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rom Corporate Social Responsibility (CSR),
F business stakeholders have increasingly
emphasised their impact on various aspects of
society. Coined by American economist Howard
Bowen in 1953, the term CSR has been
commonly known by many companies for
decades - although in recent years, it has been
evolved into terms such as ESG and DEl, terms
that newly gained traction in the modern world,
but are actually concepts from over 60 years
ago.

These two acronyms get a lot of attention and

spark a lot of questions and controversy today:
ESG and DEI.

ESG - Environmental, social and governance

DEI - Diversity, equity and inclusion

With roots in the 1960s, the practice of ESG began as socially responsible investing, with

investors excluding_business portfolios based on activities such as tobacco production or

involvement in the South African apartheid regime.” Around the same time, DEI has evolved

from the civil rights movement and equal employment training_in the mid-1960s,” to

centering intersectionality at its core of modern DEl and taking into account more
circumstances that shape our identities.
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In order to have a meaningful impact, companies should value 5 d
diversity and inclusion from Day One. Breaking down barriers is tough. 7 ) ‘
Many companies make the mistake of dismissing diversity early on, a_»
only to realize later how foundational it is to their success or failure.

' - 4
~ https://www.msci.com/esg-101-what-is-esg/evolution-of-esg-investing#:~:text=The%20practice % 200f%20ESG%20investing,the % 20South%20African%20apartheid % 20regime.
** https://academyhealth.org/sites/default/files/publication/%5Bfield date%3Acustom%3AY%5D-%5Bfield date%3Acustom%3Am%5D/d

- Christine Tsai, CEO & Founding Partner @500GlobalVC
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Diversity refers to all aspects of human difference, social identities,
and social group differences, including but not limited fo race,
ethnicity, creed, colour, sex, gender, gender identity, sexual

identity, socio-economic status, language, culture, national origin,

DIVERSITY

religion/spirituality, age, (dis)ability, and military/veteran status,

political perspective, and associational preferences.
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EQUALITY

With time and the expansion of understanding complex identities
and infersectionality, DElI has also evolved from “Equality” to
“Equity”. Equity refers to fair and just practices and policies that
ensure all campus community members can thrive. Equity is different
from equality in that equality implies treating everyone as if their

EQUITY

experiences are exactly the same. Being equitable means
acknowledging and addressing structural inequalities — historic

and current — that advantage some and disadvantage others.

Inclusion refers to a community where all members feel respected,

have a sense of belonging, and are able to participate and
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achieve their potential. e By Sy el

INTERSEGTIONALITY

imberlé Crenshaw introduced the concept of "Intersectionality" in 1989 to elucidate
the discrimination experienced by African-American women.” This concept emerged

from a specific incident where a black woman was unjustly denied a job opportunity. While
black individuals and women individually encounter distinct obstacles in their pursuit of
employment, the compounded effects of being both black and female create a set of

challenges that are distinct and interconnected.

‘it cannot be emphasised enough that the
[political] demands of trans people align with
those of disabled people, migrants, people with
mental illnesses, LGB people and ethnic minorities

(and, [...] trans people can be found within all of
these groups)'.

- “The Transgender Issue” by Shon Faye

Kimberlé Crenshaw (on the left);

Shon Faye (on the right)

~ https://scholarship.law.columbia.edu/books/255/
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Ryousuke, his intersecting identities of being trans, deaf as well as
having both Hong Kong and Macau citizenship has brought him unique
challenges in his journey of gender transition. For example, after
Ryousuke went to the Immigration Department to apply for his change
of gender marker on his HKID, as a deaf person, he often received calls
from the Immigration Department to communicate about administrative
matters such as changing appointments, but without considering the fact that Ryousuke is deaf
and could not communicate on the phone. When Ryousuke tried to go through the formalities at
the immigration office, there was no sign language interpreter to facilitate the process. Even
Ryousuke went to the hospital for medical assistance, there was also no sign language
interpreter, and communication has always been through pen and paper. On another hand,
being both Macau and Hong Kong citizen, Ryousuke can only change his gender marker on his
HKID, but could not update his Macau ID since there is no appropriate gender recognition

policy in Macau. (translated from AAmedia Macau®)

Dr. Brenda Alegre, lecturer at the University of Hong Kong where
she teaches Sexuality and Gender, perhaps one of the very few
trans-identifying academics in Hong Kong. Being a migrant worker
from the Philippines, Brenda recalled when she first arrived at the
HK airport, the ground staff directed her to the designated queue
for migrant domestic workers, and refused to believe Brenda was

a lecturer until she showed her employment contract to the staff.

Growing up in the religious 80s/90s in the Philippines, Brenda highlighted the importance of

representation, community, and legal safety. With the lack of trans-positive language and anti-
discrimination law in the Philippines, Brenda has been active in advocacies for women, migrants
and LGBTQI folks in both the Philippines and Hong Kong.

Holok started exploring their gender fluidity since 2016, experiencing their
expression through an alien form. Their experience of gender is more like a
mode of life - a spirit of coexisting in both masculine and feminine identities.
Their journey of self-discovery stemmed from not fitting in as a binary trans
person, which made them first identified as a gay man, and then resonated
with nonbinary identity once they've found the language for it. Desperate to
secure an official diagnosis of bipolar condition since 2019/20, Holok decided to withhold
information about their gender identity during their hospital visits, in order to make sure they can
receive appropriate treatments for their mental issues at the time. Holok observes a multitude of
similarities between gender identity and mental health stigmatisation. The fear of harassment,
accusation of ‘attention-seeking’, and difficulty in navigating the dating scene - Holok rose
above from social expectation and stereotypes, found themselves living in euphoria as their
whole self.
The intersectionality of trans identities leads to vulnerabilities often observed as housing issues or
homelessness, refugee status, racial and ethnic biases, etc. Trans identities are not singular, they are
complex and myriad due to their intersecting and overlapping challenges as a result of existing in a
world that is catered to the “maijority”.
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LIVING OUTSIDE OF THE DEFAULT

TRANSGENDER IN DEI; DEI IN TRANSGENDER

espite an increasing global recognition of the
D challenges encountered by transgender
individuals, numerous employers still lack the necessary
resources and understanding fo establish conducive
policies and foster inclusive workplace cultures for trans
employees. The issue stems, in part, from a limited
awareness regarding these unique obstacles. Even
companies that demonstrate support for the LGBTQ+
community often prioritise efforts related to lesbian, gay,
and bisexual (LGB) individuals over those concerning

transgender and other gender diverse (TQ+) individuals.

To examine the issues that transgender individuals face
in the ESG context, some examples can be drawn from
the “Social” and “Governance” aspect.

Bias and Discrimination

Transgender individuals may face discrimination, bias,
and harassment within the workplace, which can
negatively impact their mental health, job satisfaction,
and career progression. Discrimination can manifest
through misgendering, exclusionary practices, lack of
support during transition, and unequal opportunities

for advancement.

Lack of inclusion policies, or more so the
implementation of harmful regulations

In the UK, Section 28 prevented local authorities from
“infentionally  promoting] ‘non-traditional  family
values”. It had a particular impact in schools, as
teachers were prevented from discussing queer
families, educating about LGBTQ+ issues or
challenging homophobia. Secfion 28 was only
abolished in November 2003.

In the corporate scene, examples like lack of trans-

inclusive policies/ affirming insurance plans can

impact their wellbeing at work.

Transgender in DEl can look like:

DIVERSITY

Recognising and embracing the

diversity of gender identities,
including transgender individuals, as
part of a broader understanding of
gender diversity.  This includes
promoting  representation  and
visibility of fransgender individuals in

leadership positions and decision-

making processes.

Ensuring equitable treatment and

opportunities for transgender
individuals in areas such as hiring,
promotion, and access to resources
and benefits.  This involves
eliminating discrimination and bias,
advocating for fair policies and
practices, and addressing systemic
barriers that may disproportionately

affect transgender individuals.

INCLUSION

Creating an inclusive environment

where transgender individuals feel
safe, respected, and supported. This
includes using inclusive language,
establishing gender-affirming
policies, providing access to
appropriate healthcare and
support services, and fostering
education and awareness among
employees to promote

understanding and allyship.
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DEl frameworks aim to create inclusive environments where
individuals of diverse backgrounds, including gender identity,
feel valued, respected, and have equal opportunities.
Needless to say, recognising and affirming transgender
individuals is essential for fostering an inclusive environment
and culture. It involves acknowledging and respecting their
gender identity, providing equal rights and opportunities, and

addressing the unique challenges they may face.

However, just as all humans are different, there can also be a
wide spectrum of diversity within the transgender community.
[t could encompass in various aspects such as Gender Identity
(nonbinary, genderqueer, genderfluid, and/or other gender
identities), Socioeconomic Status (different levels of income,

education, and employment), Age (different ages, ranging

from children and adolescents to adults and older adults),
Ethnic and Cultural Backgrounds (different races, ethnicities,

and nationalities) and more.

It is important to be mindful that the above mentioned intersectionality leads to transgender
individuals having diverse life experiences and perspectives. It can be shaped by these factors and
affecting decisions such as coming out, fransitioning, navigating healthcare systems, legal
frameworks, and societal acceptance. These varied experiences contribute to the richness of
perspectives within the trans community.

TRANSGENDER IN DEI; DEI IN TRANSGENDER

DEl as a spectrum,

including race, gender,

sexuality, (dis)ability, etc...

Socio-economic class
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HOW CAN |
EMBRACE DEI?

A s individuals, we can ask ourselves, do we, and in what ways do we embrace DEI? We can
reflect on the ways in how we interact with people with identities that we don’t necessarily share

with: When was the last time you encountered a person with an invisible disability, a migrant worker,
a person who needs to breastfeed their baby, or someone who's ethically different from yourself?
Are you aware of, or did you learn about their needs, concerns, or how can you act as an ally to
support them? As a trans/ gender-diverse person, have you ever explored opportunities to
advocate for yourself and your community, as well as to educate others what your needs and

concerns are?

Corporates can reach out to the local tfrans community about how to transform your workplace to
be more trans-inclusive - to elevate the voices of the local trans representation. A lack of trans-
specific policies can lead to higher turnover, less work satisfaction and even litigation. Whereas a
diverse workforce can enhance creativity and innovation, attract talent and increase employee
engagement and retention. By embracing diversity as a core business value, organisations can gain
a competitive advantage and drive sustainable success in today's diverse and interconnected

world.

We are all a part of a community - inclusion does not imply special treatment or accommodation to
a specific group of people, but creating an environment where everyone belongs - just like a

sidewalk ramp, not only it benefits wheelchair users, but also parents with buggies, elderlies with

shopping trolley, or cyclists and roller skaters.
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