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VIEWPOINT
Choose to
Challenge

Patricia Ghany
President, AMCHAM T&T

I

t was the former U.S. First Lady Michelle Obama
who once said, "the measure of any society is how
it treats its women and girls". I believe those words
strongly resonate today as we find ourselves at a
crisis moment where once more the lives and livelihood of women and girls are threatened.

As you know, 2020 brought many unprecedented challenges that have pushed back the progress the world has
made on women’s rights. Long before COVID-19 became our norm,
we already knew that women were making less, saving less and those
working in the informal sector had less secure jobs.
From education and healthcare to job security and childcare, women
and girls around the globe have been overburdened by the social and
economic impacts of COVID-19. This past year alone UNESCO estimates
some 11 million girls may never return to school because of the pandemic, whereas a recent McKinsey report noted that 54 percent of
female employees lost their jobs across all industries.
Perhaps this is why some are calling this the “she-cession” era, with so
many women either out of work, or having to leave, or take reducedpay work, citing burnout due to company inflexibility, caring responsibilities and stress brought on by the pandemic. Such impacts risk erasing
the already fragile progress that women have made in the labour force
over the past decades.
Yet as we navigate our recovery from the pandemic and beyond, we
have a unique opportunity to redefine leadership, reconstruct work-
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places, and to create an equal, inclusive and resilient society for women
and girls. Employers will need to look at more flexible working arrangements, gender-blind hiring, mentorship and more childcare support for
women returning to work. Therefore, a post-pandemic world needs to
see women treated more as essential workers regardless of where they
work or their positions in the organisation, because we know that when
women are absent from the workplace, our economies do not grow.
The McKinsey report also estimates that if no action is taken to ensure
women’s full participation back in the workplace, global GDP growth
in 2030 may decrease by $1 trillion. Therefore, we need to ensure that
the ‘she-cession’ doesn’t set back 30 years of progress. Waiting for 250
years to dismantle the systemic barriers that make women more vulnerable in a crisis and their leadership ascent steeper is not an option.
Because we know that when more women are seated at decision-making tables, better decisions are made for the benefit of everyone.

AMCHAM T&T CHOOSES TO CHALLENGE
We must embrace these challenges today to create the changes we
want. And that’s exactly what we did at AMCHAM T&T. WE CHOSE TO
CHALLENGE. Even in a highly challenging year, we were able to secure
gender parity on our board of directors. Over the past three years, our
Women in Leadership Mentorship Programme has shown increased
participation rates. Our annual Women’s Leadership Conference is now
in its 7th year and this year's virtual event was attended by over
300 participants. And most recently, AMCHAM T&T launched an
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Anti Gender-Based Violence Workshop because we know
that not only do we, the business community, need to
do more to protect our women, but protecting women at the
workplace means providing increased opportunities for women
to succeed—not only in their careers, but in their lives.
To fully address gender-based violence in our society we
need stronger, bolder, and tougher action from the state, law
enforcement, and from the business community. Our entire
society has to treat this serious issue as another deadly pandemic that demands urgent relief and support. We also have to
create a space for men to understand that it is acceptable to
show expressions of fear, sadness, vulnerability and pain without
acts of violence.

“I alone cannot change
the world, but I can cast
a stone across the waters
to create many ripples.”
Mother Teresa

A

s we go forward, we must ask ourselves
the question ‘What can I do?’ While
there have been cracks in the glass
ceiling and tremendous strides, we
need a better understanding of what
equality looks like and what you can do
as an organisation (and as an individual)
to help. It can't just be about the government creating change. The onus
lies with each of us, both government, companies, NGOs and
society working together to help realise the dream of equality
for all.
My journey as President of AMCHAM T&T and as a woman in
a leadership position has been filled with many triumphs and
challenges. Over the past two and a half years, I have often
asked myself: What can I do, now that I have this position?
Whenever I am faced with this daunting question, I usually find
comfort in the words of Mother Teresa who once said: “I alone
cannot change the world, but I can cast a stone across the
waters to create many ripples.”
Many of you are already on your own personal journeys and
you’re probably already leaving many small ripples that are creating major impacts on many persons far from where you stand.
But wherever you are on that journey, I want you to remember
the following:

(1) CHALLENGE THE DOUBTS THAT FUEL A
SENSE OF INADEQUACY
The gender confidence gap is real. While not all women lack
the confidence to achieve what they want, many do. This is
something that even I had to face. And here’s a little secret…
it’s something I still struggle with, to this day. But we must dare
ourselves to challenge the negative noises in our head. Those
critical voices urging us to think small and play safe. Remember,
your attitude will determine your altitude.
According to Oprah Winfrey, “You can either waltz
boldly onto the stage of life and live the way you know
your spirit is nudging you to, or you can sit quietly by
the wall, receding into the shadows of fear and selfdoubt.”
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(2) CHALLENGE THE LIMITS AND LABELS
OTHERS PUT ON YOU
We all know that women can be labelled bossy for acting with
equal assertiveness to the men beside them. Or, that the word
‘ambition’ is negatively correlated for women, but not for men. I,
however, want women to be equally praised for their assertiveness
and their compassion. This is what makes women so powerful.
Our ability to be strong yet sensitive are the secret weapons that
allow us to move mountains, calm storms, and create the change
we desire in our world.
As Vice President Kamala Harris said last November:
“Dream with ambition. Lead with conviction. And see
yourself in a way that others might not see you, simply
because they've never seen it before.”

(3) CHALLENGE OTHER WOMEN WHEN
THEY DISEMPOWER THEMSELVES
We also need to proactively go out of our way to lift other women
up – to challenge how they see themselves, how they speak about
themselves, and what they see as possible for themselves. So, let
us all challenge ourselves to own our value more fully, to defy our
doubts more often, and to dare to make the difference our difference makes.
In the words of poet Amanda Gorman, “We will keep fulfilling this path until the world goes still to say, ‘where
there’s will, there’s a woman. And where there’s a woman,
there is always a way."
Remember, together we can all choose to challenge gender bias
and inequality everywhere and create an inclusive world for all!
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WELCOME

W

elcome to this issue
of LINKAGE in which
we shine the spotlight on Women’s
Leadership.

This year, the call-toaction from the global women’s movement
has asked us to “Choose To Challenge.” The
belief is that actively challenging forces us to
be more alert and prepared to stop gender
bias, violence, and inequality as it happens.
Individually, we all have a part to play to
prevent the abuse and discrimination to
which many women and girls are often
subjected simply because they were born
female. We can start this culture of change
and healing by simply challenging our own
beliefs and actions and comparing these
against how we perceive and treat women
and girls in our society.
By now, I am sure you have heard the statistics and read all the reports and studies that
highlight the many challenges women have
to face in our world simply to survive. It’s an
unpleasant story that has become an all too
familiar reality for many women and girls
in recent years. Just a few months ago, our
country was plunged into a state of mourning over the senseless murder of one of our
nation’s daughters. The memory of Andrea
Bharatt, Ashanti Riley before her and so many
others before them, continue to highlight
how much more we need to do.
To us, in tackling this issue, we have to also
address leadership. Leadership play a role in
perpetuating inequality. It can also be instrumental in reducing it. Therefore, we believe
that we have to simultaneously work on
changing the mindset of leaders while at the
same time creating more opportunities for
female leaders.

But we can’t just wait for change to occur.
We must choose to challenge and be change
agents. We have that collective power if only
we tap into it by making the small, individual,
and everyday decisions to challenge ourselves
and change the culture.
We can probably start by choosing to challenge our own definitions of masculinity at
an early age. An ideal starting point would
be to teach our sons to be good, caring, and
non-violent men. We don’t even need training on this because we can lead by example.
However, creating a culture of non-violence
and compassion also helps.
Let’s lead with more emotional intelligence
so that our young men can find healthy and
non-violent outlets to express their emotions
and effectively deal with their feelings of fear,
anger, hurt and rejection. Teaching through
art, music, drama, gamification and greater
utilisation of experiential learning as opposed
to primarily through blackboards and whiteboards, really is a must.

I don’t need to list the number of reasons
why this is a good idea. We already know
the value that comes from adding diversity
to senior positions in our organisations and
in this issue of LINKAGE, you will meet some
of these women who are doing incredible
things within their respective fields. We
cannot lead if we aren’t setting the example
so you will also hear how AMCHAM T&T
is walking the talk through our efforts to
advance opportunities for women in business and in our society.
I hope this issue offers you many insights
and a little more hope concerning how we
can each choose to challenge and make this
world a safer and more equal place so that
women and girls can find their voice, contribute successfully and succeed in life.

Let’s also speak about our own experiences
and challenge discrimination when we see
it. Even if that means calling to attention
our own misconduct or highlighting sexist
remarks made by our friends or reporting
harassment.
The business sector can also do its part by
creating a culture of greater inclusion and
diversity in the workplace. Gender parity
should not just be a goal but a priority to
conducting business in 2021. Companies
should have no excuse today for not having
gender parity at the C-suite level or on their
boards. There are a number of highly qualified women who have earned the right to
these senior-level positions and we must
ensure that we are creating a space for their
contributions.

Nirad Tewarie

CEO, AMCHAM T&T
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CEO's Perspective

CHOOSE TO CHALLENGE
Julie Boodhai
Country Manager Trinidad and Tobago, 3M

3M

empowers women through
our core company priorities:
equity, diversity and inclusion.
We believe that the power of
women’s unity can inspire
them and help with their

professional growth.
As the Country Manager for Trinidad, this reflects my
personal beliefs and my leadership style. It is important to encourage women to fight for their dreams
and goals, and support them to go beyond what is
expected in their careers.
At the beginning of my career, it was important to
have support from the leaders around me to help
make my dreams a reality. As part of our performance appraisal process, I was required to develop
an annual development plan to ensure that employees have access to continuous learning, aligned to
the company’s Leadership Model, to get a better
understanding of 3M’s Leadership Attributes. These
development plans allowed me to identify key competencies in the employee that could lead to a more
successful career for her or him.
My former bosses provided me with significant support:
coaching, guidance, training, numerous opportunities to
work in different aspects of the organisation, both local and
regional. I also had strong support from my family, so that I
could find my voice and know my worth as a young, female
professional seeking career advancement while competing
with male counterparts. Having that kind of support shaped
my worldview to value the different perspectives and ideas
from the diverse interactions I had with persons who did not
look anything like me, or whose backgrounds were much different from mine.
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BRISTOW CARIBBEAN LIMITED

60 YEARS OF EXCELLENCE IN AVIATION REGIONALLY
A global aviation
solutions provider:
• Largest and modern
fleet of AW139 and
S-92 helicopters
• 24 Hour Medevac
• Day Search and
Rescue
• Oil and Gas
• VIP Passenger
Transport
• International Crew
Changes

Our Core Values:
Safety
Integrity
Passion
Teamwork
Progress

I always had strong
support from my
family so that I could
find my voice.

Looking back, I can say that I am truly appreciative for those differing perspectives that influenced my early career development.
Because today, I am a leader in an organisation that is recognised
for its collaborative, diverse group of people, whose ideas transform the
future.
While 3M is known for applying science and innovation to make a real
impact on every person’s life around the world, we are also an organisation whereby inclusion and diversity are among the main values that
have shaped our purpose and continue to bind us together. Our inclusive culture is a strength, and it helps drive success and growth, while
overcoming gender bias and stereotypes that have negatively impacted
women and others in the workplace.
To be powered by inclusion, we have:
•
•
•
•
•
•

Cultivated connected community,
Sought and celebrated diversity,
Welcomed everyone as they are,
Operated with transparency,
Valued experience, not tenure, and
Fostered learning and development for all.

3M has been in operation for more than 100 years, and today operates
in approximately 200 countries, with 96,000 employees globally. The
process of innovation is the foundation of our company, which is bolstered by the value we place on diversity and inclusion. While we fully
understand that it is natural to gravitate towards people who share our
views, opinions and backgrounds, to seek validation in others who are
like us. But to truly reap the benefits of workplace diversity, it’s important
to shake things up a bit. An organisation that creates cross-disciplinary
teams, cutting across cliques, departments and social groups, is the kind
of environment where truly meaningful innovation can take root. The different cultures, nationalities, backgrounds, insights, physical and mental
abilities of our people, power our creativity while helping us better reflect
our customers, suppliers, channel partners and markets around the
world.
Embracing diversity is essential for creating an environment where people
feel comfortable, a sense of belonging, even though they differ from
each other physically, socially, and psychologically. We must appreciate
the wide array of perspectives, abilities, experiences and personalities
that make each individual unique.

Today, I am a leader
in an organisation
that is recognised
for its collaborative,
diverse group of
people, whose ideas
transform the future.
10

R
•
•
•

ecognising that societies around the globe have
favoured certain attributes over others, at 3M, we
seek to advance equity by measuring diversity based
on attributes that have historically been marginalised.
Specifically, we look at:

•
Gender: Women,
•
Racial and/or ethnic minorities,
•
People with Disabilities: disability
defined according to local regulations,
Military Veterans (U.S. only): defined by government
regulations,
Nationality: employee nationalities that are different than an
employee’s work country, and
LGBTQI+ (in alignment with applicable law): employees who
identify as lesbian, gay, bisexual, transgender, questioning
or queer, intersex or another sexual orientation or gender
identity.

Inclusion is the key that we use to unlock the power of diverse perspectives. It fuels collaboration and creates opportunities for innovative solutions
that benefit our customers and communities. When this happens, we see
it transfer to the rest of our society, creating social harmony and increased
opportunities for a wider group of people who are often marginalised and
oppressed. My goal is to stay committed to continuously strengthening our
inclusive culture, and supporting an environment where individuals of all
experiences, backgrounds and abilities feel safe, engaged, free to express
themselves and valued for their unique perspectives and strengths, right
here in Trinidad and Tobago.
Diversity and inclusion play an important role in creating an environment
where employees, particularly women and minority groups, feel safe to
engage and participate fully, because they feel respected, included, and
have a sense of belonging. They feel comfortable to express their ideas and
valued for their unique voice and abilities. It has strengthened relationships
amongst colleagues, resulting in improved performance and productivity
over the years. No idea is seen as a bad one, and everyone learns from their
mistakes.
3M has many policies and trains employees continuously to ensure that
equity is guaranteed, fair treatment is administered, and increased opportunities and career advancement are easily accessible. We provide for all individuals by advancing systems and processes that counteract social inequities
and prevent additional barriers from forming. 3M also participates in equal
employment and inclusion programmes around the globe (for example,
Affirmative Action in the U.S.). Regulated by governments in countries
where we operate, these compliance programmes provide opportunities for
3M to measure and track the employment of specific diverse groups, such
as ethnic minorities and individuals who have disabilities. The goal is making
3M the most inclusive enterprise in the world, not just because it makes
us a much more creative and innovative company, but because inclusiv-
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AWARDS
Our commitment to diversity and inclusion has earned recognition from
our communities and other organisations, including the following:
•
•
•
•

Catalyst Award – 2017 award recipient for accelerating
women’s leadership,
Disability Equality Index® – named one of the Best Places to
Work for Disability Inclusion,
Corporate Equality Index – named by the Human Rights
Campaign Foundation as one of the Best Places to Work for
LGBTQ Equality, and
R.B. Irwin Award – recognised by the National Industries
for the Blind in 2018, for our commitment to creating
employment opportunities for people who are blind.

I

am really proud of the legacy we have built and it’s my personal goal to continue leading with inclusivity, to work hard
at getting better and stronger together. I want to empower
women to overcome challenges and aspire to top-level management positions through performance-driven initiatives,
with the freedom to unleash their potential. I hope that all
leaders around the world set this target for themselves if they
hope for success to inspire their teams. We must remember
that a gender-equitable world means leaving no one behind
based on any single characteristic. Therefore, I encourage leaders today to
embrace differing ideas, viewpoints and perspectives to challenge how they
see their roles, how they set targets, and ultimately, how they can change
the world.
https://www.3m.com.tt/3M/en_TT/company-tt/

We must appreciate the
wide array of perspectives,
abilities, experiences and
personalities that make
each individual unique.
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ity is the right thing to do. That’s why we established goals and
regularly review our progress. This is an on-going process, woven
completely into the fabric of the company, so that we are always
re-evaluating our approaches, seeking to improve, learning more and
leading better.

FINDING YOUR

VALUE AND VOICE

W

hen I was five years old my father took
me out to the fields and put me behind
the wheel on his tractor—for me to
drive that tractor! It didn’t matter that
I was too young for such a task. It also
didn’t matter to him that I was a girl. I
was oblivious to the fact that men ran
the world. It was injected into my DNA
that a girl—and one of pretty much any age apparently—could do
whatever a man or a boy could do. That lesson, which I am profoundly grateful for, was deeply ingrained early on.
Unfortunately, not every woman has learned this lesson from such a young
age, and not every man is like my father, promoting genders as
equal in value. Also unfortunate is that discrimination of women
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By Dr. Debra Brown
CEO, Governance Solutions
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AMCHAM T&T

remains a serious problem around the world, across society
and the workplace, including the C-suite and in the boardroom.
The good news is there is renewed pressure and consideration
for enhanced diversity within organisations in leadership and on
boards. At Governance Solutions, we have long been advocates
for board diversity, not just because it is the right thing to do societally, but because the research clearly shows that it enhances and
improves corporate results and governance performance.
The question of women having a positive impact on the bottom
line has been proven by the data for more than two decades. In
2002, I was part of a team that wrote a seminal research report
for The Conference Board of Canada, called “Women on Boards:
Not Just the Right Thing…but the Bright Thing” 1. We found that
companies whose boards have a least three women enjoy higher
asset growth and returns. This is just one of several significant benefits and evidence we identified.
There have been numerous reports since that have confirmed and
built on this work, so the question about the positive impacts of
women in leadership was answered and put to bed a long time
ago. However, the access and opportunity problem has not yet
been solved. Why is this?

W

We had the carrot,
but not the stick. For
real change to take
root, it will take
both the carrot and
the stick.

THE CARROT AND THE STICK
hile a complex issue, the main
thing is that until recently, there
have been few obvious or apparent
consequences for gender and most
other types of discrimination. We
had the carrot, but not the stick. For
real change to take root, it will take
both the carrot and the stick. The
carrot is that our bottom line and
overall performance will be improved, however, we often don’t do
what’s best for us without there being a stick to prod us along.
The stick is understanding the consequences of not going after
the carrot.
Here are some of the sticks that are prodding awareness of the
consequences of gender discrimination:
1. The #MeToo movement has provided pressure, heightened
awareness and shifted the conversation to one of consequences. No one wants to be the next person in the news accused of
injustices perpetrated on women.
2. Institutional investors have also brought awareness of consequences. The largest institutional investors in the world are
pulling investments out of companies that don’t have diverse
boards.
3. Governments are shifting to consequences. Some have gone
as far as passing legislation requiring things like pay equity and
mandating gender parity in the boardroom.
4. Boards themselves have shifted to consequences by setting
targets for diversity, going public about it, and holding themselves accountable to those targets.
At its core, this is an issue of injustice. And when I say injustice, I
don’t only mean the injustice of gender discrimination and what
that means for women. I mean the injustice this perpetuates on
the corporation. A corporation is a person under the law. It is a
helpless child but for the directing mind of the corporate body,
and that is the board of directors. Corporations all over the world
1

David A. H. Brown, Dr. Debra L. Brown, and Vanessa Anastasopoulos,
“Women on Boards: Not Just the Right Thing…but the Bright Thing,”
The Conference Board of Canada, Ottawa: 2002.
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are being robbed of the enhanced value women bring to the
boardroom. This is an injustice to the corporation, the helpless
child.

WHAT YOU AS A WOMAN CAN DO
Now that we understand the problem, know the benefits and are
clear on the consequences, what can women do to help rectify
this injustice?
Here’s some advice:
Find Your Value and Your Voice If a woman feels she isn’t good
enough or as good as a man, this is reflective of self-image—how
she feels about herself, rather than how men feel about her. If you
feel less about yourself, others will pick up on that and feel less
about you. Finding your own value and voice takes intentionality. Be intentional in your own growth, competence, focus, and
purpose.
Be Prepared for the Moment Every woman can take these
steps to be prepared for those many moments in life where she
can add her own unique value and voice:
1. Be prepared: Remember, when you are prepared for the
moment, the moment is prepared for you. In other words, in
life, you will be presented with opportunities to add value and
contribute to conversation, deliberations and decision-making.
In those moments, the best way to have your voice heard is to
have something to say. Be prepared. Don’t wait, be intentional
about preparation.
2. Be clear: Remember that clarity attracts, and confusion repels.
When you are prepared you can be clearer in your interactions.
Many people—men and women alike—confuse others when
they feel the need to be the loudest and most frequent voice
in the room. Simply because they speak so often, they are
neither clear nor focused. So, be prepared and be clear.
3. Be proactive: Don’t wait for people to call on you to speak.
Know where you can add the most value and proactively
engage in the conversation. You are prepared and you are
clear in your thinking and messaging, so you can be confident
and proactive in your approach.
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Don’t be Shy! The collective voice of women calling out injustice can change the narrative. This is not the time to be shy. It
also means helping your sisters find their voice. You can begin
by helping other women see themselves in a true light, to help them
see themselves as good enough. The best way to do this is to encourage them. The word ‘encourage’ literally means to give courage.
Similarly, when we discourage people, we literally take away their
courage. When we encourage other women to be all they can be, we
are giving them the courage they need to be just that.
Be a Role Model Research shows that the more women there are
on a board of directors, the more women there are in senior management. The more women there are in senior management, the more
women there are in middle management, and so on. It begins at the
top. When we know ourselves and step away from false humility, we
will know we are enough, and we can be role models to the women
who follow us. If they can see it, they can be it.
Change the Narrative! How we change the narrative really is the
million-dollar question! Here are four actions you can take:
1. Call out injustice when you see it. This goes for both women
and men. When you see something, say something. Sometimes
all we need to do is confront the issue head on. This works when
people are willing to change, but they just aren’t aware of their
own bias.
2. Catch yourself when you discriminate and change your
behaviour. Teach yourself how to be different. This is all about
remediation. Once we become aware of our biases, we need
to change our behaviour. This will work if we are both willing to
change and we find ways to learn how.
3. Rise above it and consider the source it comes from. Pick
your battles. I am not saying, ‘just be tough, suck it up and take it.’
What I am saying is that there is some benefit to having a bit of
a thick skin and considering the source the discrimination comes
from. There will be times that you will come up against people who
are neither willing nor able to change. If you are in a position of
leadership, you will want to find ways to remove the offending individual. If you are not in leadership, you will want to report offenses
to your superiors. But don’t take the offences personally. You are
enough. You are valuable. You are not the sum of someone else’s
view of you. Consider the source.
4. Teach your sons and daughters not to discriminate. If we
truly want permanent culture change with respect to diversity and
inclusion for our sons and daughters, we must teach them about
justice and equality across gender and race. That’s where we can
have our greatest legacy in the diversity war against injustice.

B

e the Woman You Were Meant to Be! Who are
you going to be? Will you be the woman that fits
into the mould of those who would discriminate
against you based on your gender? Or, will you
find your voice and your value and be the person
you were created to be, then fulfil your unique and
invaluable life’s purpose? Should you choose the
latter, focus on being:

• A leader – not a boss. A boss is someone people follow because
they must; they are above them in a hierarchy. A leader is someone
people follow because they want to; they are drawn to them
because of their courage, their competence, their character, and
their vision.
• A leader who learns. Learn all you can about what it means to
be a great leader and apply what you learn so it becomes natural
for you.

Order the book here:
https://www.governancesolutions.
ca/books/governing-in-scary-times
• Your authentic self. Do not try to be someone else, or
someone you think others may want you to be. You be you.
Whether you, like me, learned early in life that while there are different genders, there is equality among them, or whether you are
learning the lessons of equality later in life, the important thing is
that the lesson is learned, the narrative is changed, and justice prevails.
Dr. Debra L. Brown is the CEO of Governance Solutions, a professional services
firm that helps organizations around the globe strengthen their governance
practices. Author of Governance Solutions: The Ultimate Guide to Competence
and Confidence in the Boardroom and Governing In Scary Times: The Board’s
Roadmap for Governing Through and Beyond an Emergency, Debra shares from her
vast experience in and out of boardrooms to help others step up in competence and
confidence to lead and govern their organizations to success.

https://www.linkedin.com/company/governancesolutions
https://www.facebook.com/GovernanceSolutions
https://twitter.com/GovernanceSol

• The leader you were meant to be. You are unique. There is only
one you. Invest the time to know who you are, to understand fully
who you were created to be, and to believe in yourself enough to
not let gender get in the way of your unique purpose and calling.
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BECOMING A

BOSS LADY

WITH ANDREA ROBINSON

A

Boss Lady is someone who is strong, successful, commands respects and isn’t afraid to speak her mind or
defend her rights or the rights of others.
All of these are amazing attributes for any leader to
possess. Yet, for many women seeking to reach the Boss
Lady status, the climb can be steep with many challenging obstacles in their path that prevents them from ever
reaching this position.

To become a Boss Lady, women often must weigh outdated social norms
and familial expectations against personal ambitions while trying to navigate a world that demands that they stay in their lane and never disrupt
the old boys club. This can be daunting, but it hasn’t stopped women from
challenging the status quo and making sure they are accepting

15
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By Kennedy Everett Maraj
AMCHAM T&T’s
Communications and Events
Officer

their Boss Lady status whether as CEOs of major companies, owners of their
own businesses or leading the household. Women are reclaiming their Boss
Lady power to challenge and conquer the world. But what can we do to get
more women to elevate their positions and Boss Lady status in society?

FIND A PLATFORM FOR YOUR VOICE
For Andrea Robinson, Founder, President & CEO of Robinson Global Management, a
multidisciplinary firm specialising in public sector procurement consulting, advisory
and training services in Canada, the solution begins with women having to find their
voice. As one of the Featured Speakers at AMCHAM T&T’s 7th Annual Women’s
Leadership Conference, Robinson told the virtual audience that when women talk
about finding their voice, they must first figure out what their starting point is.
Finding that starting point may sometimes force women to discredit their achievements and qualifications because they may feel they have nothing substantial to contribute, or they lack the experience and skills on the topic. Unlike men, women often
ask themselves questions like “Do I have something to say? Is my voice legitimate?”
before they make their voice heard.
In these situations, Robinson encourages women to do their research and find the
right platform when they are ready to use their voice. “When you're ready and you've
chosen to have a voice, it's important that you find legitimate grounds if that is possible,” she says. “If not, you create them. Find your platform that may be within your
organisation or it may be outside of your organisation.”

MANSPLAINING
While knowing your starting point is essential, a major hurdle that restricts women
from finding their voice often has to do with experiences related to “mansplaining”.
Ask any woman anywhere and she will tell you that she has been in a situation where
she has found her voice to eloquently articulate her view or opinion on a topic, only
for a man to interrupt and explain what she would have previously said.
It’s an experience that Robinson says she has encountered many times with men who
feel they must comment or explain something a female subordinate has just said with
much bravado, arrogance and condescension. “I sent an email out and the email that
came back to me used the word pedantic two or three times,” Robinson said. “There
was a smiley face emoji and I was told, "I highlighted your words in your second sentence but what I think you meant to say, was yada, yada, yada…”

I

n these moments she recommends women take a break to find patience
and continue working with purpose. “Take a break and phone a friend,
have a snack and really think of the things that are important and the ones
that are not because at the end of the day you are working with purpose
and you can't do so alone. You will need others, even the person who
mansplain back to you or even if it’s a woman who is giving you a little bit
of attitude. I think we've all probably done so ourselves so if people have
been patient with us then we can be patient with others.”

Apart from telling a woman what you think she meant to say instead of just listening
to or reading what she did say, Robinson says, women can encounter many different
forms of mansplaining. The most notable ones are:

Women experience
that when they eloquently articulate
their view or opinion
on a topic, a man
would interrupt and
explain what she
had previously said.

Confusing differences of opinion with a difference in intelligence
This usually starts off when someone starts listing all their credentials before they
make their point. In these moments, Robinson admits that she knows this is not going
to go very well. “So, you just kind of put that smile on and just wait for them to finish
and give them their grace.”
Explaining experiences
This refers to explaining experiences that are not your own while trying to relate to a
woman how she should feel about a situation that happened to her.
Using belittling language to women simply because they are women
Women usually cite being “talked-over” as a prime example of belittling language
used by men towards them. Other incidents involved being spoken down to or physically looked down upon by men simply because you are female.
16
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Speaking to a woman differently than you would speak to a man
This happens when a person changes the way they communicate with you simply
because you are a woman. They may use smaller words, almost speaking to you in baby
language.
While many women have faced one of these forms of mansplaining that has limited their
voice, Robinson says it is also a good rule of thumb for women and men to just do their
best and let folks have their own voice and say their piece. If this becomes the workplace
culture, then more women can find their voices and claim their status to becoming a
natural born Boss Lady.

“I've been kicked
in a meeting
when I spoke
when someone
didn't want me
to speak. I've had
eyes rolled. I've
had paper tossed
my way. I've had
a pen tossed my
way."

HOW MEN CAN DEAL WITH THE BOSS LADY
It would be nice to live in a world like this but unfortunately, the reality shows that every
time a woman finds her voice and claims her power to lead, she is usually met with resistance from men who feel threatened and intimidated. This scenario is another challenge
that women must conquer to be the Boss Lady. How can men react to the assertiveness of
female leaders?
“I've been kicked in a meeting when I spoke when someone didn't want me to speak,” says
Robinson. “That was by a colleague! I've had eyes rolled. I've had paper tossed my way. I've
had a pen tossed my way. I've been told to sit down, and I won't use the word after that but
be quiet. I've been told to sit down and smile. I've been told to look pretty.”

R

obinson says some of these things happen because people do not like
change nor do they like to see women as leaders taking on an assertive role or being comfortable in their own skin. “But those are not
excuses to toss things,” she argues to women. “You have to be who
you are, and I will always advocate for women, young people, people
of colour, men, new immigrants or anyone that needs a voice. They
should have that voice heard and we need to recognize that things
are changing rapidly.”

However, as a young employee, being kicked or otherwise belittled was intimidating. "From
some of those experiences, I went silent. I did not speak up again in meetings for days,
sometimes weeks, sometimes months, sometimes never again in those surroundings. I may
have quit. But I found that some of my greatest supporters and folks who had advised and
advocated for me had been men, as well as women. So, it's important that we all just do
this together and not demonise but work together proactively to do what needs to be done
for the younger people coming behind us, but also do it for ourselves.”

FIND YOUR OWN STYLE
Robinson said Boss Ladies should not try to adopt just one of the 15 or 20 established
leadership styles to find their voice or to be successful. Instead, it’s about finding their own
strengths and abilities and doing what they do best for themselves as well as the team
they lead. “I need to lead from behind, I got to lead from in front, I got to be side-by-side.
Sometimes I've got to be in all of those positions depending on the topic and the issue at
hand.”
“As women, we are sometimes scared away from being the autocrat or the authoritarian,
and if we're coaching or transactional by doing a lot of mentorship, training and encouragement, sometimes this can be deemed to be soft or not really being a good leader. But
there are benefits to all of these approaches coming together.”
“I think we are who we are and what works best for you and your team is what you need to
lean into and that will change from time to time as your team grows and as individual team
members become more experienced,” she said.
Ultimately, Robinson advises that Boss Ladies, like all leaders, must be the change they want
to see. “Sometimes you will look around and you will be frustrated at the things you would
like to see happen in your community, in your world, or in a simple weekly meeting. If
something is not working, then suggest a change, particularly if that is one where you feel
that team members are not being heard, then make it happen. This may mean sharing your
voice with others where you can see it is not happening organically. It may not happen right
away, but over time you need to continue taking up that mantle until it does happen especially where you think it is worth it.”
Andrea Robinson is the Founder, President & CEO of Robinson Global Management, a Women Business
Enterprise Council Canada Certified company. Andrea received the 2020 WBE Canada Leader Award for
exemplary leadership and community contribution and received the 2019 WBE Canada Rising Star Award for
economic, business, and innovative impact in the diverse supplier community.

https://robinsonglobalmanagement.com/
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COVID-19 AND THE

ECONOMIC
GENDER SHIFT
Emerging socioeconomic trends of women in the Caribbean
due to the COVID-19 pandemic

S

ince its onset, the COVID-19 pandemic has
posed a heavy burden on health systems, the
economy and the livelihoods of people in the
Caribbean region. The pandemic also has the
potential of reinforcing and even worsening,
pre-existing inequalities within society. For
example, there are accounts of women faring
worse with the socioeconomic impacts of
COVID-19, as they generally earn less, save less, and tend to
hold more insecure jobs, or are more likely to live in poverty
than men (see UN, 2020; World Bank, 2020 and World Trade
Organization, 2020).
In a recent study conducted by the two InterAmerican Development
Bank Caribbean economists, Jeetendra Khadan and Laura Giles Álvarez,
in collaboration with Cornell University, key socioeconomic indicators
surrounding the COVID-19 shock with a gender lens are analysed,
specifically regarding: (i) the socioeconomic impact of the pandemic;
(ii) individual’s quality of life; and (iii) financial inclusion. This was done
by conducting an online socioeconomic survey by the Bank between
March and June 2020, in which approximately 12,000 respondents
from across six Caribbean Countries, namely The Bahamas, Barbados,
Guyana, Jamaica, Suriname and Trinidad and Tobago participated.

KEY SOCIOECONOMIC TRENDS WITH A
GENDER-LENS ANALYSIS
Pre-pandemic, there were already disparities and inequalities between
men and women, and it is believed that the situation has now been
exacerbated. The three key messages emerging from the study
include:

By Jeetendra Khadan, Laura Giles
Álvarez and Latoyaa Roberts
Inter-American Development Bank
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1.

The pandemic is worsening gender inequalities in the labour
market,

2.

The impact of COVID-19 on women and men’s quality of life has
also been unequal, and

3.

Gender disparities do not seem to be as large in terms of financial inclusion, but female-headed households have lower
financial resilience.
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Reset / Recovery

Based on the results from this study, in most of the countries
analysed, more women reported job losses than men (Figure 1).
Job losses among women were more prevalent, especially among
service-oriented sectors (such as tourism), which affected the most women
due to the restrictions imposed to curb the spread. Countries such as The
Bahamas and Jamaica, faced high job losses that were predominantly occupied by women.

Figure 1: Job losses by country and gender
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.

Though business closures were higher for men, (Figure 2) business closures
among women were more prevalent in Jamaica and Guyana. These results,
however, should be taken with care, as women are generally underrepresented in the labour market, and more so as business owners.

Figure 2: Business closures by country and gender
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.
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Another significant issue highlighted by the study revealed that
the impact of COVID-19 on women and men’s quality of life has
also been unequal. Some indicators relating to quality of life that
are analysed include household’s perception of hunger, eating habits and
the reported incidence of domestic violence. More single-headed female
households reported going to bed hungry or eating less healthy than single
male-led households. There was also a reported rise in domestic violence
towards women, particularly among lower-income households, especially in
Suriname and Trinidad and Tobago.

Figure 3: Percent of the population reporting changes in diet and food
security by gender, C-6 average
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.

Figure 4: Increase in the incidence of domestic violence by country
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.
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Lastly, gender disparities do not seem to be as large in terms of
financial inclusion, but female-headed households have lower
financial resilience. The disparity between both genders in financial
inclusion was not large (except for Barbados and Guyana), as measured by
access to a bank account. The share of respondents from Suriname and
Guyana with access to a bank account was among the lowest in the region.
However, financial resilience seems lower for single females, which restricts
their ability to withstand shocks. This likely constrains their ability to withstand hardship, and increases the probability of being more gravely affected
by the economic effects of the pandemic.

Figure 5: Access to a bank account by gender
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.

WHAT CAN URGENT POLICY BASE RESPONSE DO
TO AMELIORATE THE SITUATION?
Many countries responded promptly to the pandemic by rolling out a wide
range of social protection measures since March 2020, and this initial policy
response provided support to all types of households. However, this also
meant that despite the disparities in some of the consequences of the
pandemic, single-female households did not experience a greater increase
in coverage (Figure 6). Although the reasons for this are likely complex and
depend on a multitude of factors, it could be advisable to further review
targeting by gender and household type, particularly given that singlefemale households are those we found to have the lowest level of financial
resilience.

Figure 6: Coverage of social benefits by household type, average C-6 countries
Source: Authors’ calculations based on data from IDB/Cornell Coronavirus Survey.
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The preliminary findings and implications of this
study act as a catalyst for change and encourage
policymakers, other donor agencies, and the society at
large, to continue looking into the effects of the pandemic through different lenses and better understand
how different societal groups were affected by COVID-19.
There is also a need for urgent refinement of the policy
response in the context of the disproportionate impact of
the pandemic across different groups in society, especially
women and this effort would be advisable on a countryby-country basis. While we acknowledge the importance
of the information derived from the study, we are also
aware that further work and data are needed, particularly at an individual level, and capturing intra-household
dynamics during the pandemic to inform policymakers
going forward.
About the IDB
The Inter-American Development Bank is devoted to
improving lives. Established in 1959, the IDB is a leading
source of long-term financing for economic, social,
and institutional development in Latin America and the
Caribbean. The IDB also conducts cutting-edge research
and provides policy advice, technical assistance, and training to public and private sector clients throughout the
region.
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Jeetendra Khadan is a Senior Economist who holds the position of
Country Economist for Suriname, and Trinidad and Tobago within the
Caribbean Country Department at the Inter-American Development
Bank. Prior to that, Jeetendra worked as a Lecturer in the Economics
Department at The University of the West Indies, St. Augustine
campus where he taught courses on International Trade, International
Finance, Economic Integration, Econometrics and Mathematical
Economics, and was the Lead Researcher on several projects for
international and government organisations. Jeetendra holds a Ph.D.
in Economics from The University of the West Indies.
Laura Giles Álvarez is the Country Economist at the Inter-American
Development Bank (IDB) Country Office in Barbados. She
previously worked as a Young Professional in the Social Protection
and Health Division, and the Economics Team at the Caribbean
Country Department at IDB. Laura has experience as an Economist
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Financial Management and Fiscal Policy.

Latoyaa Roberts is a Communications Consultant at the InterAmerican Development Bank’s (IDB) Country Office of Trinidad
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Choose to Challenge

INTERVIEW

MISTAKES
Five Mistakes That Women Make In Interviews and
How to Avoid Them

A

s a businesswoman and a recruiter, I have witnessed several mistakes that are made more
often by my female counterparts than by
the male ones. Does this qualify me to share
advice on this topic? Yes. But more importantly, I also share these insights based on
my personal missteps, as well as how I overcame them, thanks to expert guidance I once
received. Trust me, we have all been there and we can all avoid
them.

MISTAKE #1: WE TAILOR OUR RÉSUMÉS TO THE
DESIRED JOB, BUT WE DON’T DO THE SAME
WITH OUR DRESS CODE.
Not dressing the part goes beyond the usual pointers of “don’t wear too
much makeup” or “don’t wear an inappropriately short skirt”. Consider
instead what happens when we do not tailor our dress code to the job
on the day of the interview.
One of my first interviews was for a role that involved overseeing a predominantly male workforce in an automotive division. I had a great interview and was even given a tour of the ‘shop floor’. Later, I was turned
down because of my skirt suit. Firstly, wearing a skirt on the shop floor,
regardless of its length, led the employees to automatically perceive me
as someone whom they would like to befriend as opposed to view as a
manager. Secondly, a three-piece suit was out-of-sorts for that environment. Hence, I did not appear to fit the company culture. Conversely, I
have experienced the opposite, when candidates appear underdressed
for interviews (such as wearing jeans) and it cost them the opportunity
to fill the role. Not dressing the part not only raises questions on appearance, but about our judgment and decision-making also.
Solutions:
1. Do your research. What may be appropriate in one organisation or for one role, may not be appropriate for another.
2. Enquire about your panel and the work environment when
contacted for the interview.

By Stacy Homer
Director of Human Capital at Unicomer
(Trinidad) Ltd.
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3. Visit the location beforehand, if that is an option, so that you
can observe how people dress.
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MISTAKE #2: BEING UNPREPARED
FOR WHAT SEEM TO BE PERSONAL
QUESTIONS
I am often surprised that people struggle to answer questions, such
as, “Why is there a gap in your résumé from X-Y date?” or, “Why did
you study IT but want to get into marketing?”
These questions are never meant to cast judgment or criticise personal life choices, but rather to understand the candidate’s thinking in making decisions. If, in the former case, the candidate took
time off to be a stay-at-home mom, pursue a degree or was even
released involuntarily, these should be divulged. Often, open and
honest answers are usually understood and respected. I once had a
candidate share with me that she had taken a year off because she
unfortunately had to be treated for depression, given a significant
life-change that occurred during that period. This did not affect her
being offered the role.
Solutions:
1. Prepare for every possible question. Have someone critique your résumé, poke holes in it and do a dry run of
the interview.
2. Answer truthfully. The results will always fare better than
having a recruiter question your integrity or your ability
to answer questions directly.

MISTAKE #3: NOT SPEAKING UP
The interviewer invites you to give more insight on a specific
accomplishment. You recall the scenario well and have practised
for this question. You very briefly describe the experience and give
little details. The interviewer is left without an appreciation of how
challenging it was and how your contribution made an impact in
achieving success.
Perhaps this discomfort comes from socialisation. I have witnessed
parents tell their daughter not to be a “show-off” when she is
sharing how high her math grades are, but the same parents listen
intently when their son speaks about how many goals he scored
in a recent football match. Regardless of the reason for our adult
hesitation, this does not bode well for us women, when we are
supposed to sell ourselves.
Failure to ask the right questions when invited to do so at the end
of the interview, is another faux pas for us. Do you have a special
needs child and may require time off for specialist appointments?
Are you considered a high-risk patient and would require certain
accommodations at work? Here is your window to learn about flexitime, special workplace arrangements etc. But we rob ourselves of
this opportunity by not speaking up.
Solutions:
1. Find comfort in the discomfort. Speak in front of a
mirror, if it means getting comfortable with hearing
yourself discuss your accomplishments….repeatedly.
2. Speak up about what matters to you, e.g. flexitime, and
raise pertinent issues, especially when invited to ask
questions.
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Prepare for every possible question.

MISTAKE #5: NOT KNOWING NOR STATING
YOUR TRUE WORTH
This seems to be the bane of our corporate existence. We are uncomfortable answering the question: “What are your salary expectations?”
and sometimes give the despicable answer, ‘anything that is fair and
commensurate with the job’. I have experienced two extremes with
this scenario. One was for a female Sales Executive who could not
give a definite answer of what she would like to earn, even weeks
after being told she was the preferred candidate. It was beyond me
why anyone would leave someone else to determine his/her value,
especially as employers rarely pay the maximum that can be offered
to a candidate. On the other hand, I had a male Logistics Executive,
whose expectations were far above our salary band. Even when this
was disclosed, he watched me straight-faced while politely enquiring
if we could not double our offer. Professional confidence!
Solutions:

MISTAKE #4: NOT PROJECTING
CONFIDENCE
Women frequently offer disclaimers during their interview responses.
For example, when confirming that she does have experience with
leading teams, she quantifies that with “it was only a very small team”.
Ladies, stop using words like “but” and “although” to downplay your
success. This is self-sabotage and only serves to place doubt in the
mind of the recruiter about your ability to fill the role.
Not maintaining eye contact with every panellist, during your responses, also shows a lack of confidence. Similarly, we are guilty at times
of allowing our emotions to hinder how we behave and even think.
Imagine becoming flustered before the virtual interview because
of technology issues or getting stuck in traffic before the in-person
interview. You are finally able to commence the interview but remain
uncomposed, as you are unable to mentally transition from what
transpired earlier. Our inability to leave things in the moment results in
another missed opportunity to project confidence.
Solutions:
1. Winning starts in the head. Unfortunately, so does losing.
Start winning in your thoughts before the interview. This
mindset will aid in projecting confidence.
2. Practice self–talk. Remind yourself of all that you have to
offer and why you would be the best candidate. Respond
with confidence, believe that you are the best.
3. Maintain full eye contact with all interviewers.

1. My mentor once shared this nugget with me that I hope
we can all utilise. Her advice was, ‘go to a male, whose
professional advice you trust. Explain the job and ask him
what he would request if given the opportunity to fill
the role. Whatever is his asking figure is exactly what you
should request. Almost always, he will request more than
what you had in mind.’
True story – my female colleague did exactly this last year
when she was offered an Executive role in a male-dominated field. Her male advisor suggested that she should
be requesting $10,000 more than what she was willing to
accept. If this were the litmus test of how we undervalue
our worth, the results were clear.
2. Research and benchmark what similar roles are paid in
the industry. This too will guide your asking price.
If you have experienced any of the challenges above, I trust that you
can now take some actionable steps for change. If I could have done
it, so can you. I wish you all the best and look forward to possibly
meeting you, on the other side of the interview table, as a confident
and competent candidate.
Stacy Homer is currently the Director of Human Capital at Unicomer (Trinidad) Ltd.
Her seventeen years of HR and Leadership expertise spans across Financial Services,
Public Service, the Retail Industry, Regional Consultancy and Lecturing. She is also
commonly featured, as an HR speaking authority, on one of the country’s leading
morning shows and is a fierce advocate of progression of women, especially, in the
workplace.

https://grupounicomer.com/en/home/
https://www.shopcourts.com/

4. Let all distractions go and focus on delivering the results
when it matters most.
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Let all distractions go
and focus on delivering
the results when it
matters most.

EMOTIONALLY INTELLIGENT
LEADERSHIP & COVID-19
The 3 Key Shifts that will Maximise
Team Synergy and Productivity

L

ife has a way of throwing challenges at us from time to time,
and I agree that managing ourselves through times like these
can be quite the test. However, COVID-19 has now presented
a worldwide challenge that has forced us to make adjustments as we navigate our way through it.

For organisations, there continues to be a relentless drive to deliver on
results and to maintain relevance, accountability and organisational
culture. When pressure mounts, the threat is that our focus goes to
results, no matter what. The danger with this scenario is this: if how we achieve those
goals does not matter, as long as they are achieved, much damage can be done to the
sustainability of the results or the commitment of our employees, resulting in resentment, higher levels of turnover, and a poor working environment.

By Tony Ragoonanan
Founder of V-Formation Training &
Development
27

While I agree that organisational strategies and planning will continue to be important,
the one thing that I hope will be more evident than ever, is that organisational capability culture requires that attention be given to maintaining quality connections between
leaders, individuals, and teams.
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“....culture doesn’t exist
within walls; it exists
within people, so you have
to build culture through
people, wherever they sit.”
Becky Frankiewicz and Tomas Chamorro-Premuzic "The Post-Pandemic Rules Of Talent Management”
(Harvard Business Review)

T

he key to this, from a leadership perspective, is
rooted in Emotional Intelligence (EI) which is the
ability to understand and manage one’s own emotions, and having mental and verbal agility to influence others while getting things done.
With this in mind, I want to focus on three
key shifts that drive emotionally intelligent
leadership:

1.

What leaders should DO - Have the Conversations

2.

How leaders should BE - Be Genuine

3.

What leaders must CREATE - Create Psychological Safety

1. HAVE THE CONVERSATIONS
One of the major reasons that relationships fall apart in the workplace
is when we don’t have conversations. Conversations allow us to share
information, express concerns, develop others and to give and receive
feedback. For some, the fact that these conversations are not actually
face-to-face and the verbal and psychological cues are now filtered
due to working remotely due to COVID, makes it both challenging and
necessary. In addition to the quality of these conversations, frequency is
another important criterion, especially for those working from home.
These conversations fall into two categories: Individual and Group
Conversations.
The Individual Conversations: These include firstly, the immediate conversation about goals and objectives. Have they changed due
to COVID? This would depend on the nature of the organisation.
Nevertheless, a conversation is required so that there is clarity from the
employee’s perspective. This helps to drive motivation. A lack of clarity
can lead to resistance.

“The enemy of
accountability is
ambiguity.”
Patrick Lencioni, The Five Dysfunctions of a Team:
A Leadership Fable
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Secondly is the conversation on expectations from the leader’s perspective, as well as that of their employees. What are the expected behaviours? What are the priorities? How are we going to deal with collaboration, deadlines, and conflict? Questions must come freely from both
sides. These are the immediate conversations that will serve to clear up
doubts and to maintain accountability.
Within individual conversations, there are also ongoing conversations and
these will include coaching, feedback, performance conversations, conversations on employee well-being, and giving feedback to the leader. The
fact that we are in a pandemic doesn’t mean that performance management should be put on hold, even if we are working from home. These
conversations facilitate continuous development, improved relationships,
and will serve to drive the alignment of skills, behaviours, and goals.
The Group Conversations: The intention with group conversations is
to encourage and achieve synergy, which is really about creating a whole
that is greater than the sum of its parts. These conversations must involve
support for, and a focus on the “big picture”. This means having shared
business knowledge, a shared vision and sense of direction through planning and organising, a shared belief in the values that are important to
the organisation, and a shared feeling of support to make decisions about
our life, work, and the future, especially as a team. This helps to define
the “what” we are going after, its purpose, which is “why” we are going
after it, and “how” we will do it.
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Together, these conversations help employees to get clarity
and to take ownership of what needs to be done. It also helps
leaders to develop closer interpersonal relationships and create
a more empowering work environment.

2. BE GENUINE
While we have these conversations, it is critical that leaders “show up”
in a way that will have the impact it needs to have. Simply having the
conversations is valuable, but it’s not enough to just go through the
motions. In order to demonstrate qualities that are associated with
Emotional Intelligence, you have to be genuine.
Being genuine means that a person is true to themselves in the way
that they think, feel, and communicate. It means that they have the
ability and confidence to express themselves freely and clearly, and
includes an element of psychological maturity, meaning that they are
also willing to admit their challenges and limitations (vulnerability). It
relates to EI, in that, it requires that self-awareness and self-regulation
be used to manage oneself and others in a variety of situations. A willingness (motivation) to do this will open the door to the demonstration
of both social skills and empathy for others.

“Being flexible with who
you are is okay. It is not
denying or disrespecting
who you are.”
William Fleeson (Professor of Psychology at Wake Forest
University)
Being genuine during our conversations lets your employees know your
thoughts and perceptions. This is critical because COVID has created a
situation where there is, understandably, some level of fear, uncertainty
and mistrust among staff. The fact that leaders are more genuine
means that they are more adaptable and more empathetic. This is
especially helpful during regular conversations, coaching sessions and
performance conversations because it creates an environment where
an employee will feel more comfortable taking an active part in the
conversation.
The flip-side of this is that when an employee doesn’t speak up, critical
issues may not be addressed and because of this, leaders may think
that everything is okay which will, in fact, be inaccurate.
Therefore, don’t pretend to care. Show your intent with your interactions. Employees will know when you are being genuine. For example,
don’t give generic feedback. Be specific with it. Even if negative feedback is given to an employee, it should give the impression that you, as
a leader are on their side.

3. CREATE PSYCHOLOGICAL SAFETY
So far, we have explored what leaders should DO and how they should
BE. These open the door to where psychological safety becomes possible.
Psychological safety describes a team environment where individuals
feel that they can speak up, offer ideas, and ask questions without fear
of being judged or ridiculed by their leader or members of their team.
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In his book “The Five Dysfunctions of a Team: A Leadership
Fable”, Patrick Lencioni talks about the “Absence of Trust” as
being the first dysfunction. What creates this is an unwillingness
to be vulnerable within the group as a whole, not just with individuals (remember that this is a part of being genuine). Think of
a leader who creates an environment of fear. Would employees
feel comfortable expressing their opinions to that leader if they
had an issue? The leader may think that all is well when it is
actually the opposite. Without trust, people don’t voice their
opinion for fear of creating conflict. There will be a form of
artificial harmony. What this eventually leads to (according to
Lencioni) is a lack of commitment, avoidance of accountability,
and inattention to results.

“Low levels of
psychological safety
can create a culture of
silence.”
Amy C. Edmondson
Even though a leader must set the vision and strategy, manage
priorities, and communicate clearly, their willingness to
express their own limitations will create an environment that
will encourage others to do the same (leading by example).
Employees will be more willing to speak up on the team
because of higher levels of trust and psychological safety. This
creates more commitment from the team, higher levels of
accountability, and a higher level of focus on what they need to
achieve.
One important note is that even though trust may exist
between certain individuals, psychological safety involves
the entire team. It creates the thinking that we are all in this
together.

CONCLUSION
Leadership defines culture, and if leaders want to get the best
from their people and maintain the right organisational environment during COVID, it starts with having the right conversations, being genuine, and valuing psychological safety for those
on their team. All of these happen simultaneously, and having
consistency with them is the essence of Emotionally Intelligent
leadership. This serves to achieve clarity, to inspire, and to
create a sense of accountability when striving for both synergy
and productivity.
Tony Ragoonanan is the Founder of V-Formation Training & Development. As
a Trainer, Mentor and Performance Management Advisor, he helps individuals
and businesses to align skills, behaviours, and outcomes. Outside of this, it’s all
about family, football, and fitness!

https://www.linkedin.com/in/tony-ragoonananb4012a32/
http://www.v-formation.net/
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YOUNG WOMEN
IN LEADERSHIP

W

omen in leadership have often accomplished some of the greatest achievements known to mankind. Women continue to be an integral part of sewing
together and upholding the fabric of
our society. When we think about
women in leadership, many great
names come to mind: Mother Theresa,
Rosa Luxemburg, Haydee Santamaria,
Harriet Tubman, Rani Laxmi Bai, and more recently, Jacinda
Arden, Mia Mottley, Lisa Hannah, and Paula-Mae Weekes, to name
a few.
These women, amongst thousands more, have faced significant challenges to accomplish all that they have. Their stories are the lessons by
which young women today are inspired, and frankly, it is because of these
women that our journeys into leadership are supposedly faced with fewer
challenges. However, society isn’t robotic - as one challenge is conquered,

By Ruqayyah Scott
Economic and Social
Development Advocate
30

AMCHAM T&T LINKAGE Issue 1 / 2021

Photo: Freepik

Choose to Challenge

Women still have to
navigate traditional
patriarchal challenges,
and they face unique
pressures from the highly
demanding, and to an
extent, toxic popular
culture within the
millennial and Gen Z
generations.

another arises.
WOMEN IN PARLIAMENT
While the path is
IN TRINIDAD AND TOBAGO
seemingly much
easier for many young
women today, it is not
yet without its fair share
of challenges. Not only
do young women today
experience similar challenges to that of women
in the past, but they
also encounter new and
unique obstacles even as society advances.

1977: 11.11%
2015: 30.95%
2020: 26.19%

When we think about women in leadership, some of us immediately think
about women in politics, councillors, members of parliament, senators,
ministers, and other political public figures. Seldom do we think about
other aspects of our society through the lens of leadership. This is no
fault of ours, since our political economy has been at the forefront, and
rightfully so, as we navigate challenging economic and social issues which
require transformational and sound leadership.
The World Bank conducted studies across the globe outlining the percentage of women in parliaments. Between 2015 and 2019, Trinidad and
Tobago recorded a participation rate of 30.95% annually of women in
parliament. This rate dropped slightly in 2020, where women constituted
26.19% of parliamentary seats. Still, this is a significant rise from 1977,
when women only constituted 11.11% of the parliament in Trinidad and
Tobago. It's an indication that Trinidad and Tobago has indeed come a
long way with the representation of women in politics. Hence, women
in leadership is not a foreign concept to Trinbagonians. Likewise, our
Caribbean brothers and sisters have also seen significant changes in
the participation rates of women in politics. Though the number is not
enough, and by no means is equal, the progress made is still one to be
appreciated.

T

he potential for leadership opportunities for women
is all around us. Aside from the political economy,
there are opportunities in the private sector, non-profit
organisations, schools, religious institutions, and so
much more. Trinidad and Tobago has made significant
progress with the status of women in leadership in
multiple spheres. Girls are taking up leadership roles
in their pre-tertiary schools: as group project leaders,
class prefects, school prefects, house captains, etc.
Young women are volunteering at NGOs, district youth councils, national
youth councils, university clubs, student governance, regional non-profit
leadership development spaces, and we even have young female professionals taking up managerial positions within the private and public
sectors. None of this would be possible had it not been for the strong
legacy of women leaders who have paved the way.
Women still have to navigate traditional patriarchal challenges, and they
face unique pressures from the highly demanding, and to an extent,
toxic popular culture within the millennial and Gen Z generations. Young
women also have to battle against prejudiced men (young and old) and
women in the various spaces in which they interact. To highlight some of
those challenges, consider when young women enter the realm of leadership and are expected to lead like men by displaying similar behaviours
and mannerisms that are usually associated with male leaders. This is
extremely problematic because men and women are different, and will
naturally have different leadership styles. Young women constantly have
to prove themselves as young leaders, when our approach is completely
different to what is viewed as the norm.
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SEXUAL HARASSMENT
Sexual harassment and sexual assault are alive and common in
many professional spaces that women have to navigate to get ahead.
Many times young women encounter uncomfortable situations with men
in their age bracket, and from older men who attempt to exploit them.
They also encounter the issue of not being taken seriously by elders due to
their lack of experience. I firmly believe that if senior women guided and
mentored younger women through the process, they would be given the
opportunity to fulfil their potential as leaders.

PREJUDICE BY OLDER WOMEN
Another major challenge that young women face is the prejudice meted
out by senior women. Historically, there have been few spots for women
in leadership, which often created fierce competition among women. This
culture of competition among women has trickled down into our daily
interactions in more relaxed social settings where women are often very
critical and dismissive to other women, and especially to younger women
who may choose to do things differently. Young women often do not
perceive senior women as mentors, and have to deal with a great deal of
prejudice that comes from their interactions. Not only is this discouraging to younger subordinates, but it also defeats the purpose of women
empowering each other and moving towards a more gender-equal world.

I

must acknowledge, though, that young women in Trinidad
and Tobago have really managed to navigate these obstacles and achieve massive amounts of personal and social
change in their communities. We no longer live in an era
where we are expected to stick to the traditional roles,
and there are endless opportunities for young women to
advance themselves and their communities. However, these
opportunities are not always distributed fairly and equitably
among young women and girls, for example, they are more
abundant in urban areas as opposed to rural areas, but women and girls
do not only reside in the cities. We are everywhere, and therefore, opportunities deserve to be everywhere.
There is no doubt that women can navigate these challenges, and once
presented with an opportunity, they can overcome all obstacles. However,
young women must seek that personal initiative to build themselves and
focus on consistent mastery of their individual skillset. The world is changing rapidly, and opportunities and challenges will always be present. We
need to marry the skills we acquire in school with those learnt from our
families and communities. We need to spread and seek knowledge to
keep up with our evolving planet.

MENTORSHIP
My hope is for those women who can change the lives of younger women
to actively try their best to do so, through support and mentorship.
Often, we let power, greed, and status get in the way of good community
service. If we continue along that trajectory, women will never be able
to trample the patriarchy that restricts our elevation in society. As young
women, we must not forget our experiences and the power we have to
influence the next generation. We ought to hold ourselves accountable
and not let our success blind us from fighting the cause.
Women in leadership are all about transformation. We are different from
men and will always be different. We should use our differences to impact
the changes that we want to see and to reach the heights of success that
we set out for ourselves. Let no one guilt you into hiding your emotions,
changing your fashion sense, or inflicting the notion that you ought to be
seen and not heard. Challenges will always present themselves, but we
have the power to make the journey less challenging for the generation of
women and girls who will come after us, just as those before us paved the
way for us.

We may be seen as
forceful to some, and
perhaps many of us
are adamant about
the change we wish to
create, but as long as
our counterparts understand the importance of
diverse opinions, gender
equality will not be
such a fearful concept
to our society.
I want to encourage all young women to master their skills, to form
their own personal identity that is separate and apart from their
professional identity. When you enter a room, be confident, read the
room, notice the challenges, and set your strategy bravely. Women
are here to lead and will continue to lead. We may be seen as forceful
to some, and perhaps many of us are adamant about the change we
wish to create, but as long as our counterparts understand the importance of diverse opinions, gender equality will not be such a fearful
concept to our society.
Ruqayyah Scott is the host of “One & One” – a local talk show which focuses on
conversation surrounding the development of Trinidad and Tobago on the WESN
Content Capital Channel. She is also a current undergraduate student at the University
of the West Indies pursuing her BSc in Economics with a minor in Environmental
Economics, and brands herself as an Economic and Social Development advocate.
She currently serves as the President of the UWI Economics Society, Vice-chair of the
Caribbean Women in Leadership Trinidad and Tobago National Chapter, Head Trainer
of the Model United Nations, Professional Development Director and Public Relations
Officer of the Rotaract Club of Central Port of Spain, and she is also a former Trinidad
and Tobago Youth Ambassador to the United States.

LinkedIn: https://www.linkedin.com/in/ruqayyah-scott934ba738/
Facebook: https://www.facebook.com/RuqayyahScott-819357385109237
Instagram: https://www.instagram.com/ruki_scott/
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ENABLING WOMEN
AGRI-ENTREPRENEURSHIP
THROUGH

DIGITAL TRANSFORMATION

T

rinidad and Tobago’s has a rich agricultural
history. In the midst of a pandemic, local agriculture has once again proven to be vital, faced
with the reality of closed borders and bottlenecked trade routes. Women have been a fundamental part of the agricultural sector, participating in all roles from planting seeds to packaging
harvests. As we look to the future in a new
reality, we ask: what investments and policies in
technology can assist women in agriculture for
their own benefit and that of their community in a post-pandemic
world?
According to The Latin America and Caribbean Advantage report, Latin
America and the Caribbean is home to around 658 million people, of whom
around 18% live in rural areas. Women make up approximately half the rural
population, of which indigenous women comprise 20%. Furthermore, 17%
of the total population are young people, of whom 20% (21 million) live in
rural areas (IFAD). These figures show that despite increasing urbanisation,
rural communities remain significant, especially since they typically account
for the majority of agricultural production and have the young,
active workforce needed to drive a new agricultural revolution.
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By Nesha Beharry-Borg (PhD.)
Director of Centrascape
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However, equally for both men and women, agricultural
entrepreneurs need to be empowered to meet the challenges of modern agriculture. Increasingly, technology resourcing
and adoption are proving central in realising the available opportunities in this sector.

RESOURCING THE TECHNOLOGICAL GAP
Back in 2020, Abigail Daniel, the Senior Programme Coordinator
of Tobago’s Unemployment Relief Programme (URP)’s agricultural
section, spoke to the Trinidad Newsday on the positive effects
women experienced being part of the programme. While the initiative focuses on teaching women to grow their own food in small
batches, it also highlights the importance of supporting the growth
of both technical knowledge and technological access needed for
success.
Considering the rural setting many of the local agricultural population work in, women are inherently disadvantaged since they may
lack access to financing to purchase land and fund materials, transportation, training and technology (water, electricity, and digital
services) even before they begin considering a career in agricultural
production. Some of these limitations require deep structural
change. For example, in developing countries, only 10-20% of landholders are women, and in some parts of the world, women still
cannot legally own or control land. However, some existing barriers
that limit women’s entry in the sector can be overcome through
access to digital technology.
International Fund for Agricultural Development
Via Paolo di Dono, 44 - 00142 Rome, Italy
Tel: +39 06 54591 - Fax: +39 06 5043463
Email: ifad@ifad .org
www.ifad.org

A

The Latin America and Caribbean Advantage
Family farming – a critical success factor for resilient
food security and nutrition
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twitter.com/ifad
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t the simplest level, digital technology
and online services can help women
navigate the agriculture processes,
providing guidance on seeding and
harvesting, pest control and other core
agricultural activities.
September 2019

September 2019

youtube.com/user/ifadT V
twitter.com/ifad

linkedin.com/company/ifad
instagram. com/ifadnews
facebook. com/ifad

www.ifad.org
Email: ifad@ifad .org
Tel: +39 06 54591 - Fax: +39 06 5043463
Via Paolo di Dono, 44 - 00142 Rome, Italy
International Fund for Agricultural Development

A reliable internet service and access to
computers also opens myriad learning
avenues for women farmers, through online
training courses on emerging technologies,
important funding opportunities, or trends in agriculture that would
help them stay abreast of market needs and innovations.
One such initiative is Compete Caribbean’s Regional Agri-Tech
Initiative, where women can receive technical assistance and grant
funding for using technology to improve productivity. Online access
also allows women farmers to search for information related to the
business of agriculture, including financial management, access
to loans or funding, and special calls by the government that may
directly benefit them. Beyond information consumption, digital
access also enables online access to services that are harder to
access in a rural environment such as making payments for goods,
loan or funding applications, and mobile banking.
Enabling a digital transformation for women in agriculture requires
both investment and training. In most cases, delivery of information and services will be via mobile phones. Therefore, investment
in infrastructure for steady Wi-Fi or cellular data is a prerequisite to
achieving this transformation. Equally, training of users will be key to
attaining a return on this investment through technology adoption.
This investment in technology and training has been shown to pay
off. Studies by the World Bank show that, “Providing women equal
access to services and assets and enhancing their agency and
opportunities in the agricultural sector could increase agricultural
production in developing countries by about 2.5-4%, and potentially
reduce the number of hungry people by 12-17%.”
A good example of how to empower women farmers through
technology is through the Flagship Programme on Women’s
Empowerment through Climate Smart Agriculture
from UN Women. An outcome of this programme is
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the ‘Buy from Women Platform’. The main goal of the
programme is to help women farmers digitise their business, which enables them to market themselves more
effectively while raising their credit rating. This leads to access to
financing and connects them with other farmers and suppliers to
improve their network.

POSITIVE BEGINNINGS IN THE LOCAL
CONTEXT
The gender gap that once prevented women from either widening their current agribusiness or from even considering getting
involved in the arena, has been shortened of late, with technology playing an important role.
At the CARICOM ICT and Innovation in Agriculture
segment of the 12th Regional Agricultural Planners’
Forum session back in 2019, Ms. Keithlin Caroo, head of St.
Lucian NGO ‘Helen’s Daughters’, spoke on gender mainstreaming
in agriculture. Ms. Caroo said some of the challenges she faced
came from stereotyping, not being taken seriously, financial setbacks, and access to information. The organisation uses technology in various aspects of agriculture, including smart soil sensors.
This shows that while systemic challenges remain, technology
can help make progress towards a more level playing field for
women.

I

For the agricultural sector
in the Caribbean to be
truly competitive, women
farmers also need to have
access to land, infrastructure, services, and an
export orientation.

n Trinidad and Tobago, recent upgrades in
internet and data services provide more stable
networks for mobile users in general. This has
led to women farmers using social media to
market their e-commerce agribusiness to much
success. A clear example is an uptick in homedelivery of fruit and vegetables by various
growers during the pandemic.

Women entrepreneurs constitute a significant part
of this market, with many using WhatsApp to coordinate deliveries and grow their customer base. These women-led businesses
can feed into local e-commerce platforms like D Market Movers,
which provide opportunities for online sales through new markets
that traditionally would be out of their reach.
Also, in Trinidad and Tobago, women-led businesses like
Greenage Farms provide retail-ready options for implementing
vertical growing and hydroponic systems. Further afield, Eeden
Farms in The Bahamas, another woman-led agribusiness, shows
how technology can be used to promote containerised hydroponic farming, and the incorporation of an e-commerce function
into their business model. The next step in the Caribbean will be
to learn and implement the new innovations in e-commerce for
agriculture that is taking place globally. For example, in China
and Africa, there are marketplaces dedicated to all types of
agribusinesses, such as those in livestock, crop production, and
horticulture.
While these are good examples of how technology can assist
women, for the agricultural sector in the Caribbean to be truly
competitive, women farmers also need to have access to land,
infrastructure, services, and an export orientation. Indeed, while
there is evidence to support the importance of empowering
women in agriculture, there remains insufficient information and
support for women farmers to fully realise their potential. Many
of the development agencies in the Caribbean, such as the IDB,
IICA, FAO and UNDP, are poised to assist women in the agriculture industry and already support women-led businesses and
community-based organisations.
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While support from international and regional development
agencies is important and welcome, to be truly sustainable,
women need support from local governmental agencies that
implement the design of policy implementation and capacity
building, as well as provide the opportunities for institutional
changes. Trinidad and Tobago already has agencies that provide
this support, such as the Ministry of Trade and the Ministry
of Agriculture through their partner agencies like ExportTT
and InvestTT. At the regional level, the Caribbean Export
Development Agency, CARIFORUM and the University of the West
Indies also provide avenues for assistance. These agencies are an
important part of the ecosystem of accelerators that supports
technological innovations in agriculture. Working with these
organisations remains key to the women-led private sector SMEs
so that they can benefit from the research, technology transfer,
and training opportunities.
A digital transformation in agriculture supported by governmentled policy will help close the gender gap. As food security concerns move to the forefront of national policy, these are concerns
that the country and region can ill afford to ignore. Women must
play a part in the next generation of agricultural entrepreneurship if the region and country are to meet these challenges and
maximise their opportunities in our new reality.
nesha.borg@centrascape.com
www.centrascape.com
www.fb.com/Centrascape
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BRAND "YOU"
Four years ago, former news
anchor, Golda Lee Bruce,
experienced an internal shift.
She felt called to do more, but
had no idea how to answer
the call. It so happened that
personal branding was a good
place to begin. Here’s her story:
36

I

just had this overwhelming feeling that I had to do
more. For many years, I had found purpose in media, but
a bout of anxiety and depression changed how I thought
about my life and work. I suddenly believed there was
a part of my potential that was going untapped, and I
wanted to use all of my talents and influence. It was a
scary feeling. There were times when I actually longed
for the contentment I had before. But it was gone, and a
new path lay before me.
So, the question was - where to begin? I started jotting down things I
could do to live more purposefully. I wrote down my strengths and weaknesses. I wrote ideas for content I could create, videos I could make,
events I could host, and books I could write. But there was one beautiful
paradox. Life in media had given me a platform, but it had also shaped
how I was perceived by the public. I got my first job in journalism at 20
years old, and so, to many people, I was and would always be the “News
Lady”.
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I forged ahead and decided to build a website. It seemed like
a good plan. It would serve as a repository for all the inspirational and motivational content I planned to create. And then
I set out to find someone who could help me to build my website.
And that’s when I met the consultant who told me, “we’ll eventually
get to the website, but what you need is rebranding.”
Up to that point, I had never thought about branding outside of the
news brands I had worked for. I certainly had not thought about a
personal brand. And so, it was hard for me to answer the difficult
questions that were being asked, such as: Who are you? How do you
want to influence others? How do you wish to be perceived?
It turns out that I also thought of myself as only a news anchor, and
had to dig deep to find the rest of who I was. After months of searching, I made a discovery: I was a storyteller and had always been. I
realised that at the very core, journalists are storytellers. But even
before the media career, I enjoyed telling stories. As a child, I wrote
songs and participated in storytelling competitions. Constructing narratives has always been part of my life. So now I know that whether I
am in a newsroom, on a stage motivating young people, or working
in international development, my stories are my superpower.

NOW, ALLOW ME TO SHARE WITH YOU THE
FOUR MOST IMPORTANT LESSONS FROM MY
LEAP:
1.

Believe in your brand. The first step was that I had to begin
calling myself a storyteller. I headed off to social media and
edited my profiles. It was terrifying. I was worried that people
would think of me sitting under a tree telling stories to children.
And maybe some people did. But as I began to call myself what
I was, most people believed me.

2.

You are your brand. You’ve probably heard this before. That’s
because it is absolutely true. The world’s best marketing cannot
conceal a misalignment between who you are and who you
say you are. Be honest with yourself about yourself. We all have
something to offer to the world, so ensure that your personal
brand tells the truth about what you are offering.

3.

Establish targets. What are you trying to achieve? How will
you know when you have achieved it? Targets are important
for keeping us on track and personally accountable. As a wise
person once put it - what gets measured, gets done.

4.

Appoint a brand board. This sounds much more complicated
than it is. Find four or five people in your life, who know you
and your goals. Ask them to keep track of your progress, to be
honest with you about what you’re doing well, and areas for
improvement. Ask them to tell the truth, even when it is hard to
do. As you begin to take your personal brand seriously, opinions
are likely to come pouring in, but don’t incline your ear to everyone. Trust your brand board.

When we talk about branding, many people think about logos, colour
schemes, and photoshoots. That was my mistake too. But before
all that, comes the acknowledgement that each of us already has a
personal brand. It’s up to us to develop our brands and use them to
impact the lives of others.
Golda Lee Bruce wants to leave the world better than she found it. She believes in
the power of stories to motivate people and transform lives. As a journalist and news
anchor for over a decade, Golda told the stories of the people of the Caribbean. She
continues this work as a Development Storyteller and Communications Specialist.

http://goldaleebruce.com/
https://www.facebook.com/goldaspeaks/
https://www.instagram.com/goldaleebruce/
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How can women navigate a
male-dominated industry?

GET
A GPS!
(and other tips)

By Danielle A. Jones-Hunte
Global Head of
Employee Engagement, bp
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Despite the positive changes in many corporations
around the globe, some industries are slower in the race to move beyond
a gender-biased past. Though change is coming, tech, heavy industry, and
construction still remain male-dominated. The pipeline of talent however, is
rapidly evolving with female college graduates and technically qualified professionals growing at pace.
A certification may get a woman in the door of a male-dominated
company, but understanding how to navigate a male-dominated field is a
skill in and of itself. Here are a few tips to help women navigate!

CULTURAL UNDERSTANDING
Understanding the culture of an organisation is an important step for
anyone seeking to succeed, but it is critical for women seeking to get ahead
in a situation where the female is in the minority. Each company’s definition
of leadership and success is slightly different. It is key that these specific
socio-cultural mores be thoroughly understood, as upward career moves are
considered.

TO THINE OWN SELF BE TRUE
Shakespeare was on to something! “Putting focus on developing your
emotional intelligence and resilience is incredibly important, especially in
the early stages of a career in a male-dominated industry like tech.” says
Vanessa Anderson, Solution Architect. Asking yourself WIIFM (what’s in it for
me) can help women navigate the tough moments that will inevitably come
with navigating career success, when they are in the minority.

MY TIPS?
Keep your WIIFM visible – write your goals down and keep them visible
to you. Create a vision board. Anything that ensures that when you are
down (or up) you can know why the journey to success is worth it. Not
every day will be a 100% day. Failure will come. “Women in male-dominated
industries need to stay gritty and to stay motivated to succeed.” Reminding
yourself of your goals and your why can help!

Set your GPS: Far
too many women
trust their careers to
someone else. That is
a mistake.
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Set your GPS: Everyone needs help navigating. A goal positioning system
(GPS) can help. “You must research and own your career roadmap and
be an eternal learner.” says Anderson, who despite having almost two
decades of large-scale tech industry experience, had certification credentials
updated up to the day we spoke! Far too many women trust their careers to
someone else. That is a mistake. Industries and corporations need change. If
a woman wants to succeed, she must set a career destination and willingly
change career paths based on industry trends. Your car GPS recalculates
destination approaches based on new information—why shouldn’t you do
the same for your career?
Perform & Be Prepared: When opportunity meets preparation, success
follows. When performance is beyond reproach, promotions are not only
easier to access, but easier for others, even those most resistant to changing workforce dynamics to respect.
Peak performance, peak respect for colleagues, and taking the time to
prepare and develop one’s self are key for women wanting to get ahead in
the workplace.
Digital learning and virtual working have increased access to development.
Men and women most serious about getting ahead are capitalising on these
opportunities.
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T

he verdict is in. Diversity positively impacts the
bottom line. Women in the board room are no
longer unicorns, they are becoming more commonplace. An increasing number of Fortune 500
companies are led by them (reaching a record of
41/500 in 2020). There is still quite a way to go as
we aim for gender equity in the workplace.

Move beyond mentors – seek sponsors instead:
“Women are over mentored and under-sponsored.”
says Arlene Amitirigala, former Head of Engagement &
Employee Communications and Change Diaries Podcast host.
Mentors help build skills. Sponsors accelerate careers. Sponsors
bring your name up in high-level talent development discussions
that take place behind closed doors, which means sponsorship of
women is critical to ensure success, especially in male-dominated
fields.
How to find a sponsor? In reality leaders choose their protégés.
But they can only choose from those they know. My advice to
women? Show up at company events (again easier because many
are online now). Meet senior leaders. Speak about career goals
and ask to work with them to help advance same. As these contacts begin to understand the career journeys and brands of the
women they interact with, often these relationships can naturally
mature into sponsorship relationships.
However, don’t try to force a sponsorship relationship! When it
comes to finding sponsors: “Opportunity favours the bold – but
not the boastful or entitled!”
Create your own boy’s club: Without question, one’s network
is an important asset. Who you invest your time with is as important to shaping your future, as to where you invest your money.
The boy’s club is no less powerful than the right professional
associations, alumni associations, and even parent associations. In
all networks, you get what you put in! Meet people—learn about
and from them—don’t just jump in and ask for favours! Participate
in events and activities, and yes, again for women especially, it is
important to connect to networks online.
“LinkedIn is an incredible opportunity to not only grow a professional network, but to share and learn from professionals in your
field that you admire,” says William Arruda, Forbes writer and
Personal Branding guru. Time invested in growing networks on and
offline can help open doors for women not only in the company
they currently work in, but can also help them be considered for
unadvertised roles at other companies. LinkedIn networking can
also help women access volunteer networks and those that can
help develop leadership and other skills not being developed in
their current role, which can help them be considered for the next
step in their career journey.

DON’T FALL INTO THE TRAP OF NEEDING
TO BE UBER NICE

Should your company
culture not be welcoming to advancing talent
of all genders, expect your
company to have competition from a new startup
faster than you think.

• Show care and compassion without being weak;
• Respectfully disagree with male opinions without the preface
of ‘I respectfully disagree’;
• Give constructive feedback firmly without smiling through it or
apologising.

SAYING WHAT YOU WANT/ NEED
Unconscious bias is real. Neither gender gets a pass on this.
Assumption has no place at corporate decision-making tables but
from time to time it sneaks its way in. To fight that, women need
to speak up. Women MUST ensure that decision-makers are aware
of their career goals and development needs. They MUST raise
their hands.
The opportunity fairy is not coming.
Opportunity can only find those who have made their career
desires known, positioned themselves to be considered, and more
than adequately prepared for such moves.

NOTE TO THE MEN READING THIS ARTICLE.

Being respected is more important than being liked – it is a great
thing when the two come together though. This said, to succeed
in any industry, especially male-dominated ones, women have got
to stop being afraid of being disliked. I’ve written on this in my
#MojoMonday blog on LinkedIn. It is worth repeating.

Women are not looking for a handout when it comes to career
development. They are doing the work to succeed. Companies
that are diverse in ethnic and gender representation throughout
their structures have been proven to be more likely to be profitable and more innovative.

The ‘super nice’ trope is the anti-battle axe trope of women in the
workplace - the view that if folks say ‘gosh, she’s so nice’ a woman
is more likely to succeed. This thinking under emphasises all other
experience, competence, and qualifications – deeming them all
as less important than the female’s ability to (wait for it) smile and
agree – to basically everything! #StopIt

Diverse talent is like good capital – it goes where it is welcome
and stays where it is well-treated.

The results of trying to live up to this ‘niceness’? Lack of respect,
tolerance of mediocre performance, overwork, and conscious
acceptance of lower pay. Be clear: respectfully speaking up does
NOT mean you are not nice. So, both genders should do that
instead of overcompensating (consciously or unconsciously) to
meet this ridiculous stereotype. Women can:
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Should your company culture not be welcoming to advancing
talent of both genders and the non-binary members of society,
expect your company to have competition from a new start-up
faster than you think. #OptionsAbound
Danielle A. Jones-Hunte is an agile coach and storyteller that helps brands
and leaders reignite their spark! She is currently the Global Head of Employee
Engagement at bp in London, and writes a personal blog, #MojoMonday on
LinkedIn.

https://www.linkedin.com/in/danielleajones/
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TECH FOR SAFETY
Using Technology to Save Women and Girls from Violence

V

iolence against women and girls is a global
issue with which many societies are struggling. Within the last few years, Trinidad
and Tobago has witnessed an increase in the
number of reports of women and girls of all
ages and backgrounds being abused or killed.
No matter how many times these incidents
occur, the impact is always the same. Citizens
around the country have expressed their anger and condemnation
over these senseless acts of violence mainly perpetrated by men.
The data seem to back up the collective concern. A Women’s Health Survey
funded by the Inter-American Development Bank in 2017 estimated that
100,000 women in Trinidad and Tobago between the ages of 15 to 64 have
experienced one or more acts of physical and/or sexual violence perpetrated by male partners. And that’s just women in relationships. Clearly, there is
a lot more we could be doing to protect our women and girls.
Experts point to a range of interventions that could enhance safety and
protection for women and girls through the implementation of awareness
campaigns, universal access to sexual and reproductive health, specialised
training for hospital staff to screen for violence during routine
services, and greater social support services for survivors and their
41

By James Walker
Business Development Leader,
Heritage Petroleum Company Limited
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families, inter alia. Some of these interventions require a systematic and long-term approach, and their delivery requires
support from government, business, and the established
social sector stakeholders. Nonetheless, there is a quiet ground swelling of activity in Trinidad and Tobago, comprised of individuals and
groups looking to make a difference in a way that excites them. We
see this manifest today through technology-enabled interventions
that can provide support to victims and go a step further to prevent
violent acts from occurring in the first place.

ANDREA PROJECT
The Andrea Project is an example of one such group that shows how
community-based intervention can create the necessary changes we
want to see in our society. Born out of the pain and tragedy stemming from the brutal murder of an innocent young woman in early
2021, over 25 individuals representing a broad range of sectors and
professional backgrounds came together to identify how a range of
tech-infused opportunities can help keep women and girls safe in
our society. The group generated ideas that ranged from creating a
crowdsourced registry of public transportation vehicles to gamified
training for young people to recognise and address abusive situations.

T

he Andrea Project is currently focused on building awareness through the creation of stimulating videos that highlights simple features that
already exist on our mobile devices to enhance
the safety and security of women and girls. It's a
known fact that most people aren't even aware
that these features already exist on their mobile
devices nor is it activated. The good news is
that some of these features don’t even require a data connection,
which can be a lifesaving measure for someone trapped in a dangerous situation.
The Andrea Project shows how we can transfer pain into purpose to
not only save lives, but to create a safer society for all citizens. Yet,
they are but only one group. There are many others that have mobilised recently in the wake of such heart-breaking tragedies to combat
violence against women and girls. Many of the persons involved
nationally are young people who were raised in a tech-enabled and
mobile-first environment. They have seen the impact of data, connectivity, social networks and media on our day-to-day lives.

TTWESAFE
One such individual is Joel Houlder, founder of TTWeSafe. As a recent
graduate of the University of Greenwich in Electrical Engineering, Joel
was motivated after seeing a post by a young lady on social media,
suggesting that female commuters should take photos of taxis
before entering them. Joel relates, “I thought her idea was great, but
I felt that our Trini culture may make taking pictures of cars awkward
for the user. I figured there was a better way. I used to work in a
gym where we would scan QR codes affixed to the equipment which
would bring up information relevant to the machines. I was able to
make that mental link to use a technology that is widely available to
quickly verify and validate a taxi.”

"I used to work in a gym
where we would scan QR
codes affixed to the equipment which would bring
up information relevant to
the machines."
Joel Houlder, Founder of TTWeSafe

Joel then went on to develop TTWeSafe, a commuter safety and
security mobile application that allows the commuter to verify the
taxi driver and the vehicle before entering the vehicle. Commuters
can do so even without having data or Wi-Fi on the go. Commuters
can share information about their rides with their emergency
contacts, such as the time and location they entered the taxi.
Commuters can also share their live location with their contacts if
they have access to data.
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During the commute, the user can program in and receive
safety prompts. When a prompt is received, the user will
be asked to respond updating their safety status. If the user
doesn’t respond within a set amount of time, a message would be
sent to their emergency contacts. Another feature is the panic code
whereby the user can respond to the prompt with a panic code that
alerts her emergency contacts. A panic button built into the app also
triggers these alerts. For those without data on the go, an estimated
commute time can be input, and the app will prompt the user to
confirm that the commute has safely ended.

K

ey to the success of any development in technology is knowing your user base and forging
partnerships with key stakeholders. In this case,
the TTWeSafe team has developed deep relationships with the Trinidad and Tobago Taxi Driver
Network, which comprises approximately fifty taxi
associations and represents more than half of
all registered taxi drivers. According to Joel, “taxi
drivers are interested because they too recognise
the challenges faced by female commuters and want to make them
feel safer in their vehicles. By now, I have met with hundreds of taxi
drivers and I am amazed at how committed they are to protecting
the wellbeing of their female customers. Furthermore, the app is also
designed to protect the taxi drivers and there are many female drivers
out there who will benefit.” The TTWeSafe team is also focused on
educating “PH” drivers on the process and benefits of becoming a
registered taxi.

Ultimately, what matters
most is keeping us all
safe as the apps, website,
games and campaigns
that individuals and
groups are working on
will benefit not just
women and girls but
society at large.

Joel is an example of a young entrepreneur who has been able to
see an opportunity and quickly move from idea to concept design to
build and (soon to) launch. The very process of looking first to where
technology can be applied to solve even complex social problems
bodes well for Trinidad and Tobago and for our business and societal
landscape going forward. We have a cadre of engineers, scientists,
project managers, IT professionals, lawyers, creatives who are pivoting
into tech. Our economic diversification and job creation in an “Industry
4.0” landscape depend on continued pivoting and growth for our
micro, small and medium enterprises.

WHAT BUSINESS CAN DO
The business community in Trinidad and Tobago can play its part too.
Businesses can support the entrepreneurs and companies behind
the pro-social developments that we critically need. Many of these
"early-stage" companies require funding and/or the collaboration and
endorsement of a bigger, more recognisable brand. Supporting these
initiatives also means promoting the deployment of the technologies
among their staff, suppliers, customers, and community stakeholders. For example, once fully launched and operational, businesses
could partner with and promote a safe commuting app amongst their
employees who take public transport daily.
Ultimately, what matters most is keeping us all safe as the apps,
website, games and campaigns that individuals and groups are
working on will benefit not just women and girls but society at large.
I am personally excited by the developments happening in our own
society amongst concerned citizens and the way in which a new
cohort of entrepreneurs are turning first to tech solutions to address
the sticky and complex issues that our society faces.
James Walker is the Business Development Leader at Heritage Petroleum Company
Limited. Prior to joining Heritage, he was a consultant at McKinsey & Company based
in London and Panama and worked in a range of sectors around the world focusing
mainly on strategy, transactions, and operations. A development economist by training,
he is passionate about social justice and education, and founded a social enterprise
focused on youth leadership and volunteering called Marti Expeditions building off his
experience on similar projects at National Geographic.
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CHALLENGE THE BIAS –
LEAD WITH SUCCESS
Accepting the burden of
responsibility that comes
with ‘Breaking the Glass
Ceiling’ and being the only
woman in the room.
By Lt. Col Jozette McLean
Ag Director of Strategic Logistics,
Trinidad and Tobago Defence Force
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T

he military institute is perhaps
the quintessential pillar of masculine leadership. Promoting
gender equality and the visibility of women, does not mean
invisibility for men; rather, it
translates to military operational efficiency.

In 1980, the first batch of thirty-four
women enlisted in the Trinidad and Tobago Defence
Force (TTDF) Regiment. Fast forward to 2021, the TTDF
has made significant strides in the integration and
employment of women. These early pioneers paved the
way, and since then, there has been steady recognition
of the capabilities of women in the military. Women are
currently employed in every branch except elite Special
Forces Units, and comprise approximately 15% of the
TTDF population. Of this population, women comprise
16% of the leadership across the ranks from Sgt/Petty
Officer to Lt. Col.
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To date, women have contributed significantly to leadership roles; however, where organisational inequities restrict
women’s roles, the organisation forfeits an opportunity for
not only increased operational effectiveness, but also competent
and intelligent leadership. The TTDF, therefore, has embraced
the responsibility to stimulate discussions surrounding gendermainstreaming and full inclusion, so as not to discount 15% of its
population.

WOMEN IN THE MILITARY
There exists a critical role for women in the military. Yet, genderspecific organisational standards may reinforce perceptions that
women are unable to perform to the same standard as men.
Research has shown that lower standards based on gender, may
make it increasingly difficult for women to earn the trust and confidence of leaders and peers in their operational capabilities. The
perception that women are constrained by their inability to meet
established organisational standards and criteria must be shattered, through giving women the opportunity to succeed or fail.

Research has shown that lower
standards based on gender
may make it increasingly
difficult for women to earn the
trust and confidence of leaders
and peers in their operational
capabilities.

Meeting the demands of ultimate authority, responsibility,
accountability, and expectations of performance, place enormous
pressure on military officers. These expectations can be internal
to the organisation, external, and often self-imposed. This compounding of demands and expectations is what some refer to as
the ‘burden of command’, and often weighs heavily on an officer.
However, the ability of a leader to successfully meet and exceed
these demands demonstrates commandership, despite gender.
Commandership often requires subordination of individual needs
for the greater good of the organisation, and the ultimate authority entrusted to a commander mandates a mental shift when he
or she becomes the face of the organisation. Leaders are
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entrusted with the power to make organisational decisions, and
must continually prove that the trust and authority inherent in
command is well-placed and well-deserved.
This burden of command is significant for female military officers in a
male-dominated environment, often as the only woman in the room.
Two thousand and twenty-one marks the 25th year of my military career,
and for more than half of it, I have been the most senior female in the
TTDF. It is in this position that I have grown as an officer, a wife, and
a mother. Originally from Morvant, there have been many firsts in my
career, and because of where I sit, there may continue to be many more.
Through all of this, my husband, as a retired military officer, and my son
have been invaluable to my success as a female leader.

THE GLASS CEILING IS REAL
Through deep reflection of my career, I have realised that the ‘glass
ceiling’ is real, mentorship is an important aspect of female leadership,
behaviour during demanding epochs defines true leaders, and female
and male leadership differences is a myth. Further, female leaders must
accept the role model position and burden of responsibility that come
with being the only ‘skirt’ in the room.
The phenomenon, known as the ‘glass ceiling’, has been described as a
barrier of prejudice and discrimination that excludes women from higher-level leadership positions, Kent et al, (2010). The idea pervades that
organisational systems may be consciously or unconsciously, but inherently designed, to exclude women from reaching the highest positions.
These institutional systems include formal performance evaluations,
promotion policies, training, and informal systems such as social circles,
who knows whom, and who gets invited to which events. These systems
are inherent within organisations, and have the effect of naturally selecting who makes it to the upper echelons; most often a man rather than a
woman.

D

uring my military career, I have had to hold myself
to higher ethical standards, since my actions are
measured against the Regiment’s core values,
and gender roles based on society’s expectations.
Overcoming gender biases sometimes required
being overly assertive and opinionated. Studies
have discounted, as well as supported, arguments
that men and women use different leadership
styles. Bennis and Thomas (2002) identified four
essential leadership skills that would allow a leader
to learn from and thrive through their challenges. These include genderneutral traits such as the ability to engage others in shared meaning,
having a distinctive, compelling voice, integrity, and adaptive capacity.
The trait of hardiness provides the mental toughness and resilience
required for maintaining a positive outlook through adverse situations,
enabling the leader to turn around situations to succeed.

Overcoming gender biases
sometimes required being overly
assertive and opinionated.

I have grown significantly over the course of my career; however, what
remains consistent is my determination to positively influence the experience of women; so I often contemplate on the appropriate approach.
According to McGregor (2014), the U.S. Army's first African-American
female two-star general spoke about the absence of a formal mentoring
program and the criticality of such a program for more women to get
ahead. She said that the military needed to “get outside their personal
comfort zone”. Female mentorship in all forms is critical to developing
future female leaders.
In her memoirs, General Kennedy, the first US female three-star general,
spoke about her struggles and having to adopt the role of the ‘Iron
Maiden’. Having to appear more militaristic and wield the disciplinary
power inherent in command much more unwaveringly than her male
peers, are experiences we both share. Her ‘Iron Maiden’ persona came
about both through her ideas of how men would react to her and
through the challenges of men to her authority, as did mine. These
factors may contribute to the loneliness of female leadership
in a male-dominated environment.
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At the age of 20, I was leading soldiers with children my age. I had to
work hard for their respect, and that
has influenced the leader I have become. My
authority was often tested, and I was forced to
wield my authority at every opportunity, continuously proving myself. I gained several nicknames including ‘Woman of Steel’, ‘GI Jane’,
‘Wicked Witch of the West’, and ‘Head B**** in
Charge’. I had to work harder, know more, do
more, just to receive the same respect as my
peers, and to ensure I was not discounted as
the weak link. Today, I am an overachiever; I
realised that competence and capability were
tools that could earn credibility and trust. As
a leader, I had to set the standards and lead
from the front. I had to accept the responsibility that came with being the only ‘skirt’ in the
room.
Male leadership also plays a critical role in
ensuring that women have a seat at the decision-making table, as they set the example
for other males in a male-dominated environment. Integration of minorities requires organisational adjustments, and senior officers must
be sincerely involved. Creating a culture where
women feel comfortable, is not a quick-fix, but
takes a long time, a lot of work, and requires
different leadership initiatives and thorough
actions. The support and political will of male
leaders who publicly promote gender equality and women’s equal participation in public
life, are vital for accelerating changes to social
norms as people respond to the messages
from traditional leaders. One of the major
challenges we face is ensuring that good
intentions are translated into actionable items,
namely culture change. This is not about
retaining a certain image of the organisation;
it is about making real in-depth and meaningful cultural changes.
My experience has taught me that women
leaders become role models whether they
want to or not. All achievements are huge
achievements in a world where every female
accomplishment is celebrated as if this
achievement was not expected, or beyond the
reach of a woman. The lesson to be learned
here is that as women, the world is always
watching, and you are always a role model,
whether it is your intent to be one or not, so
be the superhero that you are.

At the age of 20, I was leading soldiers
with children my age.

Finally, as women, we have a responsibility
to add to the conversation, and to become
champions and advocates for advancing
agendas for organisational change and for
increased integration and recognition of our
contributions. Let us unapologetically choose
to challenge expectations and attitudes about
the masculinity of leadership, while recognising the value of diversity.
Lt. Col. Jozette McLean MCIPS Chartered, LLM,
MMAS, MSc is the Ag. Director of Strategic Logistics at
the Trinidad and Tobago Defence Force, Gender Advisor
and Chairman of the Chief of Defence Staff Military
Women’s Initiative.
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MAKING
BRISTOW SOAR

Interview with Avionics
Engineer/Engineering Safety
Officer Sherry Ramlal

I

started as a trainee avionics engineer 14
years ago. I am currently a licenced avionics engineer. Recently I was also given the
role of engineering safety officer.

WHAT IS A RECENT SUCCESS OF
WHICH YOU'RE PARTICULARLY
PROUD?
I am proud of being given the role of engineering safety
officer and finding ways to promote safety to my colleagues. The Engineering team works long hours together,
and we have become a family. Contributing to the process
that keeps us safe is a joy for me.

WHAT ARE SOME CHALLENGES
YOU’VE FACED IN YOUR CAREER?
HOW DID YOU OVERCOME THEM?
When I applied for the position of trainee engineer, the
initial part of the process was an exam. It was quite daunting to walk into the exam room and seeing all these
accomplished men writing this exam with me!
Self-doubt is a major challenge to me as a woman succeeding in a male-dominated field. I remind myself constantly what I am made of, then I put my head down and
give my best in everything I do.
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WHO INSPIRES YOU?
Growing up, seeing my cousin Natalie
chase her dreams was a big inspiration for me. She spent long nights studying
and making sure she did what was necessary
to achieve her goals. She grew up with her
grandmother and faced financial struggles, as
well as the struggles of being a woman pursuing a career in electrical engineering in a time
and culture where women were expected to
be housewives. Her hard work and dedication were rewarded with success and respect,
which was quite visible by the way her coworkers interacted with her. Seeing her passion to
do more given the challenges she was facing
made me realise anything is possible if you
want it badly enough.
My family and friends have also always been
a tremendous source of inspiration for me.
They’ve given me the encouragement I’ve
needed to push through the uncertain times
and achieve my goals. My dad especially has
always been my biggest fan, and he’s always
there to remind me I have what it takes to be
great.

WHAT ADVICE DO YOU HAVE
FOR WOMEN JUST BEGINNING
THEIR CAREER?
To women just starting a career in aviation, I
want to encourage you – you CAN do it! Never
let fear of failure stop you from trying and
pushing for your dreams because the reward is
worth the struggle. I put in the hard work and
built a career, making friends and memories
along the way, and I love what I do. If I can
do it, you can do it! Every time I climb into an
aircraft ready for a flight, the sense of accomplishment is one of the greatest feelings.
Being in aviation is so much more than just a
job – I am living my dream! If this is what you
want to do, don’t let anything get in your way!

WHAT IS UNIQUE ABOUT
YOUR JOURNEY TO YOUR
CURRENT ROLE?

You CAN do it!
Every time I climb into an aircraft ready for a flight, the
sense of accomplishment is one
of the greatest feelings.

My current role of engineering safety officer
is unique because Bristow is leading the way
by introducing this role into the industry.
Generally, in aviation, focus is heavily on flight
safety; however, having an engineering safety
officer is encouraging more input from the
Engineering team.

WHAT DO YOU ENJOY DOING
IN YOUR FREE TIME?
I enjoy baking because it brings out my creative side. I develop unique flavours and decorate cakes as a way to de-stress and nurture
my softer feminine side.
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REFLECTIONS
ON A

CAREER IN BANKING

O

ne of my heroes, Maya Angelou, once said, “If
you’re always trying to be normal, you will
never know how amazing you can be.” These
are words that I have wholeheartedly lived
by and embraced. They have had a profound
impact on the way my own journey spanning
28 years in different countries and different
roles, progressed.

By Anya Schnoor
Executive Vice President, Caribbean,
Central America, Uruguay, Scotiabank

I had the great privilege of working in Trinidad and Tobago between 2012
and 2017, as the Managing Director of Scotiabank. During those five years,
I grew to love the rich diversity of its culture and people. In that time, I also
met many young women who were brilliant, ambitious, and hopeful about
what the future held. These women recognised the struggles of those that
had come before them – lack of role models in key industries, a gaping
need for society to have tough conversations about abuse, and the stigma
around speaking up. They recognised the gaps that existed and the barriers
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they faced in the struggle for equality and justice. In them, I saw myself
and the same fire to make a difference and
drive meaningful change. We have made
progress since that time, but there is much
still that needs to be done.
Back in 2014, when I was first asked to speak
at AMCHAM T&T, I shared what it takes to
be successful and the challenges I had to
overcome in my own career. It took me time
to learn how imperative it is to chart your
own definition of success despite societal
norms and to not be held back by self-doubt
about your abilities. In every woman’s career,
we are likely to encounter norms and stereotypes, and the way in which we face and
overcome them, will define the course of
our careers.

COMING FROM A SMALL
TOWN IN JAMAICA
When I reflect on my own career, I am still
pleasantly surprised at the direction it took
and how I got to where I am today. I grew
up in a small town in Jamaica and left home
for the first time at 17, when I headed off to
university. After university, I started working
in financial services and rose through the
ranks until, in 2017, I was offered a position
in Canada.
If I was to be completely honest with myself,
I never expected to be promoted to the
head office of the bank. My own insecurities about my humble beginnings began
to creep into my psyche and plant doubts
about my capabilities, but then I remembered Bob Marley, Usain Bolt, Miss Lou,
Calypso Rose, and Jean Pierre, all of whom,
charted their own definition of success and
had let nothing stand in their way. As a
woman, sometimes it can be hard to keep in
mind the negative impact of ingrained societal norms and the very real gender gap that
exists. Regardless of the ground we have
gained, it is a struggle for women to overcome existing stereotypes that limit expectations of what women can accomplish.
So, despite my hesitations, I decided to take
the calculated risk anyway and moved to
Canada, and it was the best decision I could
have made. In my new role, I built a new
team, challenged the status quo, and learnt
many new things along the way. I came to
appreciate the diversity of Canada, its openness to immigrants, and its appreciation for
diversity of thought. These are the same
values I’ve encountered in the bank, and
their willingness to take a chance on me
played an integral part in my success and
confidence in the new role.

For the past 7 years Scotiabank
Trinidad & Tobago has partnered
with AMCHAM T&T as the
platinum sponsor of the Women’s
Leadership Conference.

So when, in November of last year, I was
asked to take the reins for our Caribbean,
Central America, and Uruguay
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Today, I share with you
a vision for an inclusive
world where people feel
respected, valued, and safe.
region to aid in their recovery from the effects of the global
pandemic, I jumped at the opportunity. In a way, this new
role felt like I was coming back full circle to my home and
to the people that I love. The Caribbean has always held a special
place in my heart, and it has so much untapped potential. I am
eager to play a part in helping unlock that potential in order to
benefit our future generations. I have always sought out the opportunity to aid those that choose to step up and challenge inequality
and injustice, and I am proud to do my part in an organisation that
values diversity of people and perspectives.

board. The bank is making significant strides when it comes to closing
the gender gap and we are not slowing down.

SPONSORING AMCHAM T&T'S WOMEN'S
LEADERSHIP CONFERENCE
For the past seven years, Scotiabank Trinidad & Tobago has partnered
with AMCHAM T&T as the platinum sponsor of the Women’s Leadership
Conference. This conference is a unique platform that provides women
with the opportunity to engage with each other, discuss their ideas and
experiences, and advocate for the advancement of women. The value of
the conference is that it is helping bring awareness to the gender disparity perpetuating our society and the barriers women face. It also creates
a community of women and allies who are dedicated to supporting
females in the workplace.
We must recognise that the issues which prevent women from achieving
success are real and are unrelated to whether males or females make
better leaders. However, these issues will not be resolved overnight, and
the work will continue until we can level the playing field for women.
Great leaders know that they are only as successful as the people they
surround themselves with. It is vital to build a diverse team filled with
people that come from all walks of life, so we attain the quality and
diversity of ideas that we need to thrive in an increasingly global community.

As an organisation with a strong international presence, Scotiabank
serves a global customer base with a team of over 90,000 employees located around the world. We choose to make diversity and
inclusion key strategic priorities, because we believe that for women
to succeed, there needs to be a fundamental shift in the way we
view them and their importance to the success of any establishment.

Leadership is about inspiring others to see your vision and supporting
them as they pursue that vision. Today, I share with you a vision that is
shared by many leaders around the world including myself - a vision for
an inclusive world where people feel respected, valued, and safe. I see a
world where all people have equal rights and say, where we can call out
inequality without fear, and that is a better place for all. That sounds like
the world I want to live in and contribute towards building.

Working for an organisation that truly values diversity and equality
in the workplace, has become increasingly important to me as I
have progressed in my career. I always wanted to work for an institution that allows women the choice to make decisions that best suit
them. When I made the move to Scotiabank in the early stages of
my career, I knew I had made the right decision. It is no coincidence
that the senior management team of Scotiabank Trinidad & Tobago
is made up of 50% women or that as a publicly listed company, we
have one of the highest percentages of women represented on our

The journey to build an inclusive world isn’t easy and we all share a collective responsibility to ensure enduring equality for everyone. We all
need to step up when it comes to challenging norms and calling out
gender biases and inequality. This is the only way to bring about lasting
change and achieve success. Together, we can make a difference that
will improve the lives of future generations, and permanently change the
conversation around women in the workplace.
https://tt.scotiabank.com/

CLICK HERE TO ACCESS THE LATEST UNITED NATIONS
REPORT ON THE WORLD'S WOMEN
- A GREAT INTERACTIVE WEBSITE!
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WOMEN CHALLENGING
THE STATUS QUO
Picture: https://www.itu.int/women-and-girls/girls-in-ict/

The involvement of women in development has increased
slowly but steadily over time.

T

here are some whose names and achievements easily come
to mind. Transformation in medicine was aided by the input
of Marie Curie, 1867–1934, who founded the new science of
radioactivity, and her discoveries led to effective treatments
for cancer.

By the Telecommunications
Authority of Trinidad and Tobago

Amelia Earhart, 1897–c. 1937, was the first woman to fly solo across
the Atlantic, while the courage and grit of Rosa Parks, 1913–2005,
sparked the civil rights movement in the United States of America.

2021 marks the
10th anniversary
of Girls in ICT
Day and it is
themed "Connected
Girls; Creating
Brighter Futures".

Katherine Johnson, born in 1918, and often referred to as a human-computer, helped
NASA place an astronaut into orbit around the earth and subsequently a man on
the moon, while the first and only female Prime Minister of India, Indira Priyadarshini
Gandhi, was known for her political astuteness.
In Trinidad and Tobago, Audrey Jeffers founded the Coterie of Social Workers, and this
country continues to recognise its first female Prime Minister and President of the
Republic, Kamla Persad-Bissessar and Paula-Mae Weekes, respectively.
The emergence of women in influential positions internationally had been increasing
over the centuries around the world, and became recognisable at the turn of the 20th
Century.
There was growing evidence of the bold emergence of women on the first
International Women’s Day on March 8th, 1911. This notable event, highlighted in a UN
Women online publication, states on that day, approximately one million people across
Austria, Denmark, Germany and Switzerland had their voices heard on women’s suffrage and labour rights.
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UN Women is the United Nations’ entity dedicated to gender equality and the empowerment of women.
It has been recognised, that while women today can be found in almost equal numbers to
men in the workplace, some areas remain male-dominated. One of those areas is Information
and Communications Technology.

Goals of Girls in
ICT:

To address this global challenge, the International Telecommunications Union (ITU), the United
Nations’ specialised agency for information and communication technologies (ICT), instituted
‘Girls in ICT Day’ to be observed annually on the fourth Thursday in April.
This initiative was announced on 8th April 2011, and the aim was to celebrate girls’ interests
and strengths as well as to encourage them to choose a career in ICT.
According to the ITU, Girls in ICT Day “is the direct result of the adoption of Resolution 70 by
ITU’s Plenipotentiary Conference in Guadalajara, Mexico, in October 2010.”
The ITU on its website, states that the Resolution through, “Gender mainstreaming in ITU and
promotion of gender equality and the empowerment of women through information and
communication technologies”, resolved to incorporate a gender perspective in the implementation of all ITU programmes and plans.
ITU member countries are encouraged to hold meaningful events to commemorate Girls in ICT
Day, in a manner that leaves an indelible impression in the minds of the female participants.

Encourage girls
and young women
to pursue STEM
education

The Telecommunications Authority of Trinidad and Tobago (TATT), from inception in 2011, held
initiatives to commemorate Girls in ICT Day, based on the themes determined by the ITU.
Two thousand and twenty-one marks the 10th anniversary of Girls in ICT Day, and it is themed
‘Connected Girls, Creating Brighter Futures’.
To commemorate the event this year, TATT in collaboration with the Ministry of Public
Administration and Digital Transformation (MPADT), CANTO, GSMA, Verizon, Equals Global
Partnership, Restore a Sense of I Can (RSC), and Tobago Information Technologies Limited
(TITL), hosted an online workshop titled ‘Tech4Girls: Connecting Girls, Creating Brighter
Futures!’
Young female entrepreneurs were invited to participate in the workshop, which took place on
Saturday, 17th April. The participants, all between the ages of eighteen to twenty-five, learnt
how to design and create their online stores using Shopify.
The interactive workshop provided an opportunity for the approximately one hundred participants to explore some of the technologies and tech skills required for e-commerce. Some of
the specific areas of focus were:
• Selecting and customising their Shopify themes,
• Designing their home pages,
• Creating essential pages,
• Adding products in their stores,
• Adding discount codes,
• Setting up payment systems, and

I

• Making their Shopify stores live and ready for customers.
n Trinidad and Tobago, women hold top positions at ICT related organisations
and companies. Some of these women addressed the girls at the start of the
workshop. The women were Senator the Honourable Allyson West, Minister of
Public Administration and Digital Transformation; Assemblyman Marslyn MelvilleJack, Secretary of Education, Innovation and Energy, in the Division of Education,
Innovation and Energy, at the Tobago House of Assembly; Ms Teresa Wankin,
Chief Executive Officer of CANTO; and Mrs. Cynthia Reddock-Downes, TATT’s Chief
Executive Officer.

Inspire girls and
young women to
work in STEM
careers
Engage the community and promote
collaboration
through partnerships

Senator West emphasised to the girls the importance of gaining knowledge in ICTs, which she
pointed out will inevitably become a valuable skill-set in their futures, regardless of their chosen
careers.
Mrs. Reddock-Downes told the girls that the workshop is an initiative that “promotes the development of entrepreneurial skills and provides a pathway to the successful expansion of the
operations of small and micro-businesses in Trinidad and Tobago.”
Twenty of the workshop participants will be selected to receive Shopify Licences as prizes,
based on skill displayed in developing their virtual online shop fronts.
TATT joins the rest of the world in celebrating women who chose to challenge the status quo
in a cross-section of sectors and careers, and succeeded…in particular, those who chose the
challenge of following pathways into the ever-evolving arena of ICTs.
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VERLIER
QUAN-VIE
A Woman Forging A New
Energy Landscape

By The National Gas Company of
Trinidad and Tobago Limited

Only 20% of jobs in the
energy industry are held
by women.
Verlier Quan-Vie is one
of them, and her remit is
extensive.

A

In Trinidad and Tobago, female participation
in the energy sector largely follows this trend. However, there are
exceptional women proving that even as a minority group, women
can have a big impact in the industry.
Verlier Quan-Vie is one of those women. As Vice President of the
Commercial Group at The National Gas Company of Trinidad and
Tobago Limited (NGC), Verlier oversees one of the biggest portfolios
in the state energy sector.
“I manage NGC’s Commercial and Business Development portfolios
across the gas value chain, which involves the identification and
conversion of business development opportunities into commercial
agreements consistent with NGC’s strategic objectives,” says Verlier.
Given NGC’s broad-based and expanding operations and investments,
Verlier’s remit is extensive. In the upstream segment of the gas value
chain, her duties include the commercial management of NGC’s
gas supply from all upstream operators and NGC’s five (5) upstream
Non-Operated Joint Ventures (NOJVs). In the midstream, she oversees
NGC’s Atlantic LNG shareholding and NGC’s 56” Cross Island Pipeline
1
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ccording to the International Energy
Agency, the energy sector is one of the
least gender-diverse economic sectors,
with marginally over 1 in 5 jobs carried
out by women1. This statistic reinforces
the commonly-held perception of
energy as a male-dominated industry.

https://www.iea.org/topics/energy-and-gender
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(CIP) Gas Transportation Agreements. In the downstream,
her responsibilities include management of gas sales to
petrochemical, non-petrochemical and Light Industrial and
Commercial (LIC) customers, as well as NGC’s non-operated shareholding in CGCL. In addition to these areas, Verlier handles NGC’s
Energy Marketing and Trading portfolio which includes crude oil,
LNG and methanol/dimethyl ether (DME).
Verlier’s role is central to NGC’s vision of becoming an integrated
international energy player. Much of the organisation’s outreach
into both the local, regional and international markets, including
exploration of commercial, investment and partnership opportunities beyond Trinidad and Tobago is led by Verlier and her team
- nearly half of whom are women themselves. She also plays a
pivotal role in the expansion of the business along the local value
chain.
Over Verlier’s tenure at NGC, she has led the Company through
many significant milestones, such as the renewal/execution of over
150 contracts with upstream and downstream partners (short and
long term agreements), acquisition of oil and gas producing assets
in offshore blocks, the deepening of NGC’s business relationships
in West Africa collaboratively with NGC Projects team, initiation of
a commercial partnership with China and several milestone cargo
sales through NGC’s commodity trading desk.
These achievements notwithstanding, Verlier considers her greatest success to be the development of staff in her care.
“I have worked in the energy sector in Trinidad, Nigeria, the UK
and Tanzania for over twenty years, and I have been part of many
commercial deals. However, I consider my greatest success to
be seeing several of my direct reports who came in as graduates
with not a shred of energy sector knowledge learn the business
from the ground up. It was gratifying to help equip them with the
proper technical and commercial acumen to allow them to move
into senior and managerial positions. I am thrilled to see them now
as competent and well-respected up-and-coming leaders in the
energy sector both locally and globally.”

A

s a leader herself, particularly in a genderimbalanced industry, Verlier has no doubt
encountered her share of challenges.
However, she admits that achieving worklife balance remains one of the most difficult tasks.

“My greatest challenge as a female leader is
getting the work-life balance right to meet
my work and personal goals. Work tends to absorb a lot of my
time and I have to literally challenge myself to take breaks to exercise, relax, do personal errands, and so on.”
This challenge is certainly not unique to energy sector professionals, and was made more acute by the outbreak of the COVID-19
pandemic in 2020, when work and home life were forced to share
the same space due to lockdowns and telecommuting. For her
part, Verlier has strived to help her team through this uniquely
trying period.
“NGC moved to a Work-From-Home arrangement in March 2020
and is still operating in this mode. I am truly grateful that my team
handled the transition seamlessly given the particularly high workload and sensitive negotiations ongoing during this period. We
were able to create fixed check-in routines, employee recognition
programs, and online social activities, such as the continuation of
birthday club via the virtual forum, to keep team spirit alive.”
She has also leveraged the new virtual meeting format to create
development opportunities for her staff: “As most meetings are
now online with no meeting size restrictions, I seek to ensure
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Skills, competence and
leadership qualities have
no gender.
that the Commercial Analysts and Advisors are involved as much as
possible in meetings, and allow them to present their work to the
President or participate in external negotiations so that they get commercial exposure for their growth and development.”
Of course, COVID-19 was not just a spanner in the works for employees and work-life balance, but it introduced new and exacerbated
existing challenges on the business front as well. High on Verlier’s priority list over the past year was helping steer NGC and its customers
through turbulent energy market developments.
“COVID-19 severely impacted global commodity prices for methanol, ammonia and LNG, resulting in significant declines in prices - in
many cases below production costs. We, therefore, had to look for
innovative commercial solutions including price renegotiations and
short-term contracts to help our customers, as much as possible, ride
through this difficult period. Internally our focus was on value optimisation initiatives and addressing areas of value leakage to minimise
losses for the Company.”
Verlier’s focus on innovation within her portfolio anticipates a need
within the broader energy sector, as the world transitions to cleaner
and more renewable fuel sources. According to the IEA, innovation will be a key requirement if the world is to successfully phase
out hydrocarbon-based fuels over the coming decades. To achieve
the required level of innovation, broad-based participation will be
a necessity. This means bringing more women into the sector and
giving women more seats at the table.
Asked about the role that women can play in NGC’s future, as the
Company evolves in tandem with global energy, Verlier shares that
she sees equal room for men and women to make a difference.
“Skills, competence and leadership qualities have no gender. I do
recognise that there are still some stereotypes pervading the local
energy sector which can put women at a disadvantage in securing
opportunities, but I hope that my example of leading my team in a
critical aspect of NGC’s business will give other females in NGC, and
beyond, the confidence to aspire to become leaders themselves.”
For those women who would wish to follow her example, Verlier had
these words of advice:
“Take the time to learn the business, see challenges as opportunities
and grow and learn from them. It will not always be smooth sailing
and it will be hard work, but learn to graciously seek and take feedback and see how you can improve on future occasions. Do what you
can to the best of your ability, and never compare yourself to others
but take personal ownership for driving your growth.”
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ANTI GENDER-BASED
VIOLENCE INITIATIVE
By AMCHAM T&T Staff Writer

V

iolence against women and girls is
said to be one of the most pervasive
human rights violations that happen
around the world. Its prevalence has
resulted in the UN Secretary-General
António Guterres describing it in 2018
as a “global pandemic” and “a mark
of shame on all our societies.”

Globally, it is estimated that 736 million women have either
been subjected to intimate partner violence, non-partner sexual
violence, or both, at least once in their life. Almost one in three
women have been the victim of some form of gender-based violence (GBV). And this figure doesn't even take into account the
number of women who face sexual harassment both in the workplace and on the streets.
When we hear these kinds of figures it is vexing, but the effects of
such abuses on women and girls can be even more alarming. On
an individual level, GBV survivors experience a host of psychological, behavioural and physical trauma, with psychosocial or medial
support being often inaccessible. Meanwhile, loss of tax revenue,
lower earnings, diverted resources, and decreased productivity can
be attributed to the economic impact of GBV.

FROM BEDROOM TO BOARDROOM
For working women, experiencing GBV can interfere with their full
and equal participation in the workforce. Victims usually suffer
both physically and mentally due to increasing levels of stress,
anxiety, loss of self-esteem, motivation and ultimately job loss.
When companies turned a blind eye or flat-out refuse to acknowledge proper protocols and policies to combat GBV in the workplace, the gender pay gap widens and affects women’s opportunities for advancement and career progression. This ultimately
has an impact on business productivity and reputation. So, the
evidence is there to prove that this is not an issue meant to remain
in the privacy of the bedrooms but needs to be publicly addressed
inside the boardrooms of every corporation and company.
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ANTI GENDER-BASED VIOLENCE
INITIATIVE
At AMCHAM T&T, it’s important that we practise what we preach.
Saying that we want to empower women doesn't only mean advancing their opportunities for career progression, but it requires making
sure women and girls are safe and protected wherever they are and
at whatever stage in their life they may be at. This happened to be
the major reason why AMCHAM T&T, in collaboration with The UWI
Institute of Gender and Development Studies (IGDS) and the Coalition
Against Domestic Violence (CADV), launched an Anti Gender-Based
Violence Initiative for private sector entities in 2020.
The purpose of this initiative is meant to prevent all forms of GBV and
abuse in the workplace and to help companies develop the appropriate workplace policies. Why should this be important to companies?
Perhaps AMCHAM T&T CEO, Nirad Tewarie said it best: “Removing
obstacles that limit the potential of women to advance in their
careers should be a priority for all companies if they intend to reduce
gender inequality in their organisations.”
The AMCHAM T&T CEO said the training would help companies
create resources that will offer more support for victims and identify
means to possibly hold more perpetrators accountable. The data collected from the initiative will also assist AMCHAM T&T to work with
companies and our partners at IGDS and CADV to explore and hopefully develop initiatives to protect victims of intimate partner violence
more effectively.
“Even as we launch this initiative, we are painfully aware that it is
the perpetrators who need to be stopped, rather than the victims
needing to be soothed. That is why we are extremely pleased to be
working with two organisations that are on the frontlines combatting
this issue. Together, we hope to be able to do our small part to build
the required system to identify and ultimately reduce the prevalence
of intimate partner violence (commonly referred to as domestic violence),” Tewarie said.

S

peaking to the importance of the Initiative, Dr
Gabrielle Hosein, head of the IDGS, said: "The data
show that 1 in 3 women working in the private sector
has experienced physical or sexual partner violence at
some point in their lifetime. These women experience
higher levels of mental distress, lack of confidence,
physical pain and inability to concentrate at work,
affecting their ability to earn, lead and succeed. The
data also show that the majority do not seek services.
However, these women go to work every day and therefore there is
a role for the private sector in helping them feel safe and heal, end
feelings of shame, break silences, and know that their workplaces are
leading in establishing zero tolerance of violence against women,
including by identifying and responding to perpetrators with clear
workplace guidelines. In showing such leadership, AMCHAM T&T
is continuing to collaborate with the women's movement and civil
society to transform the realities of violence in women's lives. We aim
to keep expanding our partnership, learning from each other, and
making whatever difference we can, together.”

We are painfully aware
that it is the perpetrators
who need to be stopped,
rather than the victims
needing to be soothed.
(Nirad Tewarie)

The Anti Gender-Based Violence Initiative is designed to
address Gender-Based Violence through the execution of a
three-phase programme:
Phase 1: Survey - How is Gender-Based Violence affecting your
employees?
Phase 2: Workshop - Understanding Gender-Based Violence and
how your organisation can develop a culture of zero-tolerance of
Gender-Based Violence. This workshop is tailored to your organisation’s specific needs.
Phase 3: Policy Development - Develop your Workplace Anti
Gender-Based Violence Policy.
Companies participating in this initiative will benefit from gendersensitive training that will discourage all forms of GBV and abuse,
address the issues of gender, vulnerability, and marginalisation, recognise signs of abuse and offer assistance, and address claims of sexual
harassment in the workplace.
The Anti Gender-Based Violence Initiative is open to all companies
and organisations in Trinidad and Tobago. Interested participants
seeking to have their Anti Gender-Based Violence Programme executed at their organisations should contact AMCHAM T&T at 295-4869.
We ask that all companies sign up for this initiative and start implementing workplace policies on GBV that will ultimately have a positive
impact on their organisations, so that employees are made to feel
safe, protected, and empowered. Ultimately, this is the type of workplace culture that drives higher rates of productivity, profitability, and
performance.

Contact Rey-Anne Paynter-Mendez at AMCHAM T&T
for more information!
rey-annepaynter@amchamtt.com
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LEGISLATION TO WATCH

Securing a Safe Trinidad
and Tobago for Women

By Fanta Punch and Jeanelle Pran
Attorneys-at-Law
M. Hamel-Smith & Co.

D

espite its small population,
Trinidad and Tobago continue to
experience high levels of violence
against women, with the severity
of crimes having escalated over
the past few years.

In early 2021, the country was rocked
by the senseless murder of 23-year-old
Andrea Bharatt, which occurred just one month after the gruesome murder of teenager Ashanti Riley. For many, the criminal
justice system including our country’s legislation, law enforcement and courts have failed Ashanti, Andrea, and women at
large.
Recent months have seen a strong public outcry over the
violence against women, where citizens have shown a united
front by staging peaceful protests and marches throughout the
country. In answer to the cries of the country, the Government
has taken certain steps to ensure a greater measure of security for women and citizens at large. Two initiatives proposed
by the Government are further amendments to the Sexual
Offences Act. Chap. 11:28 (the ‘Act’) and the intention to allow
pepper spray to be used by citizens subject to a permit. The
following article will explore these changes which are
on the Government’s agenda.

59

In answer to the cries of the
country, the Government
has taken certain steps to
ensure a greater measure
of security for women and
citizens at large.
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SEXUAL OFFENCES (AMENDMENT)
BILL 2021

The Commissioner of
Police shall have control
of a website known as
the Public Sex Offender
Website.

The Sexual Offences (Amendment) Bill 2021 (the ‘Bill’), which
had its first reading in the Senate on 23rd March 2021, seeks to
amend the Act in the following main ways:
(a) Under the Act, Part IV is titled the “National Sex Offender
Register”. The Bill proposes to rename this as the “Sex Offender
Registers” to reflect the intention to establish not just a National
Sex Offender Register but a Public Sex Offender Website. To this
end, the Bill proposes to insert a new Section, Section 46A which
will provide for two Registers to be known as the “National Sex
Offender Register” and the “Public Sex Offender Website”.
(b) In its current form, Part IV of the Act (which deals with the
National Sex Offender Register) only applies to convictions of
registrable offences by Courts in Trinidad and Tobago. The Bill
proposes to amend Section 45 of the Act to provide that Part
IV (which will be amended to apply to both the National Sex
Offender Register and the Public Sex Offender Website) shall
apply, among other things, to a sex offender who is convicted of
a registrable offence within or outside of Trinidad and Tobago.
Registrable offences include offences such as rape, grievous
sexual assault, incest, indecent assault, and abduction of a
female.
(c) The Bill proposes to repeal and substitute Section 47 of the
Act in order to provide that the National Sex Offender Register
shall not be accessible to the public and that it shall contain the
information listed in Schedule 3 of the Act (which includes the
sex offender’s name, former name and aliases, date of birth,
place of birth, country of citizenship, place of employment,
passport number, acquittals or pardons etc). Additionally, the
Commissioner of Police will be given control and custody of the
National Sex Offender Register and shall be responsible for:
•

Maintaining it;

•

Ensuring that the information is entered in accordance with
the Act and any other written law;

•

Ensuring that the information therein is accurate; and

•

Making reasonable security arrangements to protect the
information contained in the National Sex Offender Register
against unauthorized access, collection, misuse, alteration,
disclosure or disposal.

(d) The Bill proposes to repeal and substitute Section 48 of the
Act in order to provide that the Commissioner of Police shall have
control of a website known as the Public Sex Offender Website.
Unlike the National Sex Offender Register, the public will have
access to this website, which is intended to set out specified
information on the sex offender (such as his/her name, former
names and aliases, date of birth, photograph, the locality in which
the sex offender lives, and convictions of registrable offences
committed by the sex offender including the date of each conviction). The Commissioner of Police will also have the same obligations and responsibilities in maintaining the website as it does in
relation to the National Sex Offender Register (as set out in (c)
above).
(e) Under the proposed amendments to Section 48, the website
would contain a notice warning of prosecution for the intentional
and unlawful reproduction, sharing or use of information published on the website. Further, a person who intentionally and
without lawful excuse or justification alters, disposes, reproduces,
shares or uses any information published on the website commits
an offence and is liable on summary conviction to a fine of
$25,000.00 and to imprisonment for three (3) years.
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(f) Section 49 of the Act will be amended to provide that where
a person is convicted of a registrable offence, the Court shall
order that the person report to a police station for the purpose of
registering as a sex offender. This is subject however to the convicted person making an application under Section 61 of the Act
to be exempt from registering or reporting. Additionally, the Bill
proposes to provide that where the person appeals his conviction
for a registrable offence, the Court shall, pending the outcome of
the appeal, withhold to make an order with respect to registration and reporting requirements.
(g) Section 50 of the Act will be repealed and substituted with a
new Section which will provide that where a person appeals his
conviction for a registrable offence and the conviction is upheld,
the Court shall order that the specified information on the sex
offender is published on the Public Sex Offender Website within
seven (7) days from the date the conviction was upheld. Where
however a person has not appealed his conviction, the information is to be published on the Public Sex Offender Website within
thirty (30) days after the date of conviction.
(h) The proposed changes to Section 50 will also provide that,
where a sex offender is convicted of a registrable offence, he/she
may apply to the Court to be exempt from having the information published on the Public Sex Offender Website. Before making
a determination on such an application, the Court may request a
mental health assessment report from a psychiatrist and shall take
into account the following factors:
•

The findings of the mental health assessment report;

•

The nature and gravity of the offence;

•

Whether the sex offender has been charged or convicted of
any other registrable offence;

•

The risk of reoffending;

•

The risk of harm to the victim or any other person;

•

Whether the victim was a child or a person with a mental
disorder;

•

Whether the sex offender was in a position of care, authority
or supervision of the victim;

•

Whether the employment and residence state of the sex
offender are stable; and

•

Any other compelling reasons in the circumstances of the
case.
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Currently, no legislation
and regulations have been
approved to regulate the use
of pepper spray
Notably, the Data Protection Act Chap. 22:04 defines
‘personal information’ as information about an identifiable
individual that is recorded in any form including information relating to the criminal history of the individual. In addition to
this, information about a person’s criminal record falls within the
definition of ‘sensitive personal information’. Accordingly, under the
Data Protection Act, such information should be treated in accordance with the General Privacy Principles which include, among
other things, that the knowledge and consent of the individual are
required for the collection, use or disclosure of such information.
Having regard to this, there is a risk that the publication of information about sex offenders on the Public Sex Offender Website
without permission of those persons could result in a violation of
the Data Protection Act. Notwithstanding and in any event, the
enforcement provisions under the Data Protection Act are not yet
in force and therefore there are technically no penalties at this time
for failure to comply with the General Privacy Principles.
There are also certain other provisions in the Data Protection Act
that deals with the treatment of personal information by public
bodies (and in some instances in the context of law enforcement).
However, these provisions have not been proclaimed and are therefore not yet in force.

USE OF PEPPER SPRAY
In or around February 2021, the National Security Council of
Trinidad and Tobago signalled its intention to allow pepper spray
to be used by citizens provided they are in possession of a permit.
Currently, no legislation and regulations have been approved to
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regulate the use of pepper spray and it has been reported that it
is still in the drafting stages. As such, the scope and extent of the
pepper spray legislation is unclear at this time.
Given the lethal effect of pepper spray, some of the issues which
we anticipate that the legislation will cover include:
•

The entity which will be responsible for the distribution of
pepper spray and the granting of permits in relation to same.

•

The limitations on the use of pepper spray (e.g. a minimum
age for obtaining a permit or the permitted dosages).

•

The measures that will be implemented to ensure safe and reliable use of pepper spray and to prevent it from being abused
or used in the commission of an offence.

At this point in time, neither the pepper spray legislation nor the
amendments to the Act are in force and it is only until these are
fully enacted would citizens reap the rewards. There is therefore
a long road ahead to ensure that women in our country feel safe
and secure. However, as the saying goes, the journey of a thousand
miles begins with a single step. These proposed measures to be
implemented by the Government are therefore a step in the right
direction in instituting not only strong penalties for violence against
women but also placing stringent safeguards.
The information provided in this article does not and is not intended to constitute
legal advice. All information is provided for general information purposes only.
Specific advice should be sought from your Attorney-at-Law on any issues raised
herein, as necessary.
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AMCHAM T&T
HOSTS THIRD ANNUAL

WOMEN IN LEADERSHIP
MENTORSHIP
PROGRAMME
By AMCHAM T&T Staff Writer

A

t AMCHAM T&T, we do everything
to ensure we are building a progressive and democratic society, where
every person has an equal and fair
chance to succeed in life. We know a
society such as this cannot materialise
in the absence of women having a
strong voice and access to opportunities that will advance their roles and positions in society.
Empowering women to fulfil their highest potential in their
chosen career paths would help us to quickly realise the
vision for this progressive and democratic society. That's
why AMCHAM T&T in partnership with the Inter-American
Development Bank (IADB) has hosted a Mentorship programme for young female professionals seeking to advance
their careers.
At the recent closing ceremony of the third Women in Leadership
Mentorship Programme, AMCHAM T&T President Patricia Ghany
underscored this belief and encouraged the class to continue to
build support for other women. “If we want gender equality in the
workplace and beyond, it is up to women to share knowledge, offer
support and guidance and increase the opportunities for other
women if they are in a position to do so.”
Ghany said the one takeaway she hopes the mentees learn from
their mentorship experience is the belief that women supporting
other women will create the safe spaces they need to shed their
fears and doubts and build their trust and confidence. “Once this
happens, they are inspired to speak out more, step out of their
comfort zones and aspire to senior and leadership roles. Essentially,
when women support each other, we are building the next generation of female CEOs and global leaders,” she said.
Even though the programme was disrupted by the COVID-19 pandemic in 2020, that didn’t prevent women from chasing the oppor-
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When women support
each other, we are building the next generation
of female CEOs and
global leaders.
(Patricia Ghany)
tunities that comes from mentorship with the hope to accelerate
their careers. Last year, AMCHAM T&T recorded the highest class of
mentees with 37 young female professionals enrolled in the programme. Each mentee was assigned to a mentor in their respective
field and who could provide them with professional guidance and
advice aligned to their career and life goals.
We encourage all female professionals who are looking to advance
their careers but unsure of the next step to join our Women in
Leadership Mentorship Programme.
Here's a little of the feedback we have received from some of the
mentees and mentors who participated in last year's programme.
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“The Mentorship Programme helped
me to remain on track with pursuing
and achieving my goals. It also
helped me to discover what my true
passion is and how I can use my skills,
experiences and knowledge to help
others. My mentor was able to provide
expert knowledge and guidance and I
am truly grateful for the experience.
Thank you AMCHAM T&T!!!”
MENTEE AVIAN LAKE-FRANCIS
Administrative Assistant I

“Connecting with my mentee proved
very engaging. We were able to leverage
from each other's experience and share
best practices especially during this
COVID period. I hope to maintain
some connection with her and maybe
meet in person sometime soon.”
MENTOR FIANNA LALLASEENATH
Director Advice Centre Pan
Caribbean
RBC Financial (Caribbean) Limited
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“This was an excellent programme
which benefited me as the mentor as
much as it helped my mentee. I used
the GROW method (Goal, Current
Reality, Options/Obstacles, Will/
Way Forward) to help my mentee
develop and execute her professional
development plan going forward. Time
very well spent.”
MENTOR GEOFFREY ABDULAH
Director, Acuitas Caribbean Ltd.

“My experience was very fulfilling
and enjoyable. A great mentorship
match. My mentor was vital in helping
me align my goals and objectives
both professionally and personally. I
improved my time management skills
as well. I would definitely recommend
this programme to all young women.”
MENTEE JOSANNE BASANOO
Specialist
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“My mentee was a divine fit. She is a very
diligent worker and engages fully. A real
gem to work with. I benefitted immensely
from her resilience, courage and ‘stickto-it-ness’. She is a growth person. The
programme amplifies that mentorship is
valuable in all our lives to stimulate our
growth and fulfill potential.”
MENTOR MARY FULLERTON
Organization Consultant/Executive
Coach, Caribbean Group Relations
Consulting Ltd.
General Manager of annual Caribbean
Group Relations Conferences delivered
by The Tavistock Institute of Human
Relations UK and Caribbean Group
Relations
“The programme helped me both
professionally and personally. I was
able do a lot of introspection, which
helped align my goals professionally.
My mentor was able to give good
practical and motivating advice that I
was able to quickly implement. Overall,
the programme gave me a boost of
confidence and experience that would
assist me in my journey moving
forward. The “Building Your Personal
Brand” session with Golda Lee Bruce
was the highlight of my experience.”
MENTEE SHANI EDWARDS
Manager
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“I very much enjoyed the interactions
with my assigned mentee. It is uncanny
how much history repeats itself and
how you can see similarities in another
individual's experiences from which
you both can relate and share. The
orientation provided was very useful
and the sessions with my mentee were
very productive. She was very mature,
open and reflective, all great qualities to
make the mentoring process even more
effective.”
MENTOR CAROLINE TONI
SIRJU-RAMNARINE
Vice President Corporate Operations
Atlantic LNG Company of Trinidad and
Tobago

“The online sessions were great. I
could not ask for better. The sessions
were enlightening and really got me
thinking about my way forward and
putting things into perspective. Golda
Lee Bruce, Dale Laughlin and Richard
Ramdial were excellent in their
sessions.”
MENTEE FARAH MARIYAH ALI
Accounting Technician
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“This was a fantastic experience for
me. My mentor was full of insight
and very open in his sharing of
experiences and knowledge. The
value that I have gained from this
has already made a difference in my
personal and professional life. Thank
you.”
MENTEE SARAH
MCLACHLAN-AVEY
Vice President – Human Resources

“Being able to serve as a mentor was
an incredibly humbling experience. It
afforded me the opportunity to reflect
and utilize my own experience in the
working industry to assist another young
female professional who is determined to
keep learning and developing herself as a
professional and as a person.”
MENTOR RISA BASDEO
Manager - Legal
Legal, Compliance & Governance Unit
First Citizens Bank
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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 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.

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.

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.

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.

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.
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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
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