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Introduction 

 

 

In September 2018, The Royal Commonwealth 

Society, Virgin Holidays, and B-GLAD held a 

successful event in Barbados, generously supported 

by the Government of Canada. At the event, local 

civil society organisations, hoteliers, and tourism 

industry experts discussed how tourism could help to 

support equality and inclusion for lesbian, gay, 

bisexual and transgender (LGBT) people in Barbados 

and the broader Caribbean.  

 

The event was endorsed by Barbados Minister of Tourism 

Kerrie Symmonds MP, who spoke of the need for 

Barbados to reflect that “regardless of age, gender, 

ethnicity, disability, or sexual orientation, Barbados 

welcomes you”. 

 

At the dialogue, participating hoteliers expressed enthusiasm for doing more to support diversity 

and inclusion. A key recommendation of the discussion was the need for tourist businesses in 

Barbados to have diversity and inclusion policies that ensure high standards of staff and customer 

care. The idea of a model diversity and inclusion policy for tourism in Barbados was forwarded, 

which could be promoted to tourism businesses in Barbados for them to choose to adopt.   

 

Building on this, in July 2019 a similar group of Barbadian hoteliers and civil society representatives 

convened for a facilitated workshop to devise a model diversity and inclusion policy for Barbados. 

The workshop was attended by seventeen influential hoteliers, including those who represent both 

locally and internationally owned hotels, and those who sit on the board of, or represent, important 

networks and industry bodies for tourism in Barbados. The workshop was facilitated by Carol 

Narcisse, an expert facilitator with experience of delivering private sector-focused diversity and 

inclusion workshops and trainings in her native Jamaica. The group was honoured to be joined by 

Hon. Colin E. Jordan, Minister for Labour and Social Partnership Relations, who made an opening 

address outlining his vision for a welcoming, inclusive and diverse Bajan tourist industry.  

 

The opening discussion was an opportunity for participants to 

discuss their own experiences as hoteliers of the challenges and 

opportunities presented by implementing measures to ensure 

diversity and inclusion in their businesses.  

 

Following this, a draft generic diversity and inclusion policy was presented for discussion, and 

participants jointly deliberated the policy and recommended amendments that would ensure the 

“I enjoyed the interaction 
with the group. I found it 
helped to hear other’s 
experiences” 



   
 

policy was relevant, suitable and effective for Barbados’ world-leading tourism industry. The goal 

was to have participants review the draft with a view to ensuring that a final draft would serve as a 

model that is:  

 

 broad and inclusive  

 understandable, practical, and straightforward to implement  

 culturally appropriate, relevant, and contextual to Barbados  

 balanced in key business and human rights considerations 

 supported by Barbados’ world-leading tourism industry 

 

This report summarises the event’s discussions. 



   
 

Opening Session 

 

Welcoming remarks were made by Donnya 

Piggott of B-GLAD, Rory Evans of The Royal 

Commonwealth Society, Jessica Mackie of the 

High Commission of Canada, and Caroline 

Gallichan-Hurley of Virgin Holidays.  

Speaking on behalf of the Government of 

Canada, Political and Public Affairs Officer of 

the High Commission of Canada in Bridgetown, 

Jessica Mackie, affirmed Canada’s commitment 

to equality and non-discrimination as a key 

foreign policy priority.    

The Hon. Colin E. Jordan MP, Minister of Labour and 

Social Partnership Relations gave the Opening Address. 

Minister Jordan said that tourism contributed 50% of 

Barbados’ foreign exchange earnings and employed more 

Bajans than any other sector. He noted that the success 

of the sector was therefore important for the economic 

and social stability of the country. Minister Jordan 

endorsed the workshop’s focus and said there was no 

room for stereotyping in the tourism industry which, he 

said, is defined by “people helping other people” and 

where it is important for the service providers to “act as 

good human beings”. The Minister noted that many 

biases are unconscious, and training and discussion that 

builds understanding is key to overcoming these 

unconscious biases that can lead to discrimination. The 

Minister shared that his Ministry is preparing legislation 

to address discrimination in the workplace. The aim he 

said was to foster a cadre of caring, kind, sensitive and 

professional workers.  

 

 

 

 

“There are those who are traditionally 
discriminated against because of their ethnicity, 
racial identity, gender, sexual orientation, 
disability, gender identity, religion, or in some 
cases their denomination. Discrimination is an 
issue that must be addressed because it speaks 
of treating some as… less deserving of the same 
level of treatment and respect” 

Hon. Colin E. Jordan MP 



   
 

Summary of Workshop 

Facilitator: Carol Narcisse 

 

The workshop began with an icebreaker session, where participants shared prior thoughts 

and expectations of the workshop, and expressed excitement, support for the workshop’s 

aims and objectives, and a hope to share, learn, and to help advance inclusion in the tourism 

sector of Barbados.  

A participatory session reviewing issues of diversity and inclusion and allowing participants to 

explore what these themes meant to them in a tourism environment was led by the facilitator and 

this set the stage for participants’ discussion of the draft policy.  

Participants gave the following feedback on, and recommendations for, amendment of the draft 

policy: 

 The opening sentence states “--------recognises that our business can only thrive when it is 

diverse…”. The recommendation is to amend “will only thrive” to read “will thrive”. It was 

said that ‘only’ is debatable and therefore best left out.  

 Put the word ‘employees’ as first in the lists in paragraphs 2 and 3 – i.e. employees, 

customers…and business associates” to highlight that they are the most important function 

of any business.  

 Paragraph 4 – the expected list of 

characteristics should include all 

those listed on page 2 at bullet 2, 

specifically: “age, disability, gender, 

gender identity, race, religion or 

belief or sexual orientation”  

 Commitment to employees, 

paragraph 1 – add the word ‘attitude’ 

to the following sentence “When we 

select candidates for employment, 

promotion, training…it will be on the 

basis of their aptitude, (insert attitude) and ability.” 

 There was considerable discussion over Page 2, bullet 2, and the proposal of displaying a 

diversity and inclusion policy visibly in the hotel lobby. It was questioned why this policy 

should be displayed prominently as compared to many others. One suggestion was that 

properties may be more open to displaying a policy on their websites. A suggested website 

text was recommended to be shared with hoteliers to complement the longer policy for this 

purpose.  

 Page 2, bullet 3 – participants wanted age, religion and economic status added to the list of 

protected characteristics covered by the policy.   



   
 

 Page 2, bullet 4 – There was caution against promising that facilities and rooms will be 

accessible for/to all as this has resource implications that could be unrealistic or cost 

prohibitive. It was recommended that “ensure” be replaced with the word “endeavour” as in 

“We will endeavour to meet the specific needs of diverse communities”. There is also a need 

to clarify the legal status of some potential changes to facilities for example whether there is 

legislation or policy that would need to be considered with respect to gender neutral 

facilities such as bathrooms.  

 Page 2, bullet 5 – there was concern that a complaints provision was too negative and could 

encourage litigation and raise expectations that may not be warranted or possible especially 

as not every experience is one of actual discrimination. It was recommended that the clause 

be worded more broadly to create an opening for 

‘feedback’ without prescribing ‘instances of 

discrimination…’  

 It was recommended to include a clause concerning 

the promotion of respect for others and for local 

sensitivities/culture. It was suggested that this could 

refer to a Code of Conduct. The rationale given was 

that the policy should not encourage a ‘free for all’ 

but mutuality and reciprocity in the relationships 

between staff and customers. There is an obligation 

that customers should also recognise and show 

sensitivity to local norms.  

 There is a need to respect the fact that there are 

sensitivities among staff and while not open ended, 

managers must practice some give and take and 

approach issues on a case by case basis.  

 The section on suppliers, particularly with respect to 

‘supply chains’ needs further elaboration to clarify how inclusiveness would be applied.  

 It was recommended that the policy have stronger language relating to workforce 

experiences of discrimination, to make clear that this too is not tolerated, and clarify what 

the expected response from workers is.  

 The draft does not clearly address diversity in the workforce which has implications for 

issues such as religious dress vs uniforms etc.  

 

Further Discussion  

 

Participants shared that the draft anti-discrimination legislation currently being considered will 

create an enabling environment for industry-level diversity and inclusion policies. They were keen 

that the policy complements the upcoming anti-discrimination in the workplace legislation being put 

forward by the Government of Barbados. Participants welcomed this legislation’s potential to 

provide clarity of their responsibilities, increase uniformity across the sector, and raise standards and 

protections for all stakeholders.   

 



   
 

Some implications of the workshop’s discussions for the Barbados Hotel and Tourism Association 

were identified as being: 

  

 The possibility for advocacy for the Barbados Hotel and Tourism Association’s (BHTA) 

promotion of the need for industry diversity and inclusion policies, and, given the sector’s 

status as a major employer, there is value and power in the BHTA taking up the issue with 

members.  

 Diversity and inclusion is already on the agenda of the Association and there is room for a 

bigger thrust.  
 

In making final comments, participants expressed very positive views on the workshop and its 

outputs as well as on the level of knowledge and participation displayed. 



   
 

Monitoring, Evaluation and Learning 

Summary of Survey Outcomes 

 

Respondents to the Monitoring, Evaluation and Learning 

(MEL) survey were overwhelmingly positive and 

enthusiastic about the event.  

 

In particular, participants singled out the facilitator for praise, 

noting her warmth and ability to steer discussions. Participants 

also appreciated the closed session format as important for 

allowing free-flowing discussion and were positive about the 

willingness of participants to share their own experiences and to 

critically analyse the draft policy. Several participants highlighted 

that discussions had allowed them to think more deeply about 

sensitive issues like gender neutral bathrooms, and appreciated 

that hearing different perspectives was eye-opening and 

informative. 

 

Participants were asked to rank four questions out of ten for how much they agreed with a statement. 

The questions and their average score was as follows: 

 

1. This event has enhanced my knowledge of the practical steps my business can take 

to advance equality and non-discrimination in Barbados. (8.9/10) 

 

2. This event has improved my understanding of how ensuring equality and non-

discrimination can benefit my business. (8.65/10) 

 

3. This event has improved my understanding of how ensuring equality and non-

discrimination can benefit my business. (9.4/10) 

 

4. I intend for my business to adopt the Diversity and Inclusion policy we have 

developed at this workshop, or a similar policy, following this event. (9.42/10) 

 

While all scores were high, the comparatively lower score for Question 2 may suggest participants 

already had a relatively high level of understanding that ensuring equality and inclusion could 

benefit their businesses prior to the event. 

 

While many survey respondents did not offer 

any feedback on areas of the event that 

could be improved, several did suggest that 

“The icebreaker at the beginner helped us 
realise that we were more similar than 
different despite varied backgrounds.” 



   
 

ensuring wider representation of a broader cross-section of tourism businesses could increase 

diversity at these events and maximise buy-in, including those who might be more resistant to this 

agenda. One participant suggested widening out participation beyond hoteliers might be an option – 

they suggested catamaran owners, taxi companies and restauranteurs as potential invitees for 

future events.   

 

 

 

 

  



   
 

 

About The Royal Commonwealth Society 
 

The Royal Commonwealth Society (RCS) is an 
extensive network of individuals and over 60 
self-governing branches committed to 
improving the lives and prospects of 
Commonwealth citizens. Through advocacy, 
programmes and events the RCS champions 
youth empowerment, human rights, 
democracy and sustainable development 
across the 53 member states, and seeks to 
identify contemporary issues and practical 
solutions that contribute to advancing the 
value and values of the Commonwealth. 
Utilising our role as a trusted convenor, since 
2013 the RCS has sought to build sensitive 
dialogue among Commonwealth stakeholders 
around the need to protect the rights of 
LGBT+ people, women and girls, and other 
marginalised groups.   
 
For more information, visit: 
https://www.thercs.org  
 
Contact: +44 (0)20 3727 4300 info@thercs.org   
 
Follow us:  
 
Twitter @TheRCSLondon  
Facebook @TheRCS  
 
The Royal Commonwealth Society is a 
registered charity in England and Wales 
(226748), incorporated by Royal Charter. 

 
 
 
 
 
 
 

About the Programme  
 

Generously funded by the Government of 
Canada, the programme ‘Implementing a 
Commonwealth Approach to LGBT Rights’ 
aims to implement the approach articulated in 
our original policy document Collaboration 
and Consensus: Building a Constructive 
Commonwealth Approach to LGBT Rights.  
 
Our work has shown that when dialogues are 
conducted privately and respectfully and 
utilise a format which builds knowledge and 
allows the sharing of peer-to-peer good 
practice, key stakeholders become 
empowered to take action that protects the 
rights of LGBT+ people. Thus far the 
programme has focused on three focus areas: 
 
1. Building consensus among 

Commonwealth diplomats on the need 
for reform 

2. Building consensus on the need for 
reform among Commonwealth African 
parliamentarians, in partnership with 
Access Chapter 2 South Africa and the 
Champions for an AIDS-Free Generation in 
Africa.  

3. Working to support the role of tourism in 
ending discrimination against LGBT+ 
people in Barbados, in partnership with 
Virgin Holidays and Barbados Gays, 
Lesbians and All-Sexuals Against 
Discrimination. 

 
Our partners, the Human Dignity Trust, are 
also preparing a series of detailed case studies 
on pathways to reform of discriminatory 
sexual offenses legislation in a number of 
Commonwealth global south jurisdictions.  

 

 

https://www.thercs.org/
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