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1.0 LITERATURE REVIEW

1.1 Under-Representation of Women in Top Leadership

Despite	an	overall	increase	of	women	in	the	labour	force,	studies	globally	show	that	women	are	generally	
under-represented	 in	 top	 management,	 executive	 positions	 and	 company	 boards	 (Berry	 and	 Franks,	
2010).	 	A	study	done	by	Flabbi	et	al.	 (2017)	showed	that	 this	under-representation	also	exists	 in	Latin	
America	 and	 the	Caribbean,	with	many	firms	having	no	 female	 executives	or	 board	members	 in	 their	
ranks.	In	the	study	Female Corporate leadership in Latin America and the Caribbean Region,	researchers	
analysed	1,256	companies	in	Latin	America	and	the	Caribbean	to	determine	the	percentage	of	women	in	
leadership	at	various	levels	within	organisations.	The	results	showed	that	an	average	of	“8.5%	of	board	
members	and	9.2%	of	executives	per	company	were	women.”	Official	reports	confirm	that	the	trend	of	
under-representation	 holds	 true	 for	 Trinidad	 and	 Tobago.	 The	 2015	 Trinidad	&	 Tobago	 CEDAW	 report	
stated	that	only	10%	of	positions	on	private	boards,	28%	of	positions	on	state	boards,	and	27%	of	private	
sector	executive-level	positions	in	Trinidad	and	Tobago	are	filled	by	women	(CEDAW,	2015).

Existing	literature	cites	many	reasons	for	the	under-representation	of	women	in	top	leadership,	with	gender	
related	factors	being	a	common	thread.	Some	of	the	gender	related	factors	include:	gender	stereotyping,	
women’s	double-bind	and	the	punishments	for	non-conformity;	gender	bias	and	a	preference	for	male	
leadership	behaviours;	the	association	of	male	leadership	behaviours	with	effective	leadership;	women’s	
perceived	 lack	of	emotional	 intelligence;	and,	 family	care	 responsibilities.	 Studies	 show	that	 there	 is	a	
positive	correlation	between	the	proportion	of	women	on	a	board	and	the	number	of	women	promoted	to	
executive	positions	within	that	organization	–	the	reasoning	being	that	boards	with	low	representation	of	
women	are	less	likely	to	appoint	women	to	executive	positions	(Flabbi	et	al.	2017).	This	correlation	means	
that	the	low	numbers	of	women	at	the	board	level	in	organisations	in	Trinidad	and	Tobago,	reinforces	and	
perpetuates	 the	existing	under-representation	of	women	at	 the	executive	 level	–	as	men	are	 the	ones	
making	the	hiring	decision.
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

1.2 Theories on Leadership

The	 study	 of	 leadership	 spans	 decades	 and	 resulted	 in	 the	 creation	 of	 several	 models,	 theories	 and	
approaches	 to	 analyzing	 leadership	 that	 include:	 the	 traits	 approach,	 which	 focuses	 on	 the	 inherent	
qualities	 of	 a	 leader	 that	 cannot	 be	 taught	 (Drucker	 1989);	 the	 functional	 approach,	 which	 defines	
leadership	as	a	set	of	actions	and	skills	that	can	be	taught	and	perfected	(Adair	1979;	1984);		leadership	
as	a	behavioural	 category,	with	 focus	on	 task-oriented	and	 relationship-oriented	behaviours	 (see	Ohio	
State	University	and	Michigan	University	leadership	studies);	leadership	style,	which	looks	at	how	leaders	
carry	out	their	functions	(Tannenbaum	and	Schmidt	1973);	and,	contingency	theories	of	leadership,	which	
emphasizes	the	influence	of	the	leadership	situation	(Fielder	1967;	Vroom	and	Yetton	1973;	House	and	
Dessler	1974).

Contemporary	 research	 on	 leadership	 delineates	 the	 differences	 between	 two	 fundamental	 types	 of	
leadership,	transformational	and	transactional	 leadership	(Burns,	1978),	and	highlights	the	necessity	of	
transformational	leaders	in	the	current	global	business	climate.	Transactional	leadership	is	based	on	the	
leader’s	appointed	authority	within	the	organization.	Transactional	leaders	are	task-oriented	and	focus	on	
clarifying	goals	and	objectives	and	ensuring	work	tasks	are	completed	effectively.	They	provide	contingent	
rewards	–	“I	will	give	you	this,	if	you	do	that”	(Mullins,	2010)	–	and	rely	on	organizational	rewards	and	
punishment	 to	motivate	 compliance.	 In	 contrast,	 transformational	 leadership	 is	 based	on	 the	 leader’s	
ability	to	engender	commitment,	loyalty	and	trust	among	followers.	Transformational	leaders	are	visionary	
and	focus	on	appealing	to	the	higher	ideals	and	values	of	followers	while	encouraging	them	to	look	at	their	
work	from	new	perspectives.	They	appreciate	and	help	develop	their	 followers’	abilities	and	potential.	
Bass	and	Avolio	(1994)	proposed	four	dimensions	of	transformational	leadership,	the	“Four	I’s”,	as	follows:	
Idealized	Influence,	Inspirational	Motivation,	Intellectual	Stimulation,	and	Individualized	Consideration.

1.3 Female vs Male Leaders – What is the difference?

With	the	number	of	women	in	leadership	increasing,	questions	about	the	differences	in	women’s	and	men’s	
leadership	 style	and	 leadership	effectiveness	have	gained	greater	attention.	Extensive	 research	on	 the	
relationship	between	gender	and	leadership	style	exists,	however,	the	results	are	mixed	and	inconclusive.	
Some	authors	argued	that	there	are	no	significant	differences	between	women’s	and	men’s	leadership	style	
(Diekman	and	Eagly	2000),	while	others	noted	differences	with	women	having	a	more	transformational	
leadership	 style	 (Bass	 and	 Avolio	 1994;	 Eagly	 et	 al.	 2003)	 and	 men	 having	 a	 more	 transactional 
leadership	style.

In	 some	 instances,	 the	 authors	 argued	 that	 the	 difference	 between	 female	 and	male	 leadership	 styles	
were	more	perceived	than	real.	 In	 the	report	Women “Take Care,” Men “Take Charge:” Stereotyping of 
U.S. Business Leaders Exposed,	Catalyst	(2005)	examined	how	top	managers	in	the	US	perceived	male	and	
female	leadership.	The	study	revealed	that	both	female	and	male	managers	perceived	distinct	differences	
between	female	and	male	leaders	–	women	were	viewed	as	being	better	caretakers	and	men	were	viewed	
as	being	better	at	taking	charge.	The	report	noted	that	research	done	on	actual	leadership	behavior	did	not	
validate	these	perceptions	and	suggested	that		“gender	is	not	a	reliable	predictor	of	how	a	person	will	lead.”



CROSSING THE PRECIPICE – WOMEN’S JOURNEY TO THE C-SUITE 3

1.0 LITERATURE REVIEW (continued)

1.4 Gender Stereotyping and Women’s Double-bind

Gender	stereotyping	influences	how	people	expect	men	and	women	to	behave	as	well	as	their	judgement	
of	 actual	 behavior.	 Foundation	 theories	 and	 research	 on	 leadership	 framed	 effective	 leadership	 in	
male	terms	(Baker	2014)	resulting	 in	male	 leadership	behaviours	being	normalized	and	considered	the	
ideal	 –	 the	 think-leader-think-male-mindset	 (Schein	 and	Davidson	 1993)	 became	pervasive.	 The	 study 
A Global Look at Psychological Barriers to Women’s Progress in Management (Schein	2001)	revealed	that	
this	mindset	was	still	present	in	various	countries	across	the	globe	several	years	after	the	initial	study	done	
by	Schein	and	Davidson.

When	the	combined	effect	of	the	‘think-male-think-leader	mindset’	and	gender-stereotypic	expectations	
are	considered,	the	precarious	position	that	women	face	becomes	apparent	–	women	face	a	double-bind	
(Catalyst	2012).	There	is	societal	pressure	for	men	and	women	to	conform	to	gender	norms,	as	punishment,	
in	 the	 form	 of	 social	 rejection,	 can	 occur	 for	 non-conformity.	When	women,	 who	 are	 stereotypically	
expected	to	be	nurturing,	assume	leadership	roles	and	display	‘male’	styles	of	leadership	they	are	judged	
harshly	 for	 not	 conforming	 to	 gender	 norms	 (Eagly	 and	 Karau	 2002).	 Conversely,	women	who	 display	
‘female’	leadership	styles	they	are	considered	poor	and	ineffective	leaders	due	to	the	preference	for	and	
differential	value	placed	on	male	leadership	behaviours.	In	essence,	women	are	placed	in	a	double-bind	
where	they	are	either	seen	as	“too-tough	or	too-soft”	and	never	“just	right”	(Catalyst	2012).	A	significant	
highlight	in	the	research	done	by	Catalyst	is	that	both	women	and	men	hold	these	false	perceptions	about	
women.		Gender	stereotyping	create	barriers	for	the	upward	career	mobility	of	women.		Put	simply,	“By	
creating	false	perceptions	that	women	and	men	are	“planets	apart”,	stereotyping	results	in	women	being	
overlooked	for	the	top	jobs—no	matter	how	strong	their	actual	credentials.”	(Catalyst	2012).

1.5 Theories on Emotional Intelligence

The	study	of	emotional	intelligence	(EI)	has	a	long	history	beginning	officially	with	the	work	of	Salovey	and	
Mayer	 (1990)	who	did	 research	on	EI	 for	almost	 two	decades,	 redefining	and	simplifying	 the	definition	
over	time.	Several	conflicting	definitions,	theories,	models	and	constructs	of	EI	exist	with	some	considering	
EI	an	ability	(Mayer	et	al.	2000);	others	defining	it	as	a	skill	or	competency	(Bar-On	2006;	Boyatzis	2009);	
and	some	examining	the	traits	of	EI	(Petrides	et	al.	2007).	Petrides	et	al.	(2007)	identified	four	factors	of	
EI:	 emotionality,	 the	ability	 to	perceive	 and	express	 emotions;	 self	 control,	 the	 ability	 to	 control	 urges,	
desires	and	impulses;	sociability,	the	ability	to	manage	social	contexts,	social	interaction	and	communicate	
with	diverse	groups;	and,	well-being,	having	a	general	sense	of	well-being,	positive	feeling	and	fulfilment.	
A	 distinction	 must	 be	 made	 between	 emotional	 reactions	 –	 which	 are	 uncontrolled	 outbursts,	 and	 a	
response	–	which	refers	to	consciously	choosing	an	appropriate	behavioural	response	to	a	felt	emotion	in	
any	given	context.	When	the	concept	of	emotional	expression	is	discussed	in	the	literature,	it	refers	to	the	
ability	to	utilise	cognition	in	perceiving	and	expressing	emotions.	Cherniss	(2010)	argued	that	however	EI	
is	conceptualized,	it	is	based	on	three	premises:	“Emotions	play	an	important	role	in	daily	life;	people	may	
vary	in	their	ability	to	perceive,	understand,	use,	and	manage	emotions;	and	these	variances	may	affect	
individual	adaptation	in	a	variety	of	different	contexts,	including	the	workplace”	(Cherniss	2010,	110).
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1.0 LITERATURE REVIEW (continued)

1.6 The Relationship Between EI, Transformational Leadership and Gender

There	has	been	growing	interest	in	the	relationship	between	leadership	style	and	emotional	intelligence,	
given	 that	 emotionally	 intelligent	 leaders	 are	 better	 able	 to	 navigate	 contemporary	organisations	 that	
have	flatter	structures	and	utilise	teams	as	core	units.	Mullins	(2010)	emphasised	the	importance	of	EI	and	
noted	that	“EI	is	the	glue	that	holds	people	and	teams	together”.		Studies	show	that	there	is	a	predictive	
relationship	between	EI	and	transformational	leadership	–	the	transformational	style	of	managers	could	be	
predicted	from	their	EI	scores	(Mandell	and	Pherwani	2003).	The	authors	explained	that	transformational	
leadership	style	and	EI	have	many	things	in	common	and	this	may	account	for	the	predictive	relationship.

In	the	study	Relationship Between Emotional Intelligence And Transformational Leadership Style: A Gender 
Comparison,	Mandell	and	Pherwani	(2003)	explored	the	relationship	between	gender,	transformational	
leadership	style	and	EI.	While	the	results	showed	a	significant	predictive	relationship	between	emotional	
intelligence	and	transformational	leadership	style,	there	was	no	significant	relationship	between	gender	
and	EI	while	predicting	transformational	leadership	style.	This	suggests	that	“there	is	no	difference	in	the	
relationship	between	transformational	 leadership	style	and	emotional	 intelligence	for	male	and	female	
managers.”	The	results	also	showed	that	female	managers	scored	higher	on	the	measure	for	emotional	
intelligence,	suggesting	that	females	are	better	at	managing	their	emotions	than	males.	Other	researchers	
(Mayer,	Caruso	and	Salovey	1999;	Mayer	and	Geher	1996)	had	similar	findings.	Notably,	there	were	no	
differences	in	the	transformational	leadership	scores	of	female	and	male	managers,	suggesting	that	males	
and	female	are	similarly	transformational	in	their	leadership	style.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

1.7 Work / Life Balance – A Barrier to Women’s Career Advancement 

Male-defined	constructs	of	work	and	career	success	continue	to	dominate	organizational	research	and	
practice	and	this	has	several	implications	for	women’s	career	advancement.	Traditionally,	the	work	sphere	
was	dominated	by	men.	As	a	result,	stereotypical	and	social	expectations	influenced	and	determined	the	
definition	of	a	successful	professional.	The	“put	work	first”	and	“be	completely	available”	mindsets,	that	
many	organizations	today	still	demand,	were	premised	on	the	absence	of	women	in	the	workforce	and	the	
delegation	of	family-care	responsibilities	to	women.	The	21st	Century	has	seen	an	exponential	increase	
of	women	in	the	workforce,	yet	organizations	have	not	adapted	their	structures	and	policies	to	align	with	
women’s	reality	–	women	have	to	balance	the	dual	role	of	career	and	family	responsibilities.	In	the	article	
Women’s Careers at the Start of the 21st Century: Patterns and Paradoxes,	O’neil	et	al.	(2008)	noted	that	
despite	women’s	differing	career	realities,	“the	way	women	are	evaluated	and	rewarded,	paradoxically	
still	appears	to	be	based	on	the	traditional	(male)	model	of	continuous	employment	and	single-minded	
dedication	to	work”	and	this	presents	a	barrier	to	women’s	career	advancement.	

In	the	article	Women and the Labyrinth of Leadership,	Eagly	and	Carli	(2007)	explained	that	the	barriers	
women	face	in	their	career	advancement	is	more	a	labyrinth	than	a	glass	ceiling.	The	author	argued	that	
women	do	not	face	one	impassable	barrier	to	the	top	but	a	series	of	complex	barriers	as	they	navigate	the	
labyrinth	of	their	careers.	When	looking	at	the	demands	of	family	life	Eagly	and	Carli	(2007)	noted	that	
women	are	spending	more	time	on	childcare	now	than	in	the	past	and	more	time	overall	than	men	–	despite	
the	fact	that	men	are	more	involved.	They	noted	that	“Women	continue	to	be	the	ones	who	interrupt	their	
careers,	take	more	days	off,	and	work	part-time”	to	facilitate	family	responsibilities.	As	a	result,	they	have	
fewer	years	of	job	experience	than	their	male	counterparts	and	this	impacts	on	promotional	opportunities.	
Even	when	women	are	able	to	put	things	in	place	to	manage	their	family	care	responsibilities,	decision	
makers	 often	 make	 gender	 stereotypical	 assumptions	 that	 their	 domestic	 commitments	 make	 them	
unsuitable	 for	promotion	to	demanding	positions.	The	work/life	balance	challenge	makes	 it	difficult	 to	
find	time	to	socialize	with	colleagues,	build	professional	networks	and	create	the	social	capital	necessary	
for	career	advancement.	Those	that	do	find	the	time	to	network	often	find	it	difficult	to	access	influential	
networks	that	are	composed	predominantly	of	men.	
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2.1 RESEARCH SUMMARY

Data	from	several	official	reports,	including	the	2015	Trinidad	&	Tobago	CEDAW	report,	cited	an	under-
representation	of	women	at	the	senior	management	and	C-suite	 levels.	This	most	recent	2015	CEDAW	
report	stated	that	only	10%	of	positions	on	private	boards,	28%	of	positions	on	state	boards,	and	27%	of	
private	sector	executive-level	positions	in	Trinidad	and	Tobago	are	filled	by	women.	The	report	also	made	
mention	of	a	widening	pay	gap	between	the	genders	since	the	submission	of	the	previous	CEDAW	report	
four	years	prior.	According	to	the	2015	CEDAW	report,	a	man	earning	$30,000	USD	will	see	a	woman	in	the	
same	job	earning	only	$16,000	USD,	all	things	being	equal	–	this	statistic	particularly	highlights	the	strong	
possibility	that	there	may	be	gender	factors	affecting	women’s	career	progression	and	economic	potential,	
especially	as	research	coming	out	of	the	Education	Sector	shows	girls	outperforming	boys	at	school.	

Several	exploratory	research	studies	have	highlighted	various	factors	that	may	impact	this	phenomenon	
–namely,	 gender	 differences	 between	 men	 and	 women;	 gender	 bias	 towards	 male	 qualities	 in	 the	
workplace;	an	association	of	male	qualities	with	strong	leadership;	the	perception	of	women	as	lacking	
emotional	management	to	effectively	lead;	and	deeply	entrenched	gender	roles	that	cause	women	who	
exhibit	“male”	leadership	styles	to	be	viewed	negatively	within	the	organisation	and	those	that	maintain	
more	“female”	styles	to	be	viewed	as	weak	leaders.	

The	vast	majority	of	these	researches	are	based	on	studies	conducted	outside	of	the	Caribbean	region.		
The	purpose	of	this	study	then,	is	to	conduct	descripto-explanatory	research	in	the	Trinidad	and	Tobago	
market,	with	a	focus	on	measuring	the	perceptions	about	professional	women	held	by	both	professional	
men	 and	 women,	 as	 well	 as	 to	 establish	 causal	 relationships	 among	 the	 variables	 being	 measured.	
Additionally,	 the	study	aims	to	also	explore	the	gender-related	 issue	of	 family-care	responsibilities	and	
its	impact	on	women’s	upward	mobility.	This	report,	therefore,	attempts	to	chart	a	clear	course	of	study	
for	determining	whether	the	posited	hypothesis	of	gender	and	cultural	stereotypes,	preference	for	male-
styles	of	 leadership,	and	gender	roles	are	 in	fact	the	reasons	for	an	under-representation	of	women	in	
leadership	positions	in	Trinidad	and	Tobago.	

The	 focus	 of	 this	 research	 will	 wholly	 be	 on	 the	 acquisition	 of	 primary	 data,	 since	 such	 information	
currently	 does	not	 exist	 for	 the	 Trinidad	&	Tobago	market.	 Secondary	data	may	be	used	 to	 guide	 the	
primary	research.	Once	the	data	is	collated,	it	will	then	be	analysed	and	the	findings	will	be	used	by	AFETT	
to	craft	its	future	organizational	strategies	and	to	make	guided	recommendations	on	a	national	level	with	
the	aim	of	 increasing	 female	 representation	at	 senior	positions,	 as	well	 as,	 to	 guide	national	dialogue	
on	the	latent	issues	that	have	led	to	such	under-representation	of	women	in	leadership	positions	in	the	
country.	

2.0 RESEARCH METHODOLOGY
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2.0 RESEARCH METHODOLOGY (continued)

2.2 RESEARCH OBJECTIVES

As	stated	above,	the	following	postulation	has	been	put	forth	to	be	tested	via	this	study:	

“Gender and cultural stereotypes, preference for male-styles of leadership, and family-care responsibilities 
limits the number of women in senior management and executive-level positions to only 10% on private 
company boards and 28% on state boards. There is therefore an enormous under-representation of 
women in leadership positions in Trinidad & Tobago.”  

The	purpose	and	objectives	of	this	research	will	be	to	determine	the	following:

	 To	 determine	 the	 factors	 that	 influence	 the	 under-representation	 of	 women	 in	 senior 
positions	in	Trinidad	&	Tobago

	 To	 determine	 the	 extent	 to	 which	 caregiving	 responsibilities	 impact	 women’s	 ability	 to	move	
upward in their careers 

	 To	 determine	 whether	 a	 correlation	 exists	 between	 an	 individual’s	 leadership	 style	 and	 their	
perception	of	women	as	leaders	

	 To	determine	whether	perceptual	differences	exist	among	senior	personnel	as	 it	 relates	to	the	
level	of	Emotional	Intelligence	of	women	versus	men

	 To	determine	whether	differences	in	the	approach	to	career	management	exist	between	men	and	
women,	and	whether	such	differences	influence	women’s	career	advancement.	

2.3 RESEARCH DESIGN

This	study	will	utilize	a	predominantly	quantitative	research	design	 in	order	to	accurately	measure	and	
analyse	respondents’	perceptions	and	preferences.	There	will	be	a	small	qualitative	element	introduced	
into	the	questionnaire	via	an	open-ended	question.	However,	this	qualitative	data	will	be	categorized	and	
analysed	quantitatively.	

The	 study	 will	 take	 both	 a	 deductive	 approach	 by	 using	 the	 data	 collected	 to	 test	 specific	 theories,	
particularly	as	it	relates	to	the	impact	of	family-care	responsibilities	on	women’s	career	mobility,	as	well	as,	
an	inductive	approach,	whereby	emerging	data	highlighting	any	apparent	relationships	between	measured	
variables	will	be	used	 to	develop	 theories,	 specifically	as	 it	 relates	 to	 the	 impact	of	gender	 issues	and	
leadership	style	preferences	on	female	representation	at	senior	management	levels	in	Trinidad	&	Tobago.	

This	study	will	use	a	mono	method	quantitative	data	collection	approach	via	a	standard	questionnaire	
administered	 to	 all	 respondents.	 The	 data	 collected	will	 then	 be	 analysed	 statistically	 to	 unearth	 any	
relationships	between	measured	variables.	
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2.0 RESEARCH METHODOLOGY (continued)

2.3.1 Target Population

The	Trinidad	&	Tobago	Central	Statistical	Office	estimates	the	nation’s	labour	force	to	be	637,000,	of	which	
602,900	persons	are	gainfully	employed.	Of	this	employed	portion,	348,800	are	males	and	254,100	are	
females	as	at	Q2	2017	(Central	Statistical	Office).	Due	to	these	vast	numbers,	a	representative	sample	of	
this	total	population	will	be	surveyed	for	purposes	of	this	study.	

Prior	research	has	shown	that	most	senior	management	and	executive-level	positions	still	belong	to	men.	
As	a	result	of	this	fact,	effort	will	be	placed	on	recruiting	and	including	male	professional	respondents,	as	
they	remain	instrumental	in	hiring	and	promoting	persons	to	senior	positions.	Efforts	will	also	be	placed	
on	 recruiting	 female	professionals,	 so	 that	data	 can	be	analysed	according	 to	gender.	 For	purposes	of	
this	research,	a	professional	 is	defined	as	someone	that	has	attained	both	tertiary-level	education	and	
management	level	positions.
  

   

Evidently,	this	survey	will	encompass	both	professional	men	and	women	of	varying	ages,	career	statuses,	
as	well	as	varying	industries,	as	it	is	necessary	to	obtain	differing	opinions,	perceptions	and	experiences	
across	these	segments.		

Source: Enkindle Business Consultancy Limited

Source: Enkindle Business Consultancy Limited 2018

FIGURE 2.3-1 – Gender Distribution of Survey Respondents
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2.0 RESEARCH METHODOLOGY (continued)

Source: Enkindle Business Consultancy Limited 2018

Source: Enkindle Business Consultancy Limited 2018

FIGURE 2.3-2 – Age Distribution of Survey Respondents

FIGURE 2.3-3 – Income Ranges of Survey Respondents
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2.0 RESEARCH METHODOLOGY (continued)

2.3.2 Sampling Frames

This	study	will	use	already	established	lists	in	order	to	best	obtain	a	representative	sample	of	the	target	
population.	 Considering	 time	 and	 cost	 constraints,	 the	 listing	 of	 AFETT	 members	 will	 be	 combined	
with	 the	 listings	 of	 professionals	 holding	 managerial	 level	 positions	 at	 19	 organizations	 (both	 profit	
and	not-for-profit),	professionals	enrolled	at	The	Arthur	 Lok	 Jack	Global	 School	of	Business,	as	well	 as	
professionals	belonging	to	2	other	professional	associations	in	Trinidad	&	Tobago.	Since	AFETT	is	an	all-
female	organization,	efforts	will	 be	made	 to	 secure	 the	 listing	of	 an	all-male	organization,	namely	 the	
Single	Fathers’	Association,	in	order	to	ensure	the	inclusion	of	both	genders	in	this	study.	These	listings	will	
be	combined	so	as	to	eliminate	any	potential	response	bias	from	any	one	listing,	and	to	obtain	the	views	
of	professional	men	and	women	from	varying	backgrounds	with	the	objective	of	increasing	the	reliability	
and	validity	of	inferences	made	from	the	data.	

Source: Enkindle Business Consultancy Limited 2018

FIGURE 2.3-4 – Highest Achieved Educational Background of Survey Respondents
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2.0 RESEARCH METHODOLOGY (continued)

2.3.3 Sampling Procedure

For	purposes	of	this	study,	the	target	population	will	be	divided	into	two	main	strata	–	professional	women	
and	professional	men.	Inversely	proportional	stratified	sampling	will	be	the	selected	sampling	procedure	
used	to	conduct	the	study,	however,	elements	of	convenience	sampling	may	still	be	included.	Inversely	
proportional	stratified	sampling	will	be	used	for	two	main	reasons	–	to	focus	the	study	on	unearthing	the	
realities	experienced	by	professional	women	via	data	collected	from	professional	women	themselves,	and	
to	also	obtain	the	perceptions	about	professional	women	held	by	professional	men,	since	professional	
men	still	hold	the	majority	of	top	management	positions	and	thus	can	provide	a	different	perspective	on	
the	variables	being	measured.	Obtaining	a	representative	sample	of	these	strata	is	critical	to	determining	
whether	 gender	 does	 impact	 the	workplace	 reality	 in	 Trinidad	&	 Tobago.	 Due	 to	 time	 and	 budgetary	
constraints	however,	the	researcher	(Enkindle	Business	Consultancy	Ltd.)	will	attempt	to	contact	each	strata	
via	convenience	sampling	(members	of	AFETT,	members	of	The	Single	Father’s	Association,	professionals	
enrolled	at	Arthur	Lok	Jack	Global	School	of	Business,	professionals	employed	at	19	organizations	across	
the	country,	and	professional	members	of	2	other	professional	associations	in	Trinidad	&	Tobago).	This	
approach	will	eliminate	the	costs	associated	with	having	to	develop	a	detailed	sampling	frame,	but	the	
non-probability	nature	of	convenience	sampling	will	reduce	the	resulting	accuracy	of	the	data	collected	and	
subsequent	inferences	made.	Despite	the	sampling	frames	including	a	wide	dispersion	of	professionals	of	
both	genders	and	from	varied	industries	and	locations,	the	results	must	be	interpreted	within	the	context	
of	this	inevitable	accuracy-cost	trade-off.		

Source: Enkindle Business Consultancy Limited 2018

FIGURE 2.3-5 – Highest Held Occupational Level of Survey Respondents
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2.0 RESEARCH METHODOLOGY (continued)

Source: Enkindle Business Consultancy Limited 2018

Source: Enkindle Business Consultancy Limited 2018

FIGURE 2.3-6 – Geographic Spread of Survey Respondents

FIGURE 2.3-7 – Industry Spread of Survey Respondents
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2.0 RESEARCH METHODOLOGY (continued)

2.3.4 Sample Size

A	minimum	target	of	200	completed	questionnaires	is	required	for	this	study.	Past	data	indicates	that	the	
non-response	rate	for	surveys	on	similar	subjects	and	of	similar	length	is	usually	around	22%.		Thus,	this	
research	will	aim	to	sample	a	total	of	256	professionals	across	Trinidad	&	Tobago,	in	order	to	reduce	the	
impact	of	this	nonresponse	bias.	

2.3.5 Data Collection Methods

The	questionnaire	was	 first	 pre-tested	on	members	 of	 the	Research	&	Public	 Advocacy	 Committee	of	
AFETT,	and	their	male	counterparts.	After	ironing	out	any	issues	during	the	pre-testing	phase,	and	ensuring	
that	the	questionnaire	contained	no	biases,	it	was	then	administered	to	persons	recruited	to	partake	in	the	
research.	The	questionnaire	was	distributed	entirely	online	so	as	to	reduce	cost,	decrease	the	lead	time	
for	completion,	increase	the	ease	of	data	compilation	and	analysis,	as	well	as	to	ensure	a	higher	response	
rate.	The	questionnaire	also	predominantly	featured	close-ended	questions	so	as	to	increase	its	suitability	
for	self-administering	and	ease	of	answering,	while	decreasing	the	probability	of	response	errors,	the	time	
required	to	complete	the	questionnaire	by	respondents	and	the	time	needed	to	code	and	tabulate	the	
results	by	the	research	company.		

2.4 METHOD OF DATA ANALYSIS

Data	gathered	during	the	data	collection	phase	will	be	analysed	using	statistical	software	tools.	Variables	
will	be	truncated	based	on	frequency,	so	as	to	maintain	the	accuracy	and	validity	of	the	data	analysis.	Cross-
tabulations	will	also	be	undertaken	in	order	to	determine	whether	there	are	any	statistically	significant	
associations	among	the	variables	being	measured.

2.5 LIMITATIONS OF THE STUDY

Despite	having	made	all	possible	allowances	within	the	resource	constraints	of	this	research,	there	are	still	
certain	limitations	of	the	study	that	can	impact	the	accuracy	and	validity	of	the	findings.	These	must	be	
taken	into	account	when	making	generalizations.	Due	to	tight	budgetary	constraints,	there	was	a	level	of	
sampling	error	between	the	value	of	the	population	factor	and	the	sample	size	being	surveyed,	given	that	
only	208	professionals	were	surveyed	versus	the	602,900	employed	persons	in	Trinidad	&	Tobago.	Further,	
the	survey	excludes	professionals	who	were	not	belonging	to	any	of	the	existing	sampling	lists	that	were	
used	in	this	study,	which	may	skew	the	results.	Additionally,	it	would	be	even	more	challenging	to	generalise	
the	findings	to	all	professional	men,	especially	given	that	inversely	proportional	stratified	sampling	was	
used	which	resulted	in	less	male	respondents	than	female	respondents.	Finally,	the	distribution	of	surveys	
online	may	exclude	older	professionals	who	do	not	maintain	an	active	online	presence.		
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3.0 ANALYSIS OF FINDINGS

3.1 MEASURING THE IMPACT OF FAMILY-CARE RESPONSIBILITIES

Are you a Parent or Guardian to Children? 

This	question	was	posed	to	all	senior	executives	partaking	in	the	survey	as	a	filtering	question,	 leading	
to	further	analysis	on	the	impact	of	family-care	responsibilities,	as	it	relates	to	each	gender.	Of	the	131	
respondents	 that	 answered	 this	 question,	 a	 total	 of	 55	 persons	 responded	 that	 they	 were	 a	 parent/
guardian	(41.98%	of	respondents),	while	the	remaining	76	persons	(58.02%	of	respondents)	responded	
that	they	were	not.	Of	those	respondents	that	were	parents,	25%	were	men	and	75%	were	women.	Of	
those	that	were	not	parents,	26%	were	men	and	74%	were	women.	

 

Are you personally responsible for providing non-financial care to other family members? 

The	researchers	noted	that	while	some	persons	may	not	have	biological	children,	they	may	still	be	entrusted	
with	the	care	of	other	family	members.	As	a	result	of	this,	respondents	that	initially	replied	‘no’	to	being	
parents,	were	asked	this	further	qualifying	question,	as	to	whether	they	were	responsible	for	providing	
care	to	other	family	members.	The	answer	to	this	question	gives	some	insight	into	the	expanse	of	family-
care	responsibilities	by	professionals	beyond	the	obvious	children-rearing	responsibilities.	

Source: Enkindle Business Consultancy Limited 2018

Source: Enkindle Business Consultancy Limited 2018

FIG 3.2 – Are you personally responsible for providing non-financial care to other family members?

FIG 3.1 – Are you a parent or guardian to children?
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Of	the	76	respondents	answering	this	question,	28%	indicated	that	they	were	responsible	for	the	care	of	
other	family	members,	while	72%	indicated	that	they	were	not	responsible	for	caring	for	others.	Interestingly,	
of	the	28%	of	respondents	that	were	responsible	for	caring	for	other	family	members,	81%	were	women,	
while	only	19%	were	men.	While	the	study	did	include	more	women	than	men,	the	proportion	of	female	
respondents	indicating	that	they	were	responsible	for	caring	for	family	members,	suggests	that	it	may	be	
possible	that	women	are	disproportionately	entrusted	with	family-care	responsibilities,	even	though	they	
may	not	have	children	of	their	own.	

Apart from children, who falls under your care?  

For	 further	 clarification,	 all	 respondents	 who	 indicated	 that	 they	 were	 responsible	 for	 the	 care	 of	
other	 family	members,	were	asked	to	give	an	 indication	of	 those	 family	members	 that	 fell	under	 their	
care.	Responses	to	this	question	can	provide	much	insight	 into	the	need	for	company	policies	to	begin	
recognizing	the	fact	that	many	professionals	can	still	carry	the	burden	of	caring	for	family	members,	despite	
not	having	children	of	their	own.	Parents	were	the	largest	category	of	family	members	that	professionals	
were	caring	for,	with	78%	of	respondents	indicating	that	they	were	responsible	for	the	care	of	their	aging/
ailing	parents.	This	was	followed	by	grandparents	(17%	of	respondents),	aging/ailing	relatives	(17%)	and	
other	persons	(17%).	The	cumulative	frequencies	of	these	responses	clearly	points	to	the	fact	that	many	
childless	professionals	are	responsible	for	the	care	of	more	than	one	family	member/persons.	

	–

Source: Enkindle Business Consultancy Limited 2018

FIG 3.3 – Apart from children, who falls under your care? Select all that applies.
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Do family-care responsibilities affect career decisions? 

All	professional	respondents,	whether	responsible	for	their	own	children	or	for	providing	care	for	other	
family	members/persons,	were	asked	whether	they	felt	that	their	family-care	responsibilities	affected	their	
career	decisions.	The	answer	to	this	question	gives	much	insight	into	the	realities	of	professional	persons,	
and	clearly	hints	to	the	necessity	for	organizations	to	better	understand	the	extent	to	which	family-care	
responsibilities	may	be	affecting	their	access	to	top	talent.	

 

The	larger	proportion	of	respondents	(59%)	disagreed	with	this	statement,	suggesting	instead	that	family-
care	responsibilities	do	in	fact	impact	their	career	decisions,	while	the	remaining	41%	agreed	that	their	
partner	provided	the	necessary	support,	so	that	family-care	responsibilities	did	not	impact	their	career	
decisions.	Interestingly,	of	the	men	responding	to	this	question,	39%	disagreed	with	this	statement	and	
64%	 agreed	 that	 their	 career	 decisions	 are	 unaffected	 by	 family-care	 responsibilities.	 Conversely,	 of	
the	women	 responding	 to	 this	question,	60%	 stated	 that	 their	 careers	 are	 in	 fact	 impacted	by	 family-
care	responsibilities,	while	only	40%	of	women	stated	that	their	careers	were	unaffected	by	family-care	
responsibilities.	 This	 suggests	 that	 family-care	 responsibilities	may	 still	 largely	 fall	 on	women,	 and	 the	
burden	of	such	responsibilities	does	impact	their	career	advancement.	Notably	as	well,	a	sizable,	though	
much	smaller	proportion	of	men’s	careers	(39%)	are	impacted	by	the	care	they	are	undertaking	for	family	
members.	 These	 findings	 are	 particularly	 insightful	 to	 organizations	 needing	 to	 review	 their	 work/life	
policies	to	ensure	that	they	are	able	to	remain	culturally	current	in	order	to	retain	access	to	top	talent.	
This	finding	also	poses	a	significant	challenge	to	the	widely	accepted	gender	stereotype	that	men	do	not	
usually	engage	in	caring	work,	and	suggests	that	work/life	balance	initiatives	should	be	extended	to	both	
sexes,	as	men	may	be	becoming	increasingly	responsible	for	family-care	duties.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.4 – Family-care responsibility does not affect my career decisions,
because my spouse / partner provides the necessary support
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

A	further	question	was	posed	to	respondents	to	determine	if,	other	than	a	partner,	they	were	assisted	
in	their	family-care	responsibilities	by	another	family	member.	A	large	percentage	of	respondents	(60%)	
indicated	that	they	did	not	have	the	support	of	other	family	members.	This	highlights	the	fact	that	many	
professionals	do	not	have	any	support,	either	from	a	partner	or	another	relative,	in	carrying	out	their	care-
giving	work.	This	insight	can	prove	to	be	valuable	for	the	forward-thinking	organization	that	acknowledges	
the	 importance	of	work/life	balance	to	maintaining	employee	productivity	and	avoiding	the	high	costs	
associated	with	their	burnout.	

 

Source: Enkindle Business Consultancy Limited 2018

FIG 3.5 – Family-care responsibility does not affect my career decisions,
because another family member/s provide the necessary support
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

3.2 MEASURING THE IMPACT OF APPROACHES TO CAREER MANAGEMENT 

Level of Comfort with Monetary Negotiations  

With	reported	statistics	citing	the	disproportionate	earnings	between	men	and	women,	all	things	being	
equal,	it	is	necessary	to	determine	whether	there	are	factors	outside	of	direct	gender	stereotyping	that	
may	 contribute	 to	 the	 unequal	 earnings	 between	 the	 sexes.	 As	 illustrated	 in	 Fig	 3.6,	 the	majority	 of	
respondents	(41%)	agreed	that	they	are	often	nervous	to	negotiate	salary,	salary	increases	and/or	payment	
for	work.	A	much	smaller	percentage	(24%)	disagreed	that	they	tended	to	be	nervous	about	monetary	
negotiations.	The	remaining	respondents	were	either	unsure	or	were	neither	in	agreement	or	disagreement 
with	the	statement.	

 

Considering	the	responses	from	a	gender	perspective,	of	those	respondents	that	admitted	to	being	nervous	
about	monetary	negotiations,	71%	were	women	and	30%	were	men.	 In	reverse,	of	 those	respondents	
that	claimed	to	be	unnerved	by	monetary	negotiations	81%	were	men,	and	only	19%	were	women.	No	
males	responded	as	‘not	sure’,	and	only	17%	of	men	responded	neutrally.	This	finding	points	to	the	very	
high	possibility	that	the	current	disparity	in	economic	power	between	the	sexes	may	be,	at	least	partially,	
attributed	 to	women’s	 fear	 to	 negotiate	 their	monetary	worth.	 This	 fear	may	 further	 be	 the	 result	 of	
specific	gender	stereotyping	and	rules	of	conformity	with	which	women	were	raised	to	adhere.		

Source: Enkindle Business Consultancy Limited 2018

FIG 3.6 – Please rate your level of agreement with the following statement – “I am often nervous to 
negotiate salary, salary increases and/or payment for work done”
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

 

When	asked	the	question	from	the	other	extreme,	as	illustrated	in	Fig	3.7,	only	7%	of	respondents	stated	
that	they	enjoyed	monetary	negotiations,	indicating	that	most	persons,	regardless	of	sex,	are	apprehensive	
about	negotiating	money.	The	majority	of	respondents	(46%)	were	 in	complete	disagreement	with	the	
statement	that	they	enjoyed	having	to	negotiate	monetary	compensation,	with	the	remaining	respondents	
either	being	neutral	(39%)	or	uncertain	(8%).

Considering	 these	 responses	 from	 a	 gender	 perspective,	 of	 those	 respondents	 that	 claimed	 to	 enjoy	
monetary	negotiations,	71%	were	men	and	29%	were	women.	This	further	supports	the	finding	revealed	
in	the	initial	question,	as	it	relates	to	the	level	of	comfort	with	monetary	negotiations	between	the	sexes.		

Approaches to Career Management  

The	following	question	was	posed	to	respondents	in	order	to	determine	if	different	approaches	to	career	
management	existed	between	the	sexes.	Respondents	were	asked	to	rate	each	statement	according	to	
their	level	of	agreement	with	it.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.7 – Please rate your level of agreement with the following statement - I enjoy negotiating 
salary, salary increases and/or payment for work done. It’s a bit like a fun game for me
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

 

I apply for a position I like, even if I may not yet be 100% qualified for it. 
  
A	cumulative	frequency	of	75%	of	respondents	either	agreed	or	completely	agreed	that	they	would	apply	for	
a	position,	even	if	they	may	not	yet	be	100%	qualified	for	it.	The	remaining	25%	were	in	disagreement	with	
the	statement,	opting	instead	to	wait	until	they	are	qualified	before	applying.	Of	the	75%	of	respondents	
that	agreed,	52%	were	men	and	48%	were	women	–	this	finding	suggests	that	while	men,	on	average,	may	
tend	to	collectively	take	a	slightly	bolder	approach	to	managing	their	careers,	women	also	have	a	high	
tendency	of	doing	the	same.	Despite	this,	men	still	hold	disproportionately	more	senior	positions	–	an	
interesting	finding	that	seems	to	point	to	a	possible	gender	bias	that	prefers	men	in	leadership	roles	over	
women.		

I apply for a position only when I am 100% qualified for it.

The	following	question	further	supports	the	inferences	made	from	the	responses	of	the	initial	question	
in	this	series	–	67%	of	respondents	disagreed	to	waiting	until	they	are	100%	qualified	before	applying	for	
a	position,	while	only	33%	opted	to	wait	until	they	were	fully	qualified.	The	percentage	of	women	who	
claimed	to	not	wait	until	they	were	fully	qualified	before	applying	for	a	position,	was	as	high	as	53%	of	
female	respondents.	This	again	highlights	the	fact	that	women	are	interested	and	proactive	in	advancing	
their	 careers.	However,	 this	 proactivity	 is	 not	materializing	 in	 equal	 representation	 for	 them	at	 senior	
positions.

Source: Enkindle Business Consultancy Limited 2018

FIG 3.8 – Please rate the extent to which you agree with the following statements
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I state my opinions in business meetings, even if others don’t agree with it

A	 high	 of	 92%	 of	 respondents	 indicated	 a	 high	 level	 of	 confidence	 and	 assertiveness	 by	 agreeing	 or	
completely	agreeing	with	this	statement.	Of	the	men	responding	to	this	statement,	92%	were	in	agreement	
or	 complete	 agreement,	 and	 of	 the	women	 responding	 to	 this	 statement,	 92%	 of	 them	were	 also	 in	
agreement	or	complete	agreement.	This	shows	that	both	professional	men	and	women	appear	to	be	on	
equal	footing	as	it	relates	to	their	assertiveness	on	business	matters.		

I am often apprehensive about asserting my opinion, especially if I know that others may get upset by it

As	with	the	preceding	question,	68%	of	respondents	disagreed	with	this	statement,	while	32%	were	in	
agreement	with	 it.	Of	 the	women	 that	 responded	 to	 this	 question,	 69%	agreed	 that	 they	were	 afraid	
of	 getting	others	upset	by	voicing	 their	opinion,	while	only	38%	of	male	 respondents	agreed	 to	being	
apprehensive	about	speaking	up	if	it	meant	that	others	will	be	upset	by	what	they	had	to	say.	It	appears	
that	while	women	may	be	assertive	in	voicing	their	opinions,	they	seem	to	be	more	unwilling	to	do	so	if	
there	is	a	chance	of	others	being	upset	by	their	opinions.		

When I speak up, others stop and listen.

A	cumulative	frequency	of	15%	of	male	respondents	and	55%	of	female	respondents	were	in	disagreement	
or	complete	disagreement	with	this	statement.	These	results	points	to	the	fact	that	men,	generally,	are	
given	and	command	more	respect	than	their	female	counterparts	in	the	workplace.	

When I speak up in meetings, my contributions are sometimes ignored

A	cumulative	frequency	of	20%	of	male	respondents	and	80%	of	female	respondents	were	in	agreement	or	
complete	agreement	with	this	statement.	This	finding	further	highlights	the	grave	possibility	that	gender	
biases	may	be	at	play	in	the	workplace,	resulting	in	women	not	being	afforded	the	same	level	of	respect	
as	men	are	for	their	contributions	and	opinions.		

I think that career advancement is stressful and requires too much family sacrifice

A	cumulative	frequency	of	31%	of	male	respondents	and	36%	of	female	respondents	were	in	agreement	
or	complete	agreement	with	this	statement.	This	finding	may	suggest	that	evolving	gender	roles,	which	
sees	increasing	numbers	of	men	assuming	family-care	responsibilities	that	would	have	previously	been	
left	to	women,	are	leading	to	an	almost	equal	proportion	of	men	and	women	agreeing	that	corporate	life	
is	too	stressful	and	requires	too	much	family	sacrifice.	Organizations	may	want	to	pay	close	attention	to	
this	sentiment,	especially	as	they	craft	HR	policies	that	must	cater	to	the	realities	of	the	current	workforce.			

I am not interested in moving any further in my career

The	responses	to	this	question	appeared	to	be	similar	between	both	sexes.	A	cumulative	frequency	of	12%	
of	male	respondents	and	13%	of	female	respondents	agreed	that	they	were	not	interested	in	any	further	
career	 progression.	 Similarly,	 a	 cumulative	 frequency	of	 88%	of	male	 respondents	 and	87%	of	 female	
respondents	disagreed	with	 this	 statement	–	 indicating	 that	most	professionals,	 regardless	of	 sex,	 are	
interested	in	upward	mobility,	as	it	relates	to	their	careers.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

3.3 MEASURING THE IMPACT OF PERCEPTIONS & OPINIONS 

Personal Experience with Unprofessionalism in the Workplace 

Responses	to	this	question	give	insight	into	how	women	are	perceived	in	the	workplace	versus	men.	Such	
perceptions	may	influence	hiring	and	promotion	opportunities	to	senior	positions.	

Unprofessionalism is defined as not exhibiting the standard of behaviour or skill that is expected of a 
person in a skilled job. It includes, but is not limited to, ongoing personal conflict, victimization, sub-
standard work, making decisions that are not in the interest of the organization, being overly emotional 
rather than factual in decision-making, taking things personally, harassment, gross misconduct etc.

 

While	 63%	of	 respondents	 cited	 that	 their	 experiences	 of	 unprofessionalism	 in	 the	workplace	 equally	
involved	both	men	and	women	displaying	some	form	of	unprofessional	behaviour,	for	those	respondents	
that	distinguished	between	the	sexes,	22%	cited	that	their	experiences	of	workplace	unprofessionalism	
involved	women	acting	unprofessionally,	while	only	14%	cited	men	as	being	unprofessional.	

Quite	interestingly,	this	response	holds	true	across	both	genders	of	respondents.	Of	the	women	responding	
to	this	question,	23%	cited	that	most	of	their	experiences	of	workplace	unprofessionalism	solely	involved	
women	acting	unprofessionally,	while	only	16%	of	female	respondents	cited	that	most	of	their	experiences	
of	unprofessionalism	solely	involved	men	displaying	some	form	of	unprofessional	behaviour.	Similarly,	of	
the	men	 responding	 to	 this	 question,	 19%	of	 them	cited	 that	most	of	 their	 experiences	of	workplace	
unprofessionalism	 solely	 involved	women	 acting	 unprofessionally,	while	 only	 7%	of	male	 respondents	
cited	that	most	of	their	experiences	of	unprofessionalism	solely	 involved	men	displaying	some	form	of	
unprofessional	behaviour.	The	perception	of	women	as	largely	unprofessional	can	be	a	severely	negative	
contributing	factor	to	the	reluctance	of	promoting	women	to	senior	positions.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.9  – Please select the statement that most describes your work experience:
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Source: Enkindle Business Consultancy Limited 2018

Source: Enkindle Business Consultancy Limited 2018

FIG 3.10 – Which of the following words best describes the typical FEMALE professional,
based on what you know, heard or have been told?

(CHOOSE  EXACTLY 7 WORDS FROM THE BELOW LIST - ONE WORD IN EACH PAIR)

FIG 3.11 – Which of the following words best describes the typical MALE professional,
based on what you know, heard or have been told?

(CHOOSE  EXACTLY 7 WORDS FROM THE BELOW LIST - ONE WORD IN EACH PAIR)
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Perception of Male versus Female Professionals

It	 is	evident	 that	professional	men	and	women	are	perceived	very	differently.	Professional	women	are	
perceived	to	be	more	intelligent	than	their	male	counterparts,	with	96%	of	respondents	rating	women	as	
intelligent,	versus	only	81%	rating	men	as	intelligent.	Similarly,	women	were	rated	higher	on	agreeableness	
(54%)	than	men	(36%).	However,	women	are	perceived	to	be	significantly	more	overly-emotional	 than	
men,	with	39%	of	respondents	describing	women	as	such,	while	only	7%	labelled	men	with	this	descriptor.	
Professional	men	are	perceived	as	more	confident	than	their	female	counterparts	with	94%	of	respondents	
describing	professional	men	as	confident,	while	only	76%	of	respondents	perceived	women	as	confident.	
Men	are	also	viewed	as	more	goal-oriented	than	women,	with	83%	of	respondents	labelling	men	as	such,	
versus	79%	of	respondents	giving	women	the	same	descriptor.	Men	are	also	perceived	to	be	much	more	
fearless	and	decisive	than	women,	with	77%	and	85%	of	respondents	labelling	men	as	fearless	and	decisive	
respectively,	versus	only	47%	and	58%	of	 respondents	respectively	 labelling	women	as	such.	However,	
men	tended	to	be	viewed	as	more	unqualified	for	their	positions	than	women,	with	20%	of	respondents	
labelling	men	as	unqualified,	versus	only	5%	labelling	women	as	such.	

Women	tend	to	be	perceived	as	shy	compared	to	men,	with	19%	of	respondents	labelling	women	as	shy,	
versus	only	4%	giving	men	that	label.	Women	are	also	perceived	to	be	more	people-pleasing	compared	to	
men,	with	as	much	as	44%	of	respondents	labelling	women	as	people-pleasing,	versus	only	15%	giving	men	
that	same	label.	Professional	men	are	viewed	as	more	inflexible	and	outspoken	than	women,	with	50%	
and	79%	of	respondents	respectively	labelling	men	as	such.	In	contrast,	only	31%	and	39%	of	respondents	
respectively	labelled	women	as	inflexible	and	outspoken.	Further,	women	are	perceived	as	significantly	
more	apprehensive	than	professional	men,	with	36%	of	respondents	labelling	women	as	such,	compared	
to	only	15%	 labelling	men	as	such.	 In	 terms	of	 innovativeness,	 the	sexes	scored	quite	similarly	on	this	
descriptor,	with	57%	and	54%	of	respondents	labelling	women	and	men	respectively	as	such.	

This	 insight	highlights	 the	need	to	sensitize	company	officials	of	 these	perceptions,	especially	as	many	
perceptions	may	stem	from	deep-seated	stereotypes	and	may	be	more	imagined	than	real,	for	both	sexes.	
Sensitization	 is	 critical	 to	 ensuring	 that	 organizational	 decisions	 are	 not	made	on	widely	 believed,	 yet	
narrowly	applied	perceptions.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Opinions on the Equal Representation of both genders.  

Responses	to	this	question	can	provide	an	understanding	as	to	the	readiness	and	level	of	agreement	in	the	
wider	population	to	champion	for	increased	female	participation	in	leadership	positions.		

 

    

A	 cumulative	 frequency	 of	 90%	of	 respondents	 either	 somewhat	 agreed	 or	 completely	 agreed	 to	 the	
importance	 of	 having	 equal	 representation	 of	 both	 sexes	 in	 leadership	 positions	 in	 order	 to	 improve	
organization	decision-making.	Only	7%	of	respondents	disagreed	with	the	posed	statement,	and	3%	were	
unsure.	Quite	 interestingly,	 of	 those	 disagreeing	with	 the	 statement	 86%	were	women	 and	 only	 14%	
were	men.	Of	the	male	respondents	to	this	question,	93%	of	them	were	in	agreement	to	having	equal	
representation,	and	of	 the	 female	 respondents,	90%	were	also	 in	agreement.	 In	 contrast,	of	 the	male	
respondents	 to	 this	question,	4%	of	 them	were	 in	disagreement	 to	having	equal	 representative,	while	
of	the	women	answering	this	question,	8%	were	 in	disagreement	to	the	necessity	of	having	women	in	
leadership	positions.	

The	finding	stemming	out	of	the	responses	to	this	question	appears	to	point	to	the	fact	that	women	are	
more	averse	to	having	women	in	leadership	positions,	than	men	are	of	having	women	in	these	positions.	
It	may	appear	that	in	order	to	challenge	the	current	under-representation	of	women	at	senior	positions,	
it	may	be	more	critical	to	focus	efforts	on	convincing	women	of	the	need	to	have	more	women	in	senior	
positions,	as	it	is	to	convince	men.		

Source: Enkindle Business Consultancy Limited 2018

FIG 3.12  – Please rate the extent to which you agree with the following statement. 
“Having equal representation of both men and women on company boards and at senior 

management levels leads to better, more representative corporate decision-making”
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Factors Affecting Women’s Under-representation at Senior Management Levels 

There	was	wide	agreement	among	respondents	as	it	relates	to	the	perceived	factors	that	influence	the	
under-representation	of	women	at	senior	positions.	As	much	as	54%	of	respondents	agreed	that	Gender	
Biases/Stereotypes	contributed	the	most	to	the	under-representation	of	women	in	leadership	positions. 
It	is	possible	that	these	biases	are	also	held	by	women,	against	women,	especially	given	that	proportionally	
more	 women	 than	 men	 were	 averse	 to	 having	 women	 in	 leadership	 positions,	 as	 evident	 from	 the	
responses	to	prior	questions	in	this	study.	

 

After	Gender	Bias	/	Stereotype,	respondents	were	also	in	agreement	that	the	second	most	contributing	factor	
to	women’s	under-representation	in	leadership	positions	was	due	to	women’s	family-care	responsibilities.	
Lack	of	confidence	was	given	a	rating	of	3	by	25%	of	respondents,	indicating	that	it	does	have	some	impact	
on	women’s	under-representation.	A	further	23%	of	respondents	gave	“Lack	of	interest	in	career	progress”	
a	rating	of	4	–	illustrating	that	this	may	not	contribute	much	to	women’s	under-representation.	In	fact,	
data	 from	prior	questions	 in	 this	 study	showed	that	women	are	similarly	 interested	 in	advancing	 their	
careers	as	their	male	counterparts.	As	much	as	19%	of	respondents	gave	“Lack	of	emotional	intelligence/
management”	a	rating	of	3	as	well,	indicating	that	this	has	some	impact	on	women’s	selection	to	senior	
positions.	The	factor	that	seemed	to	contribute	very	little	to	women’s	under-representation	was	“Lack	of	
appropriate	qualification”,	with	38%	of	respondents	giving	this	factor	a	low	rating	of	6.	This	aligns	well	with	
previous	inferences	that	professional	women	are	generally	perceived	as	intelligent	and	well-educated.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.13 – The 2015 CEDAW report cites that only
10% of senior management positions in Corporate Trinidad & Tobago belong to women. 

Please rank from 1 to 6, the factors that you think contribute to this low representation of women.
(1 is most contributes, 6 is least contributes, NO TIES ALLOWED)



CROSSING THE PRECIPICE – WOMEN’S JOURNEY TO THE C-SUITE 27

3.0 ANALYSIS OF SURVEY FINDINGS (continued)

What other factors do you believe contribute to this low representation of women at senior positions:

Respondents	were	asked	the	above	open-ended	question	in	order	to	discern	whether	there	were	other	
factors	that	contributed	to	women’s	under-representation	at	senior	positions.	A	total	of	38	respondents	
suggested	other	factors,	as	coded	and	categorized	in	Fig	3.14.

 

26%	of	respondents	suggested	that	women’s	 lack	of	a	powerful	professional	network,	particularly	as	 it	
related	to	access	 to	mentors	and	support,	 strongly	 impacts	 their	ability	 to	advance	their	careers	at	an	
equal	rate	as	men.	Another	18%	of	respondents	suggested	that	Societal	Norms,	particularly	as	it	relates	
to	culture,	religion	and	politics,	act	as	barriers	to	women	advancing	professionally.	16%	of	respondents	
suggested	 work-related	 issues,	 such	 as	 the	 intentional	 blocking	 of	 women	 from	 advancing	 to	 senior	
positions,	lack	of	drive	among	women,	promotions	based	strictly	on	seniority,	and	competition	amongst	
women,	 as	 also	 impacting	women’s	 representation	 at	 senior	 levels.	 Finally,	 13%	 of	 respondents	 each	
suggested	that	senior	management	still	largely	being	an	‘old	boys	club’;	lack	of	opportunity	for	women;	
and	 issues	 surrounding	 sexual	 harassment,	 ageism	 and	 nepotism,	 as	 factors	 that	 also	 impact	women	
advancing	to	senior	positions.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.14 – Other factors that contribute to the low representation of women at senior positions. 
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

3.4 MEASURING THE IMPACT OF ORGANIZATIONAL POLICIES  

Opinions on Alternative Work Arrangements – Management Levels  

Responses	 to	 this	 question	 give	 insight	 into	 the	 perceptions	 of,	 and	 readiness	 for,	 alternative	 work	
arrangements,	by	professionals	and	for	professionals.	

 

Access to telecommuting /flexi-time would help to increase my productively
and work-life balance and or that of my employees. 

An	overwhelming	majority	(93%)	of	professionals	either	agreed	or	strongly	agreed	that	telecommuting	
would	 assist	 in	 increasing	 both	 productivity	 and	 work-life	 balance,	 either	 for	 themselves	 and/or	 for	
their	 subordinates.	Only	7%	of	 respondents	were	 in	disagreement	with	 this	 statement.	From	a	gender	
perspective,	of	the	men	responding	to	this	question,	only	8%	were	in	disagreement	with	the	statement.	
Similarly,	 of	 the	women	 responding	 to	 this	 question	 only	 7%	were	 in	 disagreement.	 Interestingly,	 the	
majority	 concentration	of	 39%	of	 all	 respondents	 that	were	 in	 disagreement	hailed	 from	 the	50+	 age	
groups.	There	is	 little	difference	by	gender	when	it	comes	to	agreeing	that	telecommuting	is	beneficial	
to	ensuring	productivity	and	work-life	balance.	Those	disagreeing	with	this	sentiment	tended	to	be	older	
professionals	who	may	be	used	to	more	traditional	styles	of	management.	Such	traditional	styles	however,	
are	quickly	becoming	obsolete	with	a	workforce	that	demands	more	work/life	balance	and	autonomy,	and	
in	a	working	environment	that	is	increasingly	becoming	more	competitive	and	technologically	advanced.		

Source: Enkindle Business Consultancy Limited 2018

FIG 3.15 – Telecommuting refers to the ability to work remotely, for example from your home. 
Flexi-time refers to a system of working a set number of hours, with the start and end times chosen 

by the employee.  Please indicate the extent to which you agree with the following statements
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

I think that offering telecommuting and/or flexi-time options, as well as day-care facilities
is important to retain the best employees/talent.  

Again,	an	overwhelming	majority	(95%)	of	professionals	either	agreed	or	strongly	agreed	that	alternative	
work	arrangements	are	becoming	increasingly	necessary	to	retain	top	talent.	In	today’s	fast-paced	world,	
as	more	professionals	begin	to	feel	the	intense	pressure	of	balancing	work	and	other	aspects	of	their	lives,	
many	have	begun	exiting	corporate	life,	in	favour	of	starting	their	own	businesses.	Organizations	can	stand	
to	lose	access	to	top	talent	as	this	trend	is	likely	to	continue,	especially	given	the	increased	emphasis	that	
the	current	generation	places	on	work/life	balance.	As	evident	from	these	findings,	today’s	professionals	
are	 desirable	 and	 open	 to	 alternative	work	 arrangements	 that	 affords	 them	 the	 ability	 to	manage	 all	
aspects	 of	 their	 lives,	without	 the	 need	 to	 choose	 one	 over	 the	 other.	 Despite	 this	 sentiment	 among	
professionals,	most	organizations	in	Trinidad	&	Tobago	still	do	not	offer	alternative	work	arrangements	–	
those	that	do	however,	would	have	a	competitive	advantage	when	it	comes	to	attracting	top	talent.	A	low	
of	only	5%	of	respondents	were	disagreement	with	this	statement.	Examining	the	respondents	that	were	
in	disagreement	with	this	statement	from	a	gender	perspective,	it	would	appear	that	women	are	more	
likely	than	men	to	feel	pressured	to	exit	corporate	life	due	to	dual	roles	-	of	the	men	responding	to	this	
question,	11%	were	in	disagreement	with	the	statement,	and	of	the	women	responding	to	this	question	
only	3%	were	is	disagreement.	

I think that offering telecommuting/ day-care facilities would cost a company too much.   

90%	of	professionals	disagreed	with	this	statement,	indicating	that	they	did	not	believed	that	such	work	
arrangements	will	cost	a	company	too	much.	While	there	may	be	upfront	costs	associated	with	creating	
and	operationalizing	a	day-care	facility,	the	costs	saved	in	the	long-run,	for	example	when	employees	do	not	
need	to	leave	early	to	collect	their	children	etc.,	would	far	outweigh	the	initial	cost.	Telecommuting	can	also	
bring	about	the	added	benefit	of	increased	employee	productivity.	Organizations	benefit	from	energized	
and	well-rested	employees,	who	are	not	tired	from	having	to	sit	for	hours	in	traffic	to	get	to	the	office.	
Studies	conducted	abroad	have	shown	that	telecommuting	employees	are	often	more	productive	than	
employees	that	need	to	physically	be	at	the	office.	Additionally,	they	are	often	willing	to	work	longer	hours,	
since	they	are	already	at	home,	and	do	not	need	to	cater	for	the	in-transit	time	to	return	home.	Only	10%	of	
respondents	were	in	agreement	with	this	statement,	stating	that	they	do	believe	that	such	initiatives	would	
be	a	significant	cost	to	a	company.	Of	the	men	responding	to	this	question,	only	11%	were	in	agreement	with	
the	statement,	and	of	the	women	responding	to	this	question,	only	9%	were	in	agreement.	It	would	appear	
again	that	the	likelihood	of	respondents	believing	that	such	initiatives	are	too	costly,	lies	not	in	their	gender,	
but	rather	in	their	age	–	41%	of	respondents	stating	that	such	initiatives	would	be	too	costly	belonged		to	the 
40+	age	groups.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

I think that offering telecommuting/ flexi-time options leads to a loss of control over the workforce.  
 
A	high	of	87%	of	 respondents	either	disagreed	or	 strongly	disagreed	with	 this	 statement.	 It	would	be	
logical	to	assume	that	professionals	are	committed	to	their	careers,	and	thus	self-motivated.	As	a	result,	
they	would	not	be	in	need	of	the	constant	supervision	that	comes	from	having	to	be	present	in	an	office	
all	day.	Interestingly,	13%	of	respondents	agreed	that	such	alternative	arrangements	would	lead	to	a	loss	
of	control	over	the	workforce.	This	may	be	a	major	reason	that	such	alternative	work	arrangements	have	
not	yet	been	adopted	in	mainstream	Trinidad	&	Tobago.	The	data	suggests	that	older	men	are	more	likely	
to	believe	that	such	initiatives	would	lead	to	a	loss	of	control	of	the	workforce.	Of	the	men	responding	
to	this	question,	23%	believed	there	would	be	a	 loss	of	control,	whereas	of	 the	women	responding	to	
this	question,	only	11%	believed	the	same.	A	significant	proportion	of	respondents	(42%)	who	believed	
that	 alternative	work	 arrangements	would	 lead	 to	 a	 loss	 of	 control	 belonged	 to	 the	 50+	 age	 groups.	
Again,	this	highlights	the	traditional	management	styles	that	older	professionals	have	been	used	to,	and	
their	associated	fear	that	employees	may	not	do	as	expected	if	they	do	not	have	a	supervisor	constantly	
supervising	them.		
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Opinions on Alternative Work Arrangements – Non-management & Professionals

Access to flexible working hours, the ability to work from home, and/or day-care facilities
from my employers would assist me in managing both my career and family responsibilities. 

A	cumulative	frequency	of	81%	of	respondents	either	agreed	or	strongly	agreed	that	alternative	schedules	
and/or	day-care	facilities	would	assist	them	in	managing	their	careers	and	family	responsibilities.	12%	of	
respondents	were	neutral,	and	a	cumulative	frequency	of	7%	of	respondents	either	disagreed	or	strongly	
disagreed	with	this	statement.	Of	the	men	responding	to	this	question,	11%	were	in	disagreement,	while	
of	the	women	responding	to	this	question,	only	5%	were	in	disagreement.	It	thus	appears	that	women	
are	still	more	 in	need	of	alternative	working	arrangements	and	support	 in	order	 to	manage	their	dual	
roles,	than	their	male	counterparts	are.	This	insight	is	worth	considering	for	the	organization	that	wants	to	
ensure	that	it	maintains	access	to	top	talent,	regardless	of	gender.	

FIG 3.16 – Please indicate the extent to which you agree with the following statements

Source: Enkindle Business Consultancy Limited 2018
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

I often find it necessary to hire paid help in order to manage both family and career responsibilities. 

A	cumulative	frequency	of	51%	of	respondents	either	agreed	or	strongly	agreed.	26%	were	neutral,	and	a	
cumulative	frequency	of	23%	either	disagreed	or	strongly	disagreed	that	they	needed	to	hire	paid	help	to	
manage	both	their	family	and	career	responsibilities.	From	a	gender	perspective,	50%	of	male	respondents	
agreed	with	the	statement	that	they	need	to	hire	help,	while	28%	disagreed.	Of	the	female	respondents	to	
this	question,	51%	agreed	and	22%	disagreed	with	this	statement.	As	unearthed	in	responses	to	previous	
questions	in	this	study,	it	appears	that	gender	roles	are	evolving	much	more	quickly	and	widely	than	society	
and	organizations	have	acknowledged.	Almost	equal	proportions	of	both	male	and	female	respondents	
agreed	that	they	need	to	hire	paid	help	in	order	to	manage	their	dual	responsibilities.	As	more	women	
enter	corporate	 life,	the	days	of	men	being	able	to	rely	on	their	 female	partners	to	tend	to	household	
matters	are	gone	–	both	genders	are	now	faced	with	managing	dual	roles.	

It is challenging to handle both work and family responsibilities.
I often feel as if I have to choose between both. 

A	cumulative	frequency	of	58%	of	respondents	either	agreed	or	strongly	agreed	that	they	feel	as	if	they	
have	to	choose	between	their	careers	and	their	families.		23%	were	neutral,	and	a	cumulative	frequency	
of	19%	either	disagreed	or	strongly	disagreed	that	they	had	to	choose.	From	a	gender	perspective,	39%	
of	the	male	respondents	to	this	question	agreed	that	they	felt	that	they	had	to	choose	between	the	two,	
while	28%	of	them	disagreed.	Of	the	female	respondents	to	this	question,	64%	agreed	to	feeling	that	they	
had	to	choose,	while	only	16%	disagreed.	This	illustrates,	that	while	gender	roles	may	be	changing	and	
evolving,	women	still	feel	more	pressured	to	carry	out	family-care	responsibilities,	while	simultaneously	
managing	their	careers.

I often feel worried that requesting “too much” time off from work to deal
with family-related matters may upset my employers. 

A	 cumulative	 frequency	 of	 69%	 of	 respondents	 either	 agreed	 or	 strongly	 agreed	 that	 they	 were	
worried	that	requesting	time	off	to	deal	with	personal/family	matters	may	upset	their	employers.	22%	
of	respondents	were	neutral,	and	a	cumulative	frequency	of	only	10%	of	respondents	either	disagreed	
or	strongly	disagreed	with	the	statement.	 It	appears	that	women	are	significantly	more	worried	about	
requesting	time	off	than	men	are.	With	most	family-care	responsibilities	still	falling	largely	on	women,	it	
may	mean	that	women	do	need	to	request	more	time	off	to	handle	family	matters	than	men	do.	Of	the	
women	responding	to	this	question,	76%	agreed	to	being	worried,	while	only	44%	of	male	respondents	
were	worried	about	requesting	time	off.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

3.5 MEASURING THE IMPACT OF INDIVIDUALS’ LEADERSHIP 
STYLES & THEIR PERCEPTIONS OF WOMEN LEADERS 

Leadership Styles of Respondents   

The	answers	to	the	question	in	Fig	3.17	provides	a	multifactor	leadership	rating	of	respondents,	and	thus	
gives	an	indication	as	to	respondents’	predominant	style	of	leadership.	This	data	was	then	cross-tabulated	
with	data	 from	questions	 that	gave	an	 indication	as	 to	 the	 respondents’	perceptions	on	 the	quality	of	
women’s	 leadership	and	decision-making	 capabilities,	 in	order	 to	determine	 if	 there	 is	 any	correlation	
between	an	individual’s	leadership	style	and	their	perception	of	women	as	leaders.		

Each	statement	in	this	question	related	to	one	of	the	two	more	popular	styles	of	leadership.	Statements	
that	related	to	transformational	leadership	included	factors	such	as	idealized	influence	(the	extent	to	which	
leaders	hold	their	subordinates’	trust,	and	appeal	to	their	hopes	and	dreams);	 inspirational	motivation	
(the	extent	to	which	leaders	provide	a	vision	and	attempt	to	make	others	feel	that	their	work	is	significant);	
intellectual	stimulation	(the	extent	to	which	leaders	encourage	others	to	look	at	old	problems	in	new	ways,	
create	an	environment	that	is	tolerant	of	seemingly	extreme	positions,	and	nurture	people	to	question	
their	own	values);	and	individualized	consideration	(the	extent	to	which	leaders	show	interest	in	others’	
well-being,	assign	projects	individually,	and	pay	attention	to	those	who	seem	less	involved	in	the	group).	

Statements	 that	 related	 to	 transactional	 leadership	 included	 factors	 such	 as	 contingent	 rewards	 (the	
extent	to	which	leaders	tell	others	what	to	do	in	order	to	be	rewarded,	emphasize	what	is	expected	from	
them,	and	recognize	their	accomplishments);	and	management	by	exception	(the	extent	to	which	leaders	
tell	others	the	job	requirements	and	are	content	with	standard	performance)	

There	was	a	ratio	of	almost	2:1	in	the	practice	of	transformational	type	leadership	versus	transactional	
leadership	among	the	respondents.	From	a	gender	perspective,	both	male	and	female	respondents	also	
opted	to	follow	a	transformational	type	of	leadership	over	a	transactional	type	of	leadership	in	a	ratio	of	
2:1	as	well.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Source: Enkindle Business Consultancy Limited 2018

FIG 3.17 – Below is a list a statements that describes your leadership style.
Rate each statement according to how frequently it describes you. 

The word “others” may mean your subordinates/followers, clients, or group members.
0 = Not at all   1 = Once in a while  2 = Sometimes   3 = Fairly often   4 = Frequently, if not always
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Perception of Women as Leaders 

The	perceptions	of	women	as	leaders,	whether	real	or	imagined,	can	have	an	enormous	influence	on	the	
willingness	of	organizations	to	promote	women	to	leadership	positions.	

As	illustrated	in	the	Fig	3.18,	most	respondents	(82%)	disagreed	that	women	generally	made	poor	leaders.	
11%	of	respondents	neither	agreed	nor	disagreed	with	the	statement	that	women	made	poor	leaders,	and	
a	cumulative	frequency	of	7%	of	respondents	either	agreed	that	women	were	poor	leaders	or	were	unsure	
as	to	if	they	were	poor	leaders.	

 

Considering	 these	statistics	 from	a	gender	perspective,	63%	of	men	disagreed	that	women	make	poor	
leaders,	26%	neither	agreed	or	disagreed	with	the	statement,	3%	agreed	that	women	make	poor	leaders,	
and	8%	of	men	were	unsure.	In	contrast,	88%	of	women	disagreed	that	women	make	poor	leaders,	6%	
neither	agreed	or	disagreed	with	the	statement,	3%	of	women	agreed	that	women	make	poor	leaders,	
and	3%	were	unsure.	

Interestingly,	one’s	leadership	style	may	have	a	slight	impact	on	the	likelihood	of	one	perceiving	women	
as	poor	leaders.	Transformational	style	leaders	are	slightly	more	inclined	to	agree	that	women	make	poor	
leaders	than	transactional	leaders	-		2.1%	of	transformational	leaders	versus	only	1.9	%	of	transactional	
leaders	agreed	 that	women	make	poor	 leaders.	Transformational	 leaders	are	also	 slightly	 less	 likely	 to	
disagree	with	the	statement	that	women	make	poor	leaders	than	their	transactional	counterparts	–	84%	
of	 transactional	 leaders	disagreed	that	women	make	poor	 leaders,	while	only	81%	of	 transformational	
leaders	disagreed	with	the	sentiment	that	women	make	poor	leaders.	

Source: Enkindle Business Consultancy Limited 2018

FIG 3.18 – I think women generally make poor leaders
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

 

Decision-making	capabilities	are	an	important	facet	of	leadership,	and	thus	it	would	be	critical	to	understand	
how	 women’s	 decision-making	 capabilities	 are	 perceived	 vis-à-vis	 that	 of	 men’s.	 As	 illustrated	 in	 the 
Fig	3.19,	most	respondents	(81%)	perceived	the	quality	of	women’s	decision-making	to	be	on	par	with	that	
of	men’s;	4%	of	respondents	did	not	know;	and	15%	thought	that	women’s	decision-making	capabilities	
were	very	superior	to	that	of	men’s.	No	respondents	thought	that	the	quality	of	women’s	decision-making	
were	inferior	to	that	of	men’s.

Again,	considering	these	statistics	from	a	gender	perspective,	7%	of	men	thought	that	women’s	decision-
making	was	very	superior	to	that	of	men;	81%	of	men	saw	no	difference	in	the	quality	of	decision-making	
between	the	genders;	and	11%	of	men	did	not	know	if	there	were	any	differences.	In	contrast,	18%	of	
women	thought	that	women’s	decision-making	was	very	superior	to	that	men’s;	81%	of	women	saw	no	
difference	in	the	quality	of	decision-making	between	the	genders;	and	1%	of	women	did	not	know	if	there	
were	any	differences.			

When	 it	 comes	 to	 the	perception	of	women’s	decision-making	 capabilities,	one’s	 leadership	 style	may	
again	 have	 a	 slight	 impact	 on	 the	 likelihood	 of	 one	 perceiving	 women	 as	 superior	 decision-makers.	
Transformational	 style	 leaders	 are	 less	 inclined	 to	 perceive	women’s	 decision-making	 as	 very	 superior	
to	 that	of	men’s	 in	 contrast	 to	 their	 transactional	 counterparts	 -	only	15%	of	 transformational	 leaders	
perceived	women’s	decision-making	to	be	superior	to	that	of	men’s,	while	16%	of	transactional	leaders	felt	
that	the	quality	of	women’s	decision-making	was	in	fact	very	superior	to	that	of	men’s.		

FIG 3.19 Compared to men, women leaders provide a quality of decision-making which is

Source: Enkindle Business Consultancy Limited 2018
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

3.6 MEASURING THE PERCEPTIONS OF 
EMOTIONAL INTELLIGENCE ACROSS THE SEXES  

Perceptions of Women’s Emotional Intelligence  

The	World	Economic	Forum	ranked	Emotional	Intelligence	sixth	in	the	list	of	top	10	skills	that	employees	
need	to	possess	in	order	to	thrive	in	the	workplace.	Emotional	Intelligence	broadly	refers	to	one’s	ability	
to	perceive,	understand	and	manage	their	own	feelings	and	emotions.	It	consists	of	5	main	components	
–self-awareness	(the	ability	to	recognise	and	understand	your	moods	and	emotions,	and	how	they	affect	
others);	self-regulation	(the	ability	to	control	impulses	and	moods,	and	to	think	before	acting);	internal	
motivation	 (being	 driven	 to	 pursue	 goals	 for	 personal	 reasons,	 rather	 than	 for	 some	 kind	 of	 reward);	
empathy	(the	ability	to	recognize	and	identify	others’	motivations);	and	social	skills	(the	ability	to	manage	
relationships	and	build	networks).	

Emotionally	intelligent	professionals	tend	to	advance	further	in	their	careers,	especially	as	most	company	
officials	are	more	likely	to	promote	an	employee	with	high	emotional	 intelligence	over	employees	that	
possess	low	emotional	intelligence.		Thus,	the	level	of	emotional	intelligence	that	women	are	perceived	as	
having	will	ultimately	impact	women’s	likelihood	of	being	promoted	to	senior	positions.	

 

FIG 3.20 – Please select the statement that you most agree with

Source: Enkindle Business Consultancy Limited 2018
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Only	half	 (51%)	of	 the	 respondents	perceived	women	as	generally	having	good	emotional	 control	and	
a	high	ability	 to	 separate	 the	personal	 from	 the	professional.	12%	of	 respondents	 felt	 that	 in	general,	
women	lacked	emotional	control,	which	caused	them	to	take	things	personally,	have	difficulty	separating	
the	personal	from	the	professional,	and	were	therefore	generally	poor	leaders.	Interestingly,	while	37%	
of	respondents	identified	themselves	as	a	woman	with	good	emotional	control,	they	agreed	that	women	
generally	lacked	emotional	intelligence	and	the	ability	to	separate	the	personal	from	the	professional	in	
business	decisions.	

Considering	the	statistics	from	a	deeper	gender	perspective,	48%	of	male	respondents	and	1%	of	female	
respondents	perceived	women	as	 lacking	emotional	control	and	unable	 to	separate	the	personal	 from	
the	professional	when	making	business	decisions.	Since	men	still	hold	the	majority	of	senior	positions	in	
Trinidad	&	Tobago,	their	perceptions	of	the	emotional	 intelligence	of	women	are	of	critical	 importance	
–	 they	 are	 unlikely	 to	 promote	 women	 if	 they	 believe	 that	 women	 cannot	 control	 their	 emotions	 in	
the	workplace,	or	are	inclined	to	take	things	personally.	Interestingly,	a	greater	proportion	of	men	than	
women	perceived	women	as	having	good	emotional	control	-	52%	of	male	respondents	and	49%	of	female	
respondents	felt	that	women	had	good	emotional	control.	Further,	close	to	50%	of	female	respondents	
felt	that	while	they	themselves	possessed	good	emotional	control,	they	perceived	women	as	generally	
lacking	emotional	management	and	the	ability	to	separate	the	personal	from	the	professional.	It	appears	
that	this	is	an	area	that	women	collectively	may	need	to	focus	on,	should	they	wish	to	see	greater	female	
representation	at	senior	levels.	Women	with	high	emotional	intelligence	can	be	championed	publicly	to	
begin	challenging	the	perception	that	all	women	lack	emotional	control.	
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

Level of Emotional Intelligence Between the Sexes.    

Given	the	importance	of	possessing	Emotional	Intelligence	in	the	workplace,	especially	when	it	comes	to	
being	considered	for	senior	level	positions,	it	would	be	insightful	to	contrast	the	perceptions	of	Emotional	
Intelligence	across	the	sexes.	

 

Each	statement	in	Fig	3.21	relates	to	one	of	the	five	core	components	of	Emotional	Intelligence	as	detailed	
prior.		Respondents	were	asked	to	contrast	and	rate	women	versus	men	on	each	statement.	

In	measures	of	self-awareness,	a	cumulative	frequency	of	15%	of	respondents	perceived	men	as	better	
able	 than	women	 to	 recognize	 the	 impact	 of	 their	moods	 on	 others,	while	 26%	of	 respondents	were	
neutral	and	saw	no	difference	in	the	self-awareness	levels	between	professional	men	and	women.	59%	of	
respondents	did	not	perceive	men	as	possessing	higher	levels	of	self-awareness	than	women.	

In	measures	of	self-control,	a	cumulative	frequency	of	only	9%	of	respondents	either	agreed	or	strongly	
agreed	that	women	were	better	able	to	control	their	emotions	in	the	workplace,	while	38%	of	respondents	
were	neutral	 and	 saw	no	difference	 in	 the	 levels	of	 emotional	 control	 between	professional	men	and	
women.	53%	of	respondents	either	disagreed	or	strongly	disagreed	that	women	were	better	able	than	
men	to	manage	their	emotions.	

FIG 3.21 – Emotional intelligence refers to the ability to identify, assess and manage 
the emotions of one’s self, of others, and of groups. Please indicate your level

of agreement with each of the following statements: 

Source: Enkindle Business Consultancy Limited 2018
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3.0 ANALYSIS OF SURVEY FINDINGS (continued)

In	measures	of	internal	motivation,	65%	of	respondents	perceived	women	as	being	more	driven	than	their	
male	counterparts	to	pursue	goals	for	personal	reasons,	rather	than	extrinsic	rewards,	20%	of	respondents	
were	 neutral,	 and	 15%	 disagreed	 that	 women	 were	 more	 internally	 motivated	 than	 men	 to	 pursue 
their	goals.	

In	measures	of	empathy,	a	cumulative	frequency	of	19%	of	respondents	either	agreed	or	strongly	agreed	
that	men	were	better	able	than	women	to	see	things	from	another’s	perspective,	35%	of	respondents	
were	neutral,	and	a	cumulative	frequency	of	46%	of	respondents	either	disagreed	or	strongly	disagreed	
that	men	were	better	able	than	women	see	a	difference	perspective.		

Finally,	in	measures	of	sociability,	a	cumulative	frequency	of	45%	of	respondents	either	agreed	or	strongly	
agreed	that	men	were	better	able	than	women	to	manage	relationships,	build	networks	and	show	their	
leadership	qualities	in	the	workplace,	19%	of	respondents	were	neutral,	and	a	cumulative	frequency	of	
36%	of	respondents	either	disagreed	or	strongly	disagreed	that	men	possessed	better	social	skills	in	the	
workplace	than	women.	

Where	women	seem	to	 lag	behind	are	 in	 the	aspects	of	emotional	control	and	social	 skills.	 It	appears	
from	these	findings,	that	while	women	may	be	aware	of	their	emotions,	they	seem	to	lack	the	necessary	
self-control	to	appropriately	manage	their	responses	in	the	workplace.	Also,	while	they	appear	to	possess	
internal	motivation	and	empathy,	they	may	have	substantial	opportunity	to	build	appropriate	professional	
relationships.	
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4.0 RECOMMENDATIONS & CONCLUSION 

Gender	biases	and	stereotypes	are	a	recurring	theme	among	the	factors	that	influence	women’s	under-
representation	in	senior	positions	in	Trinidad	and	Tobago.	It	is	evident	that	there	needs	to	be	open	dialogue	
at	national	levels	about	the	latent	ways	that	gender	biases	(held	by	both	men	and	women)	affects	both	
women	and	men.	As	the	results	showed,	women	are	often	made	to	feel	unheard	in	board	meetings	at	a	
disproportionately	higher	level	than	men	report.	Open discussion is the chief way to bring these biases 
to the surface and create change. These biases often lead to perceived image notions of both sexes that 
may filter into hiring and promotion decisions – perceptions are not necessarily reality. It is not enough 
to simply increase the number of women on company boards. It is more critical to sensitise members 
of the C-suite on the importance of women’s contribution – equality in numbers does not necessarily 
translate to equality in value and respect. 

Women	disagreed	at	a	higher	proportion	 than	men	did	on	 the	need	 to	have	women	on	boards	which	
corroborates	existing	research	that	women	as	well	as	men	hold	gender	biases	against	women.	Organizations, 
such as AFETT, need to work on sensitizing the wider community of the importance of having gender 
diversity on company boards, through the use of empirical evidence.

As	noted	in	Fig	3.14,	26%	of	respondents	stated	that	women’s	lack	of	a	powerful	professional	network,	
particularly	as	it	related	to	access	to	mentors	and	support,	strongly	impacts	their	ability	to	advance	their	
careers,	at	an	equal	rate	as	men.	Greater collaboration is needed with powerful men –  issues of female 
under-representation at top levels must not be viewed as a ‘male versus female’ issue. The issues faced 
by women can only be truly addressed, confronted and changed by those with the power to do so. With 
men still holding 90% of senior positions, collaboration is essential. .

The	literature	highlighted	that	male-defined	constructs	of	work	and	career	success	continue	to	dominate	
organizational	 research	 and	 practice.	 As	 evident	 from	most	 of	 the	 responses	 to	 questions	within	 this	
study,	 many	 persons,	 particularly	 women,	 feel	 that	 they	 need	 to	 make	 a	 choice	 between	 family	 and	
career.	Additionally,	many	childless	persons,	particularly	women,	are	 responsible	 for	 the	care	of	 family	
members.	There	was	a	shockingly	high	number	of	childless	men	who	are	also	responsible	for	caring	for	
family	members.	Organisations need to re-think how they structure work, if they wish to retain access 
to top talent. Many professionals admit to not having any support. Work-life balance initiatives and 
alternative working schedules need to be implemented and extended to both genders. Alternative work 
schedules are needed to assist in balancing the life, and increasing the productivity and well-being of all 
professionals. Day-care facilities should be viewed as an investment rather than a cost.  It seems that the 
time to modernize the policies of Corporate Trinidad & Tobago has arrived.
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4.0 RECOMMENDATIONS AND CONCLUSION (continued)

Women	are	viewed	by	both	genders	as	being	more	unprofessional	and	lacking	in	Emotional	Intelligence	
than	men.	While	women	scored	better	than	men	on	certain	dimensions	of	EI	 (self-awareness,	 internal	
motivation,	empathy),	they	were	very	low	compared	to	men	in	terms	of	self-control.	They	were	also	low	in	
sociability	(creating	and	maintaining	powerful	professional	networks).		These results suggest that women 
may need coaching on how to properly manage their emotions at work. Companies can consider doing 
EI evaluations on managerial level employees to identify gaps in EI. The results from these evaluations 
can be used to guide training and development initiatives for managerial staff.  

Many	persons,	particularly	women	are	nervous	about	monetary	negotiations.	This	can	be	a	contributing	
factor	to	the	wage	disparity	between	the	genders.	Negotiation skills should be taught in schools, and 
organizations, such as AFETT, may want to consider hosting a registry where salary information for various 
positions and industries are shared, so that both men and women have the necessary information to 
enter into a negotiation.

Overall	the	results	show	that	both	men	and	women	think	women	are	effective	leaders.	However	it	appears	
that	different	types	of	leaders	perceive	women	differently.	The	results	show	that	both	male	and	female	
respondents	opted	to	follow	a	transformational	type	of	leadership	over	a	transactional	type	of	leadership	
in	a	ratio	of	2:1	which	suggests	that	there	is	no	gender	difference	in	leadership	style. Organisations should 
also consider doing a 360-degree evaluation of the leadership style of managerial level employees, 
with special attention given to managers’ ability to adapt their leadership styles to the needs of their 
subordinates and to the context of the current organizational situation – adaptability is criticial since 
different leadership styles are more effective in different contexts.

The	Researchers	note	that	these	are	just	some	of	the	recommendations	that	can	be	put	forth	at	a	corporate	
and	national	level	and	championed	to	bring	about	more	equality	in	gender	representation	at	senior	level	
positions.	 The	 Researchers	 hope	 that	 this	 research	 would	 be	 a	 pivotal	 starting	 point	 for	 organisations,	
chambers	 of	 commerce	 and	other	 business	 groups	 to	 start	 exploring	 these	more	 intangible	 factors	 that	
impact	business	productivity.	Businesses	often	meet	and	discuss	productivity	from	a	strictly	economic	and	
operational	perspective	–	redefining	structures,	allocation	of	resources,	investments	in	plant,	machinery	and	
human	resource	development	–	but	few	organizations	acknowledge	or	recognize	that	work/life	initiatives	
can	 profoundly	 impact	 productivity	 levels.	 Employee	 apprehension,	 coupled	with	 few	women	 at	 senior-
level	positions,	can	cause	discussions	surrounding	work/life	initiatives	to	be	relegated	to	second-place,	and	
as	a	 result,	 such	discourse	does	not	occur	at	 the	wider	national	 level.	By	understanding	and	addressing	
the	 intangible	 needs	 of	 professionals,	 companies	would	 be	 better	 able	 to	 attract	 and	 retain	 top	 talent.	
The	 Researchers	 hope	 that	 this	 research	 stimulates	 the	 type	 of	 conversations	 necessary	 to	 bring	 about	
real	change,	and	encourages	further	research	on	these	matters	that	are	critical	to	increasing	productivity,	
both	on	an	organizational	and	national	level.	As	Trinidad	&	Tobago	moves	with	the	rest	of	the	world	into	an	
increasingly	technologically	advanced	world,	natural	selection	will	inevitably	favour	those	organizations	that	
recognize	that	their	human	capital	is	their	only	real	competitive	advantage.	
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