
Diversity Workshop

Bárbara Bordalejo (she/her/hers)
University of Saskatchewan

@TextualScholar
Daniel O’Donnell (he/his), 

University of Lethbridge
@DanielPaulODDOI (this version): 10.5281/zenodo.3950437

DOI (latest version): 10.5281/zenodo.3950436



Part 1
Diversity, Inclusion, and Bias



Diversity 

 
 

We talk about diversity when we are in the 
presence of a group of individuals of different 
race, ethnicity, gender identity, sexual orientation, 
socio-economic status, age, physical abilities, 
religious beliefs, political beliefs, or other 
ideologies.



The Diversity Paradox

 
 

…what you aim to bring to an end some do not 
recognize as existing… So much feminist and 
antiracist work is the work of trying to convince 
others that sexism and racism have not ended; that 
sexism and racism are fundamental to the injustices 
of late capitalism; that they matter. Just to talk about 
sexism and racism here and now is to refuse 
displacement; it is to refuse to wrap your speech 
around postfeminism or postrace, which would 
require you to use the past tense (back then) or an 
elsewhere (over there). (Ahmed, Living a Feminist 
Life, 5-6)



The Diversity Paradox

 
 

...institutions might name things or say yes to 
something in order not to bring some things into 
effect. We too as diversity workers might labor for 
something (a new policy, a new document), and 
these things can provide yet more techniques 
whereby institutions appear to do something without 
doing anything. This is difficult: our own efforts to 
transform institutions can be used by institutions as 
evidence that they have been transformed. (Ahmed, 
Living a Feminist Life, 103)



The Diversity Paradox

 
 

...diversity can be used by organizations as a form of 
public relations. 
...over the period of a decade, most of the work of 
diversity workers was about writing documents. At 
various points, the Equality Challenge Unit, which 
oversees equality in the higher education sector, 
measured or ranked these documents, as I have 
discussed, moments of measuring that can be used 
by institutions that did well as a sign they are doing 
well. (Ahmed, Living a Feminist Life, 103)



The Diversity Paradox

 
 

DHSI Statement on Ethics and Inclusion 
http://www.dhsi.org/events.php
ADHO Code of Conduct 
http://adho.org/administration/conference-coordinating-
program-committee/adho-conference-code-conduct
EADH Diversity and Inclusivity 
http://eadh.org/about/diversity-and-inclusivity
ACH Statement after the 2016 election 
https://ach.org/activities/advocacy/ach-statement-in-the
-aftermath-of-the-2016-election/
CSDH/SCHN  Inclusivity and Diversity Statement
https://csdh-schn.org/inclusivity-and-diversity-statement
/

http://www.dhsi.org/events.php
http://adho.org/administration/conference-coordinating-program-committee/adho-conference-code-conduct
http://adho.org/administration/conference-coordinating-program-committee/adho-conference-code-conduct
http://eadh.org/about/diversity-and-inclusivity
https://ach.org/activities/advocacy/ach-statement-in-the-aftermath-of-the-2016-election/
https://ach.org/activities/advocacy/ach-statement-in-the-aftermath-of-the-2016-election/
https://csdh-schn.org/inclusivity-and-diversity-statement/
https://csdh-schn.org/inclusivity-and-diversity-statement/


Inclusion

 
 

In an inclusive environment, everyone feels 
welcomed and valued, not only for their abilities 
but for their unique qualities and perspectives as 
well. (Diversity & Inclusion, Society of Women 
Engineers, iiib)



 
 



Also known as implicit social cognition, implicit bias 
refers to the attitudes or stereotypes that affect our 
understanding, actions, and decisions in an unconscious 
manner.  These biases, which encompass both favorable 
and unfavorable assessments, are activated involuntarily 
and without an individual’s awareness or intentional 
control.  Residing deep in the subconscious, these 
biases are different from known biases that individuals 
may choose to conceal for the purposes of social and/or 
political correctness.  Rather, implicit biases are not 
accessible through introspection. (Kirwan Institute, 
“Understanding Implicit Bias.”)

Implicit Bias





https://implicit.harvard.edu/implicit/sele
ctatest.html

Implicit Bias

https://implicit.harvard.edu/implicit/selectatest.html
https://implicit.harvard.edu/implicit/selectatest.html


In an earlier article, I used the concept of intersectionality to 
denote the various ways in which race and gender interact to 
shape the multiple dimensions of Black women's 
employment experiences. My objective there was to illustrate 
that many of the experiences Black women face are not 
subsumed within the traditional boundaries of race or gender 
discrimination as these boundaries are currently understood, 
and that the intersection of racism and sexism factors into 
Black women's lives in ways that cannot be captured wholly 
by looking at the race or gender dimensions of those 
experiences separately. I build on those observations here by 
exploring the various ways in which race and gender 
intersect in shaping structural, political, and representational 
aspects of violence against women of colour. (Crenshaw, 
“Mapping the Margins” 1244)

Intersectionality



Black women are burdened not only because they 
often have to take on responsibilities that are not 
traditionally feminine but, moreover, their 
assumption of these roles is sometimes interpreted 
within the Black community as either Black 
women’s failure to live up so such norms or as 
another manifestation of racism’s scourge upon the 
Black community. This is one of the many aspects 
of intersectionality that cannot be understood 
through an analysis of patriarchy rooted in white 
experience. (Crenshaw, “Demarginalizing the 
Intersection of Race and Sex,” 156-7)

Intersectionality



Kyriarchy is best theorized as a complex pyramidal 
system of intersecting multiplicative social structures 
of superordination and subordination, of ruling and 
oppression. Kyriarchal relations of domination are 
built on elite male property rights as well as on the 
exploitation, dependency, inferiority, and obedience 
of wo/men.
Kyriarchy as a socio-cultural and religious system of 
domination is constituted by intersecting 
multiplicative structures of oppression. (Schüssler 
Fiorenza, Wisdom Ways 118)

Kyriarchy



Diversity asks, “Who’s in the room?” Equity responds: “Who is trying to 
get in the room but can’t? Whose presence in the room is under constant 
threat of erasure?”
Inclusion asks, “Has everyone’s ideas been heard?” Justice responds, 
“Whose ideas won’t be taken as seriously because they aren’t in the 
majority?”
Diversity asks, “How many more of [pick any minoritized identity] group do 
we have this year than last?” Equity responds, “What conditions have we 
created that maintain certain groups as the perpetual majority here?”
Inclusion asks, “Is this environment safe for everyone to feel like they 
belong?” Justice challenges, “Whose safety is being sacrificed and 
minimized to allow others to be comfortable maintaining dehumanizing 
views?”
Diversity asks, “Isn’t it separatist to provide funding for safe spaces and 
separate student centers?” Equity answers, “What are people 
experiencing on campus that they don’t feel safe when isolated and 
separated from others like themselves?”



Inclusion asks, “Wouldn’t it be a great program to have a panel 
debate Black Lives Matter? We had a Black Lives Matter activist 
here last semester, so this semester we should invite someone 
from the alt-right.” Justice answers, “Why would we allow the 
humanity and dignity of people or our students to be the subject of 
debate or the target of harassment and hate speech?”
Diversity celebrates increases in numbers that still reflect 
minoritized status on campus and incremental growth. Equity 
celebrates reductions in harm, revisions to abusive systems and 
increases in supports for people’s life chances as reported by 
those who have been targeted.
Inclusion celebrates awards for initiatives and credits itself for 
having a diverse candidate pool. Justice celebrates getting rid of 
practices and policies that were having disparate impacts on 
minoritized groups. (Dafina-Lazarus Stewart, “The Language of 
Appeasement”)







I have come to see white privilege as an 
invisible package of unearned assets that I can 
count on cashing in each day, but about which 
I was "meant" to remain oblivious. White 
privilege is like an invisible weightless knapsack 
of special provisions, maps, passports, 
codebooks, visas, clothes, tools , and blank 
checks. (Peggy McIntosh, “White Privilege: 
Unpacking the Invisible Knapsack”)

Privilege



Part 2
Diversity as Digital Humanities



“There's a solid consensus that the conference is 
there in order to hear from diverse groups, but 
whenever one opts for diversity, it usually means 
opting for less quality (otherwise there would be no 
issue), so the danger is that one loses sight of this, 
very central goal of the conference.”

“We are the Alliance of Digital Humanities 
Organisations, not the Alliance of Diversity 
Organisations.”



Is diversity a core value 
of the Digital Humanities?

Does it (compete with|intersect with|oppose) 
quality?

Is it “just” a moral good or good manners?

Is it intellectually important? 



 
 



In some sense an odd question to 
ask...



In some sense an odd question to 
ask...



The Digital Humanities is 
a paradiscipline that intersects 

with Humanities domains

It is an approach and set of techniques 
that 

grows in response to problems



DH vs. other disciplines

● Medieval studies
− A period to which techniques are applied
− In-scope is defined by the temporal and geographic 

origins of the objects under analysis:
● Belongs to period 600-1500 ✔
● Comes from Europe ✔
● Part of Human Culture ✔

● You are in!
○ Philosophical, literary, computational, 

archaeological approaches all welcome



DH vs. other disciplines

● Digital Humanities
− Techniques that are applied to (historical and other) 

disciplinary problems
− In-scope defined by the use of computational 

techniques or interest in intersection of computation 
with discipline
● The problem involves computation/digital culture ✔
● It is more broadly applicable ✔

● You are in!
○ Don’t care if it is text, or medieval, or architecture, 

or video



In historical domains “length” is more important 
than “breadth”



Series celebrate repetition of method 
across lots of examples



Goal is long line of examples not 
(necessarily)wide variety of methods



In DH breadth of method is more 
important than long line of examples
● The important thing is not “What can we edit 

next?”
● Rather

− “Can we edit that?” 
− “Can we do something other than ‘edit’?”
− “What can we apply computation to next?”
− “How does this affect our computation?”



Series celebrate diversity of problem
rather than comprehensiveness



It is the variety of new problems, 
not the number of successful examples

 that moves the field forward



Variety of new problems

● McCarty and Short’s 
image has boxes and 
bubbles, not columns 
and silos

● It is the way that the 
domains intersect 
through computing 
methods that is “the 
field”



✔
This is Digital Humanities



✔
This is (still) Digital Humanities



x
This is a Special Interest Group for Latin

Concordance Builders 



A DH where everyone agrees with me is dead. 
A DH where everyone’s like me is dying.



Three implications

1. It is possible to do digital work in the Humanities 
without doing “Digital Humanities”: 
● Use computation to advance historical work 

rather than use historical examples to advance 
our understanding of how to solve Humanities 
problems computationally

● e.g. a structurally marked-up transcription and 
edition of a straightforward medieval manuscript 
is (today) Medieval Studies, not Digital 
Humanities



Three implications

2. Diversity (of problem) is more important than 
“Quality” (of work) if you are doing Digital 
Humanities 
● DH Began as text-focussed discipline:

● Databases, stylistics, and text-representation
● It is exciting because it isn’t that any more

● New subjects (text, images, 3D)
● New techniques (XML, GIS, Crowd sourcing, wikis, 

visualisation, etc)
● New arenas (Academy, GLAM, popular, etc.)
● New people (Scholars, Crowd, Journalists, Citizen 

scientists, etc.)



Three implications

3. It’s not (just) a 
Diversity of Problem
− The flaw in McCarty 

and Short’s diagram 
is that it assumes 
there is a single 
methodological 
commons: 
“Communications & 
Hypermedia”



Not just... diversity (of problem)

● Great disciplinary 
realisation of the last 5-7 
years is that  diversity of 
people, region, language, 
context is as important as 
diversity of application

● There should be as many 
ovals in the diagram as 
there are clouds and 
(disciplinary) boxes



Not just... diversity (of problem)

● Why are some groups 
able to control attention 
and others not?

● How do (groups of) 
people differ in their 
relationship to 
technology?

● How do you do digital 
humanities differently in 
high- vs. low-bandwidth 
environments?



Not just... diversity (of problem)

● How does digital 
scholarship differ when it 
is done by the colonised 
and the coloniser?

● How is what we discuss 
and research influenced 
by factors such as class, 
gender, race, age, social 
capital?

● Etc. !!!



Conclusion

● DH depends on a supply of problems to continue its 
development

● Because it exists at the intersection of fields and involves 
the study of this intersection, its growth needs to be 
measured by its width rather than its bulk

● A DH that never got beyond a traditional interest in text, 
concordances and editing would be a DH that had died

● The same is true for a DH that cannot get beyond a 
narrow group of practitioners bringing a relatively limited 
set of problems



... no matter how well “they” do it.



Thank you for your participation!



Funding

• SSHRC
• ADHO
• HuC Humanities Cluster KNAW
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