiet space
or create it. We can do it.
1.

Change your mindset: No one is perfect; you should acknowledge when you are doing your best.

2.

Release some of the load: You cannot do everything and be
everything to everyone. Ask for help—it is not a sign of vulnerability
but of recognition that you do not always have to do it alone.

3.

Set boundaries: Determine what you can and cannot do; will and
will not do. Establishing boundaries and sticking to them ease the
possibility of becoming overburdened.

4.

Be flexible: When creating your schedule, build in some flexibility.
In a pandemic, structure and flexibility cannot be mutually exclusive.

5.

Self-care: Be intentional and do something for you. As mothers,
this is often difficult but greater efforts should be made. Start small
in order to not become disappointed.

6.

Make special time for your family: I include my children in my
calendar: set expectations and boundaries early and do not discount the value of reward when they stick to their schedules.

Self-care: Be intentional and
do something for you. As
mothers, this is often difficult
but greater efforts should be
made. Start small in order to
not become disappointed.
Even as the world opens up from the COVID-19 pandemic, new
international geopolitical developments, coupled with climate action
imperatives, could prolong the period of remote work in many countries. Indeed, a hybrid model of work that encompasses both workfrom-home and office-based arrangements, work-life integration and
the skills required in the future will dominate people’s discussions at
many companies, including NGC and its group of companies. In light
of this, it is imperative that we give due consideration to the different
ways in which stressors can manifest for all employees but especially
women under such arrangements.
The cost of inaction in terms of impact on women’s health, impact
on the family unit and reduced participation of women in the workforce is simply too high. Start the conversations, act where you can
and offer support.
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How Can HR Assist Women in the Workplace
and Make Progress on Gender Equality/Equity?
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Break the Bias

MAKE PROGRESS ON
GENDER EQUITY
41
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T

oday’s pivotal conversation is about
how we confront bias, stereotypes and
discrimination in the workplace to
create a more diverse, equitable and
inclusive world for both women and
men.

There’s no disputing that gender equity
issues exist and that the last two years under
the pandemic have exacerbated this issue
in the workplace. It has, in fact, taken us back several steps.
Women left the workplace in droves as caring responsibilities
increased and continued to be carried disproportionately by
women. Women were more vulnerable to the many job losses
that accompanied the pandemic.
So, the problem exists—we see it, we live it. Now, how do we fix
it? Or at least get some traction in the right direction?
First, it’s going to be a journey that will take some time and
most of all commitment from all of us, women, men, leaders.
Therefore, although this journey is not ‘owned’ by Human
Resources function, HR can and must play a decisive role.
How can HR facilitate this journey of creating a more diverse,
equitable and inclusive world for both women and men?

ENSURE ALIGNMENT &
TONE AT THE TOP
Before HR takes a step, we must
ensure alignment and tone from
the top of the organisation. Boards
and executives must be committed to making progress on gender
equity. The good news is that with the progress on Environment
Social Governance (ESG) initiatives, many boards and executive leadership teams are indeed on the path and have already
been engaging HR for support and guidance on gender-equity
matters. Consistency at the top is essential for any cultural
changes that need to be made to support gender equity. If a
lack of alignment and tone at the top of an organisation is identified, HR can resolve this by providing relevant, timely data that
allow for decision making, strategy and policy creation around
this issue. Many studies demonstrate the firm performance gains
that can be generated from diversity, enabling HR to make a
powerful business case for gender equity.

CREATE RELEVANT
RELEVANT POLICIES &
TOOLS

By Alana Beaubrun
HR Director — Global Manufacturing,
Methanex Corporation

EDUCATE LEADERS
HR must facilitate the education and
development of leaders in this space
by providing relevant training, mentoring and coaching to support a
new or more deliberate approach to
gender equity. Companies may rely
solely upon the belief that our corporate values alone can get
us through this. Yes, we believe in respect, integrity and professionalism in the workplace, but we need to have greater focus
on being more conscious and deliberate in our work interactions
to ensure gender equity. The undercurrents of inequity are far
too deep—we need targeted training and coaching to become
aware of and counteract our unconscious bias. It is worth repeating that compassion and empathy from leaders are essential as
we make this journey and HR can ensure that we support leaders
on this path.

RECRUIT WISELY

HR can develop and implement relevant policies that address
equal opportunity, compensation and benefits equity, parental
(paternity and maternity) leave, family leave, childcare leave,
gender-based harassment and violence. Existing policies also
need to be reviewed with a gender lens. While policies that
reconcile work-life balance can potentially benefit all employees
regardless of gender, given that caring responsibilities disproportionately fall to women, this is an area that warrants attention.
The key to creating the solutions that best fit is communication—listening with compassion to our workforce and taking the
requisite action grounded in an understanding of the support.
It is also important to note that employers may consider many
solutions that might fit their budget, ranging from supporting
care to offering expanded Employee Assistance Programme services.
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One key area for HR itself to explore is the
recruitment process. HR can review how we
design our job vacancy postings.
• Does our language encourage inclusion
or does it marginalise women from the
get-go?
• Are we searching in the right talent
pools?
• Do we ensure a diverse slate of candidates AND a diverse
interview panel?
• Do we dismiss résumés with “gaps” or seek to understand
the circumstances of those gaps, which may have been for
caring responsibilities?
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We can achieve diversity of new hires from ensuring more gender-diverse talent pools and interview panels. HR can facilitate
this first by updating recruitment guidelines and processes and
then training hiring managers accordingly. It’s not about quotas,
but more about adapting our systems deliberately to allow any
talent to emerge and for gender diversity and inclusion.

CHECK YOUR TURNOVER
We need to consider turnover: who,
why, when. Your turnover data may
show that more women are leaving
companies, either seeking more flexible
work arrangements or to ensure their
life purpose and beliefs align with those
of their employers. Some may have encountered the proverbial
glass ceiling. Often, the issue is not supply, but failing to attract
more women into our work populations at certain levels or
losing women at certain levels. With the war on talent turning
into a crisis, we need to attract and retain the best talent we can
get from every source. Consider “return to work” programmes
targeting women who have had absences due to caring responsibilities. Or better yet, create an environment where every voice
is valued at all levels and note that flexibility keeps more women
in the fold, so they do not leave your organisation.

TRACK & MEASURE
HR can also ensure that we track and
measure our baseline and our progress.
Do we know our organisation’s current
gender pay gap? Do we know at what
level in the organisation there is a shift
in the gender ratio? Are we scrutinising
grievances for gender-based discrimination and harassment? Once we can see the data before us, we
can then identify the gaps and design and implement solutions
to bridge them. Sometimes those solutions will reside with HR,
but sometimes it may mean holding individuals accountable for
the causes identified, or helping managers and leaders adapt
their behaviours.

NORMALISE IT
Having the programmes in place and
your managers supporting them is
one thing, but normalising them is
another. Once programmes such as
hybrid or flexible work are perceived as
“women’s” programmes, or there is the fear that utilising such
programmes will affect career growth, our problem continues.
However, if male employees, including senior male managers,
utilise these programmes, they can lead by example in providing
essential support for family-caring responsibilities. Not only that,
but the flexible programmes can become normalised and the
stigma of being “for females only” will be tempered. Let’s make
it okay for males to access these programmes, so this becomes
more of a human or work-life balance issue for all employees.
Let’s ensure communication emphasises safety in accessing programmes and that commitment is fulfilled.

Let’s make it okay for males
to access programmes like
hybrid work, so this becomes
more of a human or worklife balance issue for all
employees and not
"for females only".

PAY ATTENTION
ATTENTION TO
WELLNESS AND
BURNOUT
The fact remains that women in the
workplace today are burning out as
they continue to juggle caring responsibilities and their careers. Yes, men are
assisting more since the pandemic, but
women still hold more caring responsibilities, especially single
mothers. HR must ensure that we pay attention to and support
wellness and mental health issues in our employee populations
for all employees. This doesn’t just refer to Employee Assistance
Programmes but also includes our attitude to work, work design,
the avenues to reconcile work and family life and to ensure that
employees can be successful at both. More than ever, employees
require alignment with their job, organisation’s purpose and their
own life purpose. The Great Resignation has indeed shown us
that employees will leave the workplace if there is a mismatch
there.

JUST START
The bottom line is to just start. There
is no one way to do this, but the good
news is that many companies have
started, so there are lots of examples of
what could be done.
Greater gender equity leads to more varied/diverse opinions and
therefore better team decisions, which can only redound to the
progress of our organisations. There is a strong business and
social case for this. HR professionals, this is our time to raise the
bar on the conversation, support culture change and implement
robust policies and programmes to drive gender equity. Break
the bias!
Alana Beaubrun is the HR Director —- Global Manufacturing for the Methanex
Corporation, a non-Executive Director of Angostura Holdings Limited, a
member of the Adjunct Faculty at the Arthur Lok Jack Graduate School of
Business, as well as an entrepreneur – Founder of Harmony HR.
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SOFT SKILLS

CAN HELP
TO BREAK

THE BIAS

M

any organisations worldwide are asking
potential employees for the most-wanted
essential “soft skills” such as attitude,
character, interpersonal connection, diversity and cultural awareness, appearance
and etiquette, time management, teamwork, service excellence, critical thinking
and problem-solving, and leadership.

Potential candidates tend to put the above soft skills on their résumé, but
from an HR perspective, what proof does a candidate have that she or
he possesses them? Especially a candidate who is now starting out in the
world of work.

Soft skills are attributes that enable a person to
engage in meaningful interactions with others.
Mastering social/emotional skills or soft skills
helps professionals work significantly better, both
as individuals as well as within teams.
Unfortunately, prejudice for or against someone or something can sometimes be displayed in worldwide communities based on culture, values or
attitude. Biases that have been handed down generation after generation
can be conscious or unconscious.

By Janice Learmond-Criqui, CPC, CaribDE

To break the stranglehold of bias in a community, the school system is one
such institution that can help in this mission. Middlebury Undergraduate
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Break the Bias

College has a Community Bias Response Team, which is an
interdisciplinary, interdepartmental group of faculty, staff and
students who work to address the individual, group and institutional impacts of comments, behaviours, actions or practices
that are perceived as biased. They support impacted individuals
and groups by providing education and facilitating dialogue with
the aim of repairing harm and preventing future incidents with
appropriate support, resources and having critical conversations.

following questions: Do you think that you communicated your
issue to the manager well enough? Did you follow up with your
manager about the solution? Why do you feel that you had the
right to get upset with your manager because days passed and
you did not hear from them? Who do you think should be held
accountable for the solution of the problem?
After going through each question with the sales executive, in
front of the participants including the manager, he came to the
“Aha” moment that communication was the issue. The lack of

MISINFORMATION AND LABELS CAN HAVE A NEGATIVE EFFECT ON OUR ATTITUDES
BIAS IN THE WORKPLACE
In the workplace, bias can be against age, conformity, weight,
affinity, beauty, gender, attribution, name or height—just to
name a few. Some of these biases tend to start from the home
and progress throughout school days and then move right into
the workplace. This is where Soft Skills Middle, Soft Skills High
and Soft Skills Pro software play an important role in helping
students and adults to overcome their bias and certify that they
have done the relevant soft-skills training required by companies.

W

e have all experienced how misinformation and labels can have a negative
effect on our attitudes, which tends to
lead to the unfair treatment of people
without us realising what we are doing.
Discrimination/bias done intentionally
is prohibited in the workplace, both
during the recruitment and the promotion process of an employee.
Two of the soft skills topics are diversity and cultural awareness, which are critical to understanding numerous unconscious
biases. Awareness in the workplace to be more inclusive of
employees can create a more diverse work environment. It is
imperative that we understand the process of culture challenges,
so that we don’t jump to conclusions, thereby making judgements about other people using our own set of cultural values.
Learning about other people’s culture will help us to understand
and appreciate why they behave the way they do. By understanding the differences, we can begin to socialise and work with
people, thereby bridging cultural gaps rather than making them
even greater.

communication and follow-through were a major bone of contention between the sales executive and his manager. At the end
of the session, the sales executive came up and thanked me for
the exercise. He said that he fully appreciated that his approach
was wrong and was glad to be in a position that would make his
relationship with his manager a harmonious one.

ELIMINATING BIAS
In the last couple of years, living a healthy lifestyle has been in
the forefront of society. Commercials with people exercising and
eating healthy flood our TV screens. But even before making
the population conscious of a healthy lifestyle, appearance and
etiquette biases have been part of the workplace. Full-figured
women were discriminated against both in job interviews or
promotions. The airline industry was an example of appearance
bias, because to become a ‘stewardess’, one had to be a certain
weight. Today, in certain airlines, flight attendants come in all
shapes and sizes.
Soft Skills Pro’s module on appearance and etiquette discusses
the importance of appearance, grooming, hygiene and etiquette in everyday life and how to avoid the bias that one would
encounter in the workplace. I had a friend who was from the
UK, and while working for a company in Trinidad, he would walk
around the office in his socks. He could not understand why
there was a bias towards him walking around in his socks. I had
to explain to him that the company had a dress code and was
mindful as to how the staff dressed in the office.

THE WORLD IS PRIMARILY HIRING CANDIDATES WHO HAVE A POSITIVE ATTITUDE.
BIAS IN COMMUNICATIONS
Most often, there is bias when it comes to communication in the
workplace. In organisations, employees will all have their own
bias, and it is critical that there is a top-down approach to ensure
that everyone makes certain that others clearly understand one’s
words and actions. Verbal and nonverbal skills, along with the
essential elements of communication, need to be focused on so
that employees become confident when communicating with
others, whether they are in the workplace or at home. I remember during one of my training sessions, a sales executive complained that whenever he had a problem, and he felt needed
the help of his manager, he would go into the manager’s office,
lay his problem at the feet of the manager, and walk back out.
Days later, when he was expecting a resolution to his issue, he
discovered that a solution was not forthcoming. I asked him the
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T

he world today is now primarily hiring candidates who have a positive attitude, because
this will determine a person’s success in the
organisation. An employee will provide exceptional service once she or he has a positive
attitude.

Companies around the world are asking for
soft-skills certification not just from students,
but also from employees already in the workforce. It is the only
way that an organisation can verify that a potential employee has
the skills that are listed not only on their résumé, but also those
that the employer is looking for.
Email: janicelcriqui@gmail.com
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FIVE WAYS
TO BREAK

WORKPLACE
(AND OTHER)

BIAS
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Break the Bias

O

ur current era has the highest level of acceptance of women leaders in society. However,
there is still an obvious gender gap. Statistics
in the S&P 500 companies show that women
compose 47% of the total workforce, yet only
15% of CEOs at Fortune 500 companies are
female. The number of women drops significantly in technology, science and industrial

service industries.

Organisations that champion diversity and promote inclusion have been
shown to be more innovative, creative and productive. Research into
Fortune 500 companies that had more women on their boards financially
outperformed companies with fewer women. But the benefits of having
more females in the workplace are not limited to just financial gains.
Women in the workplace promote workplace well-being. Organisations that
don’t realise the importance of women in the workplace are missing out.
Here are Five Ways to Break Bias:

1

TACKLE UNCONSCIOUS BIAS
A Yale study found that:

Given the choice between two similar candidates, one
from each sex, college faculty preferred hiring male
candidates who they perceived to be more competent
and worthy of commanding higher salaries.
Sadly, all were biased against female applicants.
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Unconscious biases are prejudices and stereotypes individuals
have about certain groups of people that they aren't consciously
aware of having. Everyone holds unconscious beliefs about
various social and identity groups. Biases tend to affect who gets
hired, who gets promoted, who gets raises and who gets what
kind of work, among other things.
It’s crucial to educate employees about their own unconscious
biases. Awareness training is the first step to unravelling unconscious bias. Many companies are including annual unconsciousbias training for all management. Although this does not guarantee that attitudes will change, it does help employees to understand their biases and to work towards eliminating them.

2

SET UP MENTORSHIP
PROGRAMMES FOR WOMEN
Men apply for a job when they meet only 60%
of the qualifications, but women apply only if
they meet 100% of them.

Women need mentors now more than ever. The COVID-19 pandemic has had a far more negative impact on working women
than men. Women have disproportionately lost jobs, disproportionately reduced their work hours, and disproportionately
increased the time they spend on child care and household
responsibilities. As Claudia Goldin, Professor of Economics at
Harvard has observed, programmes must be results-oriented and
individually targeted. Sadly, many mentorship programmes fall
flat. We need to be evaluating our mentoring programmes to
ensure successful outcomes. This can include surveys, interviews
and focus groups.
Effective mentoring relationships can help women develop leadership skills, increase self-confidence, improve emotional intelligence, and navigate gender-specific obstacles to career advancement.

3

RE-EVALUATE HIRING PRACTICES
Studies show that the wording in job descriptions can discourage women from applying
for certain positions.

Start by conducting a diversity-hiring audit on your
current hiring process. Reword job descriptions so
you’re able to draw from a wider pool of applicants. Set diversity
and inclusion goals to make sure that your diversity programme is
more than just lip service and that you are actually making progress toward building a diverse team. Pick one metric to improve
your diversity hiring, for example, increasing the percentage of
qualified female employees in leadership roles by 20% within two
years.
Companies often prefer hiring candidates who’ve worked at
specific companies or schools. Integrating “blind hiring” can also
help break the bias. This can reduce unconscious bias by removing names, schools, and even addresses from résumés. Focus
on building a balanced talent pipeline. Employers can also focus
their efforts earlier in the pipeline to make real progress by reaching out and connecting with university on-campus and womenled groups. Diversity attracts diversity. Make it clear that diversity
and inclusion are top priorities for your company.

By Brigette Hyacinth
International Keynote Speaker,
Bestselling Author and Thought Leader

4

IT STARTS AT THE TOP WITH
LEADERSHIP
At the office, for example, an assertive woman
might be perceived as “aggressive” while
a man with the same attributes might be
described as “confident”.

Leaders set the tone for the overall workplace culture. Leaders
should be more supportive and include more women in decision-making. I remember being invited to speak at an event in
Europe. At this conference, I was the only black female present.
After the event, most of the attendees spoke in their native language which was not English. It was hard for me to interact and
mingle so I retreated to my hotel room. Diversity is one factor,
however, it’s the inclusion part we miss at times. We need to
make women feel included and valued in the workplace for their
contribution and efforts.
If leadership approaches this differently, so will employees.
Furthermore, promote a culture that encourages open dialogue.
Encourage team members to speak up about biases. Actions
speak louder than words. Create a clear, unbiased, non-retaliatory
discrimination policy that ensures employees have a proper
way to comment or report on inappropriate treatment in the
workplace. Publicly document commitments to gender equality.
Greater public disclosure and transparency hold the employer
accountable and can accelerate change.

5

REVIEW PERFORMANCE
MANAGEMENT PRACTICES
In 2020, only 28% of global organisations
reported reviewing performance ratings by
gender, and only 44% examined engagement
survey responses by gender.

It is critical that reviews and evaluations remain unbiased
because biased ratings almost always lead to lower pay and the
unlikelihood of promotion combined with lower retention rates.
The nature of performance reviews has been largely subjective.
Manager training and a robust calibration process can limit
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bias. Gender pay gap differences continue to be a problem in
our society. Companies should review salaries and standardise
pay. Our mantra should be, “Equal pay for work of equal value.”
Unfortunately, when it comes to achieving equity, many organisations in our country are up against the weight of history. From
years of systemic discrimination, learnt behaviours, and prejudiced cultures and values, it can seem like an enormous task.
However, if we can start with small steps and make those necessary changes, we will see the results reflected in the bottom-line.
It just requires consistent effort, open-mindedness and a clear
determination to break the bias.
In our daily newspapers, we are bombarded with headlines of
women being disrespected and treated poorly. Actively embracing a culture of breaking the bias can also help foster an environment where women are respected and treated equally. More
than ever, this is something we all need to be onboard with.
Breaking the bias is about creating a better future for all.

Brigette Hyacinth is an international keynote speaker, bestselling author and
thought leader on Leadership, HR, Artificial Intelligence (AI) and Digital
Transformation.
She has been ranked:
• Top 75 Remote-Work Influencers
• Top 20 EMEA-Based Tech Experts to inspire Digital Transformation Efforts
• Top 100 HR Influencers of 2018, 2019, 2020 and 2021
• Top 100 Most Influential people of African Descent under 40
Brigette has authored five books including her most recent book titled Leading
the Workforce of the Future: Inspiring a Mindset of Passion, Innovation and
Growth which was written in 2019. Brigette Hyacinth who started her career
conducting leadership seminars and workshops in the Caribbean is now an
in-demand keynote speaker and internationally recognised Influencer. She has
traveled to over 50 countries in five continents including North America, South
America, Europe, Africa and Asia, sharing her expertise. Brigette has been
advising CEOs, entrepreneurs, educators, governments and leaders from all over
the globe on how to build innovative organisations, unlock creative potential and
increase productivity, whilst improving employee experience and well-being.
Her engaging talks on leadership and HR have motivated and inspired audiences
to become more people-centred leaders.

Photo: https://brigettehyacinth.com/

Brigette has a following of over four million on LinkedIn and over 19 million
followers on Twitter.

When it comes to achieving equity, many organisations in our
country are up against the weight of history. From years of systemic
discrimination, learnt behaviours, and prejudiced cultures and values,
it can seem like an enormous task.
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THE
CONTEMPORARY
BABY DOLL
MASQUERADE
IN CARIBBEAN
FEMINIST
PRACTICE
By Amanda T. McIntyre
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Break the Bias

Focus on the Arts
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O

n the night of 18 February
2020, among the spectacle
of performers, music, spectators and journalists gathered
at Adam Smith Square in
Port of Spain, Trinidad for
the annual Traditional Mas
Competition hosted by the
National Carnival Commission
of Trinidad and Tobago, were Hazel Brown and
Helen Kennedy in their Baby Doll costumes.

Helen, an affiliate of the Family Planning Association of
Trinidad and Tobago, came with her signature prop, a
quadruple pram carrying her “children”. Hazel, the coordinator of the Network of NGOs for the Advancement
of Women, has performed the masquerade annually as
a protest mas in Trinidad and Tobago for over 12 years.
She was armed with a placard that carried a message
denouncing the non-disclosure policy that was being
debated in parliament regarding intimate partners and
child support. She would deliver a social commentary as
part of her performance, with a speech questioning the
state about the suggested policy. I, too, was dressed in
a Baby Doll costume for a performance titled Nameless.
The title was ironic since that was the night I debuted
the name of the Baby Doll persona I created, “Dolly Ma”.
I was deeply anxious about showing my costume, and
this anxiety was extended into concerns about how
the performance would be received by the substantial
crowd. Conversely, I was also delighted and honoured
to be there, in the bright darkness of traditional mas at
Adam Smith Square, with Hazel and Helen. I consider
these two women my mas mentors because of their
years of work in feminist advocacy and because of how
their engagement with Carnival as a platform for feminist interventions influenced my experimentation with
the characterisation of the Caribbean Baby Doll masquerade. In this essay, I will discuss the development of
the contemporary Caribbean Baby Doll masquerade with
reference to Caribbean feminist utilisation of the masquerade, focusing on the performances of Hazel Brown
and Helen Kennedy.

ABOUT THE BABY DOLL MAS
The Caribbean Baby Doll masquerade, in its traditional
characterisation, is a theatrical representation of a single
dramatic persona performing the role of “mother” carrying a doll while indicating to the audience through
movement and speech that the doll is her “child”.
The speech of the traditional Caribbean Baby Doll
masquerade includes assiduous, loud, scandalous and
scathing public demands for the financial maintenance
of the “child” from selected male spectators who the
“mother” persona accuses of paternity. These performances are mainly presented on the street during the
days of Carnival to a wide, disparate audience with an
often concentrated but inconsistent flow of spectators.
These are people who visit Carnival venues to observe
the parade of the bands, as well as musical, and traditional mas performances. The contemporary Baby Doll
masquerade presented by feminists may contain these
traditional elements but is further characterised by the
“mother” persona not simply looking for the “father”
of the “child” but engaging complex socio-political
phenomena and seeking recourse for systemic
gender-based injustices.
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Sketch of historical Baby Doll Mas
from "Trinidad Carnival"
by Carlisle Chan
(Caribbean Quarterly, 1956)

T

his practice of demanding money from
spectators, which is integral to the characterisation of the traditional Caribbean Baby
Doll masquerade, is described by Trinidadian
journalist Debbie Jacob as an “extortion
mas”. Writing for the Trinidad and Tobago
Newsday in February 2019, Jacob notes that
the Baby Doll masquerade “... had a practical
purpose. By shouting insults and accusations
and demanding money from men on the street, in this way some
women made some money to help take care of their children”
(Jacob 2019). She continues that the Baby Doll “... gave a voice
to poor masqueraders who couldn’t afford fancy costumes. Baby
dolls and devils allowed men and women to confront the upperclass society that marginalised them” (Jacob 2019). In this way,
she continues, “This masquerade also often transcended protest
to serve an important economic role that provided a sense of
irony in Carnival. While others paid money to play mas, baby dolls
and devils collected money from unsuspecting spectators, who
thought they could sit on the fence over the socio-economic
issues that plagued the country – even during Carnival.” In the
same article, Jacobs quotes researcher Jeff Henry’s Under the Mas’
Resistance and Rebellion in the Trinidad Masquerade which describes
representations of Baby Dolls “…as a young, shallow, unthinking,
promiscuous female(s).” (Jacob 2019).
The understanding of the Caribbean Baby Doll masquerade as
associated primarily, and in some cases singularly, with extorting
money from spectators is one that does not take into consideration key developments in the masquerade’s characterisation that
was pioneered by feminists in Trinidad and Tobago, beginning in
the late 2010s. While traditional presentations of the masquerade
continued, a contemporary Baby Doll masquerade developed as
a part of advocacy and activism practices addressing social phenomena related to women and children. In these performances,
the “mother” persona of the Baby Doll masquerade, was not per-
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Since the 2010s, a contemporary
Baby Doll masquerade developed
as a part of advocacy and
activism practices addressing
social phenomena related to
women and children.
formed as a parody but was integrated and emboldened within a
framework of Caribbean feminist politics and poetics.
In 2011, Hazel Brown organised a Baby Doll band as part of her
work with the Network of NGOs for the Advancement of Women
to raise public awareness and petition the state for policy change
on issues that negatively affected women and children. For over
a decade she presented performances that addressed social
phenomena including teenage pregnancy, statutory rape, and
gender-based violence. Through this work, the Baby Doll masquerade developed distinct feminist concerns, admonishing not
only individual and communal responsibilities in issues related to
women and children, but also the state’s responsibility to enact
policies on the behalf of women and children.
Contemporary Baby Doll advocate Helen Kennedy, in affiliation
with the Family Planning Association of Trinidad and Tobago
(FPATT), beginning in 2017, presented performances that campaigned for safe sexual health practice. According to the organ-
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The famous "Carnival in Port of Spain"
drawing by Melton Prior in the 1880s
shows several Baby Dolls. Particularly
interesting is the one at right, who
accosts a priest to extort money.
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isation’s website, FPATT “is an internationally-recognised non-governmental organisation that promotes sexual and reproductive
health and rights to improve the quality of life for individuals and
families in Trinidad and Tobago.” FPATT is one of the Caribbean's
leading public health organisations with a mission, “To ensure
that every person living in Trinidad and Tobago acknowledges
the right to the healthy expression of their sexuality and that all
persons including the most vulnerable are supported in realising
this right.”
Helen’s performances include speeches that focus on sexual
health and admonish the correct and consistent use of contraceptives. In 2017, her performance included eight dolls and a
stroller, and baby bottles filled with condoms which she distributed to spectators along with literature on sexual health provided
by FPATT. In 2018, she increased to 4 connected strollers with 16
“children”. That year, she was featured in FPATT’s commemoration of International Condom Day. At this time, she had still not
yet named any of the “fathers”. In 2020, she increased to 20
dolls and announced, using a list written on a placard, the names
of 41 possible “fathers” that included prominent statesmen as
well as local and international celebrities.

MY EXPERIENCES AS A BABY DOLL
The first time I performed Baby Doll was in 2011 after receiving
information about Hazel’s band. This was the beginning of my
work with the masquerade. In 2017, I presented a team performance at the Bocas Literary Festival’s Ole Mas Competition that
overviewed the previous decade of feminist work in Trinidad and
55

Tobago. The team included attorney Christie Modeste, visual
artist Geysie Souza-Okpofabri, and queer rights activists Cherisse
Berkeley and Alexander Johnson. In this presentation, I was a
Baby Doll with a placard that read “End Child Marriage” which
was a commemoration of the campaign to end child marriage
in Trinidad and Tobago which culminated earlier that year when
the Marriage Acts were constitutionally amended to discontinue
the legal marriage of minors. The legal age of marriage was
harmonised with the age of consent (18 years old) with a caveat
that allowed for the marriage of persons younger than this age
with the consent of their parents. For this presentation, I was
awarded the title “Ole Mas Champion” by the Bocas Literary
Festival in conjunction with the National Carnival Commission of
Trinidad and Tobago.
In 2018, I presented LGBTO-I-LAND, commemorating the 2018
Jason Jones’s judgment in which sections 13 and 16 of the
Sexual Offences Act that criminalised sex between people of the
same sex in Trinidad and Tobago, were ruled unconstitutional.
This was a group performance that included performance artist
Jhawhan Thomas, visual artist Turunesh Raymond, queer rights
activist Bobby Samaroo, advocate Akosoua Edwards and visual
artist Antonio Butts.
In 2019, in collaboration with researcher Jarula M.I. Wegner, I
presented a queer family in a performance titled You are Worthy.
Later in 2019, again in collaboration with researcher Jarula M.I.
Wegner, I presented A Short Story Representing Every Creed and
Race that addressed xenophobic attitudes towards Venezuelan
migrants in Trinidad and Tobago.
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Male Baby Dolls in
the early 1950s.
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In 2020, I introduced the “Dolly Ma” Baby Doll persona I
created in a performance titled Nameless that referenced
the International Bill of Human Rights, the UN Convention
on the Rights of a Child, and the Convention on the
Rights of All Migrant Workers and Their Families. In 2021, I
introduced the cross-temporal queer Baby Doll masquerade, “Dolly Ma Brigitta”.
In my 2022 performance, Dolly Ma, Rosa de Oxalá
examined the relationship between black women in the
Caribbean and ownership of property. The performance
considered psychosocial interiority and domesticity,
focusing on the retention of Yoruba religious practices
in the Caribbean in the mid to late Victorian and early
Edwardian periods.
The contemporary Caribbean Baby Doll masquerade that
emerged in Trinidad and Tobago in the late 2010s is a
protest mas that petitions for a more diverse, equitable,
and inclusive society for women and children, specifically
those with lower-incomes and who in addition to gender
and age were further socially marginalised due to social
class, geography, sexuality, and citizenship. The “mother”
persona in contemporary Caribbean Baby Doll performance is not “...young, shallow, unthinking” as described
by Jeff Henry and cited by Debbie Jacob. This is an outdated understanding of the masquerade that should
be qualified with, what was by the time of the article’s
publication, almost a decade of experimentation with the
characterisation of the Caribbean Baby Doll masquerade.
In contemporary performances of the Caribbean
Baby Doll masquerade the dramatic persona remains
the“mother” with an indicated doll “child”/ “children”,
however, the conceptual scope of the masquerade’s
characterisation widened from the “mother” persona
simply accosting spectators to exercising political will
directed not to individual spectators but to communities
and to the state. The contemporary Caribbean Baby Doll
masquerade developed from a traditional mas reference
that was characterised as a “mas of extortion” into a mas
of accountability; public and state accountability in the
Caribbean feminist discourse concerning the welfare of
women and children.
WORKS CITED:
Jacob, Judy. Extortion Mas- Baby Dolls and Devils, Trinidad and Tobago
Newsday. 2019 (newsday.co.tt, accessed 12 May 2022)
Family Planning Association of Trinidad and Tobago – Rights, Respect,
Responsibility (ttfpa.org, accessed 15 May 2022)
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of the “Dolly Ma” and “Dolly Ma Brigitta” Baby Doll masquerades. Her
essay “The Baby Doll: Memory, Myths and Mas” is published in Issue
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The conceptual scope of the Baby Doll
masquerade widened from the persona
simply accosting spectators to exercising
political will directed not only to
individual spectators, but to communities
and the state.
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Security Watch

GUIDELINES FOR
SELECTING A
BACKGROUND
INVESTIGATOR

By AMCHAM T&T’s Security Committee

o

On behalf of a financial institution, an investigator may enquire
of a candidate’s former employer if a candidate has a favourable
track record in the handling of high volumes of cash.

OVERVIEW

o

On behalf of a business that provides office-based administrative
services, an investigator may enquire if a candidate approaches
her or his work in an organised manner.

o

On behalf of a restaurant or clothing store, an investigator may
enquire if a candidate gets along well with members of the public
from all walks of life.

In our Q3 2021 edition, the AMCHAM T&T Security Committee shared on
contractor vetting as an integral component of securing one’s business by
ensuring suitable entities and personnel are selected for work within your
organisations. In this article, we want to focus on a vital component of this
process, that of the background investigator. This individual or group of
persons can offer an invaluable contribution in the vetting process, for both
the selection of contractors and permanent employees. This article will look
at the skill set and qualifications that should be considered before hiring or
contracting investigators. We will also discuss a recommended format for
reports that may be submitted by your investigators.

•

SKILLS OF THE BACKGROUND INVESTIGATOR

Communication - Effective communication is central to this role,
since background investigators need to speak with a variety of individuals and prepare reports on their findings. The investigator has to
be able to relate to people across all age groups, ethnicities, religions.
Intermediate skills in Spanish as a second language could prove quite
useful. The investigator must be able to interface effortlessly in any
demographic setting.

•

Investigative/research - Background investigators should be familiar
with a wide range of investigative techniques, ranging from thorough
searches of written and internet-based documentation, to information
verification, to conducting interviews.

QUALIFICATIONS & EXPERIENCE OF THE
BACKGROUND INVESTIGATOR

•

Information gathering - The investigator must be of a most curious
disposition with an insatiable appetite for learning new things. The
investigator must think nothing about having to read through high
volumes of documentation and preparing copious written or typed
notes.

•

3–5 years military and/or law enforcement experience in the role of
carrying out investigations or

•

A 4-year college degree (e.g. in Criminal Justice or Police Science).

•

Suitable corporate security qualifications, e.g. Professional Certified
Investigator, PCI — issued by the American Society for Industrial Security
(ASIS) or other certified investigative training.

•

In the absence of military or police service, 5 years practical investigative experience.

•

A proven understanding of criminal and civil law and how to objectively
evaluate an employment candidate with any prior legal challenges.
For example, being charged and found not guilty neither constitutes a
criminal record nor indicates unsuitability for employment.

•

•

Analytical – Background investigators need to be highly analytical and
able to synthesise information from raw data, to draw conclusions. They
also need to be able to follow a trail of information and verify its accuracy. The ability to meticulously and rigorously develop a timeline for a
sequence of events, based on information gathered, is an indispensable
skill of an investigator.
Industry knowledge - In this role, background investigators should
have thorough industry knowledge. For example, a background investigation for a public servant has different needs than for a financial institution. For example:
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Legislation to Watch

A PREVIEW
OF THE DATA
PROTECTION
AND
CYBERSECURITY
REGIME IN T&T

W

e live in a world where online
transactions dominate the
way we do business – an even
greater reality when considered
in light of the changes brought
about by the COVID-19 pandemic. Whether it is conducting
banking activities, making purchases or communicating with
others, the world wide web has both eased and complicated the way we interact with one another and facilitate
commercial transactions.
There are no doubt serious challenges when dealing with the
speed and transmission of personal information, particularly
sensitive information and dealing with the fall out when data
security measures fail.
An increase in online activity can bring with it an increase in data
breaches and cybercrime. Recently, Aeropost Trinidad & Tobago,
the courier and logistics company which facilitates the shipping
of online purchases, was the subject of a data breach as a result
of one of its safety systems being hacked. According to reports,
this exposed approximately 6% of its customers and led to some
customers having to cancel their credit cards to mitigate against
any risk that they could be the subject of fraudulent transactions.
Similarly, Massy Stores in Trinidad & Tobago confirmed that it was
the target of a cybersecurity attack which resulted in technical
difficulties in its operations (including the inability of customers
to purchase items). These recent cyberattacks have, once again,
brought data protection and cybersecurity to the forefront of
Trinidad & Tobago.
This article will explore the status of Trinidad & Tobago’s data
protection and cybersecurity regime and practical tips which can
be used to mitigate against any fraudulent breaches.
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There are no doubt serious
challenges when dealing with the
speed and transmission of personal
information, particularly sensitive
information and dealing with
the fall out when data security
measures fail.
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STATUS OF DATA PROTECTION AND
CYBERSECURITY REGIME IN TRINIDAD &
TOBAGO
1)

Data Protection Regime

The Data Protection Act 2011 (‘DPA’) is only partially proclaimed,
with the majority of the operative provisions still unenforceable.
This has been the case for quite some time and there is no clear
indication as to when these operative parts will come into force,
or whether it may be revised in light of the length of time which
has elapsed since the DPA’s partial proclamation.
The DPA includes certain General Privacy Principles which are
applicable to all persons who handle, store or process personal
information belonging to another person. Personal information
means information about an identifiable individual that is recorded in any form and including (but not limited to) information as
to race, nationality, ethnic origin, religion, age or marital status.
The General Privacy Principles which are applicable to persons
who handle, store or process personal information are as follows:
(a)

an organisation should be responsible for the personal
information under its control;

(b)

the purpose for which personal information is collected
should be identified by the organisation before or at the
time of collection;

(c)

knowledge and consent of the individual are required for
the collection, use or disclosure of personal information;

(d)

collection of personal information should be legally undertaken and be limited to what is necessary in accordance
with the purpose identified by the organisation;

(e)

personal information should only be retained for as long as
is necessary for the purpose collected and should not be
disclosed for purposes other than the purpose of collection
without the prior consent of the individual;

(f)

personal information should be accurate, complete and upto-date as is necessary for the purpose of collection;

(g)

personal information is to be protected by such appropriate
safeguards having regard to the sensitivity of the information;

(h)

sensitive personal information is protected from processing
except where otherwise provided for by written law;

(i)

organisations are to make available to individuals documents regarding their policies and practices related to the
management of personal information except where otherwise provided by written law;

(j)

organisations should, except where otherwise provided
by written law, disclose at the request of the individual, all
documents relating to the existence, use and disclosure of
personal information, such that the individual can challenge
the accuracy and completeness of the information;

(k)

the individual has the ability to challenge the organisation’s
compliance with the above principles and receive timely
and appropriate engagement from the organisation; and

(l)

personal information which is requested to be disclosed
outside of T&T should be regulated and comparable safeguards to those under the DPA should exist in the jurisdiction receiving the personal information.

The Data Protection
Act 2011 includes
certain General
Privacy Principles
which are applicable
to all persons who
handle, store or
process personal
information belonging
to another person.

These General Privacy Principles are essentially guidelines as to
how personal information should be treated by persons who
control or handle that information. Notably, while they are in
force and should be adhered to, there are no penalties for failure
to do so as the penal provisions of the DPA are not yet in force.
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Therefore, if a data handler fails to obtain the knowledge and
consent of an individual to use or disclose their personal information, this is theoretically a violation of the DPA but strictly
speaking, there are no accompanying sanctions under the DPA.
2)

Contractual Obligations of Confidentiality

There are certain instances where a duty of confidentiality may
arise. Usually this occurs where there is an express obligation
in a contract which provides that certain information is to be
treated as confidential and not disclosed (or disclosed only with
consent).
3)

Common Law of Confidence

In Trinidad & Tobago, the law of confidence protects secrets or
confidential information from unauthorised disclosure. Generally,
in order to establish a claim under the law of confidence, the following must be established:
i.

The information must be confidential;

ii.

The information must be imparted in circumstances
importing an obligation of confidence; and

iii.

There has to be an unauthorised use of the information.

4)

Cybersecurity Regime

There have been a number of attempts by the Trinidad &
Tobago Government over the past few years to introduce a
Cybercrime Bill but these attempts have not advanced and it
has not been brought into law. As a result of this, there are currently no cybersecurity specific restrictions in Trinidad & Tobago.
There are however other legislations which may touch on certain
aspects of cybersecurity or be applicable depending on the circumstances (such as the Computer Misuse Act and Interception
of Communications Act).

PRACTICAL TIPS
Trinidad & Tobago’s legal regime has a long journey ahead in
tackling cybercrime and data breaches, so that we can hopefully
move in tandem with the growth of the online world and the
challenges it brings with it. While we do not have the strongest
legislative regimes in place, there are practical tips which can be
adopted when navigating the online world and when handling
personal information. Some of these are discussed below.
1)

Practice tips for persons who handle and process
personal data

i.

Be guided by the General Privacy Principles when treating
with personal information. For instance, obtain the knowledge and consent of individuals before collecting, using
or disclosing personal information. This knowledge and
consent should be properly documented and recorded in
writing and should specifically set out what the information
will be used for. It is worth being mindful of ensuring that
consent has been properly obtained.

ii.

Store data for no longer than is absolutely necessary. While
it may be easier to have data stored, where there are data
breaches, this opens up the possibility of potential liability if
personal information is disclosed without authorisation.

iii.

Use encryption tools where possible. Organisations which
handle and process bulks of personal information ought to
invest in software and tools which will allow for the greatest
protection of personal information. This not only protects
the organisation against cybercrime but mitigates the risk
of potential data violations.
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2)

Practical tips when navigating the online world

i.

Be mindful of the online space where your personal information (for example credit card information) is being used
and/ or accessed. When using your credit card on online
platforms, consider whether you ought not to save the
details for future use. If you opt for saving these details,
only do so for credible, reputable and reliable websites.

ii.

Password protect sensitive information before exchanging
via email or social media and change passwords frequently.

iii.

Be proactive in continually monitoring your online presence
and be alert to any security breaches and take early steps
to stop further breaches.

iv.

Avoid connecting to public networks especially on devices
containing sensitive information (e.g. work laptops).

While the age of technology is no doubt advantageous, we must
be mindful of the way we interact with personal data, regardless of if we are the person inputting that personal data into an
online website or handling and processing the personal data.
Indeed, T&T’s legislative regime has much development to do in
the area of data protection and cybersecurity and action must
be taken as a matter of priority, failing which we can become
even more lagged behind other jurisdictions and their cybersecurity and data protection regimes than we already are.
The information provided in this article does not and is not intended to
constitute legal advice. All information is provided for general information
purposes only. Specific advice should be sought from your Attorney-at-Law on
any issues raised herein, if thought necessary.
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AMCHAM ON THE INSIDE
AS "THE PATHWAY TO THE AMERICAS",
SOME OF AMCHAM T&T’S SERVICES ARE LISTED BELOW:

Did you know?

One-on-One Appointments

AMCHAM T&T Organsing Your Event

Our strong mix of formidable local and international member companies, strong networking links, close association with the U.S.
Embassy and alliances with the Association
of American Chambers of Commerce in
Latin America and The Caribbean (AACCLA)
all ensure rapid access to what you need to
compete effectively both in local and overseas markets. We can therefore secure for
members strategic information on doing business in a particular country as well as set up
introductions to the right business organisations or companies in the U.S. and throughout
the western hemisphere.

Through our local and international connections as well as the international AMCHAM
network, AMCHAM T&T can arrange one-onone appointments for companies who are
seeking to expand their business in Trinidad
and Tobago and the Americas.

(Event must be trade or business-related)
AMCHAM T&T can arrange the logistics
of your event, all arrangements including
sending out invitations via email or otherwise,
and special invitation to ministers / diplomatic
corps, following up for responses, coordination of logistics at venue before and after
function.

AMCHAM T&T U.S. Business Visa
Facilitation
You are eligible to use this facility for renewal
of visas from the U.S. Embassy for business. In addition, when the automated visa
appointment services areas are ‘backlogged’,
AMCHAM T&T may facilitate expedited visa
appointments for business travel and training
for company personnel. This is available at no
cost to the employees of member companies.
AMCHAM T&T Introductions
You may already be in contact with a
company with whom you would like to do
business or make an alliance. AMCHAM T&T
will send a letter of introduction for member
companies, which will include details such as
the length of time your company has been
a member of AMCHAM T&T and your company’s involvement with Chamber activities
etc. AMCHAM T&T will encourage the setting
up of a meeting for you to promote your
products and services, but will not endorse
an individual company product or service, as
we represent several competing companies in
any one industry.

AMCHAM T&T Executive Info Session
Launching a new product or service?
AMCHAM T&T’s InfoSessions are an excellent way of niche marketing to the decision
makers of our 280 member companies, as
well as to the wider business community.
AMCHAM T&T will be responsible for sending
out notices of the session to our members
and the wider business community, registration, organising the room and refreshments
as well as any other administrative duties
that may arise.

Join an AMCHAM T&T Committee!
• Chamber Experience and Imaging (CEI)
Committee
• Digital Transformation Committee
• Health, Safety and Environmental (HSE)
Committee
• Legislative Committee
• Trade and Investment Committee
• Security Committee

Incoming & Outgoing Trade Missions
Information is available upon request.
AMCHAM T&T Monthly Meetings
You will receive notices of our Monthly
Meetings. AMCHAM T&T business is usually
the first item on the agenda, followed by
a guest speaker and a discussion session.
Occasionally these meetings may take the
form of a Luncheon or Dinner. This may
be the case if there is a special event or an
important overseas visitor. Your company
may also choose to become the corporate
associate of a particular meeting for a sponsorship fee.

• Transparency, Accountability and
Governance Committee
Please contact us if you are interested in participating in any committee.
All AMCHAM T&T's financial members are
encouraged to have representation on the
committees in order to voice their issues
and to provide feedback for the lobbying effort of the AMCHAM T&T’s Board of
Directors. Committee meetings are another
forum where members can share invaluable experiences and information with each
other. To join a committee, please contact
The AMCHAM T&T Secretariat Tel: (868) 622
4466/0340

AMCHAM T&T Board Room Rental
AMCHAM T&T’s conference room is available
for meetings, training sessions and board
meetings. Send the particular details regarding meeting needs in terms of seating, catering, equipment, etc. and we will arrange it
for you.
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Please note that some of
AMCHAM T&T services & products
carry a nominal fee.

