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On the first Tuesday of every month, the EOC, in partnership 
with TTT will bring together a panel of advocates to drum 
up conversations and offer solutions for sex and gender-re-
lated issues. It is a six (6)-part series, that will be broadcast-
ed live from TTT’s studio. You can also catch the one-hour 
episodes on TTT or EOCTT Facebook pages. Dike Rostant 
is the host of the series.

The first episode was aired on Tuesday 5 April EOC, dis-
cussing Words Can Hurt: Gender-biased language and be-
haviour that impact women and girls. It is a play on the ad-
age, sticks and stones, can break my bones, but words can 
never hurt me.

The panel of speakers highlighted and discussed how seem-
ingly casual language and behaviour perpetuate stereotypes 
that can affect women and girls and limit their opportunities. 
They also examined the dangers of implicit bias.

For T&T to achieve a more gender equal society, the pan-
el offered solutions such as ending violence against wom-
en and girls, breaking normative barriers in the job market; 
encouraging women into non-traditional vocations; sharing 
household chores and childcare equally as well as using 
more gender-neutral language in conversation and legisla-
ture, amongst others.

The first panel featured:
Terry D Ince, Founding Director and Convener: CEDAW 
Committee of Trinidad and Tobago (CCOTT) discussed, the 
international framework of CEDAW and its local implemen-
tation. Crystal Brizan, National Representative: Caribbean 
Association for Feminist Research and Action (CAFRA) ad-
dressed, State Sanctioned Sexism: the way in which words 
reinforce gender stereotypes. Dr Gabrielle Hosein, Senior 
Lecturer: Institute for Gender and Development Studies 
spoke about the effect of implicit biases and language use.
Oraine Ramoo, Women’s Counselling Psychologist, who 
educated viewers on “The Mechanism for Shame in the 
Psyche”

Stay tuned for the second episode in the series, 
where a panel of advocates will discuss the Role 
of Men in Gender Equality. Date: Tuesday 3 May. 
Time: 11:00a.m. Network: TTT.

EOC launches TV Series
It is official: The EOC now has a programme on TTT entitled, Sex and Prejudice.



If employers are serious about 
creating a truly equal organisa-
tion, they should consider im-
plementing a workplace policy 
that promotes LGBTI+ inclusion.

Haran Ramkaransingh, Director Le-
gal Services of the Equal Opportu-
nity Commission (EOC) highlighted 
this progressive managerial ap-
proach during an animated and in-
teractive public education session 
with the Trinidad and Tobago Inter-
national Financial Centre (TTIFC).

He said, “an LGBTI-inclusive work-
place ensures that all employ-
ees are treated fairly and have 
equal access to career opportu-
nities, regardless of sexual orien-
tation, gender identity, and/or 
gender expression. It recogniz-
es, understands, and tackles the 
unique challenges that both LG-
BTI women and men face during 
recruitment, in daily workplace 
interactions and in advancing 
to senior leadership positions”. 

Furthermore, he pointed out 
that recent research has shown 
that employees who work in 
inclusive workplaces report 
greater job satisfaction, regard-
less of their sexual orientation.

Organisations that need guidance 
on LGBTI+ workplace inclusion, are 
encouraged to adopt a Model LG-
BTI+ Workplace Policy for Trinidad 

and Tobago created by Caiso: Sex 
and Gender Justice in collaboration 
with the EOC and the British High 
Commission for their workplace 
and adapt it to their environment.

While the Equal Opportunity Act 
does not cover gender or sexual 
orientation as status grounds, the 
EOC works with different bod-
ies to promote equality for all.

This model policy gives advice 
to employers on how to modify 
their workplace policies on issues 
such as discrimination and har-
assment; privacy; official records, 
names, and pronouns; dress code; 
restroom accessibility; how to deal 
with employees transitioning on 
the job; sex-segregated job assign-
ments; workplace benefits; worker 
assistance programmes; training 
and how to deal with complaints.

Staff members of TTIFC were 
grateful for this engaging ses-
sion which underscored the 
importance of inclusivity and 

diversity in the workplace.

Ms. Francisca Hector, Marketing & 
Communications, TTIFC, revealed 
“the invaluable information re-
ceived from this session can fill 
in or highlight any gaps that may 
be present in our understanding 
about what the types of discrimina-
tion that are present in the organ-
isation and avenues for recourse”.

She also explained that this ini-
tiative is part of the company’s 
thrust is to facilitate profession-
al and personal development 
activities for staff which would 
add to their depth of knowledge 
as they navigate their career. 

The informative virtual education 
session took place on Wednesday 
16th March with fifteen (15) mem-
bers from the TTIFC. To request 
a virtual session, send an email: 
communications@eoc.gov.tt .

Haran Ramkaransingh 
Director Legal Services

ENSURING WORKPLACE INCLUSION
 FOR LGBTI+EMPLOYEES
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EOC staff wore purple 
and crossed their arms
to show solidarity 
in commemoration of 
International Women’s Day.
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Proud to Collaborate
On Sunday 27 March, the Equal OpportunityCommission (EOC) 
presented at PrideTT’s workshop, “Towards a Just Society.”
Haran Ramkaransingh, Director, Legal Services at the EOC 
conducted a portion of the training, educating participants on the
Equal Opportunity Act (‘the Act’) and the work of  the EOC.  
Haran spoke about the status grounds and categories covered by 
the Act and indicated that sexual orientation is not yet covered. 
He did point out, however, that the EOC made a recommendation
to the Attorney General for the Act to be amended to include same.
Other proposed amendments to the Act include:
• AGE as a status of discrimination.
• The expansion of the definition of DISABILITY to include HIV 
/ AIDS, Cancer, and Multiple Sclerosis.
• The inclusion of CO-HABITATIONAL RELATIONSHIPS on 
the grounds of marital status.
• The inclusion of HALF-BLOOD RELATIONSHIPS
in the definition of family. Participants were eager to ask ques-
tions, having access to Haran, who is also a humanrights attor-
ney. They also took the opportunity to share their perspective 
on, among other things, further amendments that could be made 
to the Act, to adequately cover the needs of the LGBTI + com-
munity. The EOC is aware of the discrimination faced by the 
LGBTI+ community and their limited access to opportunities. 
Even though the Act does not currently cover sexual orientation, 
the EOC works with partner organisations to partner to raise 
awareness on discriminatory practices and how we can go about 
working towards an inclusive society where all are treated with 
dignity, fairness and respect.



Staff of the EOC 
commemorated World 
Down Syndrome Day 

by rocking their 
colourful socks!

World  Down Syndrome  Day



Senator the Honourable Renuka 
Sagramsingh-Sooklal, Minister in 
the Office of the Attorney General 
and Ministry of Legal Affairs chats 
with Ms. Debbie Ann Trotman, 
Administrative Officer IV of the 
Equal Oportunity Commission.

Senator the Honourable Renuka 
Sagramsingh-Sooklal, Minister in the 
Office of the Attorney General and 
Ministry of Legal Affairs chats with Ms. 
Christine Cole, Conciliator/Mediator 
of the Equal Oportunity Commission.

On Friday 4th March, Senator the Honourable Renuka Sagramsingh-Sooklal, Minister in 
the Office of the Attorney General and Ministry of Legal Affairs (AGLA) visited the Equal 
Opportunity Commission (EOC).

The Minister was given a tour of the building and was also introduced to staff. She was thrilled 
to meet and greet members of staff and expressed heartfelt appreciation for the warm 
welcome that she and her team received at the EOC’s offices.

In her final words of inspiration, Minister Sagramsingh-Sooklal encouraged staff to contin-
ue their dedication to working toward the elimination of discrimination and promotion of 
inclusivity.

Agla Minister Visits EOC



EOC staff joined together to celebrate 
Holi, the most joyous and colourful 
Hindu festival.



 
 
 

 
 

 
 

 
 



Monday 14th March

Categories covered by the act
THE MOST lodged complaints 
that the Equal Opportunity Com-
mission (EOC) receives at its offices 
are under the category of employ-
ment. This has consistently been 
the trend since the inception of the 
EOC; sometimes outweighing all 
other categories combined. Howev-
er, the Equal Opportunity Act cov-
ers four broad categories: provision 
of goods and services, provision of 
accommodation, employment and 
education. It is important to under-
stand the categories contained in the 
act so that members of the public 
can access the full range of coverage.
Discrimination under each cate-
gory must also be tied to a status 
ground covered by the act. These 
are: sex, religion, marital status, 
origin including geographic ori-
gin, disability, race and ethnicity.

Provision of goods and services
It is in contravention of the act to 
discriminate against a person who 
is seeking to obtain goods, services 
or facilities by refusing to supply 
same. Also, the vendor must not al-
ter the terms or manner in which he/
she supplies the goods, provides the 
facilities or performs the services.

The act lists the following examples:

(a) access to and use of any place 
which members of the public or a sec-
tion of the public are permitted to enter;
(b) accommodation in a hotel, guest 
house or other similar establishment;
(c) facilities by way of banking or insur-
ance or for grants, loans, credit or finance;
(d) facilities for entertament, recreation 
or refreshment;
(e) facilities for transport or travel;
(f) the services of any profes-
sion or trade, or any statutory au-
thority or municipal authority.

Provision of accommodation
People who have occupied an accom-
modation or are trying to access ac-

commodation shall not be discriminat-
ed against, in accordance with the act. 
This includes the terms of offer, refus-
ing application or placing that person on 
a lower order of precedence on any list 
of applicants for that accommodation.

For instance, a landlord is prohibit-
ed from denying a person access to 
an accommodation based on that per-
son’s marital status. However, there 
are exceptions contained in the act 
based on relatives living on the prop-
erty, the number of units on the com-
pound, and a few other exceptions.

Even after the person has occupied 
the accommodation, the act prohibits 
discrimination against that person by 
denying access or limited access to 
any benefit connected to the accom-
modation, evicting the person or sub-
jecting them to any other detriment.

Employment
The act prohibits employers and pro-
spective employers from discriminat-
ing against a person. This means that 
the act covers discrimination even at 
the recruitment stage and employers 
are not permitted to hire or overlook 
a person based on their status. For in-
stance, listing “female workers only” 
in a vacancy ad for a security officer.

However, the act contains an ex-
ception, where being of a partic-
ular sex is a genuine occupation-
al qualification for employment, 
promotion, transfer or training.
Vocational training is also covered by 
the act and employers are prohibited 
from discriminating against a person 
who is seeking or undergoing training.

Education
In the same way employment covers 
prospective employees and employ-
ees, the category of education applies 
to applicants and students. The act 
prohibits educational establishments 
from “discriminating against a person 
by refusing or failing to accept that 
person’s application for admission as a 
student; or in the terms and conditions 
on which it admits him as a student.”

Further, educational establishments 
are not permitted to deny or limit a 
student’s access to any benefits, facil-
ities or services provided by the edu-
cational establishment based on any of 
the status grounds covered by the act; 
or by expelling the student or subject-
ing the student to any other detriment.

The act also lists a couple excep-
tions in the category of education:

* Non-admission of students of a partic-
ular sex by an educational establishment 
which admits students of one sex only.

* A student or prospective student 
would “require services or facilities that 
are not required by students who do not 
have a disability and the provision of 
which would impose unjustifiable hard-
ship on the educational establishment.”

There is also an exception for what 
has been agreed to between the State 
and any religious education board, 
such as what has been provided for 
in the Concordat of December 1960.

If you have been discriminated 
against, you can lodge a complaint at 
the Equal Opportunity Commission 
on its website www.equalopportuni-
ty.gov.tt or via e-mail: complaints@
eoc.gov.tt. We will receive, investi-
gate and conciliate the complaint.



 

 

 

 

 

 

 

 



ON APRIL 2, United Nations sig-
natories will observe World Autism
Awareness Day. The theme is “In-
clusive Quality Education for All.”
Autism is a developmental disabil-
ity and autism spectrum disorder
(ASD) and may sometimes co-ex-
ist with other conditions like
Asperger’s, a form of ASD, or atten-
tion deficit hyperactivity disorder
(ADHD) and other learning disabil-
ities that sometimes require special
educational provisions.
Young people on the autism spec-
trum may experience barriers to
receiving a quality education. These 
barriers may include discrimination
and prejudice, bullying, limit-
ed teacher training and teacher
preparation, limited human and 
material resources and limited
administrative support.
This is exacerbated by the covid19 
pandemic. According to the UN,
“many students with autism have 
been especially hard hit and studies
show that they have been dispropor-
tionately affected by disruptions to
routines, as well as services 
and supports that they rely on.”
People with ASD contribute to soci-
ety in meaningful ways, and a quality
education in an inclusive environ-
ment can only empower them to
unlock their truest potential.

There are people with ASD who 
are gifted and there are studies
worldwide dedicated to determin-
ing the correlation between the two.
Many notable and influential peo-
ple have ASD and have made
significant contributions to sci-
ence, technology, law, society and
changed the way we view the world. 
It is widely believed that Albert
Einstein, Charles Darwin, Leonar-
do da Vinci and Jane Austen all had
ASD. They all existed before ASD was 
diagnosed in the 20th century and
a diagnosis could not have been 
confirmed. More recent examples
include actor Sir Anthony Hop-
kins; Satoshi Tajiri, the creator of

Pokemon; and entrepreneur Elon 
Musk, one of the wealthiest people in
the world.
ASD usually develops within the 
first three years of a child’s life and
parents sometimes detect signs in 
the child’s behaviour from an early
age. They may be able to inform edu-
cators on the strengths and needs of
the child so that both child and par-
ent can receive appropriate support.
Educators should become familiar 
with the student and the nature and
extent of the accommodations they 
require. Since the condition is a
spectrum, there should be varying 
support mechanisms for students,
which can be simple to execute in 
some instances. For example, students
may ask for changes to the physical 
environment and cleaning products
that give off a strong odour. Fur-
ther, they may request a reduction in
Teachers should be provided with 
increased support and training on
inclusion. Research has consistent-
ly demonstrated that training and
experience are factors that strongly 
influence teachers’ attitudes toward
inclusive education.
Research suggests that many stu-
dents with ASD struggle with abstract
thinking but often have visual 
strengths. Therefore, educators and
support teams need to employ effec-
tive practices and strategies such as
visual aids, multimodal interven-
tions and strategies for challenging
behaviour, thereby allowing stu-
dents to receive the type of education
most suited to them.
Research has also shown that chil-
dren with ASD are often the victims of
bullying. To combat this unwant-
ed problem, schools, parents and

children should collectively work 
together in creating a safe and
welcoming atmosphere for all chil-
dren while rewarding positive
behaviour.
Notwithstanding these hindrances, 
students with ASD have conquered
many physical and mental chal-
lenges, excelled in several diverse
professions and continue to make 
significant contributions to our
society. Their successes are 
made possible through absolute
determination and strong support sys-
tems.
In Trinidad and Tobago, our Con-
stitution and Education Act speak to
the right to an education. This is 
similarly stipulated in the Universal
Declaration of Human Rights, the 
Convention on the Rights of the
Child, as well as included in the 
UN Convention on the Rights of
Persons with Disabilities (UNCRPD).
The Equal Opportunity Act also cov-
ers the status ground of disability
and complaints can be lodged at the 
offices of the Equal Opportunity
Commission if a person with a dis-
ability or disabilities have experienced
discrimination while attempting 
to access employment, goods and
services, accommodation or an ed-
ucation. The act is the only national
legislative instrument that address-
es disability discrimination in four
broad categories. As part of the 
mandate of the EOC, we strive to
eliminate discrimination and pro-
mote equality of opportunity for all.
By 2030, goal four of the UN Sustain-
able Development Goals (SDGs) is
to ensure access to equal and equi-
table quality education at all levels
and vocational training for the vul-
nerable, including persons with
disabilities (PWDs). As a signatory 
to the UNCRPD, TT must respect,
protect and fulfil the right to ed-
ucation of PWDs, through the
implementation of the appropriate 
legislation for “inclusive education.”

Quality Education for all
Monday 28th March



PLWHA can seek relief at EOC
PERSONS living with HIV 
and Aids (PLWHA) who face 
discrimination in certain
settings because they are in-
fected with HIV or Aids can 
lodge a complaint and get
relief at the Equal Oppor-
tunity Commission (EOC).

The commission’s mandate is to 
enforce the Equal Oportunity Act. That 
act prohibits discrimination in four 
broad categories – in employment, in 
the provision of goods and services, in 
education, and in the provision of ac-
commodation – where someone is treat-
ed adversely because of a personal and 
inherent characteristic that they have, 
known as a status ground. Currently, 
the act protects seven status grounds – 
race, ethnicity, religion, disability, sex, 
marital status and origin.

PLWHA can lodge a complaint under 
the header of disability. There has been 
much discussion in the past on whether 
HIV/Aids fell within the provisions of 
the act, and concerns as to why it should 
be seen as a disability given that, if de-
tected early and properly treated, peo-
ple can live healthy lives. Disability is 
defined at section 2, the interpretation 
section, as follows:“Disability”means–
(a) total or partial loss of a bodily func-
tion;
(b) total or partial loss of a part of the 
body;
(c) malfunction of a part of the body in-
cluding a mental or psychological dis-
ease or disorder; or
(d) malformation or disfigurement of 
part of the body.
HIV attacks the CD4 helper cell which 
is a cell within the immune system. 
Apart from attacking the cell, it uses 
that cell to replicate. The person’s im-
mune system becomes
compromised and they have difficul-
ty fighting off even minor infections 
such as a cold. When a person’s CD4 
count drops below 200, they would 

have progressed to Aids. As such, HIV 
comes within (c) above, as if untreated 
it causes a malfunction of the immune 
system which is a part of the body. If it 
progresses to Aids, then it can also fall 
under (a) as it is loss of the functions of 
the immune system.

PLWHA have complained of discrim-
ination arising from stigma more than 
they have complained of discrimina-
tion because of their medical condi-
tion. Inequality and discrimination are 
closely related but not identical. In-
equality refers to a state of existence; 
we can all be differentiated along lines 
such as culture, language, social con-
nections, economic status, educational 
background, etc.

Discrimination is where a person or 
group is treated less favourably be-
cause of one or more of these differ-
ences, rather than because of their mer-
it and ability.Stigma is where a person 
or group is viewed in a negative way 
because of a characteristic or attribute. 
While not itself discriminatory, it can 
lead to discrimination where that per-
son is treated unfavourably because of 
this negative perception.
There is a shame, fear and guilt accoci-
ated with HIV and Aids that is not as-
sociated with diabetes or heart disease. 
For example, it is assumed that plwha 
did somethinf that society disapproves 
which led to their infection, like sexual 
promiscuity, drug use, and sex work. 
This public stima can lead to self sti-
ma; that society disapproves which led 
to their infection, like sexual promiscu-
ity, drug use, and sex work. This public 
stigma can lead to self-stigma; 

“There has been much 
discussion in the 

past on whether HIV/
Aids fell within the 

provisions of the Equal
Opportunity Act, and
concerns as to why it
should be seen as a 

disability”

that is where affected people develop 
internal guilt and shame about their 
own condition, believing that they are 
being punished and see themselves as 
lesser people. It has been reported that 
because of this some PLWHA would 
try to avoid attending clinics or phar-
macies to get the medications they 
need or would choose to not take
their medications in social or work-re-
lated settings for fear of being discov-
ered, which would make their health 
condition more severe.

The commission is empowered to re-
ceive complaints, investigate them 
and, where possible, bring the parties 
to the table to try to settle the dispute 
via conciliation. If the matter cannot be 
resolved, the matter can be sent to the 
Equal Opportunity Tribunal.
This tribunal is the second entity 
created by the act and is an inde-
pendent and separate body from the 
commission. It is a superior court of 
record chaired by a judge; its man-
date is to hear matters that the 
commission could not re-
solve and give a judgment.
For more information people can visit 
the commission’s website
[www.equalopportunity.gov.tt].

Monday 4th April



This week, the Equal Opportunity 
Commission features a guest column 
by one of our Commissioners, Dr 
Krystal-Jane Verasammy, who is also 
a Counselling Psychologist. The Equal 
Opportunity Act covers employment 
as a category under which a person 
can lodge a complaint, if they have 
been discriminated based on their sex, 
race, ethnicity, origin including geo-
graphical origin, marital status, dis-
ability or religion. We take a moment 
in commemoration of stress awareness 
month, to address workplace stress.
Discrimination at the workplace is a 
stressful situation and the EOC of-
fers redress for those persons. To 
lodge a complaint at the EOC, you 
can send an email to complaints@
eoc.gov.tt or visit our website www.
equalopportunity.gov.tt. However, 
there are other factors that can lead 
to stress and with dynamic workplace 
situations due to the pandemic, rec-
ognising and managing workplace 
stress is crucial to your well-being.

By Dr. Krystal-Jane Verasammy
 
“Ahh! I’m so stressed!”, “This is so 
stressful!”, “Work stressing meh!”. 
We may be all too familiar with 
such phrases.  But what is stress 
really, and how does it affect us? 
When we say such comments, what 
we’re really referring to is a situa-
tion, event or person that puts pres-
sure on us, or our reaction to be-
ing placed under such pressure. 
April is stress awareness month and 
this year the theme is “Communi-
ty”.  A community is more than just 
a group of people. It’s about having 
a sense of belonging and connection 
to others, and feeling supported and 
accepted by them. In many instances, 
this community may be the workplace.
Recognizing stress
A useful analogy to explain stress is 

that of a bridge. When a bridge is car-
rying too much weight, it may even-
tually collapse.  However, before this 
happens it is possible to see early warn-
ing signs such as bowing, buckling or 
creaking.  This same principle can be 
applied to humans and work stress. It is 
usually possible to identify early warn-
ing signs of excessive pressure that 
can lead to a mental health breakdown.
Some signs of a bowing and buck-
ling bridge at work may be:
• More accidents at work
• Increased absenteeism (sick leave)
• Presenteeism (attending work when 
sick) 
• Irritability or short-temperedness
• Indecisiveness and poor judgement
• Working late and not taking breaks
• Arguments and disputes with col-
leagues 
• Feeling exhausted most of the time
• Showing negative changes in mood or 
mood fluctuations
• Headaches, nausea, aches and pains, 
sleep difficulties

Stress and mental health
Note that stress is not a mental health 
problem, but it is closely linked to your 
mental health in two different ways. 
One, stress can lead to mental health 
problems, or make existing prob-
lems worse.  For example, if you 
struggle to manage work stress, you 
might develop anxiety or depression. 
Two, mental health problems can lead 
to stress. For instance, managing med-
ication, keeping therapy appointments 
or treatment can become stressful, 
while balancing a work-life balance. 
To help reduce workplace stress 

the following are a few tips:
1. Talk to your line manager about your 
workload. Ask if things can be delegat-
ed or re-prioritized to help you.
2. Make sure you are physically com-
fortable. Sitting in an uncomfortable 
chair or working in a hot room can 
make us feel more stressed.
3. Be clear on expectations. Not know-
ing what’s expected of us can make us 
feel anxious or confused. Clarify ex-
pectations and deadlines. 
4. Take breaks.  Get out for a walk at 
lunchtime, have a cup of tea, and/or 
remember to stretch to reduce muscle 
tension. 
5. Take your vacation.  Book in annu-
al leave and make sure you use your 
leave allowance, or make the most of 
your contract break. We all need reg-
ular breaks from work to help us feel 
refreshed.  

Staying on top of stress
Indeed, life is stressful, but learning 
how to manage stress can be helpful 
for our wellbeing. While we may not 
be able to eliminate all the stressors in 
our lives, there are a few things we can 
do to help reduce the impact of stress.
1. Be kind and compassionate to your-
self. Make time for things that you en-
joy and reward yourself for your small 
achievements. 
2. Try to find time to relax. This can be 
hard if you feel you can’t escape a sit-
uation that is stressing you, but even a 
short walk in nature can help. 
3. Look after your health. While this 
may be hard to do when stressed, try 
to get adequate sleep, eat on time and 
exercise as this helps us to cope better 
with stress.
4. Seek a mental health professional.  
Your therapist can help you identify 
stressors, warning signs and teach you 
emotion-focused and problem-solving 
techniques to cope with stress.

Dealing with workplace stress
Monday 11th April


