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INTRODUCTION 

 
Who are we? 

 

A small but mighty organization, founded by a diverse group of climbers seeking to 

disrupt the disparity of representation within the climbing community.  

 

Climbers Melaney Russell and Jeremy Arntz began making stickers that celebrated the 

diverse bodies of climbers. Demand exploded; the community showed an outpour of 

support and stories, wanting shirts and more ways to be involved. Quickly, it became 

apparent that the community being established was more than a crew; it was becoming 

a movement.  

 

What started as advocacy for body positivity and inclusion, turned into the vision that 

climbing should be for everyone. Shortly after communicating this, the Covid-19 

pandemic shook the world, and human rights were brought to light with the Black Lives 

Matter movement rallying in response to the tragic death of George Floyd. Our 

ambassadors all around the world knew that our platform has the clout to create 

change with strong advocacy work here within the community. Today, we stand 

together as a diverse community leveraging our ability to change the algorithms (see 

glossary for definition of this concept) that oppress us, advocating instead for inclusion, 

accessibility, and sustainability for every kind of climber. 

 

Contact Us 

 

Website: www.allinbeta.com 
 
Email: allinbetaclimbing@gmail.com 
 
Instagram: @all.in.beta 
 
Founders: Melaney @theregoes_mel and Jeremy @sleepeatclimbrepeat 
 
Diversity and Inclusion Lead: Yasmin @the.climb.to.healthy 
 
 

This Pack 
 
This pack is designed to for Gyms and Businesses to complete as part of Diversity and 
Inclusion training from All in Beta for the Black Youth Campaign. It can also be 
completed by other gyms and businesses looking to enhance their practice.   

http://www.allinbeta.com/
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GLOSSARY OF TERMS 

 

Glossary of Definitions: 
 

Term Definition 

Accessibility How organizations make space and considerations 
for the different characteristics that people bring. 

Bias Inclination or prejudice for or against one person 
or group, especially in a way considered to be 
unfair. 

Change the Algorithm The "algorithm" is the framework that adapts and 
formulates the content that you see on social 
media. It is inherently biased and often excludes 
marginalized populations. We change the 
algorithm by;  
1. Bringing awareness on how the algorithm 
functions. 
2. Intentionally diversifying our feeds. 

Discrimination The unjust, differential, prejudiced treatment of 
certain groups or individuals. 

Diversity The ways that people are different and the same at 
the individual and group levels. Even when people 
appear the same, they are different. Organizational 
diversity requires examining and questioning the 
makeup of a group to ensure that multiple 
perspectives are represented. 

Equality Ensuring every individual has the same 
opportunity and means to make the most of their 
lives and their strengths. Please click here for a 
visual representation of the difference between 
equality and equity. 

Equity Equity is the fair and just treatment of all members of 
a community. Equity requires commitment to 
strategic priorities, resources, respect, and civility, as 
well as ongoing action and assessment of progress 
toward achieving specified goals. Please click here 
for a visual representation of the difference 
between equality and equity. 

Inclusion  The intentional and ongoing effort to ensure that 
diverse individuals are able to fully participate in 
all aspects of an organization. Please click here for 
a visual representation of inclusion. 

Intersectionality Intersectionality is a theoretical framework for 
understanding how aspects of a person's social and 
political identities might combine to create unique 
modes of discrimination. Intersectionality 
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identifies injustices that are felt by people due to a 
combination of factors. 

Judgement The process by which people make decisions and 
form conclusions based on available information 
and material combined with mental activity 
(thought) and experience. Judgements can be 
negative, neutral or positive.  

Marginalization The treatment of a person, group, or concept as 
insignificant or peripheral. 

Microaggression Indirect, subtle or unintentional discrimination 
against a marginalized group. 

Minority A culturally, ethnically, or racially distinct group 
that coexists with but is subordinate to a more 
dominant group. As the term is used in the social 
sciences, this subordinacy is the chief defining 
characteristic of a minority group. 

Oppression The malicious or unjust treatment or exercise of 
power, often under the guise of governmental 
authority or cultural opprobrium. Oppression may 
be overt or covert, depending how it is practiced. 

BIPOC (Black, Indigenous and 
Other People of Color) 

A person who is not white. 

Prejudice Preconceived opinion that is not based on reason 
or actual experience, often leading to actions or 
judgements that result in harm or injury. 

Privilege A special right, advantage or immunity granted to a 
certain group or individual. 

Sustainable Able to be maintained at a certain level. 
Stereotype A widely held but fixed and oversimplified image 

of a person or group. 
Underrepresentation Insufficient or disproportionately low portrayal in 

a certain context. 
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INCLUSION 

Although the below image relates to inclusion in educational environments, it explains 

the basic principles surrounding inclusion and the stages that might precede it. How 

does this apply in a climbing context? 

 

  



All in Beta: Diversity and Inclusion Pack 
 

 7 

EQUITY VS EQUALITY 

An image to illuminate the difference between equality and equity. Where there is 
disproportionate discrimination, we must have a disproportionate response: we must 
do more. 
 

Image retrieved from: https://www.cawi-ivtf.org/sites/default/files/publications/advancing-

equity-inclusion-web_0.pdf 

 

 

 

  

https://www.cawi-ivtf.org/sites/default/files/publications/advancing-equity-inclusion-web_0.pdf
https://www.cawi-ivtf.org/sites/default/files/publications/advancing-equity-inclusion-web_0.pdf
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TEMPLATE: DIVERSITY AUDIT 

 
ORGANISATION: 

 

DATE OF AUDIT: 

 

AUDIT COMPLETED BY (NAME): 

 

 

Instructions: 

 

Take a look at the following statements in the diversity audit table and RAG (red, 

amber, green) rate them by placing a tick in the relevant box according to how 

well your organisation fulfils them.  

 

Red= Does not fulfil/consider this at all 

Amber= Partial fulfilment/consideration but more work needed 

Green= Complete fulfilment/consideration 

 

Use the prompting questions under each statement to guide your thinking and to 

find specific evidence for strengths or improvements needed. 

 

 

When thinking about diversity, discrimination, privilege and inclusion (see 

glossary for definition of these concepts), you might want to incorporate the 

considerations from Burnham, 2013. 

 

 

Following this, complete the ‘Action Plan’ in accordance with your findings from 

this audit. 

 
 
Disclaimer: this audit was created by members of All in Beta based in the USA and 
UK. Terms and context may vary between settings and locations and it is not 
designed to be exhaustive. Please use to enhance (NOT dictate) your diversity and 
inclusion practices. 
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Diversity Audit Table 
 

STATEMENT RED AMBER GREEN 
The organization has a diverse Senior 
Team/Management influencing major decisions. 

- Ask yourself: How many marginalized groups 
are represented? Whose voices are heard in 
team meetings and decision-making 
processes? 
 

   

Those involved in recruitment and decision making 
are committed to ensuring staff diversity. 

- Ask yourself: Have they received Implicit Bias 
training and who is trained? How often are 
they trained? Should more people be trained? 
Is data collected on diversity of employed 
personnel? How is this data analyzed and 
acted upon? Are they aware of relevant 
legislation? Can you ask an interview question 
when recruiting around equal opportunities 
and commitment to it/knowledge of it (could 
ask for an example of previous practice)? 
 

   

The organization has clear, accessible policies 
regarding promotion of inclusion and zero-tolerance 
of discrimination. 

- Ask yourself: Are there shared definitions of 
important terms such as discrimination? 
Where are these policies kept? Who 
contributed to them? How often are they 
referred to? How often are they updated? How 
many different kinds of discrimination are 
covered by the policies? Do these policies cover 
staff AND customers/clients? Are there clear 
procedures to follow if an incident occurs? 

 

   

The organization has a clear complaints procedure 
for clients and customers. 

- Ask yourself: If I had a complaint, is it clear 
where to raise it? Who picks it up? In what 
timeframe? How is it responded to? Have staff 
been trained in conflict resolution? Are there 
clear and transparent incident reporting 
measures/processes? 
 

   

The representation of the organization on (social) 
media is diverse. 

- Ask yourself: How many posts does someone 
have to scroll through before encountering a 
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person of color/disabled person/woman/older 
person? What advertising is used and is it 
representative? 

 
The organization is accessible to many groups. 

- Ask yourself: where does the organisation 
advertise/distribute information? If I couldn’t 
access the internet, would I still be able to 
access the organisation? What if I had a visual 
or hearing impairment, or a learning 
difficulty? Is the organisation physically 
accessible, for example for those in a 
wheelchair? Are there disabled and gender-
neutral toilets? How are different socio-
economic groups considered? If there is a café, 
does it serve food that suits different dietary 
requirements? Is it clear where a customer 
can ask for help? Are resources translated to 
reflect common languages used by local 
groups? Could you display a pride flag? 
 

   

The organization monitors the diversity in its 
clients/customers. 

- Ask yourself: What demographic data is 
collected and how is it used? Are ‘missing’ 
groups considered? What is the reach of this 
organisation? How does this compare to other 
similar organisations? What is the 
engagement of different groups? Are there 
outreach strategies? 
 

   

The organization monitors and considers the brands 
and businesses it communicates/associates with. 

- Ask yourself: Where do the resources come 
from? What are the other brands 
associations/histories? Are there 
local/smaller/more diverse brands or 
businesses that could be collaborated with? 
 

   

The organization acknowledges diversity, privilege 
and oppression, and raises the voices of those who 
experience discrimination and celebrates diversity. 

- Ask yourself: When are these spoken about? Is 
there dedicated time for them e.g. a running 
agenda item in team meetings? Could there be 
a Diversity ‘champion’ role appointed or a 
committee that meets to discuss these issues 
regularly? What about a ‘Community 
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Coordinator’ to engage with marginalized 
groups in the local community? Are sources of 
bias discussed and identified? Are there clear 
offers- financial and social- to under-
represented groups? Are current 
affairs/contextual factors considered? Are 
individuals encouraged to access and assess 
their biases/assumptions/privileges? Can staff 
access diversity training? Can staff access 
mental health support? 
 

The organization privileges, acknowledges and 
engages with the views of its staff and customers. 

- Ask yourself: Do we seek feedback from 
staff/customers? How? How often? What is the 
completion rate? How is the feedback 
actioned? How are the actions conveyed to 
stakeholders? Is staff data on 
absence/diversity monitored and dealt with 
sensitively? What is the perception of staff of 
their senior management? 
 

   

The organization privileges transparency and 
authenticity, and is willing to employ curiosity and 
learn from mistakes. The organisation is committed 
to constant improvement. 

- Ask yourself: What are the core values of the 
organisation? Are these stated clearly and 
adhered to? How? Are all public-facing facets 
of the organisation authentic (check for 
copyright!) and representative of all the 
values? How often are resources and content 
reviewed? How often is feedback on these 
sought? 
 

   

The organization monitors its use of language and 
endeavors to promote inclusive vocabulary in all 
communication: written and verbal. 

- Ask yourself: Do forms include more than one 
gender option? Are idioms and jargon 
avoided? Is person-first language considered? 
Could staff have preferred pronouns on name 
badges? Is diversity acknowledged in all forms 
of communication from the organisation e.g. 
social media, letters, verbal interactions? Are 
conversations and dialogues blocked or 
encouraged amongst staff?  
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TEMPLATE: ACTION PLAN 

 
ORGANISATION: 

 

DATE OF AUDIT: 

 

DATE OF ACTION PLAN: 

 

COMPLETED BY (NAME): 

 

NEXT REVIEW DATE WILL BE: 

 

 

Instructions: 

 

Copy and paste the main statement from the audit into the first column of the 

table. 

 

Use the questions and prompts for ideas for the action plan stages but make them 

specific and relevant to your organisation.  

 

Review and add to this action plan as regularly as possible.  

 

Perhaps appoint a ‘Diversity Champion’ or facilitate a monthly Diversity 

Committee/Working group where this plan is at the centre. 

 

Additionally, see below for a resource from the National Association of College 

and Employers for further ideas for specific check-points or targets to implement. 
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National Association of Colleges and Employers Checklist 
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Action Plan 
 

Point to address 
(copy from audit) 

RAG 
rating 

at 
start 

of plan 

What can be done: This 
week. 

Who by? 

What can be done: This 
month. 

Who by? 

What can be done: This 
year. 

Who by? 

RAG 
rating 

at 
review 

date 
Example:  

The organisation has 
clear, accessible policies 
regarding zero-
tolerance of 
discrimination. 

 

Red 
(June 
2020) 

Find out what policies exist 
and examine who is included. 

This will be done by senior 
management, admin and a 

selection of general staff, who 
will meet next week to discuss 

findings. 

Begin the development of 
updated policies for staff. 
Incorporate findings from 

meeting, survey those 
implicated by policies to 

ensure they are inclusive of 
their views. 

This will be done by a weekly 
working group involving a 

senior manager, admin staff 
and 2 general staff. 

Ensure accessibility and 
awareness of policies for 

staff and customers. 
Transparency on website 
and social media about 

policies. 
This will be made the 

responsibility of all staff and 
a running agenda item at 

team meetings will be 
implemented regarding 

discrimination. 
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ACTIVITY: CHECK YOUR PRIVILEGE 

 

This activity can be done for many different types of privilege (see glossary for 

definition), but the focus of this particular guidance is race and ethnicity.  

 

For statements on other types of privilege (e.g. gender, ability, citizen, 

socioeconomic), see: https://sites.lsa.umich.edu/inclusive-teaching/sample-

activities/1322/ under the heading ‘Other Associated Material’. 

 

 

Read the list of statements below (from Peggy McIntosh).  

 

 

Which ones resonate with you? Highlight them or tick them off. 

 

 

Why do you think they resonate? Which resonate the most? 

 

 

Can you complete the above tasks from the lens of a Black, Indigenous or 

Other Person of Color? 

 

 

Which have you never thought about? How do these apply personally and 

professionally? 

 

 

Are there any you would add?  

 

 

How will you change your language/actions in a professional context based 

on these?  Make some specific goals for yourself and your organisation. 

 

 

 

 

 

 

https://sites.lsa.umich.edu/inclusive-teaching/sample-activities/1322/
https://sites.lsa.umich.edu/inclusive-teaching/sample-activities/1322/
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Unpacking the Invisible Knapsack (McIntosh): 

 

1. I can if I wish arrange to be in the company of people of my race most of the 
time. 

2. I can avoid spending time with people whom I was trained to mistrust and who 
have learned to mistrust my kind or me.  

3. If I should need to move, I can be pretty sure of renting or purchasing housing in 
an area which I can afford and in which I would want to live.  

4. I can be pretty sure that my neighbors in such a location will be neutral or 
pleasant to me. 

5. I can go shopping alone most of the time, pretty well assured that I will not be 
followed or harassed.  

6. I can turn on the television or open to the front page of the paper and see people 
of my race widely represented.  

7. When I am told about our national heritage or about "civilization," I am shown 
that people of my color made it what it is.  

8. I can be sure that my children will be given curricular materials that testify to 
the existence of their race.  

9. If I want to, I can be pretty sure of finding a publisher for this piece on white 
privilege. 

10.  I can be pretty sure of having my voice heard in a group in which I am the only 
member of my race.  

11.  I can be casual about whether or not to listen to another person's voice in a 
group in which s/he is the only member of his/her race.  

12.  I can go into a music shop and count on finding the music of my race 
represented, into a supermarket and find the staple foods which fit with my 
cultural traditions, into a hairdresser's shop and find someone who can cut my 
hair.  

13. Whether I use checks, credit cards or cash, I can count on my skin color not to 
work against the appearance of financial reliability.  

14.  I can arrange to protect my children most of the time from people who might 
not like them.  

15.  I do not have to educate my children to be aware of systemic racism for their 
own daily physical protection.  

16.  I can be pretty sure that my children's teachers and employers will tolerate 
them if they fit school and workplace norms; my chief worries about them do 
not concern others' attitudes toward their race.  
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17.  I can talk with my mouth full and not have people put this down to my color.  

18.  I can swear, or dress in second hand clothes, or not answer letters, without 
having people attribute these choices to the bad morals, the poverty or the 
illiteracy of my race.  

19.  I can speak in public to a powerful male group without putting my race on trial. 

20.  I can do well in a challenging situation without being called a credit to my race.  

21.  I am never asked to speak for all the people of my racial group.  

22.  I can remain oblivious of the language and customs of persons of color who 
constitute the world's majority without feeling in my culture any penalty for 
such oblivion.  

23.  I can criticize our government and talk about how much I fear its policies and 
behavior without being seen as a cultural outsider.  

24.  I can be pretty sure that if I ask to talk to the "person in charge", I will be facing 
a person of my race.  

25.  If a traffic cop pulls me over or if the IRS audits my tax return, I can be sure I 
haven't been singled out because of my race.  

26.  I can easily buy posters, post-cards, picture books, greeting cards, dolls, toys 
and children's magazines featuring people of my race.  

27.  I can go home from most meetings of organizations I belong to feeling 
somewhat tied in, rather than isolated, out-of-place, outnumbered, unheard, 
held at a distance or feared.  

28.  I can be pretty sure that an argument with a colleague of another race is more 
likely to jeopardize her/his chances for advancement than to jeopardize mine.  

29.  I can be pretty sure that if I argue for the promotion of a person of another race, 
or a program centering on race, this is not likely to cost me heavily within my 
present setting, even if my colleagues disagree with me.  

30.  If I declare there is a racial issue at hand, or there isn't a racial issue at hand, my 
race will lend me more credibility for either position than a person of color will 
have.  

31.  I can choose to ignore developments in minority writing and minority activist 
programs, or disparage them, or learn from them, but in any case, I can find 
ways to be more or less protected from negative consequences of any of these 
choices.  

32.  My culture gives me little fear about ignoring the perspectives and powers of 
people of other races.  

33.  I am not made acutely aware that my shape, bearing or body odor will be taken 
as a reflection on my race.  

34.  I can worry about racism without being seen as self-interested or self-seeking.  
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35.  I can take a job with an affirmative action employer without having my co-
workers on the job suspect that I got it because of my race.  

36.  If my day, week or year is going badly, I need not ask of each negative episode 
or situation whether it had racial overtones.  

37.  I can be pretty sure of finding people who would be willing to talk with me and 
advise me about my next steps, professionally.  

38.  I can think over many options, social, political, imaginative or professional, 
without asking whether a person of my race would be accepted or allowed to do 
what I want to do.  

39.  I can be late to a meeting without having the lateness reflect on my race.  

40.  I can choose public accommodation without fearing that people of my race 
cannot get in or will be mistreated in the places I have chosen.  

41.  I can be sure that if I need legal or medical help, my race will not work against 
me.  

42.  I can arrange my activities so that I will never have to experience feelings of 
rejection owing to my race.  

43.  If I have low credibility as a leader I can be sure that my race is not the problem.  

44.  I can easily find academic courses and institutions which give attention only to 
people of my race.  

45.  I can expect figurative language and imagery in all of the arts to testify to 
experiences of my race.  

46.  I can chose blemish cover or bandages in "flesh" color and have them more or 
less match my skin.  

47.  I can travel alone or with my spouse without expecting embarrassment or 
hostility in those who deal with us.  

48.  I have no difficulty finding neighborhoods where people approve of our 
household.  

49.  My children are given texts and classes which implicitly support our kind of 
family unit and do not turn them against my choice of domestic partnership.  

50.  I will feel welcomed and "normal" in the usual walks of public life, institutional 
and social.  
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USING INCLUSIVE LANGUAGE 

6 Overall Inclusive Language Principles  

Adapted from https://buffer.com/resources/inclusive-language-tech/ 
 

• Put people first: Default to person-first constructions that put the 

person ahead of their characteristics, e.g., instead of “a blind man” or “a 

female engineer,” use “a man who is blind” or “a woman on our 

engineering team.” People-first language keeps the individual as the most 

essential element; there is more to each of us than our descriptors.  

• Avoid idioms, jargons, and acronyms: Jargon and acronyms can 

exclude people who may not have specialized knowledge of a particular 

subject and impede effective communication as a result. Many idioms 

don’t translate well from country to country, and some are rooted in 

negative connotations and stereotypes (“hold down the fort” “call a 

spade a spade” are examples). 

• When speaking about disability, avoid phrases that suggest 

victimhood, e.g. “afflicted by,” “victim of,” “suffers from,” “confined to a 

wheelchair”. While you’re at it, steer clear of euphemisms like 

“challenged,” “differently abled,” or “specially-abled,” too. 

• Don’t underplay the impact of mental disabilities.  Terms like 

“bipolar,” “OCD” and “ADD” are descriptors of real psychiatric disabilities 

that people actually possess. They are not metaphors for everyday 

behaviors. For example, the phrase “everyone is a little bit autistic” 

downplays the experience of those with this condition. Also, avoid 

derogatory terms that stem from the context of mental health, for 

example, “crazy,” “mad”, “schizo,” or “psycho.” 

• “Guys” is not gender neutral. “The “universal male” (i.e., using “guys” to 

mean “people”) assumes that the normal, default human being is male. 

“Although “he” and “man” are said to be neutral,  numerous studies show 

that these words cause people specifically to think of males.  

• If you aren’t sure, ask. Strive to include language that reflects peoples’ 

choice and style in how they talk about themselves.  

 

 

https://buffer.com/resources/inclusive-language-tech/
https://link.springer.com/article/10.1007%2FBF01068252#page-1
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Affirmative vs. Negative Terms 

 

 

Guidance for Inclusive Language 

Including Age, Disability, Sex, Gender, Gender Identity, Sexual Orientation, 
Marriage, Civil Partnership, Race, Ethnicity, Nationality, Religion and Belief 

https://www.cii.co.uk/media/10120292/inclusive-language-guidelines.pdf 

  

https://www.cii.co.uk/media/10120292/inclusive-language-guidelines.pdf
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IMPLICIT BIAS 

 

Implicit biases are the attitudes and stereotypes which affect our behaviour, except 
we do not know we have them: they are unconscious and not within our awareness 
or intentional control.  They develop over the course of our lives, through 
experiences and messages that we receive, both directly and indirectly. 
 
A Few Key Characteristics of Implicit Biases 

• Implicit biases are pervasive.  Everyone possesses them, even people with avowed 
commitments to impartiality such as judges. 

• Implicit and explicit biases are related but distinct mental constructs.  They are not 
mutually exclusive and may even reinforce each other. 

• The implicit associations we hold do not necessarily align with our declared beliefs or 
even reflect stances we would explicitly endorse. 

• We generally tend to hold implicit biases that favor our own ingroup, though research has 
shown that we can still hold implicit biases against our ingroup. 

• Implicit biases are malleable.  Our brains are incredibly complex, and the implicit 
associations that we have formed can be gradually unlearned through a variety of debiasing 
techniques: a few are linked below. 

 

Test yourself for implicit bias 

 

https://www.tolerance.org/professional-development/test-yourself-for-hidden-bias 

 

https://implicit.harvard.edu/implicit/ 

 

 

Overcoming implicit bias 

 

https://time.com/5558181/jennifer-eberhardt-overcoming-implicit-

bias/?utm_content=link58&utm_campaign=articles_id_12826&utm_medium=articles_p

ost&utm_source=ukclimbing 

 

http://www.lookdifferent.org/what-can-i-do/bias-cleanse 

 

https://www.psychologytoday.com/gb/blog/sound-science-sound-

policy/201501/overcoming-implicit-bias-and-racial-anxiety 

 

 

  

https://www.tolerance.org/professional-development/test-yourself-for-hidden-bias
https://implicit.harvard.edu/implicit/
https://time.com/5558181/jennifer-eberhardt-overcoming-implicit-bias/?utm_content=link58&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://time.com/5558181/jennifer-eberhardt-overcoming-implicit-bias/?utm_content=link58&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://time.com/5558181/jennifer-eberhardt-overcoming-implicit-bias/?utm_content=link58&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
http://www.lookdifferent.org/what-can-i-do/bias-cleanse
https://www.psychologytoday.com/gb/blog/sound-science-sound-policy/201501/overcoming-implicit-bias-and-racial-anxiety
https://www.psychologytoday.com/gb/blog/sound-science-sound-policy/201501/overcoming-implicit-bias-and-racial-anxiety
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GIVE YOUR SUPPORT 

A small selection of BIPOC and Climbing campaigns 

Our campaign at All In Beta: https://www.gofundme.com/f/uhdm52-changing-the-
algorithm-black-youth-campaign 

 
Kaya Climbing: https://kayaclimb.com/the-climbers-pledge/ 

 
Brown Girls Climbing Scholarships fundraiser: 
https://www.tayloredfitsolutions.com/donate 
 
Petition for change at Brooklyn Boulders: https://www.bkbcollective.com 
 
Fundraiser for the USA’s first overnight summer camp just for Black girls: 
https://donorbox.org/donate-to-black-outside 
 
Urban Uprising: A charity in the UK getting disadvantaged young people into 
climbing: 
https://www.justgiving.com/urbanuprising/donate/?utm_source=website_cid249
740&utm_medium=buttons&utm_content=urbanuprising&utm_campaign=donate_
paypal_white 
 
  
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://www.gofundme.com/f/uhdm52-changing-the-algorithm-black-youth-campaign
https://www.gofundme.com/f/uhdm52-changing-the-algorithm-black-youth-campaign
https://kayaclimb.com/the-climbers-pledge/
https://www.tayloredfitsolutions.com/donate
https://www.bkbcollective.com/
https://donorbox.org/donate-to-black-outside
https://www.justgiving.com/urbanuprising/donate/?utm_source=website_cid249740&utm_medium=buttons&utm_content=urbanuprising&utm_campaign=donate_paypal_white
https://www.justgiving.com/urbanuprising/donate/?utm_source=website_cid249740&utm_medium=buttons&utm_content=urbanuprising&utm_campaign=donate_paypal_white
https://www.justgiving.com/urbanuprising/donate/?utm_source=website_cid249740&utm_medium=buttons&utm_content=urbanuprising&utm_campaign=donate_paypal_white
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Resources 

 

Cultural Competence Assessment Tools: 
 
https://blogs.lanecc.edu/engaging-diversity/assessment-tools/ 
 
http://www.cmhsrp.uic.edu/download/CulturalCompetencyTool.pdf 
 
 
Anti-Racism Resources for Climbers: 
 
https://www.climbing.com/news/anti-racism-resources-for-climbers/ 
 
https://www.ukclimbing.com/articles/features/black_lives_matter_-
_resources_for_the_outdoor_community-12826 
 
https://mpora.com/multi-sport/does-the-outdoors-have-a-race-
problem/?fbclid=IwAR3ztqC32Q7R8YSVPwUmv6DoZkuOjRSZsdu0PMqpwPrFyWI
n_PSvytYEBLQ&utm_content=link44&utm_campaign=articles_id_12826&utm_medi
um=articles_post&utm_source=ukclimbing 
 
https://www.melaninbasecamp.com/around-the-bonfire/2019/4/10/why-black-
people-should-take-up-space-outdoors 
 
https://www.instagram.com/p/CBL33y2DYUz/ 
 

https://cedar.wwu.edu/cgi/viewcontent.cgi?article=1032&context=s2ss 

https://blogs.lanecc.edu/engaging-diversity/assessment-tools/
http://www.cmhsrp.uic.edu/download/CulturalCompetencyTool.pdf
https://www.climbing.com/news/anti-racism-resources-for-climbers/
https://www.ukclimbing.com/articles/features/black_lives_matter_-_resources_for_the_outdoor_community-12826
https://www.ukclimbing.com/articles/features/black_lives_matter_-_resources_for_the_outdoor_community-12826
https://mpora.com/multi-sport/does-the-outdoors-have-a-race-problem/?fbclid=IwAR3ztqC32Q7R8YSVPwUmv6DoZkuOjRSZsdu0PMqpwPrFyWIn_PSvytYEBLQ&utm_content=link44&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://mpora.com/multi-sport/does-the-outdoors-have-a-race-problem/?fbclid=IwAR3ztqC32Q7R8YSVPwUmv6DoZkuOjRSZsdu0PMqpwPrFyWIn_PSvytYEBLQ&utm_content=link44&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://mpora.com/multi-sport/does-the-outdoors-have-a-race-problem/?fbclid=IwAR3ztqC32Q7R8YSVPwUmv6DoZkuOjRSZsdu0PMqpwPrFyWIn_PSvytYEBLQ&utm_content=link44&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://mpora.com/multi-sport/does-the-outdoors-have-a-race-problem/?fbclid=IwAR3ztqC32Q7R8YSVPwUmv6DoZkuOjRSZsdu0PMqpwPrFyWIn_PSvytYEBLQ&utm_content=link44&utm_campaign=articles_id_12826&utm_medium=articles_post&utm_source=ukclimbing
https://www.melaninbasecamp.com/around-the-bonfire/2019/4/10/why-black-people-should-take-up-space-outdoors
https://www.melaninbasecamp.com/around-the-bonfire/2019/4/10/why-black-people-should-take-up-space-outdoors
https://www.instagram.com/p/CBL33y2DYUz/
https://cedar.wwu.edu/cgi/viewcontent.cgi?article=1032&context=s2ss
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