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Shared Language Guide 

Diversity, Equity and Inclusion at UWS 

 

Introduction to shared language at UWS  

On our journey to cultivating an equitable environment at UWS, shared language is one 
tool to foster inclusiveness and to communicate respect and professionalism to those 
with whom we learn, teach, work and partner. The UWS Shared Language Guide is a 
tool that helps to explain and define common words and phrases used when topics of 
diversity, equity, and inclusion (DEI) are discussed or written about. With the ever-
changing nature of language, this document will grow and change over time. With so 
many other quality resources freely available on the web (see the resource section 
below), this document is not meant to be expansive but will serve as a foundational 
document.  

 

Diversity refers to the variety of similarities and differences among people, often called 
diversity dimensions, including, but not limited to: gender, sex, gender identity and 
expression, ethnicity, race, native or indigenous identity/origin, age, generation, 
disability, sexual orientation, culture, religion, belief system, marital status, parental 
status, pregnancy, socioeconomic status/caste, appearance, language and accent, 
mental health, education, geography, nationality, work style, work experience, job role 
and function, thinking style and personality type. 

 

Equity is about fairness and justice. It is about taking deliberate actions to remove 
systemic, group and individual barriers and obstacles that hinder opportunities and 
disrupt well-being. Equity is achieved through the identification and elimination of 
policies, practices, attitudes and cultural messages that create and reinforce unfair 
outcomes. The difference between equality and equity must be emphasized. Although 
both promote fairness, equality achieves this through treating everyone the same, 
regardless of need and circumstances. Equity achieves this through treating people 
differently depending on need, circumstance and consideration of historical and 
systemic inequities. 

 

Inclusion is a dynamic state of feeling, belonging and operating in which diversity is 
leveraged and valued to create a fair, healthy and high-performing organization or 
community. An inclusive culture and environment ensure equitable access to resources 
and opportunities for all. It also enables individuals and groups to feel safe, respected, 
heard, engaged, motivated and valued for who they are.  
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Health equity emphasizes that everyone has a fair and just opportunity to be as healthy 
as possible. This requires removing obstacles to health such as poverty, discrimination 
and their consequences, including powerlessness and lack of access to good jobs with 
fair pay, quality education and housing, safe environments and health care. 

 

Culture a pattern of learned beliefs, values and behaviors that are shared among 
groups.  

 

Culturally responsive care is the responsibility to learn about, understand, and respect 
the backgrounds, experiences, and needs of patients/clients to deliver personalized 
care that considers the whole person.   

 

In providing personalized care to patients and/or clients, culturally responsive 
professionals:  

• Openly recognize and value differences in race/ethnicity, language, worldview, 
health beliefs, sexual orientation, gender, gender identity and expression, age, 
religion, ability and a host of other individual, family, and social variables;   

• Willingly acknowledge and work to address inequitable systems that propagate 
health disparities;  

• Continually reflect on their personal and professional identities, their 
backgrounds, and their biases; and   

• Continuously learn, develop, and grow as professionals to provide equitable and 
inclusive care.   

 

Intersectionality refers to complex ways in which individuals hold many dimensions of 
diversity at the same time. These identities can combine, overlap or intersect in a 
person or group resulting in multiple, interdependent systems of discrimination or 
oppression (for example a Black woman, a poor Indigenous person, or a gay person 
with a disability). Thus, the intersectional experience of one person or group is greater 
than the sum of the individual forms of discrimination or disadvantage. 

 

Equity-mindedness is the mental schema necessary for educational practitioners to 
engage in equity work. The knowledge to be conscious of race; to be aware that 
racialized patterns are embedded in the university’s practices, policies and cultures; and 
to be responsible to eliminate racial inequity by changing practices, policies and 
cultures. 

Perspective-taking is the active contemplation of others’ psychological experiences—
as a strategy for counteracting automatic expressions of racial bias. Students, staff and 
faculty are encouraged to develop their skills in perspective-taking as a tool to counter 
their conscious and unconscious bias. 

Cultural competency is a set of practice skills, knowledge and attitudes that must 
encompass five elements: 1) awareness and acceptance of difference; 2) awareness of 
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one’s own cultural values; 3) understanding of the dynamics of difference; 4) 
development of cultural knowledge; 5) ability to adapt practice skills to fit the cultural 
context of the patient. 

Cultural humility is a lifelong process of self-reflection and self-critique whereby the 
individual not only learns about another’s culture but starts with an examination of their 
own beliefs and cultural identities. 

People-first language puts the person before the disability and describes what a 
person has, not who a person is. People-first language uses phrases such as “person 
with a disability,” “individuals with disabilities,” and “children with disabilities,” as 
opposed to phrases that identify people based solely on their disability, such as “the 
disabled.”  

Land acknowledgement. UWS recognizes that we are at the beginning of our journey 
to address our role in the occupation of the land in which the campus exists. As part of 
this process, some campus groups, committees, departments, and events have created 
a land acknowledgement practice. We recognize that this a starting point, not the end, 
of UWS’ commitment to increasing educational access, improving community health, 
and building partnerships with Native communities.  

A land acknowledgement resource was developed by the DEI Committee in 
consultation with a local Native American historian. Faculty, staff, students, and 
departments are invited to use this acknowledgement, adapt it, or to continue to use 
and adapt their own. We welcome feedback and critique. We recognize that this 
acknowledgement will grow and change over time, especially as we build reciprocal 
relationships with Native and Indigenous leaders, organizations and nations over time. 

People who belong to groups in which equity gaps exist. In UWS’ DEI Action plan, 
this phrase is used in several places throughout the document. This phrase moves us 
away from using “diverse people” and reminds us of the reason why DEI actions are 
focused on particular communities and populations based on evidence and best 
practices. 

 

Students of color is intended to be an affirming term used when describing the 
aggregate of students who have self-identified as African, African American, Black, 
Asian, South Asian, Asian American, Hawaiian, Indigenous, Native American, 
American-Indian, Latino/a/x, Hispanic, Chicana/o/x, Mexican-American, Pacific-Islander, 
multiracial, and a host of other races and ethnicities. At UWS, you will find “Students of 
Color” used in our data sets and used in various campus materials. The best practice 
when speaking about groups of individuals is to be specific. For example, if you are 
speaking about Black students, use “Black students” rather than “Students of Color.”  

 

Historically excluded is used in the UWS DEI Statement and Action Plan. This phrase 
is used as an alternative or in addition to words such as, “underrepresented and 
underserved.” It is more accurate to say that certain populations such as women, low-

https://www.uws.edu/diversity-equity-and-inclusion/
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income people, and people of color have been historically and systematically excluded 
from higher education and from receiving quality health care. The outcome of these 
actions are inequity and underrepresentation.  

 

Our history. The UWS DEI Statement refers to the “strengths, weaknesses and 
challenges of our history.” This refers to the historical exclusion of women, LGBTQ+ 
individuals, students of color, and other groups from both UWS and health education 
systems more broadly. 

International students and foreign students are a valuable part of our community. An 
international student is an individual who has left their country or territory of origin and 
moved to another country or territory with the singular objective of studying. Foreign 
students are non-citizens enrolled at an institution of education outside their home 
country, but who have not necessarily crossed a border to study. We are reminded that 
while most international/foreign students come from Canada, UWS has students from 
over 20 different countries from across the world.  

Prospective student. We welcome prospective students into our UWS learning 
community. We encourage all students and especially students who belong to groups 
and identities who are underrepresented in or who have been historically excluded from 
health professional programs offered at UWS. These include, but are not limited to 
Black, Indigenous/Native American, Asian, Latina/o/x/Hispanic, Pacific Islander, and 
other students of color; immigrants, LGBTQ+, and first-generation to college students. 
We commit to providing an inclusive and supportive learning environment. We invite the 
UWS community to join us in creating a more diverse student population by practicing 
inclusion and equity.  

Additional resources and references 

As mentioned, the “Shared language document” is not expansive. For additional 
information, please see the following resources.  

○ OHSU Inclusive Language Guide  
○ The Centre for Global Inclusion | Home of the GDIB  
○ NYU Toolkits and Resources – Office of Global Inclusion, Diversity and 

Strategic Innovation 
○ APA Style – Bias-free Language  
○ Cal State Diversity/Inclusivity Style Guide 
○ Culturally Responsive Health Education 

 

https://www.ohsu.edu/sites/default/files/2021-03/OHSU%20Inclusive%20Language%20Guide_031521.pdf
https://centreforglobalinclusion.org/
https://centreforglobalinclusion.org/downloads/
https://centreforglobalinclusion.org/downloads/
https://apastyle.apa.org/style-grammar-guidelines/bias-free-language
https://www.calstate.edu/csu-system/csu-branding-standards/editorial-style-guide/Pages/diversity-style-guide.aspx
https://students.med.psu.edu/academics/culturally-responsive-health-care-education/

