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Introduction
Discrimination presents itself as a multifaceted and widespread issue within the intricate global socioeconomic landscape, thereby casting a discerning shadow over the course of progress. Discrimination in workplaces is defined as “when an employer treats one employee less favorably than others” (Nidirect). Discrimination might not be a serious and complex issue based on this definition. However, discrimination comes in various forms, including “direct discrimination, indirect discrimination, harassment, victimization” (Nidirect). Within these categories, the intersectionalities of discrimination include “age, disability, equal pay/compensation, genetic information, harassment, national origin, pregnancy, race/color, religion, retaliation, sex, sexual harassment, and sexual orientation and gender identity” (EEOC).
Discrimination, in its many forms, creates significant barriers for communities seeking economic progress. Less Economically Developed Countries (LEDCs), specifically, exhibit a notable deficiency in socioeconomic advancement, marked by a historically weak development capacity, an unequal distribution of income, and a scarcity of domestic financial resources. Their development goals intersect with longstanding social inequalities. Hence, LEDCs are the victims, but they are also the countries that struggle the most in solving the issue of discrimination. Our goal is to carefully examine the layers of discrimination that hinder the achievement of fair opportunities. Moreover, it is essential to recognize that, due to the COVID-19 pandemic, discrimination and xenophobia are on the rise, and school and workplace closures have led to more unpaid work for women as well as violence against them. 
        Albeit progress is being made to eliminate workplace discrimination around age, gender, race, disability, and other characteristics, strategic actions and progress are limited, as discrimination is still present throughout the world of work. In 2022, the Equal Employment Opportunity Commission (EEOC) received “73,485 new discrimination charges, representing an almost 20% increase from the previous fiscal year” (Fenton). Even within nations that explicitly forbid discrimination, significant deficiencies persist in the legal safeguards. “Globally, 51% of countries offer no protection from retaliation against workers who report discriminatory treatment based on” (UCLA) the intersectionalities. In most nations, including the More Economically Developed Countries (MEDCs), governments have either vulnerable regulatory systems or no legal protections against discrimination in the workplace. 
Definition of Key Terms
Less Economically Developed Countries (LEDCs) 
LEDC stands for less economically developed countries. They have low incomes and large income disparities; the citizens have little access to health care and educational systems.
Workplace Discrimination
	The unjust or prejudicial treatment of individuals or groups specifically within the employment context based on the intersectionality 
Intersectionality
	How race, ethnicity, class, gender, sexual orientation, disability, religion, age, and other characteristics intersect and overlap with each other and affect the experiences of marginalized individuals or groups.
Empowerment
	Enabling employees to take ownership of their work and contribute to meaningful decision-making
Equality of opportunity
	Ensuring that every individual has an equitable chance to realize their complete capabilities, devoid of any contrived obstacles, such as bias 
Xenophobia
	Prejudice against foreigners 
Background 
	Discrimination is not a personal but a global issue – it holds back individuals and slows down the progress of entire countries. LEDCs, in particular, have more difficulties in resolving this issue, considering different factors, including colonial legacies and socio-economic disparities. To tackle this effectively, we must first answer the fundamental questions: Why? How? What? To What Extent?. These questions can be answered through these categories:	 
About Discrimination
As the introduction mentions, discrimination can be separated into four big categories: direct, indirect, harassment, and victimization. Direct discrimination is considered when an employer treats an employee less favorably due to one of the intersectionalities. As the name states, it is often the most apparent but also the most impactful one. On the other hand, indirect discrimination is unlawful, as it is when a working condition or rule disadvantages one group of people more than another. Harassment can be defined as offensive or intimidating behavior - sexist language or racial abuse. Lastly, Victimisation means treating somebody less favorably than others because they tried to make or made a complaint about discrimination. Because discrimination is such a complex issue, there are sub-categories under each big category. Nonetheless, these categories can be seen as layers of discrimination. To each nation, recognizing these categories becomes essential in formulating strategies to address and eradicate bias effectively.
Combating Discrimination: 
Inequities persist globally, denying millions of women and men access to employment opportunities, fair wages, and unrestricted career paths solely based on factors such as gender, skin color, ethnicity, or beliefs. Overall, research illustrates that “just 9% of today’s workforce has not faced some form of workplace discrimination” (Engel) based on intersectionalities. 
The United Nations (UN) emphasizes the prevalence of gender discrimination and inequality in the workplace, with up to “90% of working-age persons with disabilities in developing countries and 70% in developed nations experiencing unemployment.” People with disabilities, especially women, encounter significant barriers in the workforce stemming from misconceptions about their abilities and the perceived cost of reasonable accommodations. This leads to higher rates of unemployment among individuals with disabilities.
Moreover, the gender pay gap further exemplifies the ongoing discrimination against women, with the International Organization of Labour (ILO) estimating a "20% [difference in earnings] compared to men” (United Nations Global Compact). Shockingly, achieving equality in women's economic empowerment may take over 257 years, according to the World Economic Forum's Global Gender Gap Report 2021. 
Xenophobia is on the rise globally, manifesting in workplace discrimination in Europe, North America, and Australia. Anti-Asian sentiment, exacerbated by the COVID-19 pandemic, has resulted in increased hate crimes and discrimination against Asian individuals, including attacks on workplaces. The Black Lives Matter movement has played a pivotal role in spotlighting systemic racism triggered by the tragic death of George Floyd. Despite increased awareness, African Americans and other minorities continue to face discrimination in the workplace, as highlighted by studies indicating high levels of racism experienced by Black employees. 
Migrant workers, constituting around 3.5% of the global population based on the report made by the  International Organization of Migration, encounter pervasive discrimination. Due to their race, they experience difficulty securing employment, accessing suitable occupations, and obtaining fair wages. The COVID-19 pandemic has brought attention to inadequate living conditions among migrant workers, further exacerbating discrimination issues. These multifaceted challenges underscore the urgent need for comprehensive and inclusive measures to address workplace discrimination globally.
With these statistics demonstrating the prevalence of workplace discrimination, only “28% feel comfortable reporting an incident they see or experience at work” (Engel).
Consequences of Workplace Discrimination
Workplace Discrimination affects significantly to both the victims and businesses. To business operators, workplace discrimination would lead to consequences beyond their immediate operations and can impact supply chains. NGOs, trade unions, and consumers campaigning against discriminatory practices can lead to reputational and brand risks, resulting in reduced sales and damage to the brand. At the same time, workers would be more discouraged, which diminishes workers' morale. This can lead to reduced productivity, which, in turn, leads to reduced economic growth. 
Additionally, there would be unnecessary costs to replace qualified workers. "Analysis of the overall costs of employee turnover due to various forms of workplace discrimination found an annual cost to employers of $64 billion" (Joint Economy Committee).
Moreover, workplace discrimination is associated with financial risks, including divestment and avoidance by investors, potentially reducing access to capital and shareholder value. Legal risks involve charges for discriminatory practices, with potential criminal implications, creating financial and reputational loss. 
From the victims' perspectives, discrimination describes the threats to human rights, limiting individuals' freedom to choose employment, develop their potential, and enjoy economic rewards based on merit. Violations affect various human rights, including the right to equality, the pursuit of economic, social, and cultural development without discrimination, and the right to work. Discrimination impacts equal pay, access to guidance and training programs, and the ability to seek remedies for human and labor rights violations. These impacts on human rights align with the Sustainable Development Goals (SDGs) as they emphasize equality, non-discrimination, and just and favorable working conditions. 
Essentially, these discriminations create a chain reaction, which produces more significant consequences. Research shows that higher levels of discrimination are often associated with increased physiological distress and related mental health problems. Mental distress can exacerbate the development of depression and anxiety disorders. Discrimination hinders the right to enjoy just and favorable work conditions, including safe living conditions. 
Combating Discrimination: Past
Despite the seriousness of workplace discrimination, the international community has taken specific measures in response. The international community's response to workplace discrimination reflects a growing awareness of the need for change. 
Combating Discrimination in the United States
Among movements made in different nations, significant steps were made by the United States, a more economically developed country (MEDC). Based on the current status, workplace discrimination cases are still happening in the United States. However, progress was still made through the exploration of statistics. These historical movements can inspire countries with no legal workplace discrimination frameworks. 
A historical act made by the United States dates back to 1963. In the United States, the Equal Pay Act and Title VII of the Civil Rights set the basis for targeting workplace discrimination. These laws protect workplace discrimination of employers paying different wages to women and men. Generally, they protect workers’ rights by prohibiting employment discrimination based on race, sex, and national origin. They have highlighted the significance of diversity and inclusivity in the workplace. The creation of the Equal Employment Opportunity Commission (EEOC), a key player in addressing workplace discrimination currently, has strengthened the enforcement of Title VII and the Equal Pay Act, reinforcing its influence.
Moreover, the Age Discrimination in Employment Act of 1967 (ADEA) further eliminated workplace discrimination. ADEA is a United States labor law specifically protecting from age discrimination in the workforce. This law targets 40-year-old and older employees from discrimination based on age in hiring, promotion, discharge, compensation, terms, conditions, or privileges of employment. In 1972, men typically retired at the median age of 60, while women retired at 55 (Gendell and Siegell). However, by 2000, after ADEA was established, the median retirement age had risen to 65 for both genders. The ADEA benefited the nation by positively influencing age discrimination in the workplace, increasing the aging workforce.
Moreover, another type of discrimination comes from disabilities. The Americans with Disabilities Act (ADA), established in 1990, prohibited discrimination against people with disabilities in several areas, including employment, transportation, public accommodations, communications, and access to state and local government programs and services. ADA has led to improvements in people with disabilities accessing buildings, transportation, infrastructures, etc. Seeing the benefit of the ADA, “since 2000, at least 181 countries have passed disability civil rights laws similar to the ADA” (GoHealth). 
International Agreements about Discrimination
Some well-known historical movements were made in the United States to target workplace discrimination. However, there were also international agreements that existed. Among those international laws, the International Convention on the Elimination of All Forms of Racial Discrimination is highlighted. It was established by the United Nations Office of the High Commissioner of Human Rights on December 21, 1965, and ratified by 182 countries. It declares that States Parties have a duty to “prohibit and to eliminate racial discrimination in all its forms and to guarantee the right of everyone, without distinction as to race, colour, or national or ethnic origin, to equality before the law, notably in the enjoyment of (...) The rights to work, to free choice of employment, to just and favourable conditions of work, to protection against unemployment, to equal pay for equal work, to just and favourable remuneration” (United Nations Office of the High Commissioner for Human Rights).  
It can be further recognized that every human rights agreement set by the United Nations obliges each nation to treat people equally regardless of intersectionalities. The Universal Declaration of Human Rights, the International Covenant on Economic, Social and Cultural Rights, and the International Covenant on Civil and Political Rights were ratified by all nations a part of the United Nations, ratified by 171 countries and ratified by 173 countries, respectively. 
Major Parties Involved
Equal Employment Opportunity Commission (EEOP)
	The Equal Employment Opportunity Commission (EEOP) sets international laws and regulations that make workforce discrimination illegal. The organization treats different topics, including hiring, firing, promotions, harassment, training, wages, and benefits. 
International Labour Organization (ILO)
The International Labour Organization (ILO) was established in 1919 as a specialized agency of the United Nations (UN). It provides equal voices to employees, governments, and employers of 187 member states to establish labor standards, formulate policies, and create initiatives that advocate for equitable employment opportunities for both women and men.
World Justice Project (WJP)
	 The World Justice Project (WJP) is an independent organization that “[creates] knowledge, [builds] awareness, and [stimulates] action to advance the rule of law worldwide” (World Justice Project). The organization creates independent research and data about the rule of law. The organization can play a crucial role in effectively establishing workplace fair treatment guidelines.
International Organization of Employers (IOE)
	The International Organization of Employers (IOE) is an independent organization and representative of business in employment policy debates. It works with the International Labour Organization (ILO) to “create an sustainable economic environment worldwide, promoting free enterprise that is fair and beneficial to both business and society” (IOE). The IOE can be effective in setting standards for workplace discrimination, such as “Violence Against Women and Men in the World of Work” mentioned in the 107th Session (June 2018) of the International Labour Conference.
The Republic of Yemen 
	In Yemen, considered a low-income country, there are significant disparities between men and women accessing education, livelihood, opportunities, protection, and political processes. According to the Workplace Equality Index, which specifically ranks women’s workforce equality, Yemen comes in last place with 24.2 out of 100. When it comes to constraints on freedom of movement, the Republic of Yemen has vulnerable regulations impacting women's choices in employment, laws influencing women's compensation, and limitations associated with marriage.
Syrian Arab Republic 
	Like the Republic of Yemen, Syria has one of the lowest workplace equality indexes, scoring 27.7 out of 100. Research demonstrates that there are some problems associated with women's workforce equality. Some examples include the Syrian government not paying the full cost of maternity leave benefits for women, workplaces not allowing women to perform the same tasks as men, women working without a proper working contract, etc. For more than a decade, the Syrian conflict led to the decline of the nation's economy, influencing over “90 percent of the population into poverty” (North Press Agency). This conflict resulted in severe consequences for women's rights, such as increased gender-based violence, worsened by restricted access to resources and the exacerbation of stereotypes about their roles. Furthermore, the legal frameworks of various authorities fail to ensure safeguard support, economic opportunities, and legal empowerment.
Republic of South Sudan
	According to the 2022 country reports on human rights practices for South Sudan, there was serious discrimination against women in workplaces. They “had fewer economic opportunities due to employer discrimination and traditional practices and received lower pay for similar work performed by men” (U.S Department of State). South Sudan has a workplace equality index score of 30.3 out of 100. 
Timeline of Events
	Date
	Description of event

	December 10, 1948
	The Universal Declaration of Human Rights was established by the United Nations to set a universal standard of fundamental human rights.

	1950s-1960s
	Post-colonial independence movements across Africa, Asia, and Latin America. These movements often include agendas to combat various forms of societal discrimination.

	June 19 to 2 July, 1975
	first world meeting by the United Nations just about women's issues, and it was a big change in policies about women’s human rights. 

	December 18, 1979
	UN Women adopted The Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW), which is an international legal instrument that requires countries to eliminate female discrimination. 

	June, 2005
	The 1990 UN Convention on the Protection of the Rights of All Migrant Workers and Members of their Families came into effect in June 2005. This Convention establishes the social, economic, and cultural rights of migrant workers and their families. 

	January 1, 2016
	The Sustainable Development Goals (SDGs) are adopted. Specifically, Goal 10 of the SDGs aimed at reducing inequality within and among countries.




Previous Attempts to Resolve the Issue
	Despite the current setbacks regarding workforce discrimination, some memorable historical attempts have been made. As mentioned in the background section, the United States, a nation classified as more economically developed (MEDC), tried to resolve workplace discrimination. Nevertheless, even with these laws in place, challenges and problems remain. Discrimination continues to happen, and the effectiveness of the legislation differs in various situations and industries. Even with the legislations, wage gaps between men and women can be seen. "On average, women working full time, year-round, are paid 83.7% of what men are paid. This inequity is even greater for Black and Hispanic women" (U.S. Department of Labour). Considering the existence of workplace discrimination in an MEDC and the failure of international agreements, they underscore the intricacies and challenges associated with addressing such issues in LEDCs. 
        However, this doesn't mean the LEDCs have never tried resolving the issue. South Africa, for example, has also initiated attempts to resolve workplace discrimination. Employment Equity Act (EEA), established in 1998, is a comprehensive anti-discrimination law in South Africa. EEA states, "No person may unfairly discriminate, directly or indirectly, against any employee, in an employment policy or practice, on one or more grounds, including race, gender, sex, pregnancy, marital status, family responsibility, ethnic or social origin, colour, sexual orientation, age, disability, religion, HIV status, conscience, belief, political opinion, culture, language and birth" (EEA section 6). However, the EEA only extends to racially discriminatory policies and practices. “Not all acts of discrimination fall within these categories" (South Africa Human Rights Commission). Hence, this law was further reinforced through the Promotion of Equality and Prevention of Unfair Discrimination Act, 2000 (PEPUDA). This law is established under the express directive of the Constitution; mitigating discrimination and fostering equality entails ensuring the complete and equitable realization of constitutional rights and freedoms alongside equal entitlement to resources, opportunities, benefits, and advantages, thereby striving for substantive equality.
        Regardless of the efforts made by South Africa, the laws seem to be vulnerable to fully resolving the issue of workforce discrimination. "Wage discrimination and underemployment related to sexual orientation and gender expression cost South Africa US$ 316.8 million each year" (UCLA). It further revealed that individuals in Southern Africa who have encountered discrimination based on their skin color or religious beliefs faced a substantially heightened likelihood of encountering workplace violence and harassment. In fact, "a third of people (34%) who have experienced any form of discrimination in Southern Africa reported workplace harassment or violence" (Lrfoundation). 
        Between 2016 and 2021, there was an increase in the number of countries prohibiting racial discrimination in the workplace. Statistically seeing, "Eight more countries prohibited discrimination in hiring and 6 more in terminations. Seven more countries guaranteed equal pay for work of equal value based on race. Moreover, 8 more countries prohibited indirect discrimination based on race and ethnicity" (Heymann, Varvaro-Toney, Raub, Kabir, Sprague). Yet, gaps remain. Some countries still have no prohibition of workplace discrimination and no prohibition against discrimination in pay. Refer to Figure 1. Therefore, a more reinforced and effective legislative framework is required. [image: A map of the world with different colored countries/regions

Description automatically generated]Figure 1: formal legislative prohibitions on workforce discrimination.
Alternatively, several resolutions and policy statements have been made by the United Nations (UN). These include but are not limited to: 
· Promoting Full Employment and Decent Work for All, 2008/18, E/2008/INF/2/ADD.1
· Further promotion of equalization of opportunities by, for and with persons with disabilities and protection of their human rights, 2008/20, E/2008/INF/2/ADD.1
· Prevention of workplace harassment, sexual harassment, and abuse of authority, 28/11/2005, ST/SGB/2005/20
· Discrimination based on work and descent, including discrimination based on caste and analogous systems of inherited status, 23/05/2011, Section III of A/HRC/17/40

Possible Solutions
The question of combating discrimination in the workplace in LEDC is complex due to multiple layers of issues. This persistent issue underscores the need for a more comprehensive and nuanced approach. Delving into the layers of discrimination, it becomes evident that mere acknowledgment of the problem is insufficient. In pursuing an equitable global workforce, the international community must collectively address workplace discrimination in less economically developed countries. Awareness should be raised so individuals, society, governments, and nations can recognize this issue. However, there are more effective solutions to this issue than merely raising awareness; more specific ways of raising awareness are fundamental. The implementation of educational programs to enhance cultural competence can be an example.  
Workplace discrimination deprives individuals of opportunities and deprives societies of the potential contributions these individuals can make. Robust monitoring and evaluation mechanisms by the government are crucial components in solving the issue. These mechanisms serve as pr active measures, ensuring that firms follow employment practices and regulatory legacies. By doing so, the government can detect subtle forms of discrimination. Then, the government can take legal action. This creates an environment where inclusive practices are emphasized. Delegates should remember that the question specifically targets the less economically developed countries (LEDCs) despite more workplace discrimination cases in some more economically developed countries (MEDCs). Hence, it becomes crucial to design cost-effective yet efficient systems to track and assess instances of discrimination. This involves creating channels for individuals to report discriminatory practices and implementing tools that allow authorities to monitor compliance with anti-discrimination policies. This idea can be further reinforced through collaboration with governments and non-governmental organizations. They are essential to sharing resources and implementing effective practices. 
Moreover, for the international agreements, as mentioned in the background section of this report, to be effective, it is imperative to have targeted national legislation that puts their commitments into practical effect and forbids workplace discrimination. Many nations lack comprehensive protections addressing discrimination. Even when legal protections are in place, it is crucial that there are both prevention and enforcement mechanisms. With frameworks established, the victims can earn equal wages, avoid violence, work equally, etc. Governments' simpy prohibiting discrimination is not effective. Stricter measures, including fines, prison sentences, and the establish ent of transparent diversity and inclusion policies, can be eff active. 
These expansions on the law and policy data constitute the mission of a comprehensive research routine globally. This agenda should scrutinize the existence of laws and policies and delve into their actual impacts. In fact, “Little information is collected by the federal government that can be used to identify discrimination based on sexual orientation and gender identity” (Joint Economic Committee). This effectively raises awareness and allows governments to establish practical measures according to the data received. Nations can recognize if these regulations are working as intended or if there are problems that need fixing. As with other policy areas, “developing longitudinal quantitative, globally comparative measures of anti-discrimination laws helps make it possible for researchers to rigorously analyze the relationship between policy change and outcomes, producing actionable evidence about “what works” across countries” (Raub et al., 2022). 
By adopting these measures, we aim to create workplaces that respect diversity and actively promote it, ensuring a brighter and more inclusive future for all. In brief conclusion, delegates must use relevant sources and methods to derive solutions that effectively target the question of combating discrimination in workplaces and society in LEDCs. The delegate must keep in mind that LEDCs are the focus of the topic. The solutions should be feasible, reasonable, and detailed.
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