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Introduction 

The Pulse on Progress: Women in Caribbean Tourism Survey was commissioned by UNFPA to 

understand the needs, priorities and experiences of women working in the hotel and tourism 

industry in the Caribbean. It was established under UNFPA’s ongoing efforts to engage private 

sector partners in using data and knowledge-based approaches to mitigate gender-based 

violence (GBV) in the workplace and cultivate workplaces that are safe and responsive to the 

everyday needs of women. While the survey focuses on the broader experience of women in 

tourism, other intersecting identities, such as migration status, disability or sexual orientation, 

could also significantly impact how women experience GBV. 

 

Under the EU-UN Spotlight Initiative in 2023, UNFPA partnered with the International Labour 

Organisation (ILO), to work collaboratively with representatives of the Government of 

Barbados, the Caribbean Employers Confederation (CEC) and the Caribbean Congress of Labour 

(CCL) to develop the GBV Workplace Policy, a framework to assist private sector businesses in 

addressing and mitigating GBV and other harmful behaviours in the workplace, emphasising a 

survivor-centered approach and the creation of safe, violence-free work environments. The 

adoption of the GBV Workplace Policy by the Caribbean Employers Confederation and its 

members was subsequently launched, with online tools and training developed and made 

available for CEC members. This milestone was made possible thanks to the EU Spotlight 

Initiative to end Gender-Based Violence, and the collaboration between UNFPA and ILO. It is 

critical that the momentum and systems built under the Spotlight Initiative are sustained 

through continued investment by private sector partners and development actors. 

 

Building on this foundation, UNFPA has continued to advance this work by developing entry 

strategies to the hotel and tourism sector. Women in the Caribbean make up 57-70 percent of 

the workforce in accommodation and food services, a much higher proportion than the global 

average of 54 percent
1
. Globally, women are strongly represented in the hotel and tourism 

sector, relative to other areas of economy, due to the sector’s unique characteristics: there is 

often less emphasis on formal education and qualifications, larger importance placed on 

communication and hospitality skills, flexible working opportunities, and more diversity in 

opportunities for entrepreneurship that do not require heavy startup financing
2
. Given the 

sector’s appeal to a female workforce, there is an ethical and business case for adopting 

workplace policies and provisions which take into account the safety, health and wellbeing of 

women.  

 

To date, UNFPA has collaborated with hotel leaders, regional industry associations, and 

development partners to discuss the best way forward to understanding the unique challenges 

faced by women in the hotel and tourism sector, which has also involved identifying key areas 

where there are opportunities to develop solutions by gathering data and evidence which are 

relevant to sector leaders. UNFPA recognised a critical gap in research and the need to conduct a 

robust survey of women working in the tourism sector. The objective of the survey is to assess 

2
 World Travel & Tourism Council. 2019. Travel and Tourism: Driving Women’s Success. © World Travel & Tourism Council. 

http://hdl.handle.net/10986/ 

1
 World Bank. 2025. Rethinking Caribbean Tourism: Strategies for a More Sustainable Future. © World Bank. http://hdl.handle.net/10986/43002 

License: CC BY-NC 3.0 IGO. 
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current workplace conditions, challenges, and opportunities with the view to generate actionable 

insights that can guide future policies and private sector investments aimed at creating safer, 

more supportive, and gender-responsive work environments. 

 

The Pulse on Progress: Women in Caribbean Tourism Survey captures the experiences of 

women working in tourism across the Caribbean, by assessing key factors which are of relevance 

to them regarding their experiences of gender-based violence and harassment, workplace 

policies, opportunities for advancement in their organisations and access to healthcare or health 

support from their employers. This initiative aims to strengthen the evidence base for action, 

reinforce the business case for inclusive and safe workplaces, and drive region-wide momentum 

toward gender-responsive transformation in the private sector.  
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Methodology 

The survey was conducted among women working in the hotel and tourism sector in the 

Caribbean regionwide using the FillOut Survey Platform from April - June 2025. UNFPA 

partnered with the Caribbean Tourism Organisation (CTO), Inter-American Development Bank 

(IDB), and the Women in Tourism Caribbean (online platform) for survey development and 

along with these key organisations, collaborated with the Caribbean Hotel and Tourism 

Association (CHTA),  and Compete Caribbean+ (IDB) to disseminate the survey across regional 

networks of employees, employers and organisations to gather insights from a broad range of 

respondents across the diverse region. 

 

The survey included both closed and open-ended questions covering six key areas: workplace 

safety and gender-based violence (GBV), policy implementation and reporting mechanisms, 

health and wellbeing (including mental and reproductive health), career growth and training, 

caregiving and family-friendly supports, and general workplace culture. This report presents key 

findings and trends that emerged from the data,  focusing on the most significant patterns 

relevant to informing action across the sector. 

 

The survey employed a non-probability, self-selection sampling method and was disseminated 

through email databases, social media platforms, and regional industry networks, inviting 

participation from individuals who self-identified as women working in the hotel and tourism 

sector in the Caribbean. Participation was entirely voluntary, and respondents opted in by 

choosing to complete the survey. This approach enabled broad reach and engagement, 

particularly among women with digital access and an interest in contributing their perspectives 

on workplace experiences. The collected survey data was downloaded from the FillOut Survey 

platform in CSV format and imported into RStudio for analysis. The dataset and analysis was 

conducted to explore trends and relationships across key variables. 

 

As the survey was disseminated primarily through digital channels and professional networks, 

the demographic makeup of respondents may have been affected. Respondents were 

disproportionately mid- to senior-level professionals; women in frontline roles, who are often 

younger, lower-income, or less connected to these networks, may have been less likely to see or 

respond to the survey compared to management staff. While the survey captured valuable 

insights from 262 women across 25 Caribbean countries, the sample size and self-selection 

nature of participation may be considered limiting in capturing the full range of experiences 

across the sector. The sampling method may also have affected the geographic dispersion of 

participants, although efforts were made to utilise diverse dissemination channels. Findings 

should be interpreted as indicative rather than representative of the entire workforce. 

Additionally, questions on GBV are highly sensitive, and some respondents may have felt 

cautious in sharing their experiences. These factors should be considered when interpreting the 

results, and highlight the challenges of capturing comprehensive data on GBV in workplace 

settings.  
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Results 

Demographics of Respondents 

A total of 262 women participated in the survey. As seen in Figure 1 and Table 1, the majority of 

respondents were aged 45-54, with 32% identifying themselves within this age bracket. 30% of 

respondents were aged 35-44, 55 and above accounted for 23%, while those aged 25–34 made 

up 20%. Only 4% of participants were aged 18–24, highlighting a limited representation of 

younger women in the sample. These results suggest that the survey primarily captured the 

perspectives of mid- to late-career professionals in the tourism sector. 

 

Figure 1: Number of survey respondents by age group. 

 

Age Group Number of Respondents Percentage (%) 

18-24 11 4 

25-34 41 16 

35-44 73 28 

45-54 85 32 

55+ 52 20 

Table 1: Number of survey respondents by age group. 

 
As seen in Figure 2 and Table 2, respondents were employed in a range of 25 different countries 

across the Caribbean. The top five countries represented were Turks and Caicos Islands (18%), 

Aruba (12%), Trinidad & Tobago (10%), Barbados (10%), and Antigua & Barbuda (10%). 
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Figure 2: Number of survey respondents by country of employment. 

 

Country of Employment Number of Respondents Percentage (%) 

Anguilla 5 2 

Antigua & Barbuda 25 10 

Aruba 32 12 

Barbados 27 10 

Belize 7 3 

British Virgin Islands 2 <1% 

Cayman Islands 2 <1% 

Curacao 3 1 

Dominica 5 2 

Dominican Republic 1 <1% 

Grenada 12 4 

Guyana 4 1 

Jamaica 8 3 

Puerto Rico 3 1 

Saint Kitts and Nevis 5 2 

Saint Lucia 16 6 

Saint Vincent and the Grenadines 13 5 

St. Maarten 2 <1% 

Suriname 4 1 

The Bahamas 11 4 

Trinidad & Tobago 26 10 

Turks & Caicos Islands 47 18 

US Virgin Islands 2 <1% 

Table 2: Number of survey respondents by country of employment. 
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As seen in Figure 3 and Table 3, respondents represented a wide range of sub-sectors of the 

industry, working in food and beverage, travel trade, accommodation, sites and attractions, 

tourism services, adventure tourism, events and conferences, and other related sub-sectors of 

tourism. In addition to predefined categories, respondents could select an open-ended “Other” 

option. This category captured a wide range of roles across areas such as human resources, 

marketing, wellness, agritourism, and public-sector tourism bodies. The diversity of responses 

highlights the broad scope of women’s involvement across both traditional and emerging areas 

of the Caribbean tourism sector. 47% of respondents identified as working in the 

accommodation sub-sector, illustrating its role as a major employer in Caribbean tourism and 

the centrality of this sub-sector to women’s employment in tourism.  

 

Figure 3: Number of survey respondents by sub-sector. 

 

Sub Sector Number of Respondents Percentage (%) 

Accommodation 123 47 

Adventure Tourism 6 2 

Events and Conferences 7 3 

Food and Beverage 18 7 

Sites and Attractions 6 2 

Tourism Services 27 10 

Travel Trade 15 6 

Other 60 23 

Table 3: Number of survey respondents by sub-sector. 
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The main categories of roles represented were executive & senior management, middle 

management & supervisory roles, guest services & frontline staff, and wellness and recreation, 

which together made up the vast majority of responses, as indicated in Figure 4 and Table 4. All 

other roles, such as sales, marketing, housekeeping, security, tour guiding, HR, and various 

administrative or support functions, were grouped into an “Other” category due to their low 

frequency and the open-ended nature of many of these responses. Over 70% identified as being 

in senior or middle management roles, indicating that the survey will represent the experiences 

of women decision-makers, those with influence and an ability to advocate for change. It is 

critical to note that the experiences reported will therefore not fully reflect the experiences of 

frontline or entry-level staff, who often face different obstacles, are vulnerable to situations 

unique to a customer-facing environment and may have fewer resources available to them.

 

Figure 4: Number of survey respondents by role. 
 

Table 4: Number of survey respondents by role. 

 
The majority of respondents, 47%, reported having over 15 years of experience in the tourism 

industry, as seen in Figure 5 and Table 5. This demonstrates that the survey captured the 

perspectives of highly seasoned professionals with deep institutional knowledge and long-term 

exposure to the sector. A significant proportion also reported 11–15 years and 6–10 years of 

experience, collectively representing 37% of respondents,  further reinforcing the trend toward a 

well-established, career-level respondent base. While there was some representation from 
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Role Number of Respondents Percentage (%) 

Executive & Senior Management 115 44 

Middle Management & Supervisory Roles 70 27 

Guest Services & Frontline Staff 22 8 

Wellness and Recreation 7 3 

Other 48 18 



 

individuals with 1–5 years of experience and a few with less than a year, the overall data suggests 

that responses largely reflect the insights of long-serving tourism workers, many of whom are 

likely to have witnessed the evolution of workplace practices and industry shifts over time. 

However, the limited representation of less experienced staff means the findings may not fully 

capture the perspectives of newer entrants to the sector, who may face different challenges, have 

lower awareness of workplace policies, or experience less job security. 

 

Figure 5: Number of respondents by years experience in the hotel and tourism industry. 

 

Years Experiences in the Industry Number of Respondents Percentage (%) 

Less than 1 year 5 2 

1-5 years 55 21 

6-10 years 38 14 

11-15 years 41 16 

Over 15 years 123 47 

Table 5: Number of respondents by years experience in the hotel and tourism industry. 

 
When asked about their employment status, 73% of respondents reported being in permanent 

employment, as seen in Figure 6 and Table 6. 12% reported working on a contractual basis, 10% 

self-reported as self-employed/freelancer, 4% reported being in short-term/seasonal 

employment and 1% reported being of other employment status. This indicates that the survey 

primarily reflects the experiences of women in stable, long-term roles within the sector, with 

only a small share of perspectives captured from those in more precarious or temporary 

arrangements. Therefore, the findings may be weighted toward the realities of permanent staff, 

who often have greater job security and benefits. 
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Figure 6: Number of respondents by employment status. 

 

Years Experiences in the Industry Number of Respondents Percentage (%) 

Contract 32 12 

Permanent 190 73 

Seasonal/short-term 11 4 

Self-employed/freelancer 27 10 

Other 2 2 

Table 6: Number of respondents by employment status. 

Workplace Safety and Gender-Based Violence (GBV) 

Findings: When asked if they feel their workplace provides a safe environment that actively 

prevents gender-based violence and/or harassment, 64% of women reported feeling very safe in 

their workplace, 25% said they feel somewhat safe, 8% had neutral feelings on safety, and 3% 

said they feel somewhat unsafe, as seen in Figure 7 and Table 7.   

 

Further Analysis: Analysis of responses to the question on perceived workplace safety in 

relation to GBV reveals a strong link between feelings of safety and the presence of actively 

implemented policies. Among those who indicated that their workplace has policies that are 

actively implemented, a striking 80.6% reported feeling “Very Safe.” This is in sharp contrast to 

the 50% among those whose workplaces had policies that were not actively implemented, and 

just 54% among those with no policies at all. Notably, those who were unsure whether such 

policies exist reported the lowest levels of perceived safety, with only 38.7% feeling “Very Safe.”  
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Inferences: The majority of respondents feel secure in their work environments, there is still a 

proportion of women, more than one in ten, not fully confident in their sense of safety. The 

findings highlight the critical role of not only having strong policies to mitigate GBV in place, but 

also ensuring they are clearly communicated to all levels of staff and effectively put into practice, 

as these factors directly influence employees’ sense of security and overall feelings of safety in 

the workplace. 

Figure 7: Number of respondents by answer to the survey question “Do you feel your  

workplace provides a safe environment that actively prevents gender-based violence and/or 

harassment?”. 
 

Perceived Workplace Safety Number of Respondents Percentage (%) 

Very Unsafe 0 0 

Somewhat Unsafe 9 3 

Neutral 20 8 

Somewhat Safe 65 25 

Very Safe 168 64 

Table 7: Number of respondents by answer given to the survey question “Do you feel your 

workplace provides a safe environment that actively prevents gender-based violence and/or 

harassment?”. 

Findings: As demonstrated in Figure 8 and Table 8, when asked how common GBV or 

harassment occurs between employees in their workplace, 40% of respondents said it happens 

rarely (once per year), while 37% reported that it has never occurred to their knowledge. 

However, 15% noted that it happens a few times per year, 6% believed it happens often 

(monthly) and a further 2% said it occurs very often (daily or weekly), suggesting that for some, 

these incidents are persistent and even routine.  
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Inferences: These findings highlight a concerning baseline of exposure to GBV between 

employees, and suggest that in some workplaces there is a normalisation of harmful behaviours 

in workplace interactions. 

Figure 8: Number of respondents by answer given to the survey question “In your opinion, 

how common are incidents of gender-based violence and/or harassment between employees in 

your workplace?”.  

 

Perceived Frequency of GBV and/or Harassment 

Between Employees 

Number of 

Respondents 
Percentage (%) 

Never - Has not occurred to my knowledge 104 40 

Rarely - Has occurred, but not often (once a year) 98 37 

Sometimes - Happens a few times per year 40 15 

Often - Occurs occasionally (e.g. monthly) 16 6 

Very Often - Occurs regularly (e.g. daily or weekly) 4 2 

Table 8: Number of respondents by answer given to the survey question “In your opinion, how 

common are incidents of gender-based violence and/or harassment between employees in 

your workplace?”.  

 

Findings: As seen in Figure 9 and Table 9, 30% of respondents reported knowing of or hearing 

about incidents of GBV and/or harassment involving guests and employees while 70% reported 

no knowledge of such incidents.  

 

Inferences: Unlike interpersonal issues that occur strictly between employees, these incidents 

involve an external party, the guest or customer, which adds a layer of complexity in how the 

workplace is able to respond. This suggests that guest-related incidents may be less visible or 

14 



 

less frequently reported, potentially due to fear of repercussions, unclear reporting channels, or 

the power dynamics at play when dealing with paying customers. It is also possible that some 

incidents go unrecognised or undocumented due to cultural normalisation of inappropriate 

guest behaviour. Given that senior and middle management employees were disproportionately 

represented, these results may substantiate the notion that guest-employee incidents are less  

frequently reported and therefore were not of knowledge to this demographic of respondents. 

Figure 9: Number of respondents by answer given to the survey question “Do you know of or 

have you heard of any incidents of gender-based violence and/or harassment between 

employees and guests?”.  

 

Knowledge of GBV and/or Harassment Between 

Employees and Guests 

Number of 

Respondents 
Percentage (%) 

Yes 78 30 

No 184 70 

Table 9: Number of respondents by answer given to the survey question “Do you know of or 

have you heard of any incidents of gender-based violence and/or harassment between 

employees and guests?”. 

 

Policies and Reporting 

Findings: As seen in Figure 10 and Table 10, 50% of respondents said their workplace has 

actively implemented policies or programmes to address GBV and harassment. However, 19% 

said the policies exist but are not actively implemented, and 19% reported that no policies or 

programmes exist at all. A further 12% weren’t sure whether any policies were in place.  
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Further Analysis: Among respondents aged 18–24, over a third (36%) reported being unsure 

whether such policies were in place, significantly higher than any other age group — only around 

7% of those aged 45 and above expressed this uncertainty. A similar pattern holds when 

comparing years of experience; among respondents with 1–5 years of experience, roughly 25% 

reported being unsure if such policies exist. This contrasts sharply with those having over 10 

years of experience, where uncertainty drops to about 10% or less.  

 

Inferences: This data shows that while it is positive that respondents reported that 50% of 

workplaces have actively implemented policies, the existence, implementation and visibility of 

these policies in the other 50% remains very inconsistent. Another notable theme emerging is the 

higher level of uncertainty among younger and less experienced respondents regarding the 

existence of workplace policies to address GBV and harassment. This trend highlights the need 

for stronger induction processes including periodic staff refreshers, and clearer communication 

around workplace protections for newer and younger employees, ensuring that all workers 

understand their rights and the mechanisms available to safeguard them. 

 
Figure 10: Number of respondents by answer given to the survey question “Does your 

workplace have policies or programs in place to address gender-based violence and/or 

harassment?”. 

 

Knowledge of Policies to Address GBV and/or 

Harassment in the Workplace 

Number of 

Respondents 
Percentage (%) 

I am unsure 31 12 

Yes, and they are actively implemented 132 50 

Yes, but they are not actively implemented 49 19 

No policies or programs exist 50 19 

Table 10: Number of respondents by answer given to the survey question “Does your workplace 

have policies or programs in place to address gender-based violence and/or harassment?”. 
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Women’s Health and Wellbeing 

Findings: Relating to access sexual and reproductive health (SRH) services facilitated by the 

employer, Figure 11 and Table 11 demonstrate that 34% reported access to these services and 

utilised them, 20% reported access to the services but did not report utilising them, 34% of 

respondents said their employer does not offer access to these services, and 12% were unsure. 

 
Further Analysis: Among Executive & Senior Management, 42.7% reported having access to 

SRH services. For Middle Management & Supervisory Roles, 35.7% reported access. In stark 

contrast, there were no respondents whatsoever in Frontline and Guest Services roles who 

reported having access to SRH services. Among those in Food & Beverage Services roles only 

20% reported having access to SRH services, while the “Other” category, which includes a broad 

range of roles, showed a divided experience as 34% reported access to these services.  

 

Inferences: The results suggest disparity in access to SRH services across roles. No respondents 

in Frontline and Guest Services roles reported access to SRH services, highlighting a critical gap 

for staff often most exposed to public interaction and workplace stressors. There is a clear 

indication that frontline staff and staff in customer-facing or less conventional roles have less 

access to SRH services, despite being most exposed to customer interaction and physical 

demands. There is a need for more equitable and transparent workplace health policies that 

ensure all women, regardless of role, have consistent support for their reproductive wellbeing. 

Figure 11: Number of respondents by answer given to the survey question “Does your employer  

provide access to sexual and reproductive health (SRH) services (e.g., health insurance, 

counseling, or on-site clinics)?”. 
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Knowledge of Employer Facilitation of Access to SRH 

Services 

Number of 

Respondents 
Percentage (%) 

Unsure 32 12 

Yes, and I use these services 89 34 

Yes, but I do not use these services 54 20 

No services are provided 89 34 

Table 11: Number of respondents by answer given to the survey question “Does your employer 

provide access to sexual and reproductive health (SRH) services (e.g., health insurance, 

counseling, or on-site clinics)?”. 

 

Findings: As exhibited in Figure 12 and Table 12, 73% of respondents reported that no 

provision of affordable and reliable menstrual products at work. 13% reported that products are 

provided in a limited capacity, while 14% reported that they are always provided.  

 

Further Analysis: Among Executive & Senior Management, 20% said such products are always 

provided, while 10% of Middle Management & Supervisory Roles reported that products are 

always provided. The gap is even more severe for frontline staff, where no respondents reported 

that their workplace always provides access to menstrual health products. In Food & Beverage 

roles specifically, 20% indicated that these products are always provided, while only 4.5% of 

respondents in the “Other” category reported that the products are always provided.  

 

Inferences: These findings further support the indication of disparity in provision of healthcare 

necessities highlighted in the question on SRH services. It could be inferred that there is a lack of 

equity in access to workplace support: those in often physically demanding and public-facing 

roles are those most likely to lack basic menstrual health provisions. 

Figure 12: Number of respondents by answer given to the survey question “How would you rate 

your access to affordable and reliable menstrual health products (e.g. pads, tampons) in the 

workplace?”.  
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Access to Affordable and Reliable Menstrual Health 

Products in the Workplace 

Number of 

Respondents 
Percentage (%) 

Not provided 192 73 

Provided in limited capacity 33 13 

Always provided 37 14 

Table 12: Number of respondents by answer given to the survey question “How would you rate 

your access to affordable and reliable menstrual health products (e.g. pads, tampons) in the 

workplace?”. 

 
Findings: 68% of respondents reported having access to private and hygienic facilities for 

managing their menstrual health at work while 32% indicated they do not have such access, as 

illustrated in Figure 13 & Table 13.  

 

Inferences: This result may indicate a lack of designated staff bathrooms, or facilities that do 

not meet hygiene standards. Other potential reasons could include overcrowded or poorly 

maintained restrooms, limited availability of sanitary disposal options, or workplaces that do not 

accommodate menstrual health needs adequately. Employers should be encouraged to view 

menstrual health products and private, hygienic facilities as essential workplace infrastructure. 

 

Figure 13: Number of respondents by answer given to the survey question “Do you have access 

to a private and hygienic facility for managing your menstrual health at work?”. 

 

Access to a Private and Hygienic Facility to Manage 

Menstrual Health at Work 

Number of 

Respondents 
Percentage (%) 

Yes 84 32 

No 178 68 

Table 13: Number of respondents by answer given to the survey question “Do you have access 

to a private and hygienic facility for managing your menstrual health at work?”. 
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Findings: Respondents were asked if their workplace provides any support services for mental 

health and wellbeing, with the option to select multiple types of support if applicable. The most 

commonly reported support is access to counselling services or mental health professionals, 

selected by 42% of respondents, as seen in Figure 14 and Table 14. This is followed by workshops 

or training on mental health awareness and stress management, whereby 38% reported access. 

Around 24% said their workplace offers flexible leave policies for mental health and emotional 

recovery, and the same proportion cited access to Employee Assistance Programmes (EAPs) that 

include mental health support. Peer support networks or mentorship programmes were far less 

common, noted by only 8%. Notably, 37% of participants indicated they had access to none of the 

listed support services. 

 

Further Analysis: Among those who reported having access to mental health services, 53.2% 

hold Executive and Senior Management positions, while 21.6% are in Middle Management and 

Supervisory roles. In contrast, only 4.5% of frontline staff reported access to these services. The 

remaining 20.7% come from various other roles grouped under “Other.” Considering those 

reporting no access to mental health services, Food & Beverage staff had the highest reporting for 

lack of access at 80%, followed by middle management at 43%, and guest services at 36%. Even 

among senior management, 33% indicated no access to mental health support services.  

 

Inferences: The results suggest disparity in access to counselling, with senior and middle 

management far more likely to have support compared to frontline employees. This points to an 

urgent need for more equitable support systems that intentionally reach frontline and hospitality 

staff. 37% of participants indicated they had access to none of the listed support services, 

underscoring significant gaps in mental health provisions within many workplaces. The data 

indicates that there is a need for more inclusive and accessible mental health programs, 

particularly targeting frontline staff who appear disproportionately underserved in access to 

healthcare across the board.  
 

 

Figure 14: Number of respondents by answer given to the survey question “Does your 

workplace provide any of the following support services for mental health and well-being?”. 
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Access to Support Services for Mental Health and 

Wellbeing 

Number of 

Respondents 
Percentage (%) 

Access to counselling services or mental health 

professionals 
111 42 

Workshops or training on mental health 

awareness and stress management 
99 38 

Flexible leave policies for mental health and 

emotional recovery 
64 24 

Employee Assistance Programs (EAPs) with 

mental health components 
64 24 

Peer support networks or mentorship programs 

to promote emotional well-being 
22 8 

None of the above 96 37 

Table 14: Number of respondents by answer given to the survey question “Does your workplace 

provide any of the following support services for mental health and well-being?”. 
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Career Growth and Support 

Results: As seen in Figure 15 and Table 15, when asked about advancement opportunities, 49% 

of respondents said their career growth within the organisation felt limited, 33% saw clear 

pathways for advancement and 18% felt they had no opportunities for advancement at all.  

 

Further Analysis: Executive and Senior Management respondents were the most optimistic, 

with 40.9% reporting clear pathways for advancement. Food & Beverage Services had a similarly 

positive outlook, with 40% affirming clear career growth opportunities. In contrast, Guest 

Services & Frontline Staff showed less optimism, with only 22.7% seeing clear pathways, and the 

largest share, 63.6%, feeling that opportunities were somewhat limited. Middle Management & 

Supervisory roles fell in between, with 27.1% confident in advancement paths and 58.6% 

reporting somewhat limited opportunities. The “Other” category had the highest proportion, 30% 

of respondents, who do not see any opportunities for growth. Overall, 49% of all respondents felt 

their career growth opportunities were somewhat limited. 

 

Inferences: The data shows varied perceptions of career growth opportunities across different 

role groups in the tourism industry. The prevalence of respondents suggesting a limited amount 

of opportunities for growth indicates a widespread perception of barriers within the sector. 

Figure 15: Number of respondents by answer given to the survey question “Do you feel you 

have opportunities for career growth in your organisation?”. 

 

Perception of Opportunities for Career Growth Number of Respondents Percentage (%) 

Yes, there are clear pathways for advancement 87 33 

Somewhat, but they are limited 129 49 

No, I do not see opportunities for growth 46 18 

Table 15: Number of respondents by answer given to the survey question “Do you feel you have 

opportunities for career growth in your organisation?”. 
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Results: Figure 16 and Table 16 show that 62% reported that their employer had provided 

training or skills development opportunities in the past year, while 38% stated that they had not 

received any such support.  

 

Further Analysis: Among those who received any form of employer-provided training or skills 

development in the past year, 42% reported that they had clear pathways for advancement within 

their organisation. This is more than double the rate among respondents who did not receive any 

training, only 19% of whom felt the same. Additionally, 28% of respondents who had received no 

training in the past year indicated that they had no opportunities for growth at all, compared to 

just 11% among those who had received training.  

 

Inferences: The responses relating to employer-provided training suggest that while the 

majority of respondents do have access to some form of professional development, a significant 

portion lack these opportunities, which may have implications for their career progression and 

workplace satisfaction. Cross-analysis with responses related to opportunities for advancement 

suggest a strong association between access to training and perceived career mobility, 

highlighting the importance of ongoing professional development opportunities in fostering 

employee optimism and retention. Those without training were seemingly feeling more stagnant 

in their roles, as 28% saw no opportunities for growth at all. The results underscore the 

importance of expanding training opportunities, not only to promote gender equity but also as a 

staff retention strategy. 

 

Figure 16: Number of respondents by answer given to the survey question “Has your employer 

provided you with training or skills development opportunities in the past year?”. 

 

23 



 

Provision of Training or Skills Development 

Opportunities by Employer in the Last Year 

Number of 

Respondents 
Percentage (%) 

Yes 100 62 

No 162 38 

Table 16: Number of respondents by answer given to the survey question “Has your employer 

provided you with training or skills development opportunities in the past year?”. 

 
Findings: As seen in Figure 17 and Table 17, respondents were able to select multiple areas of 

training they would like to develop to enhance their careers. Leadership and management was 

the most commonly selected, with 62% indicating interest. This was followed by digital literacy 

and technology, chosen by 46%, and language and communication skills, selected by 39%. 

Sustainable tourism practices were also a priority for 38% of respondents. Customer experience 

and hospitality was selected by 23%, while health and safety management was identified by 21% 

as a desired area for development. 

Figure 17: Number of respondents by answer given to the survey question “Which of the 

following skills or areas of training would you like to develop to enhance your career in the 

hotel and tourism industry?”.  
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Skills or Areas of Training Respondents Would Like to Develop to Enhance their 

Career in the Industry 

Number of 

Respondents 
Percentage (%) 

Leadership and management (e.g., team supervision, decision-making, or conflict 

resolution),Customer experience and hospitality (e.g., guest engagement, 

personalized service, or cultural sensitivity training) 

161 61 

Digital literacy and technology (e.g., using online booking platforms, social media 

marketing, or property management systems),Leadership and management (e.g., 

team supervision, decision-making, or conflict resolution) 

120 46 

Language and communication skills (e.g., learning a new language or improving 

professional communication) 
103 39 

Sustainable tourism practices (e.g., eco-friendly operations, waste reduction, or 

renewable energy solutions),Leadership and management (e.g., team supervision, 

decision-making, or conflict resolution),Language and communication skills (e.g., 

learning a new language or improving professional communication) 

99 38 

Customer experience and hospitality (e.g., guest engagement, personalized service, 

or cultural sensitivity training) 
59 23 

Health and safety management (e.g., first aid, disaster preparedness, or health 

regulations) 
54 21 

Table 17: Number of respondents by answer given to the survey question “Which of the following skills or 

areas of training would you like to develop to enhance your career in the hotel and tourism industry?”.  
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Conclusions and Recommendations 

The Pulse on Progress Survey has provided a critical window into the workplace realities of 

women in the Caribbean tourism sector, shedding light on both encouraging practices and urgent 

gaps that must be addressed. While some respondents reported positive experiences in areas 

such as safety, career development, and access to mental health services, the broader results 

point to uneven progress and systemic disparities that continue to shape women’s daily 

experiences in the workplace. These findings directly align with SDG 5.2 on ending violence 

against women and SDG 8 on promoting decent work, and offer timely evidence to support 

national efforts to implement ILO Convention 190 on violence and harassment in the world of 

work. While Convention 190 has already been ratified in Barbados and Antigua and Barbuda, the 

survey findings clearly illustrate the urgent need for region-wide action to ensure women in 

tourism are protected, supported, and empowered in every workplace. 

Firstly, the inconsistent implementation of GBV and harassment policies remains a key concern. 

Although 50% of respondents indicated that policies were actively implemented in their 

workplace, the remaining 50% indicated that there were no such policies, policies were not being 

implemented, or they were unaware of their existence. This inconsistency undermines the 

protective function of these policies and contributes directly to lower perceptions of workplace 

safety, particularly among those with less experience or in more junior roles. Clear 

communication and consistent implementation are critical. UNFPA strongly recommends that 

businesses adopt the GBV Workplace Policy developed in partnership with ILO, and ensure that 

its presence is reinforced through onboarding, training, and accessible reporting mechanisms. 

Employers are also encouraged to monitor the costs associated with GBV, such as turnover, 

absenteeism, or reputational risks, to strengthen the economic case for proactive investments in 

safe, supportive workplaces. 

Access to healthcare services, especially those tailored to women’s needs, remains noticeably 

unequal. While access to SRH services is more common among senior and middle management, 

frontline workers, who often have the fewest resources and highest levels of public interaction 

and physical labour, are least likely to have access. Furthermore, even where general health 

services exist, more workplace-specific provisions, such as access to private, hygienic facilities for 

menstrual health management or the availability of menstrual products, are not adequately 

provided. These are fundamental components of a supportive and equitable work environment. 

UNFPA recommends that employers prioritise the provision of clean staff bathrooms and basic 

menstrual health products as essential infrastructure. 

Mental health services also reflect this broader pattern of uneven distribution. Senior 

management are far more likely to report access to mental health professionals or counselling, 

while frontline and food & beverage staff are disproportionately excluded from such support. 

Nearly 40% of all respondents said they had no access to any mental health or wellbeing services 

through their employer. These gaps highlight the need for more inclusive mental health policies 

that are extended to all levels of staff, not just those in leadership positions. 
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Career development is another area where gaps persist, but also where significant progress can 

be made. The survey found a strong correlation between access to training and a sense of career 

progression. Those who received training were more than twice as likely to perceive clear 

pathways for advancement compared to those who had not. However, more than one-third of 

respondents reported receiving no training or skills development in the past year, with those in 

non-leadership roles particularly affected. Training should not be a privilege reserved for those 

already in senior positions, it must be a tool for advancement, particularly for those with less 

experience who are seeking growth. 

It is important to acknowledge that this survey reflects the perspectives of a specific subset of 

women in the Caribbean tourism sector, with the majority of respondents identifying as being in 

executive, senior, or middle management roles. While this provides valuable insight into the 

experiences of women in decision-making positions, it means that the perspectives of frontline, 

entry-level, and support staff, who often face different and more acute challenges, may be 

underrepresented. While intentional decisions were made to utilise dissemination channels 

which would mobilise responses from a diverse range of workers, it is noted that there were 

barriers which may have limited responses from particular groups, for example,  migrant workers 

may not have had access to digital channels or may not feel comfortable completing the survey in 

the English language. The sensitive nature of questions on GBV may have also influenced 

response rates and willingness to share. These limitations underscore the need for caution in 

interpreting the findings and the importance of further research to capture a more inclusive view 

of workplace experiences across the sector. To gain a fuller picture, companies are encouraged to 

adapt and deploy this survey internally within their own organisations, ensuring that the voices 

of women in all roles are heard and considered when shaping inclusive policies and practices.  

The strong representation of women in senior and middle management roles among survey 

respondents adds critical depth to the findings, as these individuals bring a dual perspective: they 

experience workplace policies firsthand while also influencing their design and implementation. 

Their open-ended responses revealed a high level of thoughtfulness and strategic awareness, 

often raising complex questions about accountability, structural change, and staff wellbeing, and 

suggesting a strong commitment among women in leadership to not only recognise the 

challenges faced by women in the sector, but to actively drive change within their institutions. 

Across the board, the data reveals a pattern: employees in higher-level roles tend to benefit from 

safer, more supportive work environments, while those in frontline or “other” roles often 

experience a lack of support, be it health-related, emotional, or developmental. This stratification 

is not just unjust, it is inefficient. The tourism sector, especially in the Caribbean, relies heavily 

on women and on frontline service delivery. Employers must therefore see investments in 

gender-responsive policies and provisions not as costs, but as strategic imperatives. 

In light of these findings, UNFPA offers the following recommendations for businesses, 

industry bodies, and policymakers: 

1.​ Adopt and actively implement the GBV Workplace Policy and integrate it into 

employee orientation, training, and reporting mechanisms. 

2.​ Invest in basic workplace infrastructure, such as hygienic staff bathrooms and 

menstrual health product availability, to support women’s dignity and comfort on the job. 
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3.​ Ensure universal access to health services, including SRH and mental health 

supports, regardless of role or seniority. 

4.​ Expand access to training and development, especially for junior and frontline 

staff, and ensure that career advancement pathways are transparent and attainable. 

5.​ Monitor and evaluate progress through regular feedback and data collection, to 

ensure that interventions are having the intended impact and reaching those who need 

them most. 

The insights gathered in this survey provide a roadmap for building more equitable, safe, and 

empowering workplaces for women across the Caribbean tourism industry. Addressing these 

challenges requires a coordinated, multi-stakeholder approach. Businesses, industry 

associations, and policymakers should work alongside regional and international partners, such 

as UN Women, ILO, and UNFPA, to implement and monitor gender-responsive policies, share 

best practices, and ensure safe and supportive workplaces for women across all levels of the 

tourism sector. With targeted action, the tourism sector can become not only a major employer of 

women, but a champion for their rights and wellbeing. UNFPA recommends that future 

initiatives also consider how other aspects of women’s identities, such as migration status, 

disability and sexual orientation, influence their experiences of GBV in the workplace, to gain a 

more nuanced and comprehensive understanding of the issue. 
 
 
 

28 




	 
	Acknowledgements 
	 
	Introduction 
	Methodology 
	Results 
	Demographics of Respondents 
	 
	 
	 
	 
	 
	 
	Workplace Safety and Gender-Based Violence (GBV) 
	Policies and Reporting 
	Women’s Health and Wellbeing 
	 
	Career Growth and Support 
	 

	 
	Conclusions and Recommendations 

