Table of Contents
Letter from the Editors
“The Strength of Diversity”
An interview with Ratnaprabha Sable,
Founder and Managing Director of Vividhataa
Diversity Hiring
Queertionary
The Transgender Persons (Protection of Rights)
Bill 2019, and What We Can Do About It
Featured Account: @almaarii
An interview with Jo and Teenasai
Pictures from Bangalore Pride 2019
As You Are
By Shambhavi
Where We Thank You

Letter from the Editors
Hello readers!
Welcome to the tenth issue of Chak Gay! India by Queer Desi (Can you
believe it’s the tenth issue already?!) This month we have collaborated
with diﬀerent organisations to bring you a variety of perspectives.
We thank all of our collaborators, without whom this issue would not
exist. We love working with you!
Another important inclusion in this month’s issue is an explainer on the
Transgender Persons (Protection of Rights) Bill 2019 which was passed
by the Rajya Sabha earlier this week, and what we can do to stop it.
We hope you take action and help the transgender community of India.
Without allies and LGB+ support, true protection of their rights is
unachievable. Amplify trans voices. Educate yourself on transgender
rights. Most importantly, listen to what the community is saying. This
bill could adversely aﬀect thousands of lives in India. Do your part.
Please let us know what you think! We welcome opinions, criticism,
thought processes, questions, etc.
Happy Holidays!
Yours queerly,
Oviya and Ananya
(Editor in Chief and Executive Director)
QueerDesi is a student-run initiative from Bangalore. Our aim is to
promote inclusivity within the LGBTQ+ community and to bring new
points of view to those outside of it.

“The Strength of Diversity”

An interview with Ratnaprabha Sable, Founder and
Managing Director of Vividhataa Diversity Hiring
Having worked with a Times of India Group Company, Times Internet
Ltd., Ratnaprabha Sable has more than 10 years of rich experience with
the corporate world in the jobs and recruitment industry. She is
passionate about recruiting, creating diversity, and promoting inclusion
at workplaces.
Her love for travel has taken her to different countries around the globe.
Meeting diverse nationals in these countries, who believed in different
ideologies, and yet lived harmoniously, without any fear of being judged
by their peers, has inspired her to help create diverse and inclusive
workplaces.
She strongly believes that, at an organisation, diversity is inherent, and
inclusion is imperative.

Hello! Introduce yourself.
My name is Ratnaprabha Sable ( She / Her / Hers ) and I am the
Founder and Managing Director of Vividhataa, which specialises into
diversity hiring for corporates all over India and abroad.
As the founder and MD of Vividhataa, I dedicate my time for everything
from connecting with inclusive employers so that I can make jobs
available to Vividhataa’s diverse candidates, to engaging in diversity,
equity and inclusion conversations with Diversity and Inclusion (D&I)
teams across various organisations and driving these conversations
towards meaningful diversity hiring agendas. I travel extensively in
order to participate in Events promoting D&I and diversity hiring
agendas and job fairs etc.

What does Vividhataa do?
Vividhataa is an executive search firm and we believe in empowering
diverse workforces. We make a difference to today’s organisational
diversity ratios by connecting diverse candidates with inclusive
employers. Vividhataa focuses on the recruitment of diversities such as
women/people with disabilities/LGBTQ+ workforce. We strive to get
them an equal opportunity and equal pay at organisations who believe
in diversity, equity and inclusion.
Vividhataa’s main areas of focus are:
• Connecting skilled potential workforce who have been overlooked
because of their personal identities with inclusive firms that can
provide them the employment that they deserve.
• Helping client firms make their work environment more diversity
conscious as well as inclusive in terms of physical access as well as
mentally preparing them for the change in their conditioned and
potentially discriminating attitudes.

Why did you decide to start Vividhataa?
My experience in the jobs and recruitment industry has been a primary
reason and motivation for me to start a firm like Vividhataa, which
provides jobs to diverse candidates like women, LGBTQ+ candidates
and candidates with disabilities.
I started Vividhataa in September 2018, a few days after section 377
was repealed by the Supreme Court.

Which groups of people do you cater your services to?
Vividhataa is exclusively focused on hiring diverse candidates such as
strong and competitive female workforces (which includes but is not
limited to single mothers, returning mothers, acid attack survivors,
females from socially or economically backward communities), persons
with disabilities, and the LGBTQ+ community workforces.
We connect these candidates with firms that are actively working
towards increasing the diversity in their workforce and building a more
inclusive work culture.

How do you decide that they need your services more than others?
The LGBTQ+ community is often looked down upon due to
discriminatory heterosexual norms and this is reflected in their
employment status as well. This kind of bigotry regarding one’s
sexuality effects both the individual and the homophobic firms as well.
With the abolition of section 377 last year, a few members of the
community are coming out within the Indian society and we want to
ensure that these individuals are still given the opportunities that they
deserve.
Vividhataa believes in offering work opportunities to candidates based
on their skills and efficiency, in firms that adhere to a strong policy
against discrimination.
The gender gap in employment and pay is a fact in almost every job
sector and we strive to close this gap by connecting female candidates
regardless of their backgrounds, with inclusive employers who assess
them and allocate jobs based on their skill rather than discriminating
against them, simply because they are women.

Vividhataa also works towards finding suitable work opportunities for
women from marginalised backgrounds, survivors of various forms of
abuse and returning/second career women. All of these women tend to
have the odds against them during the employment process - their skills
and qualifications are overlooked because of their identities. We
recognise them as important potential candidates who can succeed in
their careers if they are treated equally.
Persons with disabilities form less than 0.5% of staff in India's top firms.
Their share in the general population is 2.21% according to the 2011
census, and may be between 10-15% going by global averages.
Employers and organisations often neglect people with disabilities by
failing to recognise their potential.
Accessibility and a strict policy against an ableist work culture must be
the norms at organisations for both the people with disabilities as well
as the firm to thrive and we work towards creating such an
organisational culture.

Could you elaborate on the challenges your candidates face?
The LGBTQ+ community lives within a society that has been
conditioned to a homophobic culture for many long years. The
community faces and deals with discriminating heterosexual norms
almost on a daily basis and their workplace is also, unfortunately no
different. The community is often apprehensive of disclosing their
sexuality to colleagues and clients for fear of homophobia, exclusion or
in case they are overlooked for valuable promotions.
This results from years of being stigmatised for their identity and
general lack of sensitivity. This fear of exclusion keeps a large part of
the community in the closet, unable to bring their full selves to their
workplace - where they spend a large majority of their week.

Allowing the community to fully embrace their authentic selves will
benefit everyone in the long run. Offering opportunities to candidates
based on their skills and efficiency levels and a strong policy against
discrimination allows the community and hence the society to thrive.
According to the World Bank, India’s female labor-force participation is
among the lowest in the world and it has only stagnated in the last
decade. Women continue to be employed mostly in low-paying, lowvalue jobs. The workplace gender gap has been attributed to factors
such as societal attitudes that give preference to early marriages over
jobs and education and a lack of suitable job opportunities.
Returning women/second career women are overlooked simply
because of the break that they were obliged to take from their work and
they often possess strong educational credentials, significant work
experience and a major enthusiasm about returning to work, precisely
because they have been away from it for a while.
Women who are survivors of abuse like sexual violations/acid attacks
are often punished further for the wrong that has been done to them.
This kind of demeaning stigma needs to be destroyed so that these
survivors have a chance at a meaningful life and employment despite
the terrible incidents in their past. The women in India deserve genderbased employment diversification across all sectors. This requires
organisations to accept and treat women equally and to provide them
with jobs and salaries that are equal to their male counterparts.
People with disability, in spite of their qualification and caliber, have to
face discrimination at their workplace. Disabled people constitute a
significant 5 to 6 percentage of India’s population, but their needs for
meaningful employment remain unfulfilled, in spite of the
implementation of the `The People with Disabilities' Act in 2016, which
reserves 3% of all categories of jobs in the government sector for
disabled persons.

Employers and organisations often neglect people with disabilities by
failing to recognise their potential. If you’re disabled and trying to
succeed at work, the odds are stacked against you in numerous ways,
from a lack of careers to inaccessible transport, pay gap and ignorance
among employers.
Both the diversity and inclusion policies of a firm can be tested by how
they integrate and accommodate a person with disabilities within their
workforce. Companies often reject applicants with disabilities and so
they don’t achieve proper diversity and this is more often than not a
reflection of their inclusion policies that do not have enough accessibility
measures in place to accommodate employees with disabilities.

What is the ‘strength of diversity’?
Vividhataa is the Hindi term for diversity and it is the principle we base
our work on. Diversity in an organisation is inherent and inclusion is
imperative. Diversity should be a norm that all organisations follow
during their recruitment process.
Diversity is the right thing to do but if morals are not enough here are
some advantages based on various studies and researches:
• Diversity and inclusion makes recruitment and retaining employees
easier as a large part of the workforce is aware of the need and
importance of inclusive work cultures. This awareness also results in
a better brand image for inclusive organisations.
• Diverse and inclusive firms make higher profits and it allows
employees to bring their full authentic selves to work which in turn
improves employee performance.
• Diverse employment leads to access to the best talent pool and
hence is beneficial to both the individual as well as the organisation.

How was your firm received when you first opened it?
When we first started the firm, many clients said that they are already
“very diverse” and they do not need diversity hiring to be done.
Eventually with our persistent efforts, they have turned around.
Some HRs felt that this will in itself be a way of discriminating against
candidates. However, many fail to understand that there is indeed a
need to uplift candidates by giving them special attention, especially
those who have suffered in some way or the other.
Many employers have now started having diversity hiring targets! This is
a big win for us. We trust that if it gets measured, it will be done.

What kind of employers use your firm?
We offer our diverse candidates only and only to such employers who
have robust policies on any discrimination against women, LGBTQ+ or
persons with disabilities candidates. This is an assurance for our
candidates so that they can be themselves at their workplace and not
be fearful of being discriminated against.

What are some challenges you face with your candidates and
employers?
Some of the challenges that employers face in their path towards
diversity and inclusion are sticking to the diversity and inclusion policies
that they have chosen as ideals for their organisation.
Diversity hiring requires commitment. Integrating diversity into an
organisation’s workforce is pointless without an inclusive work culture.

Enforcing a diverse and inclusive environment in any organisation
requires commitment to challenge one’s conditioned notions & become
more accepting and understanding of differences and creating truly
inclusive workspaces.
There is usually no rewards and this means that diversity and inclusion
is not considered vital. Firms need to measure diversity as a significant
part of performance appraisal, bonus criteria, and promotion criteria.
Achieving diversity is only manageable with the support of top
leadership and a controlled development of diversity from the top down.
Ensuring diversity also means reaching out to and embracing all the
different kinds of potential diverse candidates. While achieving gender
balance is one of the most common missions of diversity recruitment,
differences based on gender is just the tip of the iceberg. Other
differences like ethnicity, age, disabilities and sexual orientation also
need to be addressed.
Including all diversities is sometimes a challenge because of the lack of
data. When looking for prospective employees from the LGBTQ+
community, returning mothers or single women it is difficult to find data
that could direct the hiring committees towards them. This could be
because there is no legitimate record or no method of surveying such
groups.

What are your goals for the company in the future?
Vividhataa hopes to create a nationwide positive increase in
organisational diversity ratios with increasingly diverse and inclusive
work environments. We hope to help all disadvantaged prospects,
whose qualifications are ignored because of their identities and
backgrounds, overcome the employment gap by connecting them with
firms that adheres to an uplifting and inclusive organisational culture.

In the future we hope to dismantle the discriminating bias that works
against our diverse candidates in all recruitment processes, by
educating organisations about the perils of this bias and the advantages
of adopting a more diverse and inclusive work culture.

Where are your services used the most in India?
Vividhataa is active pan India – inclusive employers and diverse
candidates across the country are welcome to connect with us so that
we can fulfil their respective inclusivity requirements.
We are a Mumbai based company and a huge part of our employers’
clientele is based in Mumbai, Delhi, Pune and Bangalore. However, our
services are not limited to these cities and we have client’s firms in
Odisha, Chennai and in many other parts of the country.
Diverse candidates from different cities and regions of India approach
us and we connect them according to their skills and calibre with the job
opportunities that they deserve.

How would candidates go about being employed through your firm?
Our website (www.vividhataa.com) is a CV repository for all diverse
candidates and we urge all candidates to upload their resumes here or
send it to us by email (vividhataa@gmail.com). We then review their
resumes and connect them with inclusive employers who are offering
jobs that require their qualifications and skills set.
We also advertise all new job opportunities on our social media
(@vividhataa_diversity_hiring on Instagram) so that our followers are up
to date with them and those who wish to can apply for it or share it with
their diverse social circle.

And finally, what would you say to candidates who don’t know if they
should enter the workforce or if they’ll be hired?
One’s authentic identity or background should not be the deciding factor
in a hiring process. Qualifications, skills and experience in the
respective field must be the only factors used to assess one’s eligibility
for a job opportunity.
Unfortunately, many aspiring candidates are often afraid to apply for a
job because of a fear of exclusion or humiliation based on their identity.
We urge everyone, regardless of your personal identity to apply for the
jobs that you truly aspire for.
Organisations are becoming increasingly aware of the necessity of a
diverse and inclusive workplace culture. Truly inclusive employers exist
and they are working towards creating a fairer and more
accommodating work space so that all individuals can bring their whole
selves to work and feel valued and hence perform well. All diverse
candidates deserve this kind of a safe and inclusive environment at
their workplace.
With organisations like Vividhataa working towards creating a pan India
inclusive work culture, we will fight together against the unfair stigma
and bias towards various diversities.
We hope to connect all diverse candidates with the jobs that they aspire
for, regardless of their personal background.
All the best and more power to you Diverse Warriors!

Queertionary

The Transgender Persons (Protection of Rights) Bill
2019, and What We Can Do About It
This is our Queertionary. Every issue will have one or more new terms
or ideas to help you learn more about LGBTQ+ terminology and the
community. Content warning: transphobia
The Transgender Persons (Protection of Rights) Bill was first introduced
into the Lok Sabha in August 2016. It was heavily criticised for not
following the 2014 NALSA judgement which had taken into account the
views of the trans community in India. The bill was sent to a
parliamentary standing committee but the report it produced in July
2017 was rejected by the government.
In December 2018, the government returned with the bill in Lok Sabha
and passed it with 27 amendments that included a different definition of
a transgender which was vague and liable to be misunderstood.
It was then sent to the Rajya Sabha but was not passed, and the Lok
Sabha was dissolved for the elections in May 2019, where the
Bharatiya Janata Party (BJP) gained majority again. The bill was
introduced again in the Lok Sabha and passed on August 5th, the same
day that Article 370 (giving special status to Jammu and Kashmir) was
dissolved. Four other bills were passed by the Lok Sabha in a hurried
fashion that day, including The Surrogacy (Regulation) Bill 2019.
On Tuesday, November 25th, the Rajya Sabha passed the transgender
bill, despite numerous protests and criticisms from transgender activists
and politicians alike.
The Trans Rights Bill 2019 should be rejected entirely, and a new bill
should be made in consultation with the transgender community in a
Select Committee.

There are many reasons why the transgender community is against this
bill.
• The Bill defines a transgender person as one whose gender does
not match with the gender they were assigned at birth, including
trans men and trans women, or one who is genderqueer, or belongs
to communities like kinnar, hijra, aravani, and jogia. It also says that
a transgender person is someone with intersex variations. However,
the Bill conflates transgender people with intersex people.
‣ Not every intersex person identifies as transgender, and not
every transgender person is intersex.
• The Bill requires a transgender person to approach a District
Magistrate to obtain a certificate stating that they are transgender. It is
only after this that they will be able to change their gender to either
Male or Female on government-issued identification cards.
• The process to obtain this certificate is to show proof of sex
reassignment surgery, which
‣ Is not something all transgender people want
‣ Is a very expensive procedure, which many aren't able to afford
‣ Does not have a clear definition regarding how the DM will actually
examine the person or their documents
‣ Is a violation of privacy.
• It does not specify the kind of surgery they are expecting, because
there is more than one type. This contradicts the 2014 NALSA
(National Legal Services Authority of India) judgement by the
Supreme Court, which gave transgender people the right to selfidentify, and did not mandate surgery.

• However, it also says that a person's identity as transgender is valid
whether or not they have undergone sex reassignment surgery.
This directly contradicts the point about having to receive a
certificate from a District Magistrate proving that they have
undergone surgery.
• The Bill makes sexual abuse against a transgender person a
punishable offence. However it fails to clearly define what
constitutes sexual abuse.
‣ In the case of a cisgender woman, her rapist – once convicted –
will be sentenced to a minimum of seven years of jail term, which
can extend to a life sentence.
‣ For a transgender person, the minimum sentence is six months
and can extend to a maximum of just two years.
This differentiation shows that the government does not think the impact
of sexual abuse on a transperson is as impactful as on a cisgender
woman. This is clear discrimination against the community.
• The Bill mentions aid in healthcare and education, but does not
specify the manner that the government will aid in healthcare and
education for the transgender community.
• The Bill does not provide any reservations to transgender people,
who often come from disadvantaged backgrounds and find it hard to
get mainstream jobs or quality education due to discrimination. This
had been recommended in the NALSA (2014) judgement, and was
supported by the community.
• If the family of a transgender person is unable to take care of them,
the person may be placed in a rehabilitation centre, with orders from
the court. This denies the right of a person to join other transgender
communities, such as the hijra community.

• There are no provisions to apprehend those who discriminate
against, bully, or harass transgender people at educational
institutes, workplaces or anywhere else, ie protect transgender
people from discrimination.
• There is no mention of social rights such as marriage rights,
adoption rights, property rights, social security, or pension.
• And finally, the Bill, which is supposed to protect the rights of
transgender people, was drafted and passed without approaching
anyone from the community. No one from the community was asked
about their needs and requirements. This is clearly reflected in the
contradictory, confusing, and vague nature of the Bill.

What Can We Do?
• Protest: Protests have been happening around India almost every
day this week to raise awareness about the Bill. Wear black!
‣ Bangalore: December 1st at the Town Hall, from 3pm
‣ Pune: December 1st at Sambhaji Park, JM Road, from 11am
‣ Thiruvananthapuram: December 3rd at Raj Bhavan, from 10am
• Follow @stoptransbill2019 on Instagram for updates about
protests happening around India. You can also use the hashtag
#stoptransbill2019 to gain media attention.
• Send an email to Ms. Renata Lok-Dessallien, the UN India
Resident Coordinator to publicly condemn this bill.
‣ https://act.jhatkaa.org/campaigns/unindia-condemn-trans-bill?
utm_source=instagram&utm_medium=social&utm_campaign=u
nindia-condemn-trans-bill_20191128

• Sign this petition to send emails to the President of India, Shri Ram
Nath Kovind. If he signs the bill, it is officially passed.
‣ https://act.jhatkaa.org/campaigns/stop-trans-bill-2019

• Lodge a request to the President’s Secretariat.
‣ https://helpline.rb.nic.in/GrievanceNew.aspx

• Send the email to him directly.
‣
‣
‣
‣

secy.president@rb.nic.in
jsp@rb.nic.in
jsp@rb.nic.in
https://rashtrapatisachivalaya.gov.in/contact-information

On 26 November 2019, the regressive Transgender Persons
(Protection of Rights) Bill was passed in the Rajya Sabha despite
crucial objections raised by Opposition Members of Parliament.
This bill has not been made in consultation with India’s transgender
community, the very people it is supposed to protect and empower. In
fact, the Bill violates the Supreme Court’s NALSA judgment spotlighting
the fundamental right to self-determination of gender identity.
Trans rights activists and community leaders have made several
appeals and recommendations with their objections to this Bill, but they
have been entirely ignored. Now, the decision is in your hands, Mr.
President. You have the power to send this bill that does more harm
than good back to the drawing board. Transgender members of our
society are equally protected by the Indian Constitution. They have a
right to be involved in making laws that affect their lives, bodies and
identities. The Trans Rights Bill 2019 should be rejected entirely, and a
new bill should be made in consultation with the trans community. A
Select Committee of the Rajya Sabha should be created to make a
Transgender Rights bill that actually protects the community.

Featured Account: @almaarii
An interview with Jo and Teenasai

Almaarii is an archive of South Asian Queer Closet narratives, created
by Jo (they/them) and Teenasai (they/them). This project puts together
real stories and real illustrators together to collect narratives on closets
often withheld, hidden, or lost in translation. Find them on Instagram
@almaarii or on Wordpress (https://almaarii.wordpress.com)

What is Almaarii and what are its goals?
Jo: Almārī/Almaarii is a collaborative storytelling project that collects all
kinds of narratives surrounding what closets/almaaris mean for queer
people in South Asia.
The project began with a simple question we had: What would a
physical manifestation of someone’s closet be? Would it be depressing
and devoid of light? Or would it be a space of protection someone has
built for themselves? Why are some people happier staying in the closet
while some are not? What would be some of the things one would have
in their closet if it were, in fact, a real thing they could access?
Would it have a music system? A keyboard? Would it be painted all
colours of the rainbow, have queer magazines and posters? Would it be
silent, or are friends invited? Would it be technologically sound or one
that’s cut off?
Teenasai: While the idea of a closet, is indeed, as old as queer people
go, Almaarii is a direct translation of the word. Most other languages in
India have a similar word for ‘closet’, and even though the experiences
of queer South Asian people with all their caste, class, gendered and
racial intersections may often fit other terms, Almaarii seems to be the
most accurate descriptions of how we feel inside a closet.

This project puts together real stories and real illustrators together to
collect narratives on closets often withheld, hidden, or lost in translation.
The goal of Almaarii is to archive the closets of primarily South Asian
queer people, whose stories we don't hear as much as we hear stories
of queer communities who have more access to the mic to express.
Jo: By asking queer South Asian people what an almaarii/closet means
to them, we are redefining a word that was given to us in a language
alien to us.
Teenasai: The goal of Almaarii is to archive the closets of South Asian
and other queer people. Their experiences and stories deserve to be
heard. This is one humble way of doing so!

What was your motivation for starting Almaarii?
Jo: It was just a hunch I had a couple of years back when I started
thinking about how we construct our identity slowly, based on the words
and language we have to describe ourselves. Most of the words we
know are words in English and so, I was curious to know how we, in
India and countries surrounding India with similar cultures can talk
about our individual experiences in languages we are familiar with and
that have existed for so much more longer than us.
Almaarii is a dynamic project to understand the experience of being
closeted, having had a closet, and coming out- whether it is the same
as the apparent universal experience that all queer people seem to
share or whether our understanding and experiences are different.
There is no answer, and I'm glad there is no definite.
It is essentially a project to decolonise the way we think about our
sexuality and experiences.

Do you have any struggles with it?
Jo: Almaarii is a non-funded project. Everyone who contributes does so
for free, including the both of us - its curators. One of our internal
struggles is our desire to pay or compensate people who write
narratives, translate narratives and those who illustrate narratives.
Teenasai: If there ever comes a time when we acquire funding, then
we'll definitely make sure that those funds reach all the people who put
their time and effort into this.
Jo: Another challenge is definitely accessibility. We keep fretting over
how we should try and make these stories as accessible as possible for
all kinds of people - and even though the internet has steadily become
more accessible, languages aren't accessible and nor is marketing
(because of the lack of funds). For now, to increase access, we are
slowly trying to translate all the almaariis into as many languages as
possible and we have a few almaariis available in Italian, French, Hindi,
Marathi and Tamil. We're constantly looking for more people to help.
Teenasai: Running and maintaining a project outside of my primary
career can be challenging sometimes. Archiving requires quite a bit of
organisation and time; sometimes I find myself struggling with time, but
I have a system!

What is your favourite part about this project?
Jo: That we can always find someone or the other who believes in this
and puts in their time to do this project even though there is no money
involved. that is beautiful in a world where everything runs on money.
Also, our hearts fill up when someone sends us a message about how
much they liked how their almaarii was portrayed. The illustrator-author
relationship that we get to see is utterly beautiful!

How can one create an Almaarii with you?
Jo: If you're a queer person, you can submit the description/narrative of
your Almaarii to us through this link: (https://almaarii.wordpress.com/
contact/)
If you're an illustrator, just fill this form: (https://almaarii.wordpress.com/
2018/09/19/illustrate-a-closet/)
Teenasai: And we'll get in touch with you! One can also do both if they
want! We're always here to help in case of any issues.

Invisible Membrane
My closet surrounds me,
like an invisible layer, so
close to my skin. My closet
is not a place that I hide in.
It’s like a piece of clothing
that I wear daily. It hardens
on its own, without me
telling. Opaque, hard like
diamond. Not for the other
person but for me.
Because I want to shout
and talk what I want and I
could hardly give any shit about it. But the wall comes so fast, so
impenetrable. And on outside, it reflects what is deemed necessary. I
unwillingly hide behind it. My closet muffles my voice when I want to
shout to the grocery bhaiya, the security woman that they are not
wrong, I AM a boy, you didn’t ‘misgender me’.
When they apologise, I want to scream ‘no you are not mistaken’. My
closet muffles my voice when I want to tell my aunt, please stop calling

me your little ‘girl’. I’m not little and definitely not a girl. But all they see
is me smiling and ignoring.
My closet is so thin and membranous, that you can hardly see it when
I’m with right people. That it almost vanishes when I tell my dad I want a
beard and he says, ‘Don’t worry, we’ll shave together one day’, when he
corrects himself if uses wrong pronouns. It is non existent when my
friend introduces me as her big brother with no hesitance. It loses its
clutch when I talk to other people, friends or acquaintances who
genuinely understand.
Not because they are going through something same but because they
have ability to accept the realm that exists beyond the binary rules. It
remains invisible even when my friends use wrong pronouns because it
knows I can correct them and they wont feel bad.
It laughs with me when stranger men don’t hesitate to sit close to me
unlike when they make space between them and women in public
transport, but go awkward the moment I make a sound. It sparkles like
rainbow when I talk to my queer community. It evanescence when I
walk in prides or bare myself somewhere on the pages of internet.
I don’t blame my closet. It’s doing what it can to protect me. But I wish I
could remove it off my soul. It’s too heavy. I want to move freely. It's too
tiring like this.
Harshal, 21
Trans Man, Gynesexual, Queer
Illustrated by @adtkovid

The Facade
A spacious, turquoise coloured
boudoir with myriads of
clothes, books and
memorabilia.
Only clothes aren't used to
take cover.
The behavioural patterns, the
thinking processes, the looks
one wish to carry which are
subjected to prejudice and
bigotry are also to be covered.
One has the onus of creating a
giant outfit that hides you.
He sees this outfit hung in the middle of the boudoir and when one
wears this he is suddenly invisible, non-existent.
He goes about daily life wearing this attire of invisibility. The person
inside screams, try to break away from the shackles of this clothing.
He invariably fails.
One day he burns the cloth with the cigarette--an act of vengeance.
A burnt hole, and the light of soul illuminates from that tiny hole.
The process of liberation was thus discovered.
The cloth was lit on fire from the lighter. It burns, along with it burns the
whole closet.
The innermost person is liberated with the ashes of this burning closet.
He is purified from the fire offering to the gods of queers.
Nischal, 24
Queer, cis male
Business Student
Illustrated by @ginghames

Pictures from Bangalore
Pride 2019
Photos by @__r_a_j_e_e_v__ and
@lgbtmythbuster on Instagram

As You Are
By Shambhavi

The author can be found @fallaciesandfantasies and @dykendrag
I don't want your silky tresses
Falling effortlessly on your
shoulders
Come to me with your tangled
mess
Greasy baby hairs pointing out
your bun
I don't want to see your soft skin
Show me how it really is
Rub your stubbled thighs
Across my face
Help me unravel your beauty
Unfiltered, unaltered
Because your beautiful, hypnotic
eyes
Will just be as mesmerising
Even under your undone brows
Come to me in your sweatpants
Coffee stained t-shirt
Wearing that old, ugly bra
Come to me with your mascara
Running down your face
Smearing a little lower
From your lashes to your cheeks
Pointing at your lips
With traces of lipstick from the previous night
Come to me as you are in this moment
Come to me without looking in the mirror

Where We Thank You
Thank you, dear readers for reading the tenth issue of ChakGay! India!
We hope that it has given you insight and helped you become more
understanding. Time is short with the Trans Bill, so please do what you
can as soon as possible!
Thank you to everyone who contributed! This magazine wouldn’t be
possible without our audience and supporters.
This is just one of the platforms that we use to reach out to you. Our
aim is to inform you of things that you didn’t know, or maybe just didn’t
think about.
We hope this issue shared diﬀerent perspectives and experiences and
inspired new thoughts, ideas and topics of discussion.
These topics may seem ‘small’ but they are important, which is why
we’ve created this magazine to provide a medium of expression for all
that want or need it.
If you have any ideas for articles, (constructive) criticisms, or
submissions of your own, please email us at queerdesi.faq@gmail.com.
Tell us what you’d like to see next!
We’re always open to opinions, questions, and contributions!
You can also find us on Instagram @queerdesimag.
We are so thankful to you for helping us get to TEN ISSUES!!!!!!!!!!!!!
(Still flipping out tbh). Here’s to ten more!
As the French say, baguette.
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