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Possible Considerations for Work Re-entry
(compiled by the AMCHAM T&T HSE Committee)
RISK MATRIX: Phased approach to normalization 1
Variables

High (PHASE 4)

Infection rates continue to
rise. Community spread is
evident in daily results.

Infection rates have
stabilized but community
spread is still common.

Infection rates have
stabilized, and new
cases are beginning to
decline.

Infection rates are declin- Area around the site and
ing. No evidence of
nearby communities have
community spread.
no (or low) new cases after being quantified over
a predetermined period
CURRENT
to negate the incubation
PHASE
period of the virus and
possible resurgence

Importation risks (likelihood
of travel related cases from
outside community)

Travel related cases have
surged with the actual or
potential to cause an additional spike in cases.

Travel related cases are
being reported and are
leading to associated
community spread.

Some travel related
cases are being reported
due to borders being
open (or partially
reopened).

Borders are tightly
controlled, and travel
is either not allowed or
quarantines are strictly
enforced.

COVID19 Testing Availability

Testing only available
for select at-risk groups,
not including industry
employees with no other
risk factors.

Testing is intermittently
available with wait times
exceeding 1 week.

Testing is available with
wait times greater than
5 days.

Testing is readily available, generally taking 3
to 5 days for testing and
results.

Elimination

Vaccine

Vaccine

Vaccine

Vaccine

Vaccine

Substitution/Minimisation

Physical distancing in society (Work from home)

Physical distancing in society (Work from home)

Physical distancing in
society (Work from
home or rotations in the
workplace)

Evaluate social distance
relaxation and evaluation
of social/professional
gatherings should be
considered

Evaluate social distance
relaxation and evaluation of social/professional
gatherings should be
considered

Engineering Controls

1.
2.

Plexi glass separation,
Online documentation management
Hygiene control
– Handwashing
stations at e ntry/
antibacterial gel
stations
Physical distancing
floor markings

1.

Plexi glass separation,
Online documentation management
Hygiene control
– Handwashing
stations at entry/
antibacterial gel
stations
Physical distancing
floor markings

1.

Plexi glass separation,
Hygiene control
– Handwashing
stations at entry/
antibacterial gel
stations
Physical distancing
floor markings

1.

Workplace daily
cleaning and sanitisation (common
surfaces)
Masks on entry
Temperature Screening on entry
Restricted numbers
at site
Self-Isolation procedures if symptomatic
Declaration procedures if ill/symptomatic/exposure to ill
persons/ fit to work

1.

Workplace daily
cleaning and sanitisation (common
surfaces)
Masks on entry
Temperature
Screening on entry
Restricted numbers at site
Self-Isolation
procedures if
symptomatic
Declaration procedures if ill/symptomatic/exposure
to ill persons/ fit
to work

1.

Workplace daily
cleaning and sanitisation (common
surfaces)
Masks on entry
Declaration procedures if ill/symptomatic/exposure
to ill persons/ fit to
work
work rotation to
minimize number
of personnel in the
office at the same
time of opening
sub-offices to
spread delivery of
product and services and minimize
public gatherings
in business places
or government
offices

1.

HIERARCHY OF CONTROLS TO MINIMISE COVID SPREAD

Very High (PHASE 5)

Infection rates – spread of
illness

1

3.

4.

Administrative Controls

1.

2.
3.
4.
5.
6.

PPE and additional personal wear

Plexi glass separation, 1.
Online documenta2.
tion management
Hygiene control
3.
– Handwashing
stations at entry/antibacterial gel stations
Physical distancing
floor markings
4.

Workplace daily
cleaning and sanitisation (common
surfaces)
Masks on entry
Temperature Screening on entry
Restricted numbers
at site
Self-Isolation procedures if symptomatic
Declaration procedures if ill/symptomatic/exposure to ill
persons/ fit to work

PPE-Masks, gloves, eye
protection

1.

2.
3.
4.
5.
6.

PPE-Masks, gloves, eye
protection

Medium (PHASE 3)

2.
3.

4.

2.
3.
4.
5.
6.

PPE-Masks, gloves, eye
protection

Low (PHASE 2)

2.

3.

2.
3.

4.

Very Low (PHASE 1)

Limited travel is available,
but no travel related cases
are being recorded.

2.

3.

2.

3.

Plexi glass separation,
Hygiene control
– Handwashing
stations at entry/
antibacterial gel
stations
Physical distancing
floor markings

Workplace daily
cleaning and sanitisation (common
surfaces)
Declaration procedures if ill/symptomatic/exposure to ill
persons/ fit to work
work rotation to
minimize number
of personnel in the
office at the same
time of opening
sub-offices to spread
delivery of product
and services and
minimize public
gatherings in
business places or
government offices

PPE-Masks, gloves, eye
protection

The information in this document is for general guidance on matters of interest only. The application and impact of laws can vary widely based on the specific facts involved. Accordingly, this information is provided with the understanding that AMCHAM is not engaged in rendering Health and Safety, Legal, or other professional advice. As such, it should
not be used as a substitute for consultation with HSSE/Legal Professionals or other competent advisers. Before making any decision or taking any action, you should consult with the
appropriate professionals. The options above are not exhaustive, each Businesses should be guided by the scope and scale of your specific operations, and adhere to the law and
heed the guidance issued by credible and competent authorities like the Ministry of Health and the WHO, on return to work phasing and restrictions. AMCHAM will not be liable for
any action taken based on this generic guidance.
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VIEWPOINT
members would understand our judgment behind making this decision
– and so they did, all vowing to stand with us.

STAY FOCUSED, MOVE FORWARD
There is this saying you might have heard before: “stop focusing on
what happened and start focusing on what’s going to move you
forward.” It would have been easy to just cancel the event and stop
working. But for a disease that goes untraceable and does not discriminate, we knew we had to step up and focus our energy and efforts on
charting a way forward.
The next week, before government mandated a shutdown of nonessential services, we closed our offices and our secretariat began
working remotely from home. Anticipating the immediate effects that
COVID-19 will have on business, we began the journey of adapting to
this “new normal” and quickly found innovative ways to stay engaged
with our members. We immediately organized a FREE Webinar on using
technology to ensure business continuity during these uncertain times.
It would become the first in a series of Webinars we hosted for our
members since the government shutdown of all non-essential workers
and businesses.

Patricia Ghany
President, AMCHAM T&T

W

hen we started working on this
issue of Linkage, we initially
planned to call this our “Women’s
Issue,” which we envisioned as a
complement to our 7th Annual
Women’s Leadership Conference.

SAFETY COMES FIRST
On the afternoon of March 12th – the day before the Conference – our
phones started buzzing with breaking news. T&T had just confirmed
its first reported case of the novel coronavirus disease (COVID-19).
Immediately, quarantine measures were put into effect and the Ministry
of Health was appealing to the public to avoid all large gatherings.
With the conference bags packed and a beautifully decorated room
outfitted with purple enhanced mood lighting, floral centerpieces and
multiple LED screens waiting to greet our 300 registered guests, we
had to quickly re-assess our course of action.
Our Board of Directors took the unanimous decision to cancel the
event in consultation with our Sponsors, Speakers, and the Secretariat.
Alongside gender parity, Health and Safety is a key pillar of AMCHAM
T&T, and lives were now at risk. Our only concern and priority at that
point were to ensure the safety of our guests and our members.
Despite the abrupt cancellation, we trusted our attendees and

4

AMCHAM T&T LINKAGE Issue 1 / 2020

During the past few weeks, I am proud to say that AMCHAM T&T has
never stopped working for you, albeit remotely. We held meetings with
the government, asked for your input via our business response surveys,
offered specific recommendations on your behalf to combat the effects
of COVID-19 on business and the wider society, and even in the middle
of a pandemic, we partnered with the NGO, Restore a Sense of I Can
(RSC) to host the “Girls In ICT Day” Virtual Conference.
It is important to note that this Virtual Conference attracted over 1700
participants from across the region. This shows just what is possible
when we do not allow our limitations to set us back. It also reflects the
power of digital transformation and the unique opportunities for business to adjust to the changing demands posed in a COVID-19 world.

CHANGE THE PLAN, NOT THE GOAL
The saying goes, “If the plan doesn’t work, change the plan but never
the goal”. The plan at our Women’s Leadership Conference was to highlight the advancement and equality of women in business and society.
The goal was to continue this work even after the final speaker left the
stage. We have never lost sight of that goal despite the many challenges we have been facing in this pandemic.
Gender parity is still a major focus of ours which is why partnering with
the RSC on their “Girls in ICT Day” Conference felt like a perfect match.
It is disappointing that we still have to report that girls and women find
it more difficult to access opportunities to study and pursue a career
in technical fields such as math, engineering, computing, and sciences.
With everything that we are facing right now, there should be no limitations placed on ensuring what girls and women can achieve.
Recovering from this pandemic is going to require strong leadership
from men and women. But strong leadership is not specific to any
one gender. The idea that a strong leader has to be tough, aggressive,

ON THE AFTERNOON OF MARCH 12, THE
DAY BEFORE AMCHAM T&T'S 7TH ANNUAL
WOMEN'S LEADERSHIP CONFERENCE
WAS DUE TO BEGIN, THE FIRST CASE OF
COVID-19 WAS REPORTED IN TRINIDAD
AND TOBAGO AND AMCHAM'S BOARD
OF DIRECTORS TOOK THE UNANIMOUS
DECISION TO CANCEL THE EVENT IN
CONSULTATION WITH OUR SPONSORS,
SPEAKERS, AND THE SECRETARIAT.

and uncompromising is outdated. Women do not need to
act like men in leadership roles to be leaders themselves.
Instead, we should be teaching men in power to adopt
some of the more effective leadership behaviors more commonly found in women. Leading with empathy, humility,
self-awareness, and mentorship brings a team together to
reach goals quicker.
In fact, the evidence thus far has shown that countries and
cities that enforced early social distancing measures and
other quarantined plans were able to flatten the curve and
control and prevent new cases. What do the countries
with the best coronavirus response have in common? They
are being led by strong women. Germany, New Zealand,
Finland, and Iceland have shown the rest of the world what
true leadership looks like in a time of unprecedented crisis.
So, there is something to be said about allowing women to
reach and fulfill their potential. We need to make it easier
for women to take ownership of their futures and allow
them the opportunity to claim their rightful seat at the
table where the decisions are made. That is the message
we hoped to convey at our now cancelled Women in
Leadership Conference, and one we hope to continue to
champion.
In closing, the road to recovery post-COVID-19 is going to
be tough and long. But let’s never doubt the resilience of
our people and our unique ability to quickly adapt to any
situation. That is what will help us get through these times
even if we have to stay apart for a little while longer.

What do the countries with the
best coronavirus response have in
common? They are being led by
strong women. Germany, New
Zealand, Finland, and Iceland
have shown the rest of the world
what true leadership looks like in
a time of unprecedented crisis.
So, there is something to be said
about allowing women to reach
and fulfill their potential.
AMCHAM T&T LINKAGE Issue 1 / 2020
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WELCOME

W

elcome to this
edition of Linkage.
A double issue of
sorts as we seek to
give you some information to assist you
with the transition
from the world we
knew to the world that will be postCOVID 19. This issue will also focus
on one of AMCHAM T&T’s strategic
pillars i.e. gender equity and Women’s
Leadership.

Today, the reality of our human existence is
shaped by the imposition of travel bans, crippling economies, ghostlike scenes at major
airports, terminals and city streets, and the
closure of schools, restaurants and businesses.

any time soon, is more of a dream and less
of a reality. COVID-19 is going to be here
with us until we are all immune, either from
a vaccine, or have developed protective
antibodies after natural infection.

But what should this new normal look like?
We know that COVID-19 is likely to create a
historic recession with record levels of deprivation and unemployment around the world.
The unprecedented human crisis which develops from this will obviously have the highest
impact on the poor, especially women and
children.

So, we have to be prepared to face some
challenging times ahead that will force us
to confront some difficult questions. Our
only hope is to accept this new normal and
to make the desired changes to create a
hopeful future we all envision.

Trinbagonians are some of the most adaptable people I know. Within that adaptability
is a spirit of innovation and industriousness
that really is unmatched. As such we can get
through anything. It won’t be easy. Already
there is much pain and uncertainty. Some
businesses will go under. So how do we
unleash this innate adaptability? This resilience that makes us who we are.

It will, however, create new businesses, likely
foster a great appreciation of the importance
of the environment, make us re-think the
purpose of business, profit and of work and
how we value different people and jobs in
society.

Basically, the questions before us are the
same as it was before the pandemic. It is:
where do we want to go? What kind of
country do we want to be? What does a
successful society look like for us? Add now:
What parts of the pre-COVID 19 society do
we want to keep? What new things do we
want to create? How are we going to value
work, time and people differently?
These are questions that we must answer so
that we can plan and work toward our objectives. Otherwise, we will continue to flounder
under waves of inconsistent policy that are
sold as tools to improve citizen's quality of
life but, in reality, make life harder, foster
inter-generational poverty and imperil the
next generation’s future.
Author Charles Eisenstein once said: “We
sense that ‘normal’ isn’t coming back, that
we are being born into a new normal: a new
kind of society, a new relationship to the
earth, a new experience of being human.”
Perhaps this is the lesson we are expected to
learn from these perceived disruptions to our
misguided sense of normal. Maybe hitting
the reset button to usher in a new normal
are the keys to unlocking the survival of
humanity and our planet during these challenging times.

6
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Any new normal we create going forward
should be about building a more equal and
inclusive world where we are more resilient
in the face of pandemics and other highimpact events such as natural disasters but
also where we protect human rights and freedoms, achieve gender equality and combat
climate change. The quality of life, not
growth of output, should be the main indicator of success.
In the short term, Government will have to
play a role in assisting businesses to retain
their staff and continue production. However,
the role of Government in all economies and
the size of Government are things that must
be discussed and debated.
COVID-19 has shown us what happens when
we continue to ignore digital transformation in both the private and public sectors.
Imagine how many businesses could have
continued operations at a time of social distancing and self-quarantine if e-commerce
were really part of our consumer experience.
Or how many students might have greatly
benefited if e-learning was the driving force
behind our educational policy.
In view of a virus that spreads from people
who may not show any symptoms, the idea
of returning to what we considered “normal”

Nirad Tewarie

CEO, AMCHAM T&T

As we try to fashion and create this new
society, AMCHAM T&T is here for you. We
will engage in collaboration and dialogue
with you and the government, and other
decision-makers to influence those policies
in an attempt to improve the business environment as a key component of creating a
fairer and more just society.

Feedback from a survey done with
past participants of the 11th Annual
AMCHAM T&T National Youth
Productivity Forum
Would you recommend the
continuation of this programme
for the benefit of other students?

Did the critical thinking
component of the NYPF aid you in
the world of work?

Did the critical thinking
component of the NYPF aid you in
your studies?

100%

85%

98%

YES

YES

National Youth Productivity Forum Survey

In which component/s of the NYPF did you participate?

Answer Choices
E-forum
Project
Discussion Rounds

Responses
26.00%
20.00%
85.00%

16
12
52

you participate?

90.00%
80.00%
70.00%

YES

In which categorization and sector do you work?

Answer Choices
Government
Private Sector
Civil Society Organisation
Business Support Organisation
Other (please specify)

Before
entering the
NYPF did you
have prior
public speaking
experience?

In which component/s of the NYPF did you
In which component/s
of the NYPF did
participate?

NYPF graduates

60.00%

Responses
35.29%
41.18%
11.76%
5.88%
5.88%

In which categorization and sector do you work?

In which categorization and sector do you
work?
45.00%
40.00%
35.00%
30.00%

50.00%

54%

40.00%

Responses

30.00%
20.00%
10.00%
0.00%
E-forum

Project

NO

Discussion Rounds

25.00%
20.00%
15.00%
10.00%
5.00%
0.00%
Government

Private Sector

Civil Society
Organisation

Business Support
Organisation

Other (please
specify)

Please rate whether the NYPF impacted your:
Please rate whether the NYPF impacted your:

70.00%
60.00%
50.00%

Title sponsor:

40.00%
30.00%
20.00%

Strongly agree

10.00%

Agree

More about
the NYPF 2020
and photos of
our winners
on page
42/43!

Use of technology

Ability to negotiate

Ability to accept and
understand the perspectives
of others

Exposed new areas of
knowledge

Ability to work with multiple
deadlines

Research skills

Ability to work in a team

Analytical Skills

Listening skills

Strong communication

Ability to think
independently

Confidence

0.00%

Neutral
Disagree
Strongly disagree

Other partners: University of Trinidad and Tobago
National Insurance Board of Trinidad and Tobago
Massy Technologies InfoCom (Trinidad) Limited

AMCHAM T&T would like to thank its partners and generous sponsors, without
whom this initiative would not be possible.
Partners - Massy Technologies InfoComm, University of the Trinidad & Tobago and Trinidad
& Tobago National Insurance Board.
Sponsors - First Citizens Bank (Title sponsor), Point Lisas Nitrogen Limited, Edoo's Welding
& Ind. Supplies Company Limited, IGT Latin America Corporation, EOG Resources Trinidad
Limited, Acla Works architecture & interiors, ARM Specialists, Agricultural Development
Bank of Trinidad & Tobago, Massy Foundation, ABT Engineers, Kenson Operational Services
Limited, A.P. Scott, Coca-Cola, Hadco Ltd and S.M. Jaleel.
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CEO's Perspective

LEADING
THROUGH THE

CRISIS

T

he coronavirus pandemic has
placed extraordinary demands on
leaders in business and beyond,
changing their roles and responsibilities.

Before this crisis, CEO’s and other key
executives were focused on innovation,
driving revenue and gaining market
share. Today, most companies are making rapid decisions
about cost saving measures to maintain liquidity. They are
encountering unforeseen roadblocks such as supply chain
issues, team shortages and operational challenges which
have changed the scope of their roles and priorities. As a
priority, leaders are focusing on creating work environments
that allow for new health and safety measures, allowing
employees to work remotely while supporting their families
through this crisis.

THE FOUR LEADERSHIP BEHAVIOURS IN
A CRISIS
Leaders today will be tested like never before and the learning curve will be steep. According to a Harvard business
study, in order to move forward in a crisis, leaders must cultivate four behaviours in themselves and their teams. “They
must decide with speed over precision, adapt boldly, reliably deliver, and engage for impact.” At all times, however,
leaders must not lose sight of the next wave of disruption.
Many describe what is headed our way as the biggest economic shock since World War II. The shock will not just be
economic, it will be the change in customer behaviours
and business models. What will be required of our leaders
is transformational leadership and COVID-19 will become a
powerful catalyst for this.

SPEED OVER PRECISION
Leading ACCA’s regional operations in 22 Caribbean countries meant ensuring we had a deep understanding of the
information in each country in order to make rapid decisions.
By February we were already assessing priorities, ensuring
the safety of the team, understanding our financial liquidity
and determining operational continuity. By the first week of
March, the team were all working remotely and contingencies were set up for suppliers and key stakeholders.

8

AMCHAM T&T LINKAGE Issue 1 / 2020

Do not lose sight of the
next wave of disruption.
It will change customer
behaviours and business
models.

BOLD ADAPTATION
In late February and early March our priority was to
get ahead of the changing circumstances. I personally
reached out to all our key stakeholders to get an understanding of their issues and fully aligned our strategy
with responses to not only our issues but to theirs. Being
bold included being authentic, transparent, collaborative
and ensuring frequent communication. We were very
open with our stakeholders about what we knew and
didn’t know as well as being open to their suggestions
and working in partnership with them during this difficult
time. We immediately readjusted our Q1 & Q2 plans with
contingencies put into place for Q3 & 4. Adjusting quickly
has been key to development of new plans. Effective
management of the Caribbean region meant we quickly
pulled together a network of local leaders and influencers who had deep knowledge about the impact of the
crisis in each country on all our customers and stakeholders. We were able to have frequent meetings to capture
issues, solutions and innovations and develop best practices.

RELIABLY DELIVER
Navigating this crisis meant having a personal stake in our
ability to survive and positioning ourselves for the new
normal which would ultimately emerge. Documenting
new priorities, having weekly huddles with each team
member, reviewing performance on a weekly basis
helped to create a culture of accountability.

ENGAGING FOR IMPACT
Perhaps Atticus Finch said it best in To Kill a Mockingbird:
“You can never understand someone unless you understand their point of view, climb in that person’s skin, or
stand and walk in that person’s shoes.” Having empathy
as a leader is important at all times but even more so
during turbulent times like these when there is rampant
fear and uncertainty. Ensuring our team was supported
emotionally and mentally and understanding their
circumstances and distractions was critical to keeping
things running as smoothly as possible. Leaders too, must
take time during this crisis to establish a routine of selfcare whether that may mean regular exercise, a healthy
diet or other coping mechanisms. We have weekly virtual
coffee breaks as a team where no work is discussed, and
we can “see” one another and talk about anything and
everything. It allows a welcome distraction away from
daily stresses and an opportunity to reconnect with one
another.
As leaders it is important to continue to look beyond the
crisis, develop behaviors that support innovation, challenge assumptions and encourage risk taking. Uncertainty
is an opportunity for those who are prepared to navigate
through the turbulence, adjusting, improvising, and redirecting as the situation changes and new information
emerges. In practice this means frequently pausing from
crisis management and assessing the situation from multiple vantage points. It means having an ongoing pauseassess-anticipate-act cycle. As Jenny Gu, President of
ACCA said, “It is easy to lead and work in an organisation
when the sun is shining, the road is clear, and the wind
is at your back. It is far harder when adversity strikes, and
the path ahead is strewn with uncertainty.”
Shelly-Ann Mohammed is the head of ACCA Caribbean. She is a
lawyer with over ten years of global experience and holds an MBA and
Masters in Global Business from Oxford University."

Shelly-Ann Mohammed
ACCA Caribbean
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Women's Leadership

WOMEN
OF AMCHAM T&T
"What barriers have you had to overcome in your
career as a woman in a leadership role/position,
and what advice would you give to younger
women seeking leadership positions?”
PATRICIA GHANY

GISELLE THOMPSON

AMCHAM T&T President
CFO
Esau Oilfield Supplies Co. Ltd

AMCHAM T&T Director
Vice President - Corporate
Operations
BP Trinidad and Tobago LLC

“As a second-generation family
business owner, becoming a
leader outside my family business was a challenge, especially
during the early phases of my
career. In order to overcome the
common misconception and
stereotypes of female leadership, I had to learn to build my
confidence by turning my negative voice and inner critic into a
strong and positive energy that
could force me forward rather than hold me back. My advice to young
women looking to become a leader is to set your expectations high,
be confident, trust your intuition, follow your passions, be fearless and
chase your dreams!”

“Hindsight is always 20/20, and
as I think back to what barriers
I may have encountered as I
navigated my career, I would say
that the majority of them were
self-created. It may have been
times when I doubted myself or
where I did not take a risk but
decided to stay in my comfort
zone. My advice for younger
women seeking leadership positions would be to ask for opportunities, put your hand up to taking on
new projects or roles, take the risk, don’t fear failure, work hard and
ask for what you want and negotiate hard. And for working wives and
mothers, have regular conversations with your spouse and children, get
their support and buy in for your career aspirations and family sacrifices
that may sometimes be required. Nothing ventured, nothing gained!”

Be fearless and chase your dreams
Ask for opportunities

Negotiate hard
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GREER QUAN

KATISHE SERRETTE

AMCHAM T&T Director
Chief Executive Officer –
Caribbean
Pan-American Life Insurance
Group

AMCHAM T&T Director
Vice President - AML/ATF
Compliance (English Caribbean)
Scotiabank

C. TONI SIRJURAMNARINE

"Professionally, I have been
blessed to work for leaders
who have been advocates for
women’s advancement, as
they understood the value of
diversity and inclusion. One of
the important lessons along the
way has been learning to accept
constructive feedback. Receiving
feedback sits at the intersection
of two conflicting human
desires: our drive to learn and grow and our longing for validation
and acceptance of who we are. Most of us seek the later, when
development actually comes from moving beyond seeking validation,
to inviting and embracing honest feedback which could make us even
better. I encourage young ladies seeking leadership positions to get
more comfortable with inviting feedback around your opportunities
to be better. Don’t see feedback as criticism, try to adopt a growth
mindset, this has certainly been an asset to me professionally!"

AMCHAM T&T Director
Vice President Corporate
Operations
Atlantic LNG Company of
Trinidad and Tobago

KARRIAN HEPBURN

“I have always worked in maledominated environments and
have observed throughout
my career that men respect
women when women respect
themselves. My view is that the
best person for the job should
be just that, the best person –
irrespective of gender. The goal
therefore is to consistently strive
to be my best, to give credit when and where due, to respect all levels
within your various communities and to learn always – through hard
work, preparation, self-development and from others!”

"There are very few women
employed in key roles in the oil
and gas industry, especially at
the level of senior management.
When I started my career there
were no women in leadership
positions in the industry which
meant that there were no
female leaders from which I could learn or pattern after. There has been
some change over the years, and I expect with the formidable female
colleagues I interact with, that this will change more rapidly.
The advice I would offer to younger women is to have confidence in
yourself and in your abilities – let your work speak for itself. Good work
usually gets recognised and rewarded. Do not view yourself or speak
of yourself as a victim. Act in the manner in which you expect to be
viewed and treated.
At the same time, employers have a responsibility to systemically
address issues that women face. For example, making a concerted
effort to challenge old perceptions of jobs that have traditionally been
held by men. I don’t mean through tokenism to fill quotas but having
an open mind and making decisions based on meritocracy which will
go a long way to creating an environment where employees, both men
and women, can succeed in the workplace."

AMCHAM T&T Director
Vice President Sales and Service
Trinidad and Tobago Unit Trust
Corporation
“I would encourage younger
women seeking leadership positions to be cognizant of the
challenges embedded in gender
including the glass ceiling,
remuneration inequity between
men versus women, and the
false notions implanted in all
our minds about male versus
female leadership. I think being
aware of those possible impediments is half the battle. The other half consists of proving all those
notions wrong and working to remain on equal footing to our male
counterparts in self-confidence, hard work and securing equal opportunity and equal pay. Overcoming the barriers starts in every woman’s
mind. Women must silence unreasonable and overpowering self-doubt.
Women must present themselves in a way that allows others to take
them seriously and inspire confidence. Initially, this may be a daunting
task but with a mentor, a strong network and a quest for knowledge to
improve self they can withstand and overcome whatever comes their
way.”

Let your work speak for itself

Display confidence
Challenge old perceptions
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CINDI NANDLAL

VARSHA
RAMHARRACK

Chairperson of AMCHAM T&T’s
HSE Committee
HSSE Manager
Point Lisas Nitrogen Limited
“Two barriers I have had to overcome (one earlier in my career
and one currently) was firstly my
own view of myself as a leader.
Always surrounded by great
value driven leaders, including
my parents, I could not come
to terms with who I was as a
leader, and my own attributes
that made me a leader. The
second barrier is the wider
“siloed” thinking of being seen only as an “HSSE” professional and not
being recognised for other skills, that in the latter part of my career
thus far, allowed me to be a solid non-executive Board of Director. My
advice to anyone, younger women especially, is to get strong mentors
and coaches. People who really see you, push you past your comfort
zone and challenge your perspectives. Coupled with leadership programmes that make you uncomfortable, that has been and continues
to be a massive differentiator for me overcoming both barriers.”

Chairperson of AMCHAM T&T
Environment Sub-Committee
Lead Fixed Facilities Specialist
GE Gas Power
“Back in 2012, when one of
my US-based colleagues had
visited my Facility, he asked me
– “What are you doing in this
field; you’re a lady?” Not only
was I appalled by the question
itself noting the obvious waft of
chauvinism, but by his oblivion
to the fact there are no boundaries for us ladies who work
‘in the field’ and who assume leadership roles. Staying focused and
steadfast, and possessing humility and self-respect are needed to rise
above the challenges you may encounter. I have surrounded myself with
strong, inspirational, and supportive female leaders because of their
exemplary characteristics of ingenuity, kindness and ethics. The ability
to connect with mentors is prudent because we ought to have a quest
to continuously learn and obtain guidance.”

ESTELLE NARINE

RANI LAKHANNARACE

Vice Chair of AMCHAM T&T’s
Chamber Experience and
Imaging (CEI) Committee
Regional Senior Investment
Specialist
Scotiabank Trinidad and Tobago
Limited

Chairperson of the Transparency,
Accountability, Governance
(TAG) Committee
Executive Chairman
TRINRE
“I do not think in terms of barriers, but rather, opportunities
for self- discovery and expansion. Communication that connects and releasing the need
to control are works in progress
for me through a mix of transformational, educational and
healing modalities. I urge young women to KNOW THYSELF, in order to
understand what has shaped your choices and behaviors, so that you
can choose different ones in order to live your best life as defined by
you and no one else.”

“Believing in myself was important, being confident that I can,
and developing the willpower to
launch forward taking the leap
– despite my own fears and lack
of support at times – allowed
me to be my true self, naturally
lead and grow as a person while being supportive to others along the
way. When you are authentic as a woman, you and your work speak for
itself. This has allowed me to succeed.
Young women aspiring to be leaders, remember that not everyone will
support your journey and may even cause you to doubt yourself and
your worth. However, remain genuine to who you are, work on building
your strengths, embrace your weaknesses, grow from it even if you fall,
get up and keep focused never forgetting your goal and who helped
you along the way.”

Get up Stand up

Stand up for your rights
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KAREN KELSHALL
LEE
Vice Chair of AMCHAM T&T’s
Legislative Committee
Group Head, Compliance
Guardian Group
“The “work/family-life balance”
has been the biggest challenge of my career. I navigate
it by being clear about what
is ultimately important to me,
recalibrating regularly and by
accepting that I will need help
if I am going to succeed at
either. My advice to younger
women would be that you
cannot have it all, all at once. Make peace with that. Accept that it will
not always be perfect but strive for excellence anyway. Build your army
of support, at work and at home. Hone your skill, once you do recognition will follow. Speak up and stand up for yourself. Get a mentor.”

ZIA PATON
Vice Chair of AMCHAM
T&T’s Digital Transformation
Committee
Partner
PwC
"I have faced many barriers, most of which I consider
gender agnostic. One barrier
that may be gender specific
has been the need to ensure
that when communicating
with passion, it is not perceived
as having a lack of objectivity. I am still working on this
delicate balance. Barriers and challenges are important lessons that
help us to grow and learn and we should not let them break our spirit.
There are always avenues for progress, and I stay close to people who
inspire me and foster my continuous development. Staying rooted in
strong values of commitment, hard work and integrity will get you to
any goal that you set for yourself. The sky's the limit!"

MELISSA PIERRE
Senior Trade and Policy
Specialist
AMCHAM T&T
"My biggest hurdle to leadership has been my pursuit of
unrealistic excellence and the
high expectations I placed on
myself as a leader. To overcome
this, I needed to accept that it’s
more important to celebrate
my own journey – both the
struggles and the successes.
Acknowledging that my journey
was different from my mentors
was instrumental in shaping
who I am today, and my leadership style. The universal obstacle we all
face is deciding whether to take a risk. The truth is: if we don’t take
risks, we won’t grow. My advice is to smash the stereotypes of what a
leader should be and take risks; capitalise on every opportunity - even
if it seems small, even it seems remote. I have learned that you grow
from every battle, and you never know when some of those skills will be
important to you on your journey in life."

SANA RAGBIR
Outgoing AMCHAM T&T Director
General Manager
First Citizens Investment Services
"The most common barrier I
have faced as a young female
professional in the financial
industry was that people often
perceived me as having less
experience or expertise due to
my age. I can provide the following advice to other women who
may experience this:
1. Build your competence
through adequate preparation and research before meetings, presentations, interviews etc, to
ensure that you gain credibility with your audience whether internal
or external.
2. Display and project confidence in all that you do, even when you
may not be certain of the answers but always have confidence that
you will do your best.
3. Seek support from more experienced peers and colleagues who can
also act as your sponsors to help you succeed. You will gain valuable
insights and coaching from their experiences."

Communicate with passion
Take a risk
Stay rooted in strong values
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COVID-19

PEOPLE
LEADERSHIP
IN THE TIME OF

COVID
Teresa White, Group HR Director,
ANSA McAL Limited

“Harry, listen to me.
No one’s coming.”
Hermione Granger
The Prisoner of Azkaban

Anybody who knows me
knows that I navigate my life
through lessons in literature.
The Harry Potter series is
one of my not-so-guilty pleasures and these words repeatedly resounded through my
head in the wee hours of the
morning on that auspicious
Friday 13th March – the
morning after Trinidad &
Tobago’s first confirmed case
of COVID-19.
14
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I

had awoken at 2:00 am to ensure that my daughter was safely
making her way to Gatwick to return home from university.

I never got back to sleep because I knew that I was accountable for ensuring that the ANSA McAL Group had the proper HR and HSE management
systems in place to manage the COVID crisis, and that nobody else was
coming with a solution. By 10:00 am that morning, I had read every
reputable newspaper article on the subject and every accessible medical/
health journal article that I could find. By 11:00 am, I was meeting with
a small team in our Group CEO’s office; by the end of the day, the team had crystallised into the Crisis Management & Business Continuity Team (CMBC Team). By
midday, we had made firm policy decisions – in advance of the Prime Minister’s
pronouncement. By Monday 16th March of the following week, the policy decisions
were all written, supported by management documents and disseminated. By the
end of that week of 20th March, all of our subsidiaries had Emergency Response &
Business Continuity Plans in place.
Though many of our Group companies are deemed essential, from the first week of
this crisis, 20% of our employees were working from home, 24% of our employees
were on paid leave, and 12% were working on a reduced roster. In so doing, we
immediately, in advance of any lockdown measures, attained social distancing in
our workplaces. In fact, we have only had one confirmed case from amongst our
6,000 employees; this was a few weeks ago in Guyana, but it never spread because
we prevented the employee from coming to work when he disclosed that his wife
had just returned from abroad.

HAND SANITISING STATION CARIB GLASSWORKS

HIGH LEVEL LUNCH MEETING BETWEEN
CMBC TEAM & LEADERS OF NUGFW, BIGWU,
SWWTU & OWTU ON 1ST APRIL 2020

LESSONS LEARNT
Writing this article has given me the opportunity, for the first time in these last few incredibly dynamic and unprecedented weeks, to
pause and think about what our leadership
team has achieved and, by extension, what we
have learnt.
I want to share the lessons:
1. Put People First
Our Group has a track record of strong commercial delivery, but perhaps we are not as
well known for our strong culture of family,
which in fact is our starting principle and
ethos. Having this clarity meant that we made
our work-from-home and leave decisions in
less than an hour. We also ramped up our
employee assistance programme to ensure
that our employees – especially those at
home – have easy access to emotional/psychological support.
2. Read the Tea Leaves
We have generally remained ahead of government restrictions and protocols by anticipating events and focussing our businesses
accordingly.
3. Act Courageously, Decisively &
Expeditiously
There is another Harry Potter quote from
Professor Dumbledore in The Goblet of Fire
that repeatedly comes to mind: “Dark times
lie ahead of us and there will be a time
when we must choose between what is easy
and what is right.” My older brother puts it
another way: if you ever come to one of two
decisions and one is hard and the other easy
– the hard choice is inevitably the right one.
Tough decisions were anticipated and made
in terms of strict protocols and disciplined
compliance. These stands were possible

because of the full backing of my teams and
the unfettered space to contribute provided
by my boss, Anthony Sabga III.
4. Always Look After Business
In putting people first, we cannot ever forget
that we are the custodians of their livelihoods.
At all points, we have maintained strict corporate governance – even something as simple
as our first quarter stock counts were successfully completed by developing a new stock
count procedure within the new distancing
and hygiene protocols.
5. Set the Tone
This is arguably the most subtle and elusive
leadership capability – but its absence is
always stark. In setting the tone, I would like
to highlight two things. First, there is our
mandatory daily C-19 Check-In Call that I chair
and that routinely has about 100 participants
of key leaders. It starts at 9:00 am sharp with
a spiritual Thought for the Day and then turns
to C-19-related business updates and work
priorities. Secondly, we have implemented a
rigorous regime of continuous auditing and
reporting of compliance with C-19 protocols.
6. Communicate, Communicate,
Communicate

preservation of employment as the basis for
livelihoods. We have had high level meetings
with the heads of the major unions across the
region, established joint positions and continue to collaborate.
8. Play Nicely
I love Lego and I have been developing
my Lego Christmas Village over the past
few years, with new additions every year. I
recently learnt that the name is derived from
two Danish words: “leg godt”, meaning play
well. Playing well is not only for Christmas.
Through all of our progressive, anticipatory
and courageous leadership actions, we have
been bound by fluid, intelligent and energetic
teamwork - at all levels. On a personal level, I
have particularly enjoyed this with my CMBC
Team, but on an emotive level, I have been
most moved by the statements from our
essential employees. These personal testimonials have been featured in the media across
the region, demonstrating self-actualisation
and a clear sense of purpose in serving. This
is the stuff that HR professionals’ dreams are
made of.

AND NOW?

Our Corporate Communications Team has not
stopped working. At all times, we have been
kept informed of what is going on – whether
it is the daily government press conferences
or celebrating our employees in essential
functions or our myriad of CSR initiatives.
7. Form Partnerships
Many of our subsidiaries are deemed essential
and there is a high degree of unionisation
across the Group. We immediately recognised that employers and union leaders are
bound by a single fundamental objective: the

To borrow the language of McKinsey
Consultants – there are two patients in
this new world: the health system and the
economy. I believe that the health system
has been well looked after and is in a good
place for recovery. However, our economy is
in grave peril. And my work must now turn
to the HR and HSE leadership of one of the
largest employers in the region. The challenge
immediately before me is the staged and safe
return to business.
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T&T
AFTER COVID-19
Bellina Barrow - Attorney-at-Law/ Manager, Legal
Services - Trinidad & Tobago Unit Trust Corporation

T

his was probably not the 2020 any of us envisioned.

The start of this new decade may have signified
for many the beginning of a turn onto the road
to economic recovery, which would redound to
the benefit of the business sector, nation and our
people. Meanwhile, COVID-19 (also referred to as
the novel Coronavirus or the Coronavirus), an infectious, respiratory disease, was rearing its ugly head in Wuhan, China in
or around December 2019 and it spread so rapidly and viciously across
the world that it led to the World Health Organisation (WHO) declaring
it a pandemic on 11th March 2020.
Inevitably, due to the global village in which we live, operate and
conduct business, the uncanny COVID-19 disease descended on the
Caribbean region, in particular in Trinidad & Tobago in or around March
2020, when the twin-island state announced its first positive case on
12th March 2020 - a day after the WHO’s pandemic declaration. The
domino effect of COVID-19 continues to be felt in Trinidad & Tobago,
the region and the world. At the date and time of writing this article,
the Ministry of Health of Trinidad & Tobago reported of 89 positive
cases, 5 fatalities and 1 patient discharged.

THE “NEW NORMAL”
The western hemisphere had somewhat of a “head start” insofar as
the eastern hemisphere was unfortunately thrust into this novel virus,
without forewarning, months before the western hemisphere.
By now, our local state and business sectors are engaging and actioning their business continuity plans or developing off the cuff pandemic
measures in an effort to combat COVID-19 which is demanding quick,
decisive, ingenious action due to the rapidly evolving and changing
nature of this disease.
Bureaucratic decisions, which could normally take weeks, months
and sometimes even years to be made, have had to be actioned in
mere minutes or days. Companies have had to resort to shift systems,
decreasing business hours, homeworking, conducting meetings via
teleconferencing and videoconferencing, use of alternative payment
methods, relocating staff to other branches, providing increased COVID19 related personal protective equipment to staff, customers and visitors for improved hand hygiene (to comport with the Occupational
Safety and Health Act) to assist the government’s directives for social
distancing, discouraging social gatherings and encouraging staying at
home and improved hand hygiene.

16
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Ways of working for
the purposes of combating COVID-19,
may very well have
to outlast this crisis.

W

hat may seem to be temporary measures
and ways of working for the purposes
of combating COVID-19, may very well
have to outlast this crisis so that we can
better weather any other emergency or
crisis that may be on the horizon postCOVID-19. In the reasonably foreseeable
future this will demand that companies
and organisations with inadequate IT
functionality and infrastructure move towards equipping their organisations so that they are better positioned in the event of any future crisis
or disaster.

LEGISLATIVE STEAM ROLLING
Along with managing this crisis from the health, economic, finance,
national security and social services perspectives, speedy legislative
measures have had to be implemented during this time. In its COVID-19
related measures and response, the Trinidad & Tobago Government’s
legislative footing has been buttressed by, inter alia, various Public
Health (2019 Novel Coronavirus (2019-nCov) 2020 Regulations made by
the Minster of Health under section 105 of the Public Health Ordinance
and Act No. 4 of 2020 and the Miscellaneous Provisions (2019-Novel
Coronavirus) (2019-nCov) (which amended various Acts including the
Cinematograph Act, the Registration of Clubs Act, the Theatre and

Dance Halls Act, the Motor Vehicle and Road Traffic Act, the Companies
Act, the Bills of Sale Act, the Moneylenders Act, the Pawnbrokers Act,
the Licensing and Dealers Act and the Public Health Ordinance). In addition, various COVID-19 related Practice Directions, protocols, directives
and measures were published by the Supreme Court of Judicature of
Trinidad and Tobago and other secondary tribunals and courts nationwide. Collectively, these legislative measures are commendable even in
the absence of a solitary piece of legislation on the subject such as the
Coronavirus Act of 2020 in the United Kingdom.
However, the COVID-19 crisis presents windows of opportunity, in terms
of bringing back onto the front burner, legislative areas that require
attention when COVID-19 blows over, so that the country and by extension the business community can better weather the next crisis. During
this crisis, the legislative areas which have come into sharp focus in
terms of their silence and/or inadequate treatment of situations like
these are for example the Occupational Safety and Health (OSH) Act,
Equal Opportunities Act, Electronic Transactions Act, and the Data
Protection Act.

ROBUST AND RESILIENT COMMUNITIES,
BUSINESSES AND ECONOMIES
Amidst the throes of COVID-19, the decisions that the business community and the Government take now and in the ensuing weeks will shape
our nation for years to come. The global nature of economies calls for
actors in the economy to be cognisant of and plan for logistical and
legal matters with contracts – electronic or digital signing, termination
provisions, force majeure and dispute resolution clauses, (operational)
disruptions to vendor management, procurement and supply chains,
investments, finances, liquidity issues, liabilities and overheads, cash flow
issues, downsizing or closures in the short- and long-term and the longterm impact of these decisions.

A holistic recovery will
call for a collaborative
effort and co-operation of
all actors in the economy.
In addition to the humbling and solemn human and the social side
of this pandemic, if this novel Coronavirus has taught us nothing else,
is that we need to not only create climate or natural disaster-resilient
economies and businesses but broaden our scope and vision to contribute to creating robust economies and businesses which go as far as
possible to be force majeure resilient.
Moreover, due to the interconnected nature of businesses, economies
and the world, and being mindful of the fact that our greatest resource
is our human resource, companies, as good corporate citizens, should
consider how they can contribute to the broader solution by supporting stakeholders in their community, sector, supply chain and the
Government. A holistic recovery will call for a collaborative effort and
co-operation of all actors in the economy – civil society, businesses, the
State, unions etc., which will contribute to and ensure a brighter future
for the nation as a collective.
The information provided in this article does not and is not intended to, constitute legal
advice. All information is for general information purposes only. Readers of this article
should contact an attorney to obtain legal advice on any legal issues raised herein.
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AMCHAM T&T MEMBERS'

COVID-19 RELIEF
Some of our member companies are providing much needed assistance to those who are
most affected by COVID-19 disruptions.
AMCHAM T&T would like to recognise the
relief efforts sponsored by our members.

RAMPS Logistics engaged volunteers to give
their time and assist persons applying for COVID-19
social support assistance who faced challenges with
reading, no computer, email or internet to complete
the process. They also teamed up with SEWA-TT
to distribute hot meals for medical staff in Sangre
Grande.

Guardian Holdings Limited has
undertaken to provide a COVID-19
financial relief package to officers and
full-time special reserve officers of the
Trinidad and Tobago Police Service. This is a one-year relief package paying out
a fixed lump sum benefit in the event of a positive diagnosis for COVID-19 and
admittance to an Intensive Care Unit as a result of that diagnosis. Additionally,
the package will pay a further fixed lump sum benefit in the event of death as
a result of COVID-19.

Point Lisas Nitrogen Limited partnered with Habitat for
Humanity to distribute food hampers to families of fenceline
communities who have been facing challenges due to loss of
employment, and to give out 1,500 hygiene kits to suburban
and remote households to encourage sanitisation habits –
especially where there are limited supplies of water. PLNL also donated disposable coveralls and
N95 masks to first responders and medical professionals at the North/Central Regional Health
Authority, and was part of a drive led by the Supermarkets’ Association to provide meals to
frontline healthcare workers at the Caura and Couva Hospitals.

BHP Trinidad and Tobago is contributing $3.35 million in equipment and services to the
COVID-19 relief effort. The donation includes the sponsorship of ventilated beds and medical
equipment and the purchasing of surgical instruments for the Ministry of Health. BHP is also
offering employee counselling and care packages to medical staff and is contributing care packages and food hampers to homes for the aged, children’s homes and vulnerable families in their
operating communities. BHP is also donating over 20,000 masks and hand sanitizers to frontline workers from the TTPS, FEEL, ERHA, Ministry of Social Development, Regional Corporations,
NGOs and other organizations.
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Scotiabank recognises the critical role of frontline medical
personnel play and provided 100 meals daily to the South West
Regional Health Authority emergency teams. Scotiabank has also
committed to supporting the emerging needs of local charities by
donating to the Foundation for the Enhancement and Enrichment
of Life (FEEL) to assist in the distribution of facemasks to members
of the public and made contributions to NGOs throughout the
country who are helping persons and families in need with food
and essential supplies as well as counselling services. Some of
these include Kids in Need of Direction, the Toco Multicultural
Foundation, Gift for Life Foundation and the Coalition Against
Domestic Violence.

Unicomer (Trinidad) Ltd has welcomed the
opportunity to support the Ministry of Health and
Trinidad and Tobago’s response to the COVID-19
Pandemic by providing furnishings and fixtures at
the Tacarigua Racket Facility, which housed the
33 returning nationals from Barbados. Unicomer
also partnered with Guardian Group Limited to
support the set-up of the facility at the Debe UWI
campus that now accommodates the 69 returning
nationals from Suriname undergoing their 14-day
quarantine. Unicomer would like to thank the
frontline medical, security forces and other essential workers and their families for their support to
the nation at this critical time.

Angostura Limited transformed its production capability to fulfil increased demand in the pharmaceutical
sector. The company produced and donated 70,000
bottles of hand sanitiser to public hospitals, the Ministry
of National Security for its first responders such as the
Police Service, Defence Force, Prison Service in T&T,
communities and other entities with direct public interaction.

Atlantic has partnered
with Pennacool to create
Atlantic Pennacool
Connect, bringing the
classroom to students across the nation. Connect is a national school collaboration tool that enables online learning interactions free of charge.
Atlantic is also supporting its home community of Point Fortin by leveraging its relationship with small and micro-business owners from the
company’s Loan for Enterprise and Network Development Agency (LEND)
programme, to provide care packages including fresh fruits, vegetables
and meats to the Ferndean’s Place Children’s Home in Point Fortin and
the Point Fortin Extended Care Centre. Atlantic employees have also
answered a recent call for volunteers by United Way of Trinidad & Tobago
in support of the Ministry of Social Development’s need for volunteers
to assist the country in fielding calls from persons interested in accessing
government grants. Some members of staff have completed training and
have begun to give of their time in this important area of support for the
Ministry.

bpTT has created a $1 million COVID-19 response fund to complement government’s social relief programmes. These funds will be disbursed by an implementing
partner, The Rose Foundation, to reputable non-governmental organisations
(NGOs) and community based organisations (CBOs) that are already tackling various
social problems “on the ground.” This initiative will allow the selected NGOs and
CBOs to provide food, medication and other essential supplies to those who are
unable to access the government’s social relief programmes, including the selfemployed, single-parent homes, migrants, and residential homes providing shelter
for the elderly, disabled or socially displaced. Emphasis will also be placed on establishing food banks during this period of uncertainty so that women and children
who are most often disproportionately affected by crises, can have faster access to
these services. To date, just over 400 hampers have been distributed through food
banks at various locations across the country. bpTT has also worked closely with
Member of Parliament and councillors in the Mayaro Guayaguayare area to support
those in need.
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INCLUSION
AND

CONNECTIVITY

A NECESSITY IN THE NEW
COVID-19 WORLD ORDER
Rochelle Nakhid
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M

arginalised
people face
many challenges and barriers
to services in
Trinidad and
Tobago, and
their exclusion
is growing, exacerbated by the new
reality of COVID-19. This exclusion is
not limited to government services,
but also other services that may
be inaccessible or unaffordable, or
simply unavailable to them.
It is worthwhile for the private
sector to consider how it supports
efforts at inclusion of these populations, tailoring solutions to their
needs, and strengthening partnerships with both government as well
as civil society, considering the
economic and social benefits that it
affords.
Inclusion is the notion that everyone
can and should be able to contribute and participate meaningfully
in a welcoming system or society,
in mutually beneficial ways, and
regardless of the individual’s personal or unique circumstances or
factors such as age, gender, disability, legal status, sexual orientation,
nationality, etc. Inclusion itself is
social, educational, economic, financial and digital.
Social inclusion focuses on empowering the poor and marginalised to
be contributing members of society
and have access to the same opportunities as others, as equally and as
equitably as possible. Facilitating
persons with disabilities in your
school is a way of being educationally inclusive or making the workplace a safe space for LGBTI persons
or women is an example of social
inclusion.
Economic inclusion ensures that
economic opportunities, for
example in the labour market, are
available to the marginalised. This
can mean granting work rights
to refugees or facilitating single
women with children in the workplace by making concessions for
them. Financial inclusion ensures
that the poor or refugees, for
example, can access financial products or services that meet their
needs. Their lack of bank accounts
means that a mobile money solution via cell phones could meet their

need for cardless cash transactions.
Digital inclusion recognises that our
digitally connected world is quickly
leaving the marginalised behind.
New technology can be expensive
and inaccessible, and in a COVID-19
world, connectivity, or access to the
internet, is arguably as basic a need
as food, water, or shelter. Yet, many
rural or coastal communities, or
the urban and rural poor, migrants
and refugees, the elderly and disabled, remain disconnected, or
digitally excluded, unable to access
the increasing number of remote
services being offered online,
including something as vital to children as education. A very current
dilemma rests between paying
money for food, or money for phone
data to communicate and to receive
vital information. Affordability is
as crucial as material accessibility,
increasing infrastructural availability, as well as digital capacity and
digital literacy.

be an inherent risk, due to job
instability or personal factors. Yet,
technology and new products and
services should never amplify existing inequalities, they should seek to
close divides and break down barriers that prevent the meaningful participation of everyone. Inclusion is
not simply a CSR effort, this is your
core business, this is a neglected
market and expansion can potentially even reduce the costs of serving
existing clients.

G

reater emphasis can also
be placed on
impact investing, which
involves both
generating financial
return as well
as positive social impact. In fact, an
alternative term proposed to the
somewhat passive terminology of
digital inclusion, is digitally enabled
social impact.

The United Nations has recognised
that in order to contribute to and
achieve the sustainable development goals, every adult should have
affordable access to digital networks and digitally enabled financial and health services.

Additionally, the private sector can
also benefit from collaboration
with civil society that works with
these often-excluded populations,
in tailoring and adapting together
solutions that foster inclusion. This
is ever more crucial as the past two
months have shown us, and we
have already seen great promise in
efforts at creating partnerships of
shared value between private sector
and government, as well as with
NGOs like Living Water Community.

O

ur digital
interdependence
demands
digital cooperation. It
requires us
all to work
together to address the social, economic, ethical and legal impacts
of digital technologies, including
minimising risk of harm alongside
maximising their benefits. This can
drive economic development and
economic and financial inclusion
efforts.

We believe that many challenges
are outweighed by opportunities for
human progress.
COVID-19 has provided us with so
many opportunities to work more
efficiently, effectively and to achieve
greater social impact, together.

Finding new ways of working, especially in a COVID-19 world, is crucial.
This applies across the board for all
actors, government, international
and multilateral organisations, civil
society, academic, and the private
sector. The private sector can
benefit from expanding its customer
base to these populations, actively
finding ways to include and engage
them, as well as to tailor solutions
and products to their unique needs,
recognising that there may always

Rochelle Nakhid is the Coordinator
Ministry for Migrants and Refugees
Living Water Community
You can reach her at: nakhid@lwcrefugee.org
Photograph: Danielle Salloum
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EARTH

IN THE TIME OF

COVID

Reflecting on Earth Day, April 22

David D. Ramjohn

W

CEO-AlgEternal Technologies, LLC
e knew this could happen; in fact,
we knew this WOULD happen. We
have a history of epidemics and
pandemics dating back to the
Antonine Plague in Roma circa
165-180 CE, with no less than 19 in
the record up to the ongoing novel
coronavirus (SARS-CoV-2) outbreak,
which results in the dreaded COVID19 disease.

IT'S ABOUT WHERE WE LIVE
We have a history of crowding into urban centers, fleeing rural settings
as if our lives depended on it, leaving the wide open spaces, and low
population density areas for the petri dishes of city life where social distancing is virtually impossible, disease-ridden vectors flourish, and diseases are transmitted with alarming efficiency and speed from human
to human.

This Earth Day, in the midst of
this crisis, we have an opportunity to identify and pursue sustainable, regenerative, circular
economic models, to never lose
sight of what actually makes life
worth living and return to living
in balance with Nature.
22
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IT'S ABOUT OUR FOOD
We have a history of moving away from decentralised systems of food
production and distribution where individual households grew most of
what they needed to eat right in their backyards, only needing to go
to the shops for items that they could not economically produce at
cottage scales, e.g. flour, sugar, rice, oil. Instead we accepted, or were
made to accept, massive-scale intensive, monoculture, that cleared millions of acres, applied billions of tons of synthetic chemicals, leading to
damaged soils, displaced wildlife, reduced biodiversity, and changes in
weather patterns over time aka Climate Change.
We had a history of eating mainly locally-grown or foraged plants—leafy
greens, pulses, vegetables, grains, fruits, etc., with the occasional intake
of meat when we encountered animals and hunted them successfully;
we have replaced that with gluttony for meat in every meal, driven
by masterful marketing from industrial-scale animal production, in
concentrated facilities, using tremendous amounts of antibiotics and
hormones, genetic modification, and feeding the animals food they
would not normally have in their diets, all creating conditions for the
perfect storm of zoonotic diseases (diseases transferred from animals
to humans) such as: E. coli, Mad Cow Disease, Swine Flu, Bird Flu. Not
sated with mundane foods we developed a taste for the exotic, supporting trade in animals not produced in factory farms, exposing ourselves to unknown diseases carried by or infecting these animals.
Both industrial-scale farming and concentrated animal feeding operations contribute significantly to the release of carbon dioxide, which
acts to increase atmospheric temperature that causes shifts in weather
patterns. Changing rainfall patterns affect the distribution of insect
vectors, e.g. mosquitoes. Warmer temperatures increase the habitable range of species that would not normally interact with humans
otherwise, and therefore could not expose humans to novel diseases.
Thawing permafrost has revealed the presence of ancient viruses and
bacteria, e.g., RNA fragments of the 1918 Spanish flu virus have been
recovered from corpses in the Arctic tundra. Some of these frozen
viruses and bacteria can come back to life after being thawed, especially the ones that have mechanisms that adapt to adverse conditions,
such as forming spores.

HUMANKIND HAS A HISTORY OF EATING MAINLY
LOCALLY-GROWN OR FORAGED PLANTS.

IT'S ABOUT OUR CHOICES
Increased and intensified urbanisation,
industrial-scale farming, concentrated animal
feeding operations, global warming and
climate change, if we connect those dots,
we can easily recognise their connection
to us, human beings. None of these would
have been a factor if not for us, if not for the
way we chose to live, do business, produce,
consume, recreate. And yes, it is a choice we
have; it is a choice we made, as a society, individually and collectively. We have forgotten
the lessons of previous pandemics, both those
within our lifetimes and memories, and those
lost to the historical records. We focus continuously, even in the midst of these life-altering
events, on how quickly we can resume travelling the path we were on before, seemingly
oblivious to the obvious reality that it is our
previous patterns of behavior, resource consumption, sacrificing of our environment and
biodiversity on the altar of the economy and
Gross Domestic Product, that lead to these
cyclic catastrophic events.

IT'S ABOUT OUR PACE OF LIFE
This virus, this disease, is recalibrating the
world as we know it, not just from a human
health and economic standpoint. Here we are,

humanity on lockdown, in quarantine, being
forced to use only those resources that are
immediately accessible, googling recipes and
ideas for preparing food at home from locally
sourced produce, aching for and reminiscing
about previous human interactions. COVID-19
has slowed us down from the frantic pace we
kept, from our focus on economic success to
the detriment of deep connections with our
families, loved ones, and friends. This microscopic organism, not really even alive in the
technical sense, has made us think of what it
actually means to be alive, of who we value
in our societies. Have we been the architects
of our own demise, responsible for the emergence of this novel virus? Are we now focused
on the political, economic, and social change
necessary to keep this from happening again,
or are we still focused on returning to business as usual?

IT'S ABOUT OUR
RELATIONSHIP WITH THE
EARTH

the very life support systems provided by
the planet, became wasteful, conspicuously
consuming everything we could, eager for
more. We have sown the winds of materialism, avarice, arrogance, waste, disregard for
our environment and the other creatures
with which we share this biosphere, and so
we reap the whirlwinds of unnatural disasters,
pandemics, widening and deepening chasms
between rich and poor, resource scarcity
leading to human conflicts and migration.
This Earth Day more than ever, we should be
mindful of the fact that we are inextricably
linked to the Earth, and that we impact its
ability to sustain us. This Earth Day, in the
midst of this crisis, we have an opportunity to
identify and pursue sustainable, regenerative,
circular economic models, to never lose sight
of what actually makes life worth living and
return to living in balance with Nature. We
must commit these lessons to memory and
teach them to future generations. Those who
lost their lives to this virus should not have
done so in vain; we share the responsibility of
making sure this never happens again.

We once had a very different relationship with
the Earth than we do now, one of respect,
regenerative and circular resource use, using
only what we needed; we changed that
relationship, accelerated the destruction of
AMCHAM T&T LINKAGE Issue 1 / 2020
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COVID
AND THE CASE FOR

CARIBBEAN
OPPORTUNITY

T

rinidad and Tobago’s response to the pandemic was so strong, it shares the top spot
with three developed nations on University
of Oxford's Blavatnik School of Goverment’s
Oxford COVID-19 Government Response
Tracker. The working paper ranks countries
that meet World Health Organization's recommendations for relaxing physical distancing measures. The UK, by stark contrast, is
at the bottom of this list. While the report does not suppose
when countries will be ready to exit lockdown, it does paint
the region in a strong light. But what does this mean for T&T
and other islands?

TOURISM TURMOIL
With tourism markets reeling from prolonged border closure being the
logical step to keep virus spread at bay, Caribbean markets are faced
with the Herculean task of not just getting themselves back on track
but functioning in a world where their main source of income (and
foreign exchange) is largely cut off for the foreseeable future. How can
tourism economies survive without tourists?
A classic TV sitcom go-to line is, “it’s so crazy, it might work!” and
perhaps this is what might work for the region. Regional travellers have
complained for years about the exorbitant price of intra-regional travel.
In fact, many travellers opt for destinations farther north, particularly
Florida and New York that are, more often than not, cheaper than the
average hour-long flight to another island. The urgent need to stimulate tourism economies could find its golden ticket here. With summer
travel plans essentially halted around the world, many travellers remain
eager to jump on the safest, cheapest flight to anywhere but their living
rooms. Could intra-regional travel be the answer?
The most optimistic forecast by the International Civil Aviation
Organization indicates that international travel to Latin America and the
Caribbean will fall by 33.6%, a reduction of US$9.7bn. The worst case,
then? A 65% reduction in airlift and a staggering US$17.1bn reduction
in revenue.

WHAT NEXT, THEN?
If Caribbean governments continue to do the good work of flattening
the curve within their borders and keeping international borders closed
to countries that have yet to get their infection rates under control – for
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example, the US and UK, traditionally the biggest markets for the region
– Caribbean countries could soon open themselves up only to other
islands with similar precautionary measures. This presents a unique
opportunity for carriers like Caribbean Airlines and LIAT to tap into a
market, much unlike other larger global carriers limited by virus spread
in their areas of operation. The objectives of the Caribbean Single
Market Economy and CARICOM have long included a more unified,
stronger Caribbean, with the ability to travel in the region with ease and
at a lower cost. While many may think of losing “international” tourists,
regional tourism could, at the right price and in a sustainable model,
see both a short and longer-term boost.
If Caribbean destinations market themselves as low risk, safer to travel
destinations than their northern counterparts, at long-anticipated lower
fares, could this be the catalyst for a more well-travelled Caribbean
region by Caribbean people? St. Lucia Prime Minister and former
CARICOM chair Allen Chastanet will lead the efforts of the OECS to
reopen the tourism sector by June 4. Perhaps, the Organisation can first
look inward to the region as source markets.

FOOD INSECURITY
While lofty tourism plans may be further down the road, of more
immediate urgency is the Caribbean’s food security. For clarity, food
security refers to a country’s ability to sustainably feed itself at all times
with sufficient, safe, and nutritious food that meets their food preferences and dietary needs for an active and healthy life (UN Food and
Agriculture Organization).
The Caribbean’s food import bill is high, uncomfortably so. With a
combination of halted production of myriad items across the world
and a lack of human resources to cultivate crops of fresh food, the
Caribbean’s food supply is in trouble. So too are larger markets.
Membership shopping giant, Costco, also the world's largest retailer of
choice and prime beef, announced on 4th May that it would temporarily be limiting fresh meat products to three items per customer. This
amid growing fears of a meat shortage in the U.S. as many plants have
been forced to close due to the virus outbreaks amongst staff, with at
least 49,000 workers testing positive.
A recent article in Forbes magazine notes, according to data from the
International Trade Centre, that the 15 nations in CARICOM source up to
94% of food imports from the US market (2018), including 94% of all
cereals, 90% of edible fruits and nut imports, 90% of edible vegetables
and certain roots and tubers and 91% of sugar.

While this COVID19 period is rife
with both fear for
health and economic insecurity,
there exist avenues
of exploration for
innovation and
adaptation.
HUMANKIND HAS A HISTORY OF EATING MAINLY
LOCALLY-GROWN OR FORAGED PLANTS.
(CAT OPTIONAL)

Nyssa Pierre
"IT HAVE FOOD HOME!"
Caribbean parents have long discouraged
unnecessary purchase of food with the
phrase, “It have food home!” and it is time to
apply that to a larger scale. The base principle
of this rebuff is that we have at our disposal
our own ability to nourish ourselves first
before spending money elsewhere. With likely
reduced access to foreign goods, the foreign
exchange to purchase them and reduced
incomes at home, we need to look inward to
our own products that have long been cast
aside over well-branded overseas alternatives.
Fortunately, Caribbean leaders recognised
this urgent need ahead of the COVID crisis in
the region, and at the 31st CARICOM Heads
of State and Government meeting held in
Barbados in February, Chairman and Prime
Minister of Barbados Mia Mottley announced
the implementation of a comprehensive plan
to reduce the regional food import bill by
25% over the next five years.

While it is true there are products that cannot
be obtained in the region, there are either
comparable local versions or alternatives to
many others. Alternative flours and pastas
made with cassava and the like are delicious
substitutes to their wheat counterparts.
Governments can look to giving grants to
producers of these classes of items, allowing
them to produce greater quantities at lower
prices to compete with wheat-based products.
Already, local food producers participate in
NAMDEVCO’s Farmers’ Markets – and shoppers are more than willing to show off their
farm fresh produce purchased at bargain
prices compared to supermarkets on social
media. The Government has also started a
national seed distribution drive, encouraging
citizens to plant and grown their own food,
taking personal food security literally into their
own hands.

In November 2008, at the beginning of the
US recession, then President-elect Obama’s
Chief of Staff Rahm Emanuel famously said,
“You never want a serious crisis to go to
waste”. While this COVID-19 period is rife with
both fear for health and economic insecurity,
there exist avenues of exploration for innovation and adaptation and the Caribbean to not
just lessen the blow of this global crisis but
possibly to come out better for it on the other
side.
Nyssa Pierre is the Managing Director/Principal Publicist
- PearTree Consulting and CEO - MOOV
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HIRING WOMEN
POST-PANDEMIC
Catherine Perreira, Eve Anderson Recruitment Limited

A

s companies evolve during this challenging
time, professionals, particularly women,
will rise to the occasion, demonstrating
their skillset in managing a fluid work
environment. We may see productivity
levels skyrocket as they balance work and
home. The current pandemic will force
companies to re-evaluate their recruitment
and talent retention practices, particularly
in hiring women in leadership roles.

Having women in your leadership team isn’t just the right thing to
do these days - it’s good for the bottom line. Studies on Fortune 500
companies have shown companies with a diverse leadership team and
diverse Boards outperform their competitors.

Even though larger firms globally are changing their approach, business
owners are hesitant to change their perceptions of the requirements for
the job to be done successfully. This takes time and it’s important we
have these conversations in the business community.
In addition to our limiting belief in what the role requires, some business owners may also be unaware of their personal biases regarding
the role in their company. There is a need for business owners, directors and Boards to change their mindset on how they recruit, retain
and empower employees to build and grow a sustainable business, not
just for the Trinidad and Tobago market, but for the Caribbean and
LATAM region. It is important to adopt a strategic perspective, thinking
regionally, since Trinidad and Tobago as a market offers you sales for an
average 1.2 million people only.
As virtual spaces become the norm in the Caribbean, there may be a
shift in the leadership table. When leaders fully appreciate that work
continued on page ....
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recruitment@eaastaff.com
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COVID-19

Need help managing
your HR & Staff online?

Recruitment & Training Online
Technical, Financial, Operational, HR &
Legal advisory support
When you need it most.

Leading Change Across The Region

592-623-0363 (Guyana) | 868-627-8233 (Trinidad)
recruitment@eaastaff.com
www.eveandersonrecruitment.com

These policies create the platform and right environment for hiring managers to encourage open conversations for women to identify their strengths
and what they can bring to the company and the Board. Activating such
policies in a remote work setting can enable communities and working
groups to be formed within an organisation regardless of size. This network
is important as it connects employees, with some colleagues serving as
mentors thus forming networking groups.
Companies today need to demonstrate they are the employer brand
of choice in their industry. These policies and support groups encourage hiring managers and leaders to be open to discussing their value to
the business, deliver change and be hungry to take the next career step
without worrying about being perceived as unable to do the job because
of managing the household and family obligations.
TOP HIRING TIPS FOR BUSINESSES:
Apply anonymity to resumes - you can evaluate the
resume in the same way using a scoring system that
takes the hard facts into account. There is no need to
view the name of the person, the gender and definitely
do not request a photo.
Review phrasing of job descriptions – some phrases in
your job descriptions tend to imply a gender bias. For
example, ‘analyze’ are typically associated with male
traits whilst ‘collaborate’ are considered female.
Understand candidate psychology - women are less
likely than men to brag about their accomplishments.
Understanding this, try to separate in the job description, ‘nice to have’ requirements and ‘must have’ requirements.
Avoid likeability – culturally, Caribbean companies tend
to gravitate towards likeability. As a result, it’s valuable
to stick to a script in interviews. Prepare criteria for
scoring answers so you can evaluate based on facts. It is
important to remove inherent bias from your interviews.
Implement a panel-based interview model – inviting
an indirect manager to join you in the video interview
allows you to reduce any inherent bias, offering a more
balanced decision-making process. Your manager may
also be able to keep you in check if the candidate is the
right culture fit.
Adopt psychometric assessments – depending on the role
you are recruiting, psychometric assessments help you
focus on fit for job and may minimise any inclination to
hire based on likeability and personality only.
Use recruitment agencies – of course, we would recommend using a recruitment agency as they will ensure
you are sent a diverse set of blind resume submissions to
shortlist and guide you throughout the process online.
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It is important to understand why women do not stay in your organisation
and also, to check if you have a gender balanced leadership team. Let’s be
real. It’s human nature to lean towards people who are similar to us but
we must be honest with how this negatively impacts the company overall
and whether the combined leadership team will deliver the growth in your
company for the sustainable future.
CEO, Eve Anderson Recruitment, Maria Chong Ton shares, "When you make
a concerted effort to have a 50-50 share of male to female leaders, you
have to review their development plans and discuss their ambitions. You
have to be open and clear to have those discussions in the hiring process
and during the performance reviews. Do not assume that men are available to travel only as it’s not an assumption anymore. Today, couples have
shared responsibilities and you as a hiring manager or boss, need to have
these discussions to set the tone and give employees or candidates the
opportunity to discuss what they can deliver and they will tell you. Some
will surprise you and rise to the occasion."
About Eve Anderson Recruitment
Eve Anderson Recruitment is an employment agency offering recruitment and human
resource solutions in Guyana and Trinidad and Tobago for executive, permanent, contract
and temporary job positions to local and international businesses and their third party
providers choosing to set up local operations or to deliver short-term projects.

Photo: Christina @ wocintechchat.com on Unsplash

from home is manageable and they become increasingly confident of the
deliverables from their teams, company policies will be created to encompass parental leave, flexible work and childcare provisions as both men and
women work from home.

Women's Leadership

REAP

THE BENEFITS OF

BOARD
DIVERSITY

N
Dr. Debra Brown helps board
members build competence and
confidence in the boardroom.
She is the President and CEO of
Governance Solutions Inc. a fullservice firm providing governance
consulting, research, training and
tools. You can read more on this
topic in her new book Governance
Solutions: The Ultimate Guide to
Competence and Confidence in
the Boardroom available now on
Amazon.

o board chair or executive team ever says, “Let’s go and look for
some incompetent people to serve on our board.” Nor do they say,
“Let’s look for board members who look and think exactly like us.”
Or, “Let’s make sure we only recruit men to our board.”
What boards and nominating bodies do want are board members who are not
only highly competent but who together bring a mix of skills sets and experiences to the table. In other words, they want a diverse group of directors who
can do the job.

Research shows that having a diverse board composed of men and women with the skills, experience,
backgrounds and perspectives needed by the organisation, means:
•

competitive advantage;

•

robust understanding of opportunities, issues and risks;

•

inclusion of different concepts, ideas, and relationships;

•

fewer decisions based on “group-think”;

•

better, more balanced decision-making, dialogue and debate; and

•

enhanced capacity for oversight of the organisation and its governance.

Several years ago, I was part of a team that researched and wrote a seminal research piece for The
Conference Board of Canada about diversity on boards called Women on Boards: Not Just the Right
Thing, but the Bright Thing. We found that homogenous teams tend to be more cohesive and have
higher team member satisfaction. But, heterogenous teams tend to make better decisions, because
they have a much better process for fact finding and identifying alternatives, airing dissenting views,
and therefore deliberating and coming up with—potentially, at least—a better decision at the end of
the day.
This is relevant because it identifies at least two key reasons why women seem to keep hitting against
a glass ceiling in the boardroom.
Serving on diverse boards are less comfortable and more work than those that are not. And, building
a diverse board is hard work. It is against our human nature to put in the hard work it will take to do
something that makes us feel uncomfortable and requires more effort! We keep hitting a glass ceiling
by design. It is just because it's so much easier for us to maintain the status quo.
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The 5 Common Aspects of a Board Diversity Plan
1.
Approve a formal process
2. Institute a Board Diversity Policy
3. Direct and resource the efforts
4. Measure progress against targets
5. Go public

If your board wants to reap the many benefits
of board diversity, here are 3 steps you can
take to push through the discomfort.

if we add women to the board, we need to
place the need for competence below the
need for gender diversity.

STEP 1:
ASK THE RIGHT QUESTION

As a woman, I can assure you that no woman
wants to be considered the “token woman.”
To think that they are getting a board seat
by virtue of their gender is an insult to them.
Many women have tremendous skills and
experience to bring to the boardroom, just
as many men do. Equally, there are many
men who lack the competence to serve on a
board, just as many women lack the needed
skill set.

Lots of boards or nominating bodies begin
their board renewal process by asking the
wrong question. When faced with filling
a vacant position they ask, “Who do I/we
know?”
Sometimes, this approach works. More often
than not, it leads to a less diverse and valueadded board.
We will not actively seek diversity if we start
by asking the wrong question. A much better
place to begin is with the question, “what
does the organisation need?” Everything in
governance hangs on the strategy of the
organisation. The make up of the board is
no different. What is the purpose of the
organisation? Where is it headed? What risks
and opportunities is it facing? Leading to the
question, “What skills, experience and diversity profile do we need around the boardroom
table?”

Hear me when I say, you should never give up
competence for the sake of gender, or any
other visible form of diversity.

3.

They give direction and resources. If
a plan is not resourced and measured it
will not happen. Boards that succeed in
reaching their diversity objectives, direct
their search consultant, or those tasked
to recruit candidates, to deliver a genderbalanced slate of diverse and equally
qualified potential candidates.

4.

They measure progress. The board
terms of reference and annual workplan
require an annual assessment of progress
against targets, the effectiveness of the
process, and currency of the matrix and
gaps. They also track the annual board
evaluation results to assess the overall
improvements in board effectiveness
over time.

5.

They go public. They report annually,
in the corporate governance section of
their annual report and on their website,
progress with respect to their policy and
targets related to board diversity. They
view going public with a board diversity
strategy as a helpful step in terms of
holding themselves accountable, setting
an example, and providing thought leadership in their industry or jurisdiction.

To ensure the diversity strategy of the organisation is viewed as a legitimate process, all
board selections must be made firstly on
merit, while at the same time reflecting visible
and other diversity needs. “Both/and”—not
“either/or”.
Diversity strategy is no different than any
other corporate strategy. All board appointments must collectively reflect the diverse
nature of the business environment in which
the organisation operates. And, they should
be made on merit, in the context of the skills,
experience, independence and knowledge
needed for the board to be effective.

It is easy to recruit people you know. It’s comfortable to follow the path of least resistance
and embrace what we know and who we
are at ease with. It is harder to take the time
and effort needed to build diligent processes
and new relationships for enhanced board
renewal.

STEP 3: CREATE A PLAN
AND EXECUTE!

Ask the right questions, design the optimal
board, and invest the energy it takes to recruit
competent, complimentary and diverse board
members.

Those who have succeeded in building valueadded diverse boards started by creating
and executing on a plan. Their plans have 5
common aspects.

STEP 2: “
BOTH/AND” THINKING

1.

The second step to building a diverse board is
to think “both/and”, not “either/or”.
Many assume they need to give up competence for the sake of diversity. They think,
either we can have diversity, or we have competence. What they should be thinking is, we
can have both; diversity and competence.
When we hear the word “diversity” in relation
to the board, the first word that comes to
mind is gender. This thinking goes like this:

example, it is common to see a target
that aspires to maintain a board in which
each gender represents at least 40% of
individuals. Having a diversity policy is not
a predictor of how diverse your board will
be. But it is a great first step toward it.

2.

They approve a formal process.
The formal process typically includes a
comprehensive board profile or matrix
outlining their optimal board based on
the strategic needs and environment of
the organisation. A robust assessment
of current board members against the
profile is conducted to establish any gaps
that need to be filled. Recruitment is
focused on filling those gaps.
They set policy. The board enshrines a
Board Diversity Policy that includes rationale, principles, process and targets. For

The key point here is that board renewal is
enshrined at the board level. They create
the plan, approve the matrix, set the policy,
resource their efforts, and hold themselves
accountable by reporting publicly on progress
toward their targets.

REAP THE
BENEFITS
Taking these 3 steps puts some real power in
your corner if you want to make progress in
your diversity objectives. Don’t take the easy
route. Ask the right questions. Think “both
… and”. Have a robust plan complete with
process, policy, performance measurement
and public reporting. With effort and in time,
you will reap the tremendous benefits of
having a diverse board.
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MAJOR GENERAL LESLIE PURSER (second
from right), Feature Speaker at AMCHAM T&T’s
Women’s Leadership Conference

WOMEN IN THE US MILITARY:

BREAKING
BARRIERS
32
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When the draft ended in 1973, women
represented just 2% of the enlisted forces
and 8% of the officer corps. Today, those
numbers are 16% and 18% respectively, a
significant increase.

Fast forward twenty years. Over 40,000 women
served in the 1991 Gulf War and engaged with
enemy forces on an unprecedented level. That
war was also the first one where women served
with men in integrated units within a war zone.
However, we suffered a setback three years
later, in 1994, when the Defense Secretary,
who is the senior civilian between the president and the Armed Forces, implemented a
rule that prohibited women from serving in
units "whose primary mission is to engage in
direct ground combat."
Wait, we’ve already been doing that????!!!!
Women have served in American wars since
the birth of the country. Some disguised themselves as men in order to serve. More recently,
as indicated above, large numbers have served,
and despite the 1994 rule, women contin-
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Sources: Women in Military Service for America Memorial Foundation, Dep. of Defense (Huffpost Politics)

Female Shares of Officers, by Service and Grade, September 2008

ued to play more active roles in the wars in
Iraq and Afghanistan,
many alongside their
30
male counterparts as lines on the battlefield
became blurred by unconventional warfare
25
tactics.

(normally 500-800 Soldiers in each), assigned
to such critical jobs as radio operators, medics,
and tank mechanics. Again,
many women had
O-1-O-6
already served in those jobs, in temporary
officer
status, due to demand in Flag/general
Iraq and Afghanistan.
The Pentagon's new ruling only made these
For example, in 2005, Leigh Ann Hester
job assignments official, BUT still upheld the
became the 20
FIRST female Soldier to receive
ban on women serving in combat tank units,
the Silver Star for exceptional valor in close–
special operations commando units and the
quarters combat
15 in Iraq. The Silver Star is
infantry. And this female combat exclusion
the military’s third highest medal for valor in
denied access to key positions and units that
combat. Hester led her team in a 25-minute
10
are needed to advance to top of the military
firefight. She used hand grenades and an
hierarchy, creating a ceiling made of brass, not
M203 grenade launcher while maneuverglass. The top positions were, and are, consising her team to5cut off the enemy. Three
tently filled with leaders from the combat arms
years later, in 2008, 19 year old Monica Lin
arena, so no women…..yet! But we continue to
Brown also received the Silver Star. After a
0 detonated
move forward.
ARNG USAFR
USAR USCGR USMCR USNR USAF USA USCG USMC USN
roadside bomb wasANG
in her convoy
in Afghanistan, Brown protectedReserve
wounded
finally levelled in January
Component The playing field was
Active Component
Soldiers with her own body and ran through
2013,
when
Defense
Secretary
Panetta
Source: Defense Manpower Data Centre, 2009
gunfire to save their lives.
announced that the ban on women serving
in combat roles would be lifted. FINALLY, we
In both cases, you would not be able to
would no longer be looked at as mothers
discern any limitations based on gender from
in uniform, but as competent Soldiers who
their award citations, nor from the recollechappened to be female. Cancellation of this
tions of those whose lives were saved.
ban would end an exclusion that prevented
women from serving in 20% of the jobs across
the active-duty force, and limited long term
LIMITATIONS FOR WOMEN
opportunities for advancement at the most
In February 2012, after a yearlong review, the
senior levels of our Armed Forces. In Dec 2015,
Pentagon announced women would be perthe Pentagon announced that ALL COMBAT
manently assigned to battalion ground units
POSITIONS would be open to women. In a
Share of total (%)

The military has always offered a unique platform for individuals to break barriers and make
significant contributions, and it has especially
provided this for women. From 1940 until
1973, only men were drafted to fill vacancies
in the United States Armed Forces (Army, Navy,
Air Force and Marine Corps) that could not be
filled through voluntary means. The draft came
to an end in 1973 when the Armed Forces
moved to an all-volunteer military. When the
draft ended in 1973, women represented just
2% of the enlisted forces and 8% of the officer
corps. Today, those numbers are 16% and
18% respectively, a significant increase. Before
1978, the Women's Army Corps (WAC) was the
women's branch of the United States Army. It
was created in in 1943, and disbanded in 1978,
and all units were integrated with male units,
but served in limited occupations.

Women Serving in the US Military
No. of women serving in the US military

W

omen’s history
month provides
a unique opportunity to highlight some truly
inspirational
stories that are
fundamental to
the fabric of our
history in the United States, as well as the
military that defends it. Learning about
the tenacity, courage, and creativity of
women, throughout various eras is a tremendous source of strength and pride. It
provides role models for all of us as we
move forward as a society.
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Characterise yourself and your female
subordinates as leaders and risktakers; don’t wait to be told what to
do—take the initiative and do what’s
right before being told.
press conference, Defense Secretary Carter said that "there will be no
exceptions" to the new rule. There was push back, but in 2016, the
Defense Department lifted all restrictions on the roles women can
perform in all branches of the Armed Forces. Victory at last!
Women Serving in the US Military

WE HAVE MORE WORK TO DO
282,000
As the role for women in the Army continues to expand with the
opening of more than 90,000 combat positions, we as an Army knew
250,000
that we needed to apply the same standards to be accepted. We
also needed strong female leaders as role models, particularly at that
200,000
initial training period when a young recruit is so impressionable. We
did exactly that, and ensured that the standards were no different, an
150,000
placed competent female leaders in units before assignment of junior
female
Soldiers.
100,000

As for women at the senior levels, female general officers in the United
50,000
States
Army are a rare breed, what some refer41,000
to as, “a woman in a
man’s world.” I wouldn’t normally
acknowledge that, except that while
7,500
1,000
women0make up 50% of our society, female Soldiers are just over 17%
Korea
Vietnam
Desert Storm
OIF/OND/EOF*
of our Army, and female General
Officers are
7% of our Army
General
Officer Corps.* Operation Iraqi Freedom / Operation New Dawn / Operation Enduring Freedom

Top, left to right: Admiral Michelle Howard, the first female Admiral in the Navy (2014);
General Ann Dunwoody, the first female General in the Army (2008), and of all Armed
Forces; Representative Tammy Duckworth, US Senate, a former Lieutenant Colonel in
the National Guard who, while piloting a helicopter in Iraq, was severely wounded, losing
both legs; General Janet Wolfenbarger, the first female General in the Air Force (2012).
Bottom row, left to right, Miss USA, Lieutenant Deshauna Barber (2016)---because its
still OK to be feminine and be a Soldier!!; one of the first two female Ranger School
graduates, Captain Kristen Greist (2015); Colonel Eileen Collins, the first female to pilot
a space shuttle (1999); and Sergeant Leigh Ann Hester, the first female to receive the
Silver Star in combat (2008).

Sources: Women in Military Service for America Memorial Foundation, Dep. of Defense (Huffpost Politics)

Female Shares of Officers, by Service and Grade, September 2008
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The figures in the graph above, although somewhat dated, are still
fairly accurate today. They seem discouraging at face value, but then,
the way I look at it is…..we have more work to do. Although we must
ensure the best candidates are always selected for senior level positions
regardless of race, color, creed, gender, or national origin, the goal
and mission of every woman in the military must be to learn from our
predecessors and continue to groom young female leaders to take on
more senior roles and prepare them to face the tough challenges of
service at that level.
We all take lessons from our most senior female leaders, as well as
other key leaders and role models in our military. When I joined in
1980, women were only 10% of the Army, and I felt as though I had to
try twice as hard to be half as good. We didn’t take for granted that our
34
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ancestors were beaten and imprisoned to ensure our rights of equality.
Despite adversity, women in the Armed Forces have held their ground
and kept moving forward to modernise our force, adapt our institutions,
and maintain our combat edge. We considered our history, but trusted
in our upbringing, and accepted that it would be an uphill struggle. A
struggle not unlike that of our ancestors in other venues.
We continue to practice important lessons about ensuring equality among our ranks, and I personally reinforce several. First of all, we
must mentor and encourage others. If not for a mentor (senior male
officer) when I was a mid-grade officer, I would have retired at that level
decades ago. It’s important for both males and females, to see that it’s
okay to be a strong, powerful leader right from the onset. Another very
valuable lesson is that if you are knocked down, you must get right back
up. And characterise yourself and your female subordinates as leaders
and risk-takers; don’t wait to be told what to do—take the initiative and
do what’s right before being told. Have the confidence, commitment,
and competence to know how. And always maintain a sense of humour
and be able to laugh at yourself.
My personal goal in the Army was to make the male/female ratio more
equal. We can’t expect promotion boards to select less qualified leaders
just to equal that ratio. The lack of female senior leaders is no one’s
fault. It was, and still is my responsibility in retirement, to groom those
young female Soldiers to take the hard jobs, be confident in their own
capabilities and leadership qualities, and NEVER give up. And it’s vital
that our male counterparts and senior leaders support our efforts and
encourage our rise as well.
As we look to the future, we continue to apply hard-won lessonslearned and to increase our strength and resilience. The coming years
promise to be very exciting for women in the US military as women
continue to assert themselves and are afforded opportunities in positions that are critical to our nation’s defense.

Women's Leadership

GENDER DIVERSITY:
A CRITICAL

BUSINESS STRATEGY
Joanne Salazar
Director, QED Consulting Ltd

The business case
for gender diversity,
particularly for increasing
the proportion of women
in the management
and board pipelines,
is compelling. To be
successful in the global
economy of today
and tomorrow, smart
companies will make
gender diversity a key
component of their
business strategy.
Women in business and
management: the business
case for change, ILO, 20191

T

here is a vast body of research on the benefits of diversity. A
strategic and sustainable approach to this issue can redound to
the creation of a more diverse, inclusive business culture, beneficial to both men and women and create a seamless flow of
female talent.
The Caribbean, according to the International Labour Organisation (ILO)
(2018)2 “is a world leader in women’s representation at the top executive level (but not on boards), with 12% of companies reporting gender
balance at this level compared to 8% globally”.

Below is a snapshot of the plethora of research findings that underscore why addressing the
lack of diversity, particularly gender diversity, on boards is a critical issue for business:
• In 2019, the International Labour Organization (ILO) published its second global report
– Women in Business and Management: the business case for change4. The survey
covered 13,000 enterprises in 70 countries. The significance of these results is that
enterprises responded based on their experience. This survey found that for enterprises
with an inclusive business culture and inclusive policies the predicted probability of:
o

Increased profitability and productivity is 62.6%;

o

Enhanced ability to attract and retain talent is 59.7%;

o

Greater creativity, innovation and openness is 59.1%;

o

Enhanced reputation is 57.8%; and

o

The ability to better gauge consumer interest and demand is 37.9%

• Research from scholars and organisations has found that to reap the benefits of diversity,
boards needed to create a “critical mass” of women, which can lead to better financial
performance.5 (Catalyst, 2018a).
• Morgan Stanley Capital International (MSCI) also found that companies with fewer
women on boards had more than average governance-related controversies.”(Catalyst,
2018a).
• Examining the economic performance of large US firms, Erhardt, Werbel, and Shrader
(2003) and Carter et al. (2007) find that greater gender balance among corporate
leaders is associated with higher stock values and greater profitability.6 Noland, M et al
(2016).
• Research on US firms finds that mixed-gender boards outperform all-male boards
(McKinsey 2012 Women Matter: Making the Breakthrough). Noland, M et al (2016).
• More diverse boards have also been found to contribute positively to firm performance
in Latin America (McKinsey 2013). Noland, M et al (2016).
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Over the past two decades, there has been an active push to place
more women and others with diverse backgrounds onto boards ....
Compelling data now exists to show that companies with more diverse
executive teams and boards of directors perform better financially.
Paul Polman, CEO Unilever3
• Credit Suisse studied senior managers at over 3,000 companies
across the world. Among the report’s findings: companies in which
women hold 25% of decision-making roles generate 4% higher cash
flow returns on investment than the overall MSCI All Country World
Index (ACWI). When women represent half of senior managers,
these companies produce 10% higher cash flow returns on investment than the MSCI ACWI7.7 (Catalyst, 2018b).
• The Credit Suisse Research Institute (2012) finds that companies
with women on their boards perform better than companies with
all-male boards in challenging markets. Following the 2008 global
economic crisis, for example, net income growth for companies
with women on their boards averaged 14 percent, compared with
10 percent for companies with all-male boards. Noland, M et al
(2016).
• Mixed-Gender boards have fewer instances of fraud.8 (Catalyst,
2018c).
• Companies with gender-diverse boards have fewer instances of controversial business practices such as fraud, corruption, bribery, and
shareholder battles. (Catalyst, 2018c).
• Gender-diverse boards are also associated with better collection and
transparent disclosure of stock price information, as well as fewer
financial reporting mistakes. (Catalyst, 2018c).
With respect to Caribbean competitiveness, it is important to note
that many developed and developing countries embraced the lack of
gender diversity on boards as a priority several years ago. Norway and
Spain were two of the early adopters. Norway (2006) introduced quota
legislation that required both public and state-owned companies to
ensure that at least 40% of their directors were women. In 2007, Spain
also adopted a 40% target, but restricted the requirement to publicly
listed companies with more than 250 employees.
According to Stephen Haddrill, CEO, Financial Reporting Council, UK10,
‘Diversity at board level, and at all levels of the workforce, adds real
value to business culture and the bottom line’.

I

n the UK a ‘voluntary’ approach was adopted. It was determined that FTSE companies would be allowed to self-regulate and drive the change process. This allowed the business community to develop solutions that were company
specific as long as the target was achieved. In addition,
the UK Corporate Governance Code was revised to include
wider disclosure requirements and a project team was
established to collate and publish, annually, the progress of
each company. Thus far the percentage of women on FTSE
100 boards has increased from 12.5% in 2010 to 32.4%
(Hampton-Alexander Review 2019).
In addition, Fund Managers in the US and the UK are also exerting pressure on errant boards - all-male boards (in the US) and boards lagging
behind the target set for female directors. In the UK, the Investment
Association (IA), a very influential investor group which represents 250
members with £7.7tn assets under management, recently wrote to
63 publicly listed companies11 warning them of the perils of failing to
meet the target (33%) for female directors by the end of 2020.
This step mirrored similar action by influential investment managers in
the US. In January 2018, Laurence Fink, founder, chairman and CEO of
BlackRock which has approx. USD 6.3tn of assets under management,
wrote to companies in which BlackRock is a major shareholder, stating
the following “we will continue to emphasize the importance of a
diverse board. Boards with a diverse mix of genders, ethnicities, career
experiences, and ways of thinking have, as a result, a more diverse and
aware mindset. They are less likely to succumb to groupthink or miss
new threats to a company's business model. And they are better able to
identify opportunities that promote long-term growth."
In conclusion, according to Karoline Vinsrygg, Co-Leader of Egon
Zehnder’s Diversity Council: ‘When gender diversity becomes the norm
in a boardroom, we also start seeing more types of diversity, such as
ethnic background, expertise, etc.’12
In light of the foregoing, there is a unique opportunity for Trinidad
&Tobago to lead an initiative, that not only redounds to the benefit
of the local business community, but also to the wider society and
CARICOM. (References on page 37)

TABLE 1 - PROGRESS OF SELECTED COUNTRIES 9
Country
Index
No. of Cos.
Quota/
Total No.
		
in Index
Vol.
on Board
				
2019
France
CAC
40
Quota
568
Sweden
OMX STOCKHOLM
30
Quota
314
Norway
OBX
25
Quota
207
Belgium
BEL INSTITUTIONAL
20
Quota
226
Finland
OMX HELSINKI
25
Voluntary
203
Italy
FTSE MIB
40
Quota
486
United Kingdom
FTSE
100
Voluntary
1052
Australia
S&P ASX
100
Voluntary
846
Canada
S&P TSX
60
Voluntary
684
Netherlands
AEX
25
Quota
255
Germany
DAX
30
Quota
671
USA
S&P
100
Quota California
1203
Spain
IBEX
35
Quota
459
36
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No. of
WoB
2019
245
115
75
78
70
167
341
270
207
74
194
339
123

WoB
2017

WoB
2018

WoB
2019

39.8%
34.3%
37.2%
31.5%
34.1%
32.2%
27.7%
28.4%
26.6%
26.8%
26.0%
n/a
22.3%

41.4%
36.0%
38.0%
32.5%
35.1%
34.7%
30.2%
31.4%
27.6%
27.7%
27.7%
26.1%
24.3%

43.1%
36.6%
36.2%
34.5%
34.5%
34.4%
32.4%
31.9%
30.3%
29.0%
28.9%
28.2%
26.2%
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WORKPLACE IMPACT
OF

VIOLENCE
AGAINST
WOMEN

A
Dr. Gabrielle Hosein
Lecturer and Head of the Institute
for Gender & Development Studies
(IGDS) at U.W.I.

t this time, workplaces play an ever greater role in
shaping how employers and employees cope with the
demands of work and life.
As companies increasingly recognise themselves as communities
and acknowledge that the old division between public and private
was a myth, or a division premised on a worker who could detach
from home and family and then return to an intact life, new conversations can be initiated about how to meet our contemporary
needs for health, balance and productivity.

We recognise now how many parents need after-school care for their children so that
they can remain focused at work. We recognise that distress outside of work doesn’t
stop affecting an employee when she or he walks into the office. Such recognition is
a profound opportunity for businesses to combine a focus on wealth creation with a
capacity for corporate care, truly making the private sector another site for building
community, nation and region.

VIOLENCE DATA IN THE CARIBBEAN
Concern about violence against women has been widespread across the Caribbean,
particularly in countries such as Guyana, Jamaica, St. Vincent, Belize, Suriname, The
Bahamas, and Trinidad and Tobago. Indeed, our societies are traumatised by news of
femicides, which have been on the increase. While activists continue to call for legal
amendments, better policing, more funding for call lines and shelters, and a national
prevention strategy which tackles gender based violence from primary school and
throughout communities, the private sector has an important and immediate role it
can play.
This was highlighted by the 2018 National Women’s Health Survey (WHS), commissioned by the Inter-American Development Bank (IDB), which for the first time provided data on the prevalence of violence against women in Trinidad and Tobago. You
may be familiar with some of the findings:
1 in 3 women have had at least one experience of physical or sexual violence by a male partner in their lifetime, although this increases to almost
1 in 2 women if at least one experience of verbal, emotional and economic
partner violence is included;
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The report is downloadable at https://publications.iadb.org/publications/english/document/NationalWomen-Health-Survey-for-Trinidad-and-Tobago-Final-Report.pdf

1 in 10 women have had at least one
experience of non-partner sexual violence in their lifetime;
1 in 5 women have had at least one
experience of child sexual abuse in their
lifetime.

IMPACT OF VIOLENCE IN THE
WORKPLACE
These are vast numbers if we think about the
implications for tens of thousands of women,
and their lives as workers, partners and
mothers. The majority of women who experience male intimate partner violence (IPV) are
in the workforce. Indeed, a higher number of
employed women (52%) than unemployed
women (46%) in the WHS national sample
responded that they had experienced violence before, sometimes repeatedly. About
one third of women (33%) in the private
sector also gave this response.
Violence against women is therefore not only
a women’s issue, it is a workers’ issue, for it
is clear that intimate partner violence affects
women’s health and their productivity in the
workplace. In the private sector, for example,
whereas 29% of women reported experiencing mental distress, among women who had
experienced intimate partner violence, 40%
reported experiencing mental distress. In
other words, women who experience IPV are
more likely to be distressed at work. When
asked about distress within the two-week
period prior to be being surveyed, 67% of
women who experienced intimate partner
violence reported one or more experience
of mental distress – double those who had
no lifetime experience of violence. Women
survivors also experience loss of self-esteem,
an inability to concentrate, and non-specific
bodily pain in higher numbers even when the
violence has ended.

DEBUNKING THE MYTHS
This data goes against many popular assumptions which we have made about women
and empowerment over the last decades.
We have assumed that educational and
professional advancement enable women
to challenge deeply resilient norms of male
authority and dominance as natural, normal
and ordained. We have wrongly assumed that
economic independence enables women to
avoid and escape partner violence, though
it’s now clear that such violence can also be

The majority
of women who
experience violence
...
go to work
every day.
a backlash to their earning power, and can
entrench fear for their life if they fight back
or leave. We also know that experiencing or
witnessing insult, humiliation and violence as
a child increases risk of violence later on, and
even the severity of violence experienced.
Importantly, we have learned that women
are most at risk of being killed when they are
trying to leave or have left – and sufficient
safety and support at this time is absolutely
essential to their survival, and possibly that of
their children.

Finally, we now understand that violence is
not merely related to the history, characteristics or choices of victims, but correlates
with the history, beliefs and characteristics of
perpetrators. In seeking to address violence
against women, the private sector can both
challenge many misguided assumptions that
prevent us from understanding this widespread denial of rights, and can create a community culture that understands perpetration
must be stopped as much as its harmful
effects on survivors must be addressed.

WHAT EMPLOYERS CAN DO
The majority of women who experience violence also do not seek state services, for a
wide range of reasons, from appropriateness
to responsiveness to stigma. However, these
women go to work every day. Companies
have the power to support workplace surveys,
awareness-raising communication campaigns,
staff sensitisation workshops, HR personnel
training, and emergency funds for women
experiencing stalking, threats, harassment,
fear and trying to escape.
As we think about the financial and familial
stress which employees may experience over
this year, due to both health and economic
crises that have affected the nation, we can
anticipate the mental and emotional struggle
of women who have survived or are still surviving any of the types of male violence that
are so prevalent. In increasing our corporate
and collective capacity as men and women to
create more peaceful families and communities, and to address inter-generational trauma
in transformational ways, our health and our
productivity can both increase, and wellness
and wealth work more harmoniously hand
in hand as part of much-needed regional,
national and individual levels of recovery.
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WOMEN IN THE ENERGY INDUSTRY

L

isa Burkett handles one of the most demanding portfolios at NGC
in her role as Manager of Corporate Communications. In this position, she not only manages the company’s (now globalising) brand
and reputation, but also its stakeholder relationships and corporate sustainability profile — all integral to attracting and retaining
business.

Having started at NGC in 1995 as a Public Relations Officer, Lisa progressed
along the chain of command to assume her place on the Leadership team in
2016, drawing on past experience with various NGOs and learning from NGC
colleagues. She credits those roles and peers with helping to shape the person she has become
and the skills she has developed that today enable her to make a difference at her company.
Despite the reputation of the energy industry as a male-dominated space, Lisa believes the
demographics are shifting with a greater number of females graduating into engineering and
other technical professions. NGC is one energy company where women are gaining ground,
especially at the leadership level.

Lisa Burkett, Manager Corporate
Communications, National Gas Company

“NGC has always recognised the potential of the person, independent of gender. We have 47
women working in highly specialised technical and engineering functions. A further 21 are
playing key roles in our Commercial Division, which is headed by a female and which is currently
spearheading the charge to change the business model, diversify the business and secure a sustainable for the company.
At the leadership level, 50% of our extended leadership team are women; 30% on
our Leadership Team, with oversight over the Commercial, Human Resources and
Corporate Communications Divisions.
There have admittedly been challenges in women having a seat at the table, and we have definitely had to speak a little louder to be heard; but progress has been made over the past decade
that has brought females into non-traditional scenarios.”
Today, women are steering the company from critical leadership positions through a period of
radical change, in both local and international energy. To be part of that movement, Lisa says, is
exhilarating.
“Little Trinidad has big capacity to be part of the evolving energy landscape. For this reason, NGC
as a flagship state enterprise, must focus on its sustainability.”
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Indeed, sustainability is one of the most important dimensions of Lisa’s
work. Under her oversight, NGC became the first state enterprise (and
only, to date) to report on its alignment with the UN’s Sustainable
Development Goals (SDGs) through Sustainability Reports. The metrics
required for these reports compel business units to monitor how their
work supports or obstructs the SDGs, making the company as a whole
more mindful of how the pursuit of profit impacts people and planet.
Together with her team, Lisa is also recalibrating NGC’s Corporate Social
Responsibility portfolio to focus on sustainability. Initiatives are now more
future-focused and centred on youth, such as strengthening capacity in
education, the arts and culture; supporting long-term athlete development; building an industry around steelpan and replanting degraded
forests. Lisa is intent on NGC leaving an indelible mark on Trinidad
through such work.
“The challenge I put to myself is to have more of an impact on the youth
of our nation, giving them hope for the future. I want to have a bigger
role in NGC’s contribution to national development and to preserving
who we are as a people, for the next generation and generations to
come. National contribution is one of the fundamental pillars upon which
NGC is building not only our own institution, but also the individuals,
communities and stakeholders across the nation for sustainable outcomes
and impact.”

job they completed.” Lisa is a strong advocate for continuous learning,
both academic and experiential.
“People can benefit and learn from others’ experiences — we don’t have
to reinvent the wheel. Solutions to challenges we may face can come
from those who have walked the road before or who have used out-ofbox thinking to tackle regular problems. But how else can we know if we
don’t make ourselves open to new learnings, experiences, and teachings?”
Lisa manages a young team, with many young mothers and young families, so work-life integration and balance are top-of-mind concerns.
“Many women make having a family and children an issue that restrict
their ability to perform and advance. That’s not my philosophy. Women
can do both. Both facets are important and must realise a certain level of
focus and quality time to flourish.”
Asked what learnings from her own experience may help other women
walking her path, Lisa drew on wise counsel from COO of Facebook,
Sheryl Sandberg.

This legacy of impact that Lisa is working to achieve for her company also
includes development of her staff. NGC has implemented several initiatives which targets employee and leader development, but leaders themselves are expected to groom those in their care to graduate to greater
responsibility.

“Sheryl says ‘Don’t leave before you leave’. Many women envision the
traditional life of marriage and family as this is socially constructed all
through the school system. In many cases women make career decisions about their future too far in advance of any concrete family plans,
thereby limiting themselves by the jobs they apply for or the jobs they
remain in, even though they experience certain levels of dissatisfaction.
Sheryl Sandberg advocates, and I agree, make those decisions when they
arise; don’t enter the workforce looking for the exit. Keep a foot on the
gas pedal until a decision must be made.”

“The larger percentage of people in my care are women. I work with their
strengths and I see their resolve to be the best they can be. If people live
their passion, they are happier, motivated and more successful. So I give
them freedom to create, to be themselves and to represent their profession, with the understanding that their brand is represented by the last

As a leader in an evolving oil and gas industry, Lisa must prepare her
staff for, and help guide her company through, an unpredictable future.
Though fulfilling this mandate would be an achievement in itself, Lisa’s
real ambition is to leave NGC in a better place than she found it. By every
indication, she is well on her way.
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By: Samantha Orr, Research & Projects
Assistant, AMCHAM T&T

T
AMCHAM T&T CEO Nirad Tewarie (centre) with the Winners of the Discussion Round Government Perspective, Vessigny Secondary School.

he National Youth Productivity
Forum (NYPF) is AMCHAM T&T’s
marquee event for youth engagement and empowerment.
Every year schools are invited to participate in robust discussions and asked
to implement a project in their schools
and/or communities that embodies
the theme and shows productivity.

This year’s forum saw three schools in South Trinidad and
one school in Central Trinidad crowned as the NYPF 2020
Winners. The culmination of the 11th annual Forum took
place on March 4th, 2020. Cowen Hamilton Secondary
School, Vessigny Secondary School, ASJA Girls’ College, San
Fernando and Presentation College, Chaguanas emerged
victorious in their respective Discussion Rounds.
These four secondary schools represented the perspectives of business, government, civil society and labour
respectively, and held round table discussions discussing
this year’s theme: “An aging population and pension
security towards a more productive Trinidad and
Tobago”. Participating students from the winning teams
walked away with $1,000.00 in Neo Accounts at First
Citizens Bank, Title sponsor of NYPF, along with commemorative plaques and challenge trophies for their respective
schools.

Niala Persad-Poliah, Executive Director of the National Insurance Board, a NYPF 2020 Partner
(third from left) presents the trophy for Winners of the Discussion Round - Business Perspective to
students of Cowen Hamilton Secondary School.
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This year the Project Component Prize was awarded to
Woodbrook Secondary School. Additional prizes were also
given to Seline Badal and Matthew Mc Dowell, both of
Cowen Hamilton Secondary School for their contributions
to the E-Forum. And the Hugh L. Howard Prize for Critical
Thinking was awarded to Adnan Sheik of Presentation

College, Chaguanas who collected a $1,500.00 cheque as the
student who demonstrated exceptional critical thinking and
articulation skills throughout the Forum.

BENEFITING 18 SCHOOLS
Overall, this year’s NYPF saw the participation of eighteen (18)
secondary schools. At the Finals and Prize Giving Ceremony,
AMCHAM T&T CEO, Nirad Tewarie, commended the students and
their teachers for rising to the challenge and for delivering exceptional content, presentations and discussions. In his remarks,
Tewarie advocated for leaders to start doing more for students
who are more inclined towards non-traditional forms of learning.
He highlighted that the NYPF has created such an avenue that
encourages students to incorporate music, drama and art during
their presentations.

ASJA Girls' College, San Fernando - (Winners of the Discussion Round - Civil Society Perspective)

He also said that a survey was conducted with past participants
of the program which showed that 97% of respondents stated
that the critical thinking component of the program aided their
academic studies after they participated in the program. Tewarie
also stated that past students attributed the major benefits of
the program to developing team building skills, exposure to new
areas of knowledge, and enhancing their analytical, listening and
communication skills.
Due to these benefits, 100% of the past participants of NYPF
recommended the program to be continued so that future participants can be afforded the opportunity to develop skills which
are derived from being a participant in the NYPF. Tewarie ended
his presentation reminding the students that with collaborative
efforts, the challenges and issues of the world can be solved
through creativity and teamwork.

Presentation College, Chaguanas – (Winners of the Discussion Round – Labour Perspective)

Woodbrook Secondary School – (Winners of the Project Component Prize)

THANK YOU TO OUR SUPPORTERS

The NYPF was supported by title sponsor, First Citizens Bank.
AMCHAM T&T also partnered with the University of Trinidad and
Tobago, The National Insurance Board of Trinidad and Tobago
and Massy Technologies InfoCom (Trinidad) Limited to host this
year’s programme.

AMCHAM T&T CEO, Nirad Tewarie presents the $1500 cheque prize to
Adnan Sheik from Presentation College, Chaguanas, winner of the Hugh L.
Howard prize for Critical Thinking.

Title sponsor:
Other partners: University of Trinidad and Tobago
National Insurance Board of Trinidad and Tobago
Massy Technologies InfoCom (Trinidad) Limited
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ECONOMIC
OUTLOOK

2020

Companies planning
In T&T to invest
Outside of T&T
Both in and Outside
outside of T&T
Notnot
Planning
in T&Tto Invest
Yes
86%
73%
68%
5%
7%

By AMCHAM T&T Staff Writer

A

MCHAM T&T opened the
year with our annual
Economic Outlook Forum
with the hopeful theme “A
Vision for 2020 & Beyond”.
Much of the forum focused
on the findings of a
survey we conducted in
December 2019 with our
partners from Ernst & Young.
The three key themes of that survey were Investment
Appetite, Foreign Exchange Outlook and Emigration.
Generally, the results of this survey showed that businesses were hopeful entering 2020 despite ending
2019 with the following sobering statistics:
•

Second highest murder rate in our nation’s
history

•

105th out 190 economies in the World Bank’s
Ease of Doing Business ranking

•

85th out of 180 countries in Transparency
International’s Corruption Perception Index

APPETITE FOR INVESTMENT
Even in the light of those statistics, 86% of the companies surveyed indicated that they were interested
in investing in Trinidad and Tobago, whether it was
capital in their own business, investment in another
business or both. The largest portion (35%) of the
companies were planning to invest between three
and ten million Trinidad and Tobago dollars (TT$3M
- $10M) and 23% were willing to invest over twentyfive million dollars (TT$25). 73% of the companies
were even planning to invest outside of Trinidad and
Tobago. 79% of the business indicated that these
investments would be funded by the company’s own
resources.
When asked what are the top factors that would
encourage investment, 81% of the respondents indicated that they would like to see a clear vision and
plan for the country and 64% wanted a reduction in
crime. Also, among the highly ranked responses were
tax incentives for investment (56%), currency rebalance (37%), access to credit (34%) and infrastructure
for e-payments (32%).

Appetite for Investment
100%
90%
80%
70%
60%
50%
40%
Value30%
of Investment
No. of Respondents
Percentage
less than
16
31%
20% TT$ 3M
10%to TT$ 10M 18
TT$ 3M
35%
0% to TT$ 25M 6
TT$ 10M
12%

over TT$ 25M In T&T12
Total
52

Outside
23% of T&T
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Outside of T&T not Not Planning to
in T&T
Invest

Size of Investment Companies are willing to Make
120%
100%
80%

Factors60% No. of respondents
Percentage
Other 40%
9
16%
Infrastructure for e-payments
18
32%
Access20%
to credit
20
36%
Currency rebalance 22
39%
0%
Tax incentives
33
59%
less than TT$ 3M TT$ 3M to TT$
Reduction in crime 37
66%
10M
A clear vision and plan
48 for the country
86%

TT$ 10M to TT$
25M

over TT$ 25M

Total

Factors that would encourage investment in T&T in the
next 5 years
A clear vision and plan for the country
Reduction in crime
Tax incentives
Currency rebalance
Access to credit
Infrastructure for e-payments
Other
0%
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Both in and
outside of T&T

100%

10%

20%

30%

40%

50%

60%

70%

80%

90%

Affected
Not affected

The limited
availability of
foreign exchange
continues to be
an issue.

38
18

Companies Affected by Lack of Foreign Exchange

32%

68%

Outlook for Trinidad 2020
and Tobago Currency 2025
Depreciate Significantly
7
12%
19
32%
Depreciate Slightly 24
41%
22
37%
Remain Fairly Constant
26
44%
12
20%
Affected
Not affected
Appreciate Slightly 2
3%
6
10%
Appreciate Significantly
0
0%
0
0%

2030
19
16
13
11
0

32%
27%
22%
19%
0%

Outlook For Trinidad and Tobago Currency
50%
40%
30%
20%
10%
0%

OUTLOOK FOR TRINIDAD AND
TOBAGO CURRENCY
Despite oil and gas prices being down (compared
to 2018) 10.9% and 18.8% respectively, 2019
ended with the exchange rate for Trinidad and
Tobago Dollars to United States Dollars at TT$6.78,
which has been the average floating rate since late
2017. However, the limited availability of foreign
exchange continues to be an issue. 68% of the
companies in the survey indicated that their businesses have been affected by the limited availability
of foreign exchange. Specific effects cited were
inability to import goods and pay some expenses
and salaries which are due in US dollars. Some
companies even experience losses due to mark up
and black-market trading.
Notwithstanding these facts, 44% of the companies
expected that the value of the Trinidad and Tobago
Dollar would remain fairly constant through 2020.
69% expect to see depreciation of the TT dollar by
2025 and 59% expect to see further depreciation
by 2030. While 22% predicted the maintenance of
a constant value through to 2030, a hopeful 19%
expect to see the TT Dollar appreciate by 2030.
When asked whether they support the devaluation of the Trinidad and Tobago dollar, the poll was
split 50/50. Most of the respondents in the Energy
and Financial Sectors were in favour of devaluing
the TT dollar. Most of the respondents that were
not in favour of the devaluation came from the
Manufacturing, Construction, ICT, Transportation
and Retail Sectors.

2020

2025

2030

Depreciate Significantly Depreciate Slightly

Yes
No

Appreciate Slightly

Remain Fairly Constant

Appreciate Significantly

28
28

Do You Support the Devaluation of the T&T Dollar?

Sector
Yes
No
Financial
21%
Energy
21%
Manufacturing
7%
Distribution
11%
Construction
0%
ICT
7%No
Transportation
4%50%
Retail
0%
Advertising/Communication
7%
Diversified Conglomerate
4%
Security
4%
Real Estate
0%
Other
14%
28

14%
4%
14%
7%
11%
11%
11%
11%
0%
4%
4%
4%
7%
28

Yes
50%

Support for Devaluation by Sector
Real Estate
Security
Diversified Conglomerate
Advertising/Communication
Retail
Transportation
ICT
Construction
Distribution
Manufacturing
Energy
Financial
0%

5%

10%
No

15%

20%

25%

Yes
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Planning to Migrate
Yes
5
No
51

9%
91%

EMIGRATION

Percentage of Migrants Planning to Migrate

The survey was completed by the executives of the
companies, the majority of whom did not plan to emigrate within the next five years. However, 55% of the
companies have had local employees emigrating in the
past five years. For 45% of those companies, this represented an increase from the previous five-year period.
Of those emigrating, 55% were between he ages of 25
and 35 and 43% were experience professionals, senior
technicians or managers.

9%

This, of course, was before the novel coronavirus
(COVID-19) hit our shores in March 2020.
On March 12th, 2020, Trinidad and Tobago recorded
its first confirmed case of COVID-19. Two weeks later,
the government of Trinidad and Tobago ordered the
closure of all non-essential services and that persons
work from home as far as possible. This greatly affected businesses in Trinidad and Tobago.

91%

Age
Approximate Total
under 25
38
Between 25 and 35113
Between 36 and 50 47
over 50
8

Yes

Age Group of Employees Migrating

EFFECT OF COVID-19
AMCHAM T&T conducted a survey during that time
to assess the effects of COVID-19 on business. In that
survey, the majority of the respondents (88%) reported
experiencing a drop a sales, 67% reported having cash
flow issues, 61% experienced supply chain disruptions and 18% reported having to either completely
shut down their business for the period or having to
operate in a limited capacity because some of their
functions cannot be performed remotely.

4%
18%
23%

55%

Based on the data from the survey we conducted with
EY, business confidence seemed optimistic with plans
to invest and expand heading into 2020. However, a
lot of that has changed since the COVID-19 pandemic
has resulted in the loss of investor confidence and
revenue streams for companies. This has created great
uncertainty in the business environment as we look
towards the future. During this period with social distancing plans in full effect, some companies have been
able to activate their Business Continuity Plans, others
have had to implement salary cuts and job cuts just to
survive and some have ceased operations entirely.

under 25

Between 25 and 35

2%
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over 50

2%
Entry Level/Graduate
17%
Technician

25%
11%

Experienced Professional
Manager or Senior Technician

43%

Vice President/General
Management
C-Suite/Director/President

% of Respondents

COVID-19 Pandemic Effect on
Business
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
Decline in
Sales
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Between 36 and 50

Level of Employee at Time of Migration

What is needed right now is government intervention to assist business to navigate these very troubled
and uncertain times. In the two surveys conducted by
AMCHAM T&T during this period with over 100 companies across T&T, companies listed waiver of penalties
and interest for current tax payments, payment of VAT
refunds, suspension of the green fund and business
levy, deferral of tax payments, and wage support, as
among the leading business support measures they
need in order to weather the disruptions caused by the
ongoing COVID-19 pandemic.
There is no telling what the outcome might be as
the pandemic evolves and our response elicits more
drastic measures with the potential to further cause
harm to business. Perhaps this is the moment when
government and business really need to start working
together if only to ensure our nation’s economic survival through this pandemic.

No

Supply Employees Cash flow Business
chain
unable to
issues
Closed
disruption work

Other

WADE GEORGE, EXECUTIVE
CHAIRMAN, ERNST &
YOUNG

ZACH NADUR, PARTNER,
ERNST & YOUNG

JOEL 'MONTY' PEMBERTON,
FOUNDER AND MANAGING
DIRECTOR, DENOVO
ENERGY LIMITED

JUSTIN RAM, DIRECTOR OF
ECONOMICS, CARIBBEAN
DEVELOPMENT BANK

GREER QUAN, CHIEF
EXECUTIVE OFFICER
CARIBBEAN, PAN-AMERICAN
LIFE INSURANCE GROUP

GREGORY NICHOLAS HILL,
MANAGING DIRECTOR,
ANSA MERCHANT BANK
LTD.
PHOTOS FROM AMCHAM
T&T'S ECONOMIC
OUTLOOK FORUM 2020
Left: (l-r) Nirad Tewarie, AMCHAM T&T
CEO, Gregory Nicholas Hill, Managing
Director, ANSA Merchant Bank Ltd.,
Justin Ram, Director of Economics,
Caribbean Development Bank, Wade
George, Executive Chairman, Ernst &
Young, Patricia Ghany, AMCHAM T&T
President, Joel 'Monty' Pemberton,
Founder and Managing Director,
DeNovo Energy Limited, Greer Quan,
Chief Executive Officer Caribbean, PanAmerican Life Insurance Group, and
Zach Nadur, Partner, Ernst & Young.
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COMBATING WATER POLLUTION
By the Environmental Management Authority with input from AMCHAM T&T

AMCHAM T&T and EMA
host Water Pollution Rules Seminar

I

n January 2020, AMCHAM T&T, in collaboration
with the Environmental Management Authority
(EMA), hosted a seminar on the proposed new
Water Pollution Rules (WPR) 2019 at the Arthur Lok
Jack Global School of Business.

Following this consultation, AMCHAM T&T wrote the EMA
highlighting some of the issues and concerns, and recommended changes to the legislation. In the final version
of the rules, some of the highlighted issues offered by
AMCHAM T&T were considered and appropriate changes were made,
including:
·

Adjustment of the annual fee equation; and

·

Removal of the number of employees from the fee structure for the
Monitoring and Inspection Fee

The WPR were first introduced in 2007 as a requirement of the
Environmental Management Act Chap. 35:05 to develop and execute
programmes for the control and management of point and non-point
sources of water pollution. The proposed revision, which comes after
twelve years of implementation, is geared towards closing the gap that
existed in the application of modern-day principles of equity, environmental justice, and the internalisation of costs by polluters. As such, the
fee structure ensures compliance with the Polluter Pays Principle and
provides a more integrated approach to water pollution and watershed
management.
The primary goal of the WPR is to get industries in Trinidad and Tobago
to reduce the levels of water pollutants in their effluent (point-source
discharges), thereby improving the overall quality of inland and coastal
water resources.
Even though our industry outputs may be a small amount from a point
source, they can still affect miles of waterways that eventually lead to
48
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marine and water-dependent ecosystems such as rivers, mangroves,
wetlands and the sea. This should elicit caution and help us to take
responsibility for our actions. Paying for our pollution is one way to
achieve this. However, reducing the number of contaminants that are
released into our country’s waterways need to be our top priority.
The new WPR contribute to a full suite of activities and upcoming legislation by Government geared towards managing the use of Trinidad and
Tobago’s environmental resources. Through these new rules, polluters
will be held more accountable for their actions.
AMCHAM T&T is in full support of any legislation that would ensure
good, clean water and the Polluter Pays Principle. Speaking at the
Seminar, AMCHAM T&T CEO, Nirad Tewarie said, “We agree that our
environment and our water resources must be preserved and valued.
Therefore, we endorse the notion that those who pollute should bear
the cost of remediation and more so, that businesses of any kind, and
of any service, do no harm to the environment. In addition, we believe
that a sustainable economy requires us to value wastewater and find
ways to maximise its potential.”
At the AMCHAM/EMA seminar, participants were presented with details
on the benefits and responsibilities that come with the passage of this
new regulatory regime.
Company representatives in attendance sought clarification on various
key points, such as:
1. Would discharge from septic systems at industrial facilities
require a permit?
A. Yes, as there are certain types of septic systems with a point source
discharge into the environment.
2. Can the applicant conduct the testing on their effluent
themselves using their own in-house lab and/or water
quality testing instruments?

A. Yes, this will be reviewed and approved
through the Quality Assurance Project
Plan.
3. How does the EMA plan to audit the
client and the results presented? Will
the EMA be conducting their own
on-site testing?
A. There will be scheduled audits if deemed
necessary, third-party verification may be
required.
4. The pollutant load is calculated
using the average daily flow and the
average concentration of the parameter.
A. Details are provided in the Public Guide on
the EMA’s website, www.ema.co.tt
5. Does this mean that the flow rate
needs to be monitored continuously
at the discharge point?
A. The flow should be monitored continuously to ensure accurate representation.
6. And if the flow is being monitored
continuously, how are samples to be
collected for the specific parameters
to determine the average concentration?
A. Rule 14 states that effluent quality should
represent daily values.
7. For example, if grab samples are collected at specific times during the
course of the day then is that a true
representation of the parameter
concentration/ discharge over the
period?

(l-r) Melissa Pierre, Senior Trade and Policy Specialist, AMCHAM T&T, Varsha Ramharrack, Chair
of AMCHAM T&T's Environmental Sub-Committee, Wayne Rajkumar, Manager Technical Services,
Environmental Management Authority, Cindi Nandlal, Chair of AMCHAM T&T's H.S.E. Committee,
Camilla Arjoonsingh, Manager H.S.S.E. National Energy Corporation, Hayden Romano, Managing Director,
Environmental Management Authority and Nirad Tewarie, AMCHAM T&T, CEO.

A. Generally, the requirement is an average
of four (4) grab samples taken over an
operational daily cycle. For example, one
(1) grab sample taken every two (2) hours
over an eight (8) hour cycle. Based on
the facility process, the EMA may require
additional samples.

THANK YOU TO OUR
SPONSOR OF THIS SEMINAR:

For additional information, visit the EMA’s website at
www.ema.co.tt. or contact its offices at 226-4EMA ext.
2221.

A WELL-DESERVED HONOUR

AMCHAM T&T would like to express our heartfelt congratulations to David
Ramjohn on his most deserved honor, not just for what he has done for his
community in La Grange, TX. but for all that he has given to his home country,
Trinidad and Tobago. We thank you for your continued support, most recently
as a Silver Sponsor at our canceled Women’s Leadership Conference, and we
wish you continued success in the future.

In this issue, we would like to congratulate
David Ramjohn, CEO of AlgEternal
Technologies who recently won the
2019 Most Valuable Citizen Award for
Outstanding Involvement in the Betterment
of the Community and its People from the
La Grange Area of Commerce, TX, USA.
David believes we all have a duty to ensure
that our community benefits from us being
a part of it. “Social welfare is not the sole
responsibility of the State, each person in a
community has a responsibility to help."
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LEGISLATION
TO
WATCH
Jeanelle Pran is an Associate in the Dispute and Risk
Management Department – M. Hamel-Smith & Co.

T

he Novel Coronavirus (COVID-19) has been
coined ‘The Great Lockdown’, a term which
mirrors the measures currently in place in
most countries around the world.

Implementation of ‘stay-at-home’ measures and
restrictions on non-essential workers have been
used to encourage social distancing practices and
prevent further calamity from COVID-19, for which
no vaccine currently exists. In Trinidad and Tobago,
as most families continue to stay at home under restrictions imposed
by the Government, there has been an increase in the number of
domestic violence cases. Reports indicated that the number of cases
over the last three (3) months has doubled the total number of cases
reported in 2019.
Any arrests for domestic violence can potentially lead to further overcrowding at our already over-crowded prisons, and of course, the term
Great Lockdown may have another meaning for persons currently residing there. In light of the over-crowding, and with the aim of reducing
the potential spread of COVID-19 in our prisons, among other things,
the Government of Trinidad and Tobago has announced that certain
prisoners who have not been able to make bail and who are deemed
non-violent and non-dangerous may be considered for release from
prison. For instance, those with minor offences such as failure to pay
maintenance, traffic offences and obscene language will potentially be
released. The Government considers that there would be a need for an
increased ability to monitor those persons released from prison as well
as persons who may have been subjected to, accused of, or charged
with domestic violence.
In connection with such potential releases from prison, the Government
has recently debated The Administration of Justice (Electronic
Monitoring) (Amendment) Bill 2020 (the ‘Bill’) which seeks to
amend the Administration of Justice (Electronic Monitoring)
Act 2012 (the ‘Act’). The Bill had its third reading and was passed in
the House of Representatives on 27th April 2020. At this reading, the
Minister of National Security stated that the Trinidad and Tobago Police
Service has launched a Gender Violence Unit which will work alongside an Electronic Monitoring Unit (the ‘Unit’) to ensure that persons
who obtain a Protection Order can be monitored. The Minister also
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With the aim of reducing the potential spread
of COVID-19 in our
prisons, the Government
of Trinidad and Tobago
has announced that
certain prisoners who
have not been able to
make bail and who are
deemed non-violent and
non-dangerous may be
considered for release
from prison.

Electronic monitoring may be pivotal
in addressing other current and
future national security concerns.
stated that there are a number of benefits to be gained from employing electronic monitoring. For instance, electronic monitoring could
be imposed in lieu of a sentence especially for minor offences which
will in turn reduce the number of persons sent to our nation’s prisons.
Following this, on 01st May 2020, the Bill has its first reading in the
Senate.
Having regard to the foregoing, electronic monitoring will be a consideration where a Protection Order is granted to an applicant in domestic
violence cases and also in substitute for a sentence for minor offences.
In this way, the amendments proposed by the Bill have the potential to
impact on the release of prisoners and the domestic violence landscape
in our country, which have both been important issues during the pandemic. In this issue of Legislation to Watch, I will explore the Bill and the
amendments it proposes to make to the Act.

5.

• A probation order under the Probation of Offenders Act;
• A community service order under the Community Service
Orders Act; or
• Any other application which in its discretion it considers
appropriate to impose electronic monitoring.
6.

To create exceptions to section 10(3) of the Act which restricts
the Court from imposing electronic monitoring for certain specified offences such as treason, murder, manslaughter or kidnapping. These exceptions are to be applied where bail is granted or
in the case of a child.

7.

To expand the Court’s discretion in circumstances where it
imposes electronic monitoring as a condition for bail by providing that where a person refuses to give consent to electronic
monitoring when requested by the Court, the Court can either
commit a person to custody or grant bail on terms as it thinks
fit. Currently, the Court is only permitted to commit a person to
custody where these circumstances arise.

To include the following definitions in the Act:

8.

• ‘monitored persons’ – which would be defined as ‘a person,
respondent, child or applicant who may be subjected to electronic monitoring pursuant to a court order, a lawful condition of pardon, instructions from a competent authority or an
application by a person under section 13 of the Act’; and

To amend the Act to allow the Court to request a report concerning a respondent from any other person, in order to assist in
making a decision on whether to impose electronic monitoring.
The current position only allows the Court to request a report
from the Director of the Unit.

9.

To include the provision of protection devices. Where an order
of protection is made under any written law, the Court may
inquire of the applicant, whether that person consents to being
issued with a protection device. A protection device is intended
to provide audible and visual warning signals that a monitored
person is nearby. Where an applicant agrees to being issued with
a protection device, that applicant shall complete the prescribed
form indicating that they understand the purpose of the device
and accept responsibility for its proper use and care.

10.

To provide that where a person, respondent, child or applicant
has been issued an electronic monitoring device or a protection device and is negligent and causes damage to it, they shall
be liable for the replacement cost and be brought before the
Court or competent authority to determine whether they will be
allowed to continue participating in electronic monitoring.

The Bill will officially come into force on such a date as fixed by the
President by proclamation. According to the Bill Essentials, the Bill seeks
to primarily:
i.
ii.
iii.
iv.

Insert new definitions into the Act;
Provide for the delegation of specific powers;
Provide for an oath of secrecy; and
Provide for the provision of Protection Orders.

THE BILL PROPOSES THE FOLLOWING:
1.

• ‘protection device’ – which would be defined as ‘a small
portable device which generates audible and visual indication signals received from the radio frequency tag physically
attached to a monitored person’.
2.

To expand the circumstances in which a Court may impose electronic monitoring as a condition. Currently, under the Act, the
Court may impose electronic monitoring as a condition of an
order for bail or a Protection Order made under section 5 of the
Domestic Violence Act. It is proposed that this be expanded to
include:

To delete the current definition of ‘electronic monitoring device’
and define it as ‘a device, which operates on a global positioning
system (GPS), radio frequency or telecommunications network,
which is used to monitor compliance with the conditions of
release of a monitored person’, which is a more comprehensive
definition than the one currently contained in the Act.

3.

To allow for the written delegation of functions of the Director of
the Unit to an authorised officer who must be a member of staff
of the Unit and to provide for the power of the Director to issue
standard operating procedures for the proper functioning of the
Unit.

4.

To repeal and replace section 8 of the Act with a new section 8
which will require that every employee or consultant of the Unit
take an oath of secrecy to not disclose any information received
from the Unit or service provider in the course of employment
otherwise than in the proper exercise of his function. A person
who contravenes this section commits an offence and will be
liable on summary conviction to a fine of $100,000 and to
imprisonment for two (2) years.

Evidently, electronic monitoring may be imposed, among other things,
as a condition of Protection Orders made in domestic violence cases
or for persons on bail for certain offences. Notably, it will not only help
tackle the current issues of domestic violence and the release of prisoners stemming from the pandemic, but may be pivotal in addressing
other current and future national security concerns and criminal activities within our country.
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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.
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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.
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.

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

•

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.

Please note that some of
AMCHAM T&T services & products
carry a nominal fee.

Your Postbox is Waiting!

Get your AMCHAM T&T
Business Guide 2020–2021
Investor’s Guide by Hamel-Smith
Updated addresses and emails
of AMCHAM T&T Member Companies’ Executives
Call the Secretariat at 622-4466/ Email kennedymaraj@amchamtt.com

