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See the whole person

This publication was developed by the Research Group Consider that people have multiple identities
Inclusion & Diversity at Thomas More University of Applied

Sciences.
Contact: aleidis.deville @thomasmore.be

based on nationality, gender, occupation, age,
etc. Look beyond one aspect and recognise
the influence of people’s different identities.

This is what Hoffman calls “intersectional
Assume good intentions e

Assume that your communication partner has good
intentions. Do not start from negative assumptions
when you do not understand your partner. Ask to
understand what is meant. Hoffman calls this
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» o Match the role of the person
“\/' ; ;\. Acknowledge that identities can change
S E L depending on the situation and the role that
(\\i\'@f N people take up (at work or at home). Address a
- P P person’s most relevant identity and respect
shifts. This is what Hoffman calls “shifting
Consider the power position multiple identities”.

Be aware of the influence of every person's possible
positions of power. These positions affect
communication. Someone in a subordinate position
may communicate differently than they would in an
equal or dominant position. Hoffman calls this
“Contextual thinking"”.

Meet the person

Look beyond cultural stereotypes and other

generalisations. Treat people as individuals

and beware of prejudice. Get to know the
person properly and let go of any assumptions

to engage in open and equal conversations.

Accepting conflicts of values, but human Hoffman refers to this by saying that cultures

rights are non-negotiable don't meet but that people do.

Acknowledge that values and norms may differ, but
human rights apply to everybody. Human rights are
non-negotiable. At the same time, some norms, such O
as eating habits or dress codes, can vary without | ¥ |
affecting communication or mutual respect.

Hoftfman calls this “Conflict of values”. M




