
 

 

April 2019 
Announcements 

April’s Dinner will be at Stock’s on 
2nd, Saturday, April 13th at the MCC 
of the Spirit. Doors will open at 5:30 
pm and dinner will seat promptly at 
6:00 pm. Please RSVP at our web-
site.  

April’s Group Meeting is Saturday, 
April 13th at 8:00 pm  After hour ac-
tivities usually ensue after the meet-
ing at the Sheraton’s Dog & Pony 
Lounge. 

Added Resources.  In conjunction 
wit the PA Department of Health and 
other interested organizations,  
TransCentralPA has added a com-
prehensive list of Pennsylvania trans 
and non-binary service providers to 
our website. Click here to visit the 
page.     

2019 Keystone Conference Thank 
you to all our volunteers for making 
Keystone another great success.  
We had over 700 attendees this 
year.   

TCPA Membership Dues are a one
-time annual fee of $20.  Dues are 
used to pay for meeting space, pro-
gram literature, our website and our 
affiliation with and support of com-
munity groups and activities such as 
Common Roads, the Community 
Center, Central Pennsylvania Pride, 
etc. Please continue to support our 
organization and efforts by joining or 
renewing your membership—we are 
making a difference! 

2019 Trans Equality NOW Awards, 
hosted by the National Center for 
Transgender Equality (NCTE) will be 
held Thursday, May 23, 2019 at the 
Willard Intercontinental Ballroom in 
Washington DC.  For more infor-
mation, click here.   

Alder Health Services is once 
again participating in Highmark’s 
Walk for a Healthy Community on 
May 18th. Alder’s goal is to raise 
$7500.  For more information, please 
click here. 

Keystone Business Alliance The 
Central Pennsylvania Gay and Lesbian 
Chamber of Commerce (CPGLCC) has 
changed their name to the Keystone 
Business Alliance, Central PA’s LGBT 
Chamber of Commerce.  Click here to 
visit their new website.     

Department of Corrections.  For a 
couple of years now, TransCentralPA 
has been actively involved with provid-
ing support services to transgender 
inmates.  Recently, two of our long-time 
advocates at the department published 
an article describing the program and 
shared it with us.  They specifically 
wanted to thank Joanne C., Liz L. and 
Gretchen L. for their support from the 
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beginning and continued involvement.  
Here is a link to the article in pdf.   

Questions About Updating Gender 
Markers or gender designation on 
PA IDs or driver's licenses and would 
like to talk to a supportive person in-
side of PennDOT before moving for-
ward with the process? Inquiries 
about changing the gender designa-
tion on PA IDs or driver's licenses, 
contact alecampbel@pa.gov or call 
717-787-0485 

Red Roof Inn Discount. We have 
negotiated a rate of $42.99/night for 
TranscentralPA members and guests.  

Saturday Night’s Keynote Speaker Kimberly Shappley 

‘Announcements’ continued on page 9... 
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From the President 

Greetings. I would like to take this opportunity to 
introduce myself to everyone in our organization.  
My name is Holly Evans.  As you may, or may 
not, be aware, on February 9, 2019 Joanne Car-
rol, our president for the last five years, stepped 
down from the presidency of our organization.  
She has worked hard and devoted her life to ad-
vocating on behalf of the rights of transgender 
individuals and I want to thank Joanne for all she 
has done.   Joanne’s departure as president will 
allow her to continue to work on behalf of 
transgender individuals without the additional 
time constraint imposed on her by serving two 
equally important rolls.  We wish Joanne well in 
her continued mission. 

Looking forward it is my vision for TransCentralPa and its members to be 
more visible and more involved in our community.  I want to provide more op-
portunities for our members to partake in activities beyond the monthly sup-
port group meetings by conducting multiple small group outings such as a 
movie night, an evening trip to an Escape Room, a tour of Longwood Gardens 
or the Gettysburg battlefields, or even attending a Harrisburg Senators or York 
Revolution Ball game.  By providing our members more opportunities to get 
out with friends and enjoy themselves, I firmly believe that in doing such that 
we raise the awareness of others as to who we are, and in return we become 
more self-confident and stronger as individuals. 

During my own journey and transition I saw how important it was to have the 
support of friends along the way and opportunities to get out and simply feel 
good about myself.  Not all of our members are so fortunate to have the love 
and support that I was so blessed with along my journey, and therefore I want 
to pay that back.  I want to provide those opportunities to those members who 
might not otherwise have such an opportunity by organizing these additional 
outings.  For those who have transitioned, I ask you to be there for those who 
need your love and support.  To offer a hand, or guidance to those embarking 
on this sometimes-long journey.  Remember who was there for you and how 
you felt as you were making your way. 

Additionally, I want to see us attract and retain younger members.  I want to 
see our transmasculine membership grow.  I want to see more Significant 
Others at both the monthly meetings as well as the new small group events.  I 
want to see us become more diverse as an organization.  I believe that in 
providing more opportunities and activities that we can foster more friendships 
among our members and become closer as a group.  By providing more op-
portunities to do fun activities we will interest more individuals to join and 
maintain their membership and foster these friendships.  And in doing such, 
we can continue to help and support the Transgender community. 

We know what it is like to not be accepted, what it feels like not to belong.  We 
need to reach out to all sectors of our transgender community and let them 
know that they matter, that they are welcome at TransCentralPa and that we 
are a place where they can be come for support and friendship.  

On another note:  I wish to offer my deepest sympathy to the family of Dr. 
Jeanine Ruhsam, Past President of TransCentralPa, who passed away unex-
pectedly on March 13th, 2019.  Jeanine was a leader in our community.  She 
was the founder and Co-Chair of the Keystone Conference.  Jeanine was 
such a driving force within the Transgender community and an inspiration to 
many and admired by all that knew her.  Her hard work and dedication paved 
the way for so many more.  Jeanine, you will be so missed.  

- Holly 

Holly Evans 

President 

First Trans Editor Of Out  
Magazine Makes History 

Caroline Modarressy-Tehrani 
 Huffington Post 

Raquel Willis is talking drag. She 
doesn’t get to much these days, busy 
as she is crisscrossing the country in 
her new role as executive editor of Out 
magazine ― the first trans person to 
hold the role. But Willis, a proud black 
queer activist from Atlanta, credits her 
experiences of drag performance and 
the tight-knit LGBTQ+ community in 
college with granting her permission to 
feel comfortable in her skin and unlock-
ing her authenticity. 

And reflecting on the vibrant Atlanta 
scene has her animated. 

“What I learned in that space was that 
we all need opportunities to play around 
with gender and let some of that steam 
off around the expectations that we 
have with it,” Willis told me of her expe-
rience with Southern drag, a community 
that she says is defined by its more grit-
ty grassroots foundations. “Drag is at an 
interesting place. I think about it kind of 
like how when hip-hop went pop in the 
’90s. It’s pop culture, mainstream now, 
and I also think that people have their 
reservations about that.”    

Willis is talking to me for this week’s 
episode of “Between You & Me,” which 
we filmed less than a month after her 
historic appointment at Out. She insist-
ed she doesn’t feel like a pioneer, but 
she wants to ensure that the gains she 
has made are reflected back on the 
communities she’s been working to 
build up for the last decade. She’s been 
an organizer for the Transgender Law 
Center and remains a contributor to 
Echoing Ida, a national collective for 
black women and nonbinary writers.   

“I want us to be talking about people 
who are incarcerated. I want us to be 
talking about people living with HIV and 
AIDS in a different way,” Willis ex-
plained. “I want us to talk about trans 
and gender non-conforming, and nonbi-
nary people, and people of color, and 
all of these different marginalized parts 
of our community that have never had a 
chance to, or had access to a platform 
like this. This is a win, really for all of 
us.” 

For the March issue of Out, Willis 
helped shepherd a groundbreaking is-
sue guest-edited by actress and activist 

Read More 

https://www.huffpost.com/entry/raquel-willis-out-first-trans-editor_n_5c746f1be4b03a10c230c2d5
https://www.huffpost.com/entry/raquel-willis-out-first-trans-editor_n_5c746f1be4b03a10c230c2d5
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‘Trans-forming’ the  
Workplace to Be 

Transgender Inclusive  
Nico Calvo Rosenstone, SSIR 

Imagine spending your workday 
stressed out about which restroom 
facility to use and when, either be-
cause you fear harassment or be-
cause you just don’t feel comfortable 
in a bathroom that doesn’t match 
your gender identity or expression. 
This is the day-to-day reality for many 
transgender and gender-
nonconforming people, who often run 
into unnecessary barriers that make 
their jobs harder than they need to 
be. 

According to the Williams Institute, an 
estimated 1.4 million adults identify 
as transgender in the United States. 
Thanks to the dedicated work of 
LGBTQ trailblazers and advocates, 
employers across the United States 
have grown increasingly aware of the 
importance of creating welcoming 
organizations for LGBTQ people and 
their families. At the same time, the 
social sector has begun to under-
stand it can no longer claim that it’s 
committed to LGBTQ diversity and 
inclusion without implementing equi-
table policies that support and protect 
the trans population. 

When it comes to trans employees or 
any other marginalized group, true 
inclusion is not just about creating a 
more diverse workplace; it’s also 
about making sure organizations are 
treating all employees equitably when 
it comes to opportunities, benefits, 
and people’s everyday experiences 
when they go to work. Here are 10 
actions organizations can take to cre-
ate more equitable and welcoming 
work environments for trans and gen-
der-nonconforming employees. 

1. Get Proactive on Pronouns 

Introducing yourself using gender 
pronouns may seem unnecessary to 
many people, but we can’t always 
assume someone’s gender pronouns 
just by appearance. Supporting and 
standing in solidarity with 
transgender and gender-
nonconforming people means us-
ing—and respecting—their correct 
gender pronouns. Create a culture 
where everyone feels comfortable 
introducing themselves with pro-
nouns. Another proactive step many 
people are taking is to include gender 

pronouns in their email signatures or 
wear pins. 

2. Do a Policy Check 

Many organizations have non-
discrimination, anti-harassment, and 
other policies that list protected cate-
gories of people. Check that your 
guidelines include the words “gender 
identity or expression.” We may think 
no one reads or cares about these 
policies, but they are an important 
signal to employees and the outside 
world about what our organizations 
value. Beyond simply editing or up-
dating them, it’s important to make 
sure all current employees under-
stand what they mean through staff 
education, new employee orientation, 
and ongoing communications. Updat-
ed policies should also be embedded 
in employee manuals and job post-
ings. The Transgender Law Center 
has a step-by-step guide on imple-
menting transgender-inclusive em-
ployment policies in your organiza-
tion.  

3. Plan for Transitions Before They 
Happen 

When an employee transitions on the 
job, organizations can make life easi-
er for everyone by having policies and 
procedures in place. Work with your 
organization’s leaders, managers, 
and human resources (HR) staff to 
plot out how to ensure successful 
workplace transitions. This includes 
developing clear guidelines for sup-
porting an employee going through a 
transition, communicating to staff and 
other constituencies about the transi-
tion, and making necessary changes 
to employment records. 

4. Educate All Staff 

It’s not enough for organizational lead-
ers and HR staff to understand the 
importance of trans inclusiveness. Ed-
ucate everyone at the organization on 
how to make transgender inclusion an 
everyday priority. A good way to do 
this is to add a trans-specific lens to 
anti-harassment, management, and 
diversity trainings. The Human Rights 
Campaign has a helpful guide on 
changing culture through trainings and 
education on LGBTQ inclusion. The 
guide also addresses some of the 
everyday realities of the discrimination 
that trans people in particular face in 
the workplace.  

5. Advocate for a Gender-Neutral 
Bathroom 

The core principle put forth by the US 
federal government’s Occupational 
Safety and Health Administration 
(OSHA) couldn’t be clearer: All em-
ployees, including transgender and 
gender-nonconforming employees, 
should have access to restrooms that 
correspond to their gender identity. 
Unnecessary bathroom restrictions 
can result in people avoiding re-
strooms entirely at work, which is un-
healthy and even dangerous. A recent 
study found that more than 60 percent 
of transgender Americans have avoid-
ed using public restrooms for fear of 
confrontation, saying they have been 
harassed and assaulted while doing 
so. No one should have to worry about 
their safety in a bathroom, even less 
so at work. 

6. Make Health-Care Benefits More 
Inclusive 

Review your organization’s medical 
coverage and policies related to tran-

‘Workplace’ continued on page 4…. 
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Pins provide a way for people to clearly 
show their proffered gender pronoun 

sition-related care and reproduction. 
The reality is that LGBTQ people are 
still subject to workplace policies pri-
marily geared toward heterosexual, 
cisgender people. Health care bene-
fits and policies should reflect the 
needs of trans employees throughout 
their lives, and have broad and inclu-
sive coverage for transition-related 
surgery and treatments, family plan-
ning, and fertility. If a plan covers 
these essential procedures, make 
sure there aren’t exclusions that pre-
vent trans people from accessing 
them due to their gender marker. For 
example, a transgender man should 
not be denied a routine pelvic exam 
because insurance will only cover the 
procedure for female patients. Addi-
tionally, an LGBTQ couple that can’t 
biologically reproduce shouldn’t be 
denied access to reproductive bene-
fits because neither of them is infer-
tile. 

While large companies like Google 
and Salesforce have comprehensive 
plans that cover reproduction for 
LGBTQ people, those plans come 
with a high price tag. For smaller or-
ganizations, there are supplemental 
reproduction plans such as Arc Fertil-
ity that employers can add to basic 
health care plans. Employers can 
also set up a health savings account 
(HSA) for employees whose health 
care needs are not covered in the 
current health care plan. The Univer-
sity of California San Francisco has 
published helpful articles on health 
insurance coverage and fertility op-

tions for transgender people. 

7. Rethink Recruitment and Hiring 

Unemployment among the transgender 
community is three times higher than 
the unemployment rate for the US pop-
ulation as a whole, and the rate is even 
higher among transgender employees 
of color. To open organizations to a 
more diverse staff that includes trans 
and gender-nonconforming people, as 
well as other marginalized groups, take 
steps to reduce the implicit bias that 
prevails in hiring and recruitment prac-
tices. Many organizations add unnec-
essary qualifications to job listings, 
such as degrees, years of experience, 
and skills that go beyond the require-
ments needed for someone to effec-
tively do the job. In addition, employers 
often keep tapping the same sources 
and networks for hiring. The Urban 
Sustainability Directors Network has a 
helpful toolkit for creating a recruitment 
process that focuses on diversity, equi-
ty, and inclusion. It includes a bias 
checklist, sample interview questions, 

and recommendations for modifying 
current organizational recruitment 
strategies. 

8. Invest in Trans Leadership 

Of course, being trans-inclusive is not 
just about hiring trans employees; it’s 
also about supporting them to be-
come effective leaders. Consider 
what your organization can do to sup-
port trans and gender-nonconforming 
employees to find focused and tai-
lored support, professional develop-
ment, fellowships, and training so 
they can continue to grow in their 
careers. 

9. Support Trans-Led Organizations 

Organizations can signal their soli-
darity with trans employees and trans 
communities by investing in groups 
that are working to advance 
transgender equality. But before you 
invest, make sure the organizations 
are led and staffed by transgender 
people. As with other social issues, 
the people closest to the problems 
are closest to the solutions, and trans 
leaders are likely addressing issues 
that are of real, day-to-day im-
portance to trans people. 

10. Educate Yourself 

All too often, organizations look to 
transgender employees for all the 
answers about how they can and 
should be more trans-inclusive. It’s a 
natural inclination, but it places add-
ed responsibilities and stress on 
these employees. The better solution 
is for leaders, HR staff, employees, 
and allies to take the initiative. Learn 
more about trans communities and 
the unique challenges they face, and 
make a commitment to creating a 
culture of learning across the organi-
zation. 

The work of creating truly inclusive 
organizations takes time, along with a 
wholesale commitment to changing 
culture. This is not about convening a 
committee, or implementing one or 
two changes in hiring or operations. 
Rather, it’s about taking serious steps 
to understand the everyday experi-
ences of all people in our organiza-
tions and making real changes so 
that everyone can be their best. 
When we can make our organiza-
tions more trans-inclusive, we make 
them more relevant, more attractive 
to current and prospective employ-
ees, and ultimately more effective. 

...’Workplace’ from page 3 
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A CANARY IN THE COAL MINE 

Not only can companies now meas-
ure the effectiveness of their diversity 
and inclusion training programs, but 
those metrics can also provide early 
warning signals of potential conflicts, 
and help improve retention rates 
among minority employees. 

“Our tools are designed to create an 
entire data layer over that experience 
so that they not only help you under-
stand if the training is working, but 
they also provide a canary in the coal 
mine for understanding issues inside 
these diverse communities before 
they become much bigger employee 
retention and engagement problems,” 
says Egan. “If you can move the nee-
dle a fraction of a percent across 
those metrics, you’d be saving com-
panies billions in some cases.” 

Egan explains that the primary metric 
for measuring diversity and inclusion 
has historically been head count—
that is, how many members of which 
minority group the company em-
ploys—without taking into account 
whether those employees feel wel-
come. 

AVOIDING TRAINING FATIGUE 

Retention of women and minority em-
ployees remains a significant prob-
lem for many organizations, but the 
solution has typically been increasing 
diversity and inclusion training. The 
additional training, however, can 
have unintentional consequences, 
like fatigue and further disengage-
ment. Egan says that companies can 
now use data to better target poten-
tial problem areas without over-
whelming their staff (or budgets) with 
more training programs. 

“Because we can give you specifics 
on what stereotypes are affecting 
your business, you can create pro-
grammatic content to support the in-
dividuals that are victimized by it,” 
she says. “On top of that it allows you 
to really, specifically understand your 
reasoning and investment in uncon-
scious bias or microaggression train-
ing.” 

Only two and a half years after that 
altercation at Starbucks Egan says 
the company is in the process of 

Natalie Egan was already in an emo-
tionally raw place when an altercation 
forever changed the course of her 
life. 

Her marriage had recently fallen 
apart and she had just gotten fired by 
the CEO she had put in charge of 
running the company she founded, 
PeopleLinx, when she came out as 
transgender. Only a few weeks after 
her transition Egan was in line at a 
Starbucks when someone she had 
tried to make small talk with whis-
pered, according to Egan, “something 
very nasty” under their breath. When 
Egan asked the woman to repeat 
herself she turned to her and said, 
rather aggressively, “you heard me.” 

“That may not sound like a big deal, 
but for me it was really traumatic,” 
Egan says. “As they walked out I re-
member thinking to myself, ‘if they 
only knew my story; if they only knew 
what I had been through and what I 
have done to try and fit in for the last 
forty years, and how I’ve hurt other 
people trying to fit in—if they knew all 
of that they wouldn’t judge me that 
way.’ That was the ‘ah-ha’ moment.” 

After that altercation, in the fall of 
2015, Egan set out to create software 
that could facilitate empathy at scale. 
Today her company Translator LLC 
offers diversity and inclusion training 
tools that provide perspective, as well 
as a safe space to have difficult con-
versations. The programming is not 
unlike typical diversity and inclusion 
exercises with the added advantage 
of anonymity, allowing participants to 
ask questions and interact more 
freely. 

Digitizing what has historically been a 
very analog process not only enables 
remote participation, but also pro-
vides a layer of data to facilitators 
based on anonymous surveys and 
questionnaires. As a result compa-
nies can now measure the effective-
ness of their diversity and inclusion 
programs, and target interventions 
based on employee sentiment. 

 “Almost 90% of the Fortune 500 
companies that we’re talking to, 
there’s people inside the company 
that are literally flying around the 
world to different offices and facilitat-
ing 90-minute conversations on mi-
croaggressions, or unconscious bias, 

Natalie Egan  

Transgender CEO Created Software That Facilitates Empathy  
Jared Lindzon, Fast Company 

and they have nothing to show for it,” 
says Egan. “Now after the meeting we 
can say ‘here’s the data,’ and that’s 
revolutionary for our clients.” 

Such clients include Fortune 500 com-
panies like NBCUniversal and cloud-
based human capital management soft-
ware provider Ultimate Software. 

“It allows us to capture real-time data to 
help us understand the dynamics of 
particular groups,” explains Ultimate 
Software’s director of diversity, equality, 
and belonging, Cara Pelletier. “We can 
use it to see if there are locations or 
groups of employees who are experi-
encing distinct challenges related to 
inclusion and belonging, and focus our 
efforts on supporting those groups.” 

Pelletier, who began deploying Transla-
tor’s software to the company’s 5,000 
staff in January, says the ability to 
measure the effectiveness of training is 
game-changing. 

“One of the things that’s challenging for 
a lot of organizations is measuring the 
impact of training; it’s really difficult to 
pin down the ROI,” she says. “We’ve 
been using the survey features and the 
‘I will’ statement module, which demon-
strates what our participants learned, 
and how they intend to use that 
knowledge in a meaningful way.” 

For example, Pelletier says she can 
survey participants about a particular 
topic at the beginning and end of a 
training session to gain a better under-
standing of how their perspective 
changed as a result. 

 
Read More 

https://www.fastcompany.com/90322404/how-this-transgender-ceo-created-software-that-facilitates-empathy
https://www.fastcompany.com/90322404/how-this-transgender-ceo-created-software-that-facilitates-empathy
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Suicide Resources  
People dealing with gender identity 
issues are not immune from other 
sources of depression and mental 
illness. There is help available to you 
with bearing the unbearable. IN A 
CRISIS, CALL the local and national 
resources first. It is best to make 
contact via phone or in person; 
emailing often does not provide the 
immediate response needed in an 
emergency. These are the profes-
sionals and organizations trained to 
help you during a crisis. You are not 
alone.  

The Trevor Project  

1-800-SUICIDE  

Amazon’s Alexa devices will soon 
allow users to hear the voice and 
backstory of a transgender man. 

Alexa users in Britain will be able to 
ask their devices to “open the voice 
of trans,” which will activate an Alexa 
skill featuring a fictional transgender 
man’s voice. 

According to a press release, the 
voice will thank users for choosing to 
listen to him, and then invite them to 
hear his story, which has been com-
piled from the real experiences of 
transgender people across the globe. 

Users can decide which parts of the 
story to hear, but it will include the 
voice’s childhood — including hating 
“girly” clothes — as well as difficulties 
faced in school, attempts to take his 
own life, and his transition, including 
his experience with gender confirma-
tion surgery. 

The third-party Alexa skill was creat-
ed by by Brand Advance and Global 
Butterflies I’m recognition of Interna-
tional Transgender Day of Visibility 
on Sunday, March 31. 

The project– which runs from March 
28 to March 31 — will also allow us-
ers to directly engage with the fight 
for transgender rights and equality. 

Users will be invited to visit a 
Change.org petition calling for the 
United Nations to advance 
transgender rights in its human rights 
agenda, in order to effect global 
change for the trans community. 

There are an estimated 25 million 
transgender people around the world, 
according to the press release. In the 
UK alone, one in eight trans employ-
ees (12%) have been physically at-
tacked by a colleague or customer in 
the last year and half of trans people 
(51%) have hidden their identity at 
work for fear of discrimination. 

The petition, which prominently fea-
tures the Voice of Trans logo, notes 
that “Human rights cross borders and 
carry responsibility.” 

“We call on ALL Member States of 
the United Nations to recognize and 
celebrate our diversity and embrace 
all gender identities and expressions, 
at home and abroad,” the petition 
reads. “And we call on you to support 
this cause and sign this petition. Use 

Amazon’s Alexa Devices Will Soon Allow Users to Hear the Voice of a Trans Man 
Rhuaridh Marr, Metro Weekly 

United Airlines Becomes 
First to Offer Non-Binary 

Booking Options 

United Airlines made history by be-
coming the first airline in the US to 
offer non-binary booking options for 
its passengers. According to the air-
line, customers now have the ability 
to identify themselves as M(male), F
(female), U(undisclosed) or X
(unspecified), corresponding with 
what is indicated on their passports 
or identification. 

This is huge news because United is 
the one the world’s largest airlines. 
United is the 3rd largest by revenue 
and fleet size, and 4th largest in the 
number of passengers it carries. 
What that means is that if United can 
show that accommodating non-binary 
passengers proves to help business, 
it could create a pathway for other 
airlines to follow suit. 

the power of your voice to share it with 
family and friends. The more you use 
the power of your voice, the more ours 
will be heard.” 

Christopher Kenna, CEO of Brand Ad-
vance, commented on the activation: 
“This campaign epitomizes how voice 
technology can be used to transform 
perception and create action – impact-
ing on the futures of 25 million people 
globally. 

“Brand Advance exists to transform 
Diversity representation across the 
globe with authenticity, fair and trans-
parent media representation, and ex-
posure to global markets with global 
leaders. The #VoiceofTrans is an in-
credible campaign and we could not be 
more proud to lead the charge for 
change.” 

Emma Cusdin from Global Butterflies, 
said: “We are delighted to support this 
global campaign providing a platform to 
tell stories from across the gender 
identity and gender expression spec-
trums using the technology of Alexa. 
By hearing stories, by having conver-
sations and by signing the petition we 
can start to improve the daily lives of 
trans people worldwide. We hope that 
people who interact with this campaign 
will understand that gender is not bina-
ry but a broad spectrum and that trans 
people use wonderful ways to describe 
their gender which should be celebrat-
ed.” 

The Voice of Trans project comes as 
Amazon celebrates achieving a perfect 
score in the Human Rights Campaign’s 
Corporate Equality Index. 

The online retail giant joined 570 other 
companies in achieving HRC’s top 
score of 100%, demonstrating full com-
mitment to LGBTQ equality and pro-
LGBTQ employment policies. 

That’s even with HRC raising the 
benchmark for achieving a perfect 
score, highlighting just how committed 
many of the nations top employers are 
to making life better for their LGBTQ 
employees. 

In a statement, Amazon founder and 
CEO Jeff Bezos said: “We want our 
employees — and the communities 
where we operate in — to embrace 
that we’re all human, we’re all different, 
and we’re all equal.” 

Amazon noted on its official blog that 
the company has expanded its 
Transgender Toolkit — a set of re-
sources intended for transgender 
employees and their peers to help 
navigate transitioning and other work-
place issues — to the UK, as well as 
rolled out a “pronouns tool” in the 
company’s online global company 
directory, participated in “dozens” of 
Pride parades around the world, and 
created an Alexa skill to “deliver 
Pride facts year-round.” 

http://hopeline.com/
https://www.metroweekly.com/2019/03/amazon-updates-alexa-with-transgender-mans-voice-for-international-transgender-day-of-visibility/
https://www.united.com/en/us
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The Matrix Universalized 
the Trans Experience 

Emily Sandalwood, VOX 

Some online trans communities have 
a word for trans people who haven’t 
realized they’re trans just yet: egg.  

When you’re an egg, you’re safely 
closed off by your shell, unable to 
see the wider world. It’s kind of like 
being in a sensory deprivation tank. 
Everything is muffled, and the world 
is hazy and translucent through the 
walls. There is always some barrier 
between you and reality. Being inside 
the egg is comfortable. And leaving 
the egg is a lot of work, a lot of pain-
ful, grinding work that many people 
would rather avoid. 

Eggs hatch, though, and the hatching 
process is messy and complicated. It 
leaves behind something new and 
beautiful, but getting there can take 
days or years. (It took me 15 years 
after thinking, “Wait, am I...” to real-
ize, “I am.”) And what will crack the 
shell isn’t always predictable.  

But if you look back on your life pre-
hatching, you’ll find a host of clues 
that read not as questions but as evi-
dence. Which is a long, roundabout 
way of me saying that when I was 18, 
I was obsessed with The Matrix. The 
movie celebrates its 20th anniversary 
on March 31, 2019, a date that is al-
so, coincidentally, the 10th trans day 
of visibility.  

The Matrix was directed by Lana and 
Lilly Wachowski, two trans women 
who at the time of the film’s release 
had not yet come out publicly as 
trans (and perhaps had not even 
come out to themselves as trans). It 
is by far the most influential work of 
pop culture ever created by a trans 
person, and it is maybe the eggiest 
movie ever made.  

But everything about it that replicates 
what the trans experience is like prior 
to coming out — and, thus, made it 
so appealing to trans viewers — sim-
ultaneously tapped into some other 
zeitgeist entirely, and became a 
weapon of some of the worst people 
on the internet. 

Lana Wachowski came out as trans 
in 2010 (though rumors regarding her 
gender identity had swirled around 
her going as far back as the release 
of The Matrix Reloaded in 2003 — 
and only click on that link if you want 
to be reminded how awful the 2000s Read More about The Matrix here 

media could be about trans people). 
Lilly Wachowski came out in 2016.  

In the wake of both women coming 
out, it became at least somewhat pop-
ular for critics to read their films 
through the lens of their transness. 
Their wildly ambitious stories about the 
mind transcending the limitations of 
the body, the need for individual self-
determination, and a kind of vision of 
the future as a polyamorous leftist love 
fest make a lot of sense as coded sto-
ries about the trans experience. 

Lilly Wachowski spoke about this new-
found attention while accepting a 
GLAAD Award with her sister in 2016: 
“There’s a critical eye being cast back 
on Lana and I’s work through the lens 
of our transness. This is a cool thing 
because it’s an excellent reminder that 
art is never static. And while the ideas 
of identity and transformation are criti-
cal components in our work, the bed-
rock that all ideas rest upon is love.”  

The Matrix is at the center of multiple 
arguments about how the sisters’ 
transness informs their work. One rea-
son for its centrality to those argu-
ments is that it was a massive, global 
success: It made $463.5 million at the 
worldwide box office, earned extensive 
critical acclaim, and won four Oscars. 

That gave the Wachowskis the free-
dom to do whatever they wanted in 
Hollywood, a freedom they would use 
toward more audience-alienating ends 
over the next 20 years. (I love all their 
movies, but the mass audience that 
embraced The Matrix simply didn’t turn 
out for 2012’s Cloud Atlas or 2015’s 
Jupiter Ascending.) But almost every-
one has a passing familiarity with The 
Matrix, and its cultural permeation 

makes it the best window through 
which to examine how the sisters’ 
work captures the trans experience. 

Another reason for The Matrix’s cen-
trality to the idea that trans identity is 
core to understanding the 
Wachowskis’ body of work stems 
from how perfectly (and perhaps ac-
cidentally) it captures something es-
sential about being trans. There are 
reams of academic literature written 
on the idea of The Matrix as a trans 
allegory (most of them published af-
ter at least Lana came out), but on its 
most basic level, the movie follows 
characters who break free of their 
real life via the internet, creating 
online identities that feel more real 
than their physical ones. 

The movie’s coolest trick is the way it 
inverts what you’d expect from a 
movie released in 1999, by making 
the internet the poisonous capitalist 
space that keeps people emotionally 
numb. Meanwhile, the post-
apocalyptic reality in which a war be-
tween man and machine reduced the 
landscape to a desert is where peo-
ple can finally be their true selves. 
(The internet becoming a poisonous 
capitalist faux-utopia is perhaps The 
Matrix’s most accidentally accurate 
prediction.) 

The plot of The Matrix mirrors the 
online gender experimentation of the 
early digital era, when some unsus-
pecting egg might log in to a chat 
room as a woman and discover how 
much better it feels to embody that 
version of themselves. Inhabit that 
experimental space long enough and 
you might eventually find yourself 
breaking through the shell containing 
the hermetically sealed world you 
thought you lived in to some other 
reality entirely. That reality might re-
duce everything else in your life to 
rubble, but getting to experience it is 
worth the fallout. 

The sense of using the internet to 
find a true identity permeates every 
scene of The Matrix. In the movie’s 
first exchange between hero Neo 
(Keanu Reeves) and badass hacker 
girl Trinity (Carrie-Anne Moss), he 
says he assumed she was a guy, and 
she replies, blithely, “Most guys do.” 
The characters reject the names they 
were born with — in Neo’s case, 
Thomas Anderson — in favor of their 
chosen names. Their wardrobe 

https://www.vox.com/culture/2019/3/30/18286436/the-matrix-wachowskis-trans-experience-redpill
https://www.famousfix.com/post/the-matrix-17494759/p655244
https://www.vox.com/culture/2019/3/30/18286436/the-matrix-wachowskis-trans-experience-redpill
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‘Jeanine’ continued on page 9…. 

Jonatha Jeanine Ruhsam 
Memoriam 

July 28, 1954 - March 13, 2019 

Written by her wife Julia 

Jonatha Jeanine Ruhsam died on 
March 13, 2019 two-thirds of the way 
down a run at Smugglers Notch, in 
Williston, VT. She slid to a stop, 
planted her poles, and then col-
lapsed. Despite 15 minutes of frantic 
work, EMT personnel were unable to 
revive her. She was just 64. She was 
extraordinarily fit, but we didn’t know 
her aorta had a weakness that would 
suddenly burst, killing her, ending her 
life far too early. 

She was known as Jeanine to her 
friends and colleagues, and JJ to her 
family, and she was an amazing per-
son. She was born Jonathan Lever-
ing Ruhsam on July 28, 1954, to Har-
ry Ruhsam and June Mewshaw Ruh-
sam, both now deceased. She knew 
from the age of 3 that she felt she 
was female, wearing her mom’s and 
sister’s clothes. Her parents were 
kind, but insisted she tow the line, 
and so she began many years of pre-
senting as male, at school and later 
on, professionally. 

She had a very hard time in High 
School, but her love of horses saved 
her. She began with exercise riding, 
and moved up to being a Steeple-
chase Jockey, which she did for 
many years, winning many races. 
She met and married her first wife, 
Diana Ripley, and they produced two 
amazing daughters together in CT. 
She then became a thoroughbred 
horse trainer, and had many illustri-
ous clients. She became disillusioned 
with the ethics of the horse industry, 
and began building a sailboat, which 
would become her beloved Waterfilly. 
The family sailed Waterfilly down to 
St. John, on the USVI, and Jeanine 
reinvented herself as a designer and 
builder of high-end homes, doing 
business as Sunnyrock Building and 
Design. She spent 15 years building 
some of the loveliest homes on St. 
John. She also became the Commo-
dore of one of the island yacht clubs 
for a term, and won many regattas on 
Waterfilly. 

In the early 1990’s, with the advent of 
the internet, she finally discovered 
that she was not uncommon: she 
was transgender, and she found 
many others who were also strug-

burg, PA, so Jeanine moved up to be 
with her.  Continuing with her home-
building profession, she established 
Ruhsam Building and Design, and built 
many lovely homes in the Harrisburg 
PA area and in MD and VA, as well as 
a home for the two of them. The reces-
sion of 2007-2008 destroyed her busi-
ness.  In response, she went back to 
school, and, in 3 ½ years, earned a 
PhD from Penn State University, in 
American Studies.  During this time, 
she became the leader of TransCen-
tralPA, an advocacy group for 
transgender people. She established 

gling with their gender identity.  She 
began to regularly attend confer-
ences focusing on transgender is-
sues. Over the years, she developed 
many strong friendships within the 
trans community, and within the larg-
er LGBTQ community.  She bought a 
home in Burleith, right outside of 
Georgetown, and rehabbed it for re-
sale, spending increasing amounts of 
time away from St. John.  In late 
2004, still legally Jonathan, she mar-
ried her second wife, Alexandra Julia 
Matthews. 

Alexandra was a lawyer in Harris-
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To take advantage of this special 
offer, call the hotel directly at (717) 
939-1331 and use the CP code 
‘609306’. 

Got a Question or Announcements? 

Maybe you have a great, anecdote, 
story or thoughts on events you’ve 
attended . Photo’s are always appre-
ciated and if you would like them 
published in the next TCPA Newslet-
ter. E-mail us at in-
fo@transcentralPA.org. 

and ran the Keystone Conference, for 
the members of the transgender 
community and their allies, for many 
years. The time came when she 
could no longer resist the desire to 
transition fully from male to female, 
and she became legally female in the 
Fall of 2013. She loved everything 
about being a woman and embraced 
it fully. 

Alexandra retired from her job in 
June of 2014, and they bought a 
home in New Hampshire, into which 
they moved in May of 2015.  Jeanine 
began her academic career with a 
year at Mt. Holyoke, and then spent a 
year at U Mass Amherst, teaching 
women’s studies and gender studies. 
She then found her true academic 
home at Colby-Sawyer College. She 
knew almost from the start that THIS 
was where she wanted to be. She 
loved everything about Colby-
Sawyer. She loved the campus, her 
colleagues and particularly her stu-
dents, and felt that she was preparing 
them to change the world, with her 
classes in gender studies. She was 
an adjunct professor hoping for a per-
manent appointment.  

During this time, she developed an 
avid love of skiing, and began to 
spend as much time as she could on 

the slopes, even joining racing teams, 
and won two medals in a recent Mas-
ters Race. For her, it was exhilarating! 
She loved skiing when the sun was 
shining and the snow was groomed, 
and she didn’t care how cold it 
was!  She was in her element. She died 
unexpectedly in the midst of what was 
one of her greatest pleasures. 

To those she loved, she was fiercely 
and tenderly devoted. She was a gour-
met cook, an avid reader, and a brilliant 
conversationalist. Jeanine and Alexan-
dra spent at least an hour every night at 
dinner, just talking about anything and 
everything. She loved books, music, our 
dog, good wine, and Mother Nature in 
all her infinite beauty.  She was always 
intense and focused. She firmly be-
lieved she could do anything, with 
enough work and preparation, and she 
was constantly learning new skills. She 
was deeply engaged in political issues, 
and worked unceasingly against misog-
yny and sexism.  She was working to 
get her doctoral dissertation into shape 
to be published as a book, and she had 
in mind another book, an autobiog-
raphy, chronicling her extraordinary life 
story. 

She leaves behind her wife Alexandra 
Julia, her daughters, Heather Ruhsam 
and Rebecca Ruhsam Reinbold and her 
husband Chris and their two boys, 
Hunter and Kai, as well as her brother 

…’Jeanine’ from Page 8 

Harry Ruhsam and his wife Donna, 
her sister Josephine Ruhsam and 
her partner Jim Green, and her 
nephew Mark Ruhsam and his wife 
Page. She also leaves behind many, 
many friends, colleagues and stu-
dents who knew her over the years, 
including in the transgender and 
LGBTQ communities, in the building 
business, in the academic world, and 
in the skiing community. She was 
deeply loved, admired and respect-
ed. We are bereft. Our grief knows 
no bounds. 

 ...’Announcements’ from page 1 

www.AlderHealth.org 

Improving the Health of All 

The National Center for Transgender Equality (NCTE) and the NCTE Action 
Fund are pleased to once again host the Trans Equality Now Awards on May 
23

rd
. Early bird tickets are only available for one more week so we encourage 

you to purchase them today.  

mailto:%20info@transcentralPA.org
mailto:%20info@transcentralPA.org
http://www.alderhealth.org
http://act.transequality.org/site/R?i=Z_oEDLxsJk8z8ja_vTR3pA
http://act.transequality.org/site/R?i=Z_oEDLxsJk8z8ja_vTR3pA
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