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Introduction 
In today’s rapidly evolving workplace, DEI (Diversity, Equity, and Inclusion) plays a significant role in maintaining a modern, successful workforce. Even though the World Economic Forum reports that over 83% of surveyed businesses have implemented DEI measures (a 16% increase compared to 2023’s 67%), this majority mostly takes into consideration large companies in more economically developed nations (MEDCs). In contrast, LEDC countries such as Nigeria struggle greatly with DEI inclusion, with women only making up 12% of executive roles in 2021, far from the global 40% target. As organizations expand across multiple borders and cultures, DEI integration is being recognized as an economic necessity in recent years.
These disparities underscore the significance of international collaboration, given that the advantages of diversity, innovation, productivity, and social cohesion are global in nature. Consequently, attaining substantial inclusion necessitates not only domestic reforms but also a worldwide dedication to equality and representation across all sectors of the workforce. Already, we are seeing widespread DEI measures, showcasing that businesses are capable of achieving this goal of economic and social equality. In spite of this, DEIs actual implementation varies drastically depending on the region. In order to tackle the inequities, it is essential for countries (and cumulatively, corporations) to share effective strategies, push for labour regulations, and emphasize equitable access to employment opportunities for every individual, irrespective of their background or identity. All in all, this report will delve deeper into the causes and effects of both incorporating DEI and the challenges that many nations face when trying to implement this framework.
Definition of Key Terms 
DEI 
DEI is the acronym for Diversity, Equity, and Inclusion, a global economic and social framework for businesses in order to promote fair treatment and representation of all individuals in a working environment, especially from historically marginalized groups, including but not limited to: people of color, members of the LGBTQ+, and individuals suffering from disabilities. Diversity refers to workers possessing differences in age, race, gender, and faith; Equity aims to ensure all workers have equal access to opportunities and business resources; Inclusion is meant to create environments where everybody feels respected and valued, and is able to participate fully.
LEDC 
LEDCs (Less Economically Developed Countries) are nations classified with low living standards, low level of industrialisation, and low economic income. They often rely on Primary Sector businesses (Agriculture, Fishing, Mineral Extraction, Mining, Forestry) in order to sustain their economy. Additionally, most LEDCs are commonly associated with facing many significant challenges in social and structural development, specifically with DEI inclusion.
MEDC 
MEDCs (More Economically Developed Countries) are countries with all four factors: High living standards, High industrialisation, equitable access to education and healthcare, and a majority Tertiary or Quaternary sector economy (See Appendix II). Furthermore, most, if not all, MEDCs contain some form of DEI inclusion or have foundations in place for it in the future.
Gross Domestic Product (GDP)
Gross Domestic Product (GDP) represents the total monetary value of all goods and services produced within a nation over a specified period. It functions as the principal measure of a country's economic performance, encapsulating its overall productivity and the average resident’s quality of life.
The Global North and South 
The Global North and Global South is an economic framework which was coined during the Vietnam War by Carl Oglesby (See Appendix I). The framework divides countries based on generalised regional development statistics and overall global influence, though it is widely criticised for oversimplifying diverse national contexts. The Global North includes wealthy, industrialised nations such as Japan, Australia, New Zealand, South Korea, Europe, and North America (Excluding Mexico). The Global South consists of less developed regions in the world, particularly South America, Central America, Africa, the Middle East (Excluding Israel), Oceania, and Asia (Excluding the nations above). Multiple maps of the Global North and Global South have been produced, but each varies, whether due to political/cultural bias or outdated economic data, further underscoring the flaws this framework entails.
The Gender Pay Gap
The Gender Pay Gap is used to showcase the difference between the average wages of men and women, usually expressed to display how women are being mistreated in the workforce. Globally, women’s salaries amount to an estimated 77% of what men would typically earn for the same amount of labour.
Workforce
The workforce is defined by a congregation of individuals who are employed under a company, most of them sharing the same work environment. It also covers the employment process, as people who are hired directly affect the dynamics of a physical/digital workforce. In summary, the workforce includes any individual who plays a direct or indirect role in a company’s labour force and thus a nation’s economic activity, whether it be full-time, part-time, or self-employed.
Person of Colour (POC)
Person of Colour, or POC, is a term used to describe individuals who are considered to be non-white and historically have faced economic, social, or political discrimination based on their race or ethnicity. The term extends to DEI, as POC representation is a paramount aspect of Diversity, critical for addressing post-colonial discrimination and structural inequities.




General Overview 
The assimilation of DEI into workforces worldwide has been widely regarded as one of the most transformative bridges towards transnational social justice. Initially seen as a moral or ethical rhetoric pushed by progressive advocacy groups against businesses, DEI has transformed into a major policy goal for international organizations, national governments, and private companies. Through frameworks like the UN Sustainable Development Goals (SDGs), specifically Goal 5 (Gender Equality) and Goal 8 (Decent Work and Economic Growth), the DEI initiative has become acknowledged as a cornerstone for sustainable economic and social progress. The original roots of DEI have extended beyond gender, now integrating race, disability, sexuality, and cultural background into its core aspects in the modern day.
Despite the many efforts by initiatives by both the UN and civilian organizations, DEI implementation still remains stagnant, with disparity in its effectiveness across the globe. Nations such as the USA, Japan, and Germany have made substantial progress in achieving successful DEI incorporation; however, much of the “Global South” has been reported to face more extensive challenges in this initiative, with these barriers being commonly linked to the nation’s economic instability or conservative social beliefs.
DEI incorporation in the world has and continues to face ongoing challenges, which largely stem from historical social inequality, economic limitations, and cultural values. Seeing as its implementations vary across the globe, civilians experience a worldwide divide both socially and economically. These challenges alone highlight the urgent need for global reform in DEI incorporation.
History of DEI implementation
The principles shared in DEI can be traced back to as early as the 1940s, with the 1948 Universal Declaration of Human Rights shortly following WWII, laying the foundation for anti-discriminatory activity being recognised as a norm shared internationally. Furthermore, during the 1960s and 1970s, the concept of DEI evolved from a primary emphasis on fundamental equality to encompassing a broader spectrum of inclusion, highlighting women. An example of this would be seen in future national legislation, the 1963 U.S. Equal Pay Act and the UK’s 1970 Equal Pay Act, both of which address the gender pay gap amongst other social issues regarding women’s equality.
In the late 20th century and early 2000s, recent globalisation pushed DEI as a necessity for businesses overall, let alone socially. This is seen as employment discrimination against individuals suffering from disabilities, which was banned in the US in 1990. Furthermore, multiple companies faced lawsuits by POCs due to discriminatory labour practices, with Coca-Cola having to pay $192.5 million in reparations as a consequence of underpaying African-American workers.
By the 2020s, DEI saw an extreme spike in both popularity and controversy. Following the death of George Floyd, many businesses promised to increase their DEI initiatives, with Bank of America even pledging to donate $1 billion in racial equality policies and training at its company. However, the very same corporations making these “commitments” are now scaling them back, with DEI now being treated by some as a “social fad” or “left-wing extremism”, leading to its values being undermined.
DEI in MEDCs and LEDCs
There is a substantial divide in the integration of Diversity, Equity, and Inclusion in workplaces, specifically in MEDC classified nations and LEDC classified nations. In MEDCs, DEI has been implemented in some capacity in most, if not all, countries. For instance, nation-states in the European Union are required to enforce binding policies that combat wage discrimination and unequal hiring processes through the “Gender Equality Strategy 2020-2025”.
Similarly, Canada and Germany, amongst many others, have passed a multitude of anti gender workplace discrimination policies that have combatted the historic inequality in women’s pay. DEI initiatives in these MEDC nations have proved to be immensely successful; even so, there are still noticeable disparities. In Canada, women still earn 11-13% less than men, with that gap being wider for native women, ethnic minorities, and women with disabilities.
LEDCs, however, face the most issues and are the least successful in DEI implementation, some even doing worse in the present day than in the past. These workplace inequalities have their roots in weak law enforcement, a poor economy, and a nation’s poor education system. In India, recent national programs such as “Beti Bachao, Beti Padhao” aim to encourage young women to pursue education and to raise awareness on equal rights for Indian women. Despite this, women's labour participation in India has mainly consisted of “unpaid helper” jobs or self-employment, with those cultural barriers BBBP aimed to eliminate still being present. 


The global north and south divide
The Global North and Global South economic framework lags in keeping up to date regarding modern developments. For example, classified “Global South” nations, both Nigeria and India, whilst still far from reaching the desired DEI quota, have slowly been adopting the international standards in the workplace. In contrast, Belarus, being situated in the “Global North” part of the map (See Appendix III), still struggles with the LGBTQ+ aspect of DEI inclusion, with traditional close-minded beliefs being a key factor.
The economic impact of DEI incorporation
Diversity, Equity, and Inclusion have proven to be more than just a societal shift; real positive economic effects have been seen from its implementation. A report from US-based company McKinsey & Company concluded that businesses with the highest percentage of DEI incorporation saw a 35% increase in profits, compared to their competitors. Increasingly diverse workspaces have been proven to foster innovation in problem-solving and adaptability, as having a wider range of cultures and perspectives only weakens any challenge a business may face in its respective rapidly changing market.
Furthermore, DEI has been shown to have lasting global economic impacts, directly contributing to a nation’s growth. An estimation by the World Bank shows that closing gender gaps in employment has the potential to cause a 20% increase in a nation’s GDP. Similarly, the OECD asserts that a diverse range of leaders correlates with increased innovation rates across various sectors, particularly in STEM and finance. This all shows that Diversity, Equity, and Inclusion not only enhances the strength of individual companies but also elevates overall productivity, innovation capacity, and social stability within nations. 
Barriers in DEI facilitation
Even though substantial global progress has been made in the incorporation of DEI in the workplace, many barriers and challenges are still present. A key link to the struggle of DEI implementation is in the face of inconsistent leadership, where the head of a company goes against their word to take steps towards achieving DEI in their workplace. For example, an investigation by Forbes magazine found that, although 89% of employees surveyed thought that their companies had put in place initiatives to support DEI, 62% believe that measures taken are not enough for the company to truly be considered as committed to DEI inclusion. The absence of structural accountability frequently diminishes DEI initiatives to simple symbolic gestures rather than promoting genuine systemic change.
Additionally, in LEDCs, these challenges are further compounded not only by the aforementioned barriers in the second sub-section but also by weak institutional frameworks. Sub-Saharan Africa is a prime example of this, as women make up over half of the agricultural force, yet are underrepresented in corporate roles due to either lack of access to education or cultural norms that heavily discourage or prevent them from pursuing such roles.

Major Parties Involved 
UN Women (United Nations Entity for Gender Equality and the Empowerment of Women) 
UN Women is a global organisation that promotes gender equality and the empowerment of Women in the workforce. They are the main trackers of gender disparity within a nation’s employment system and report on key progress or barriers towards DEI workplaces. UN Women is known to be a strong advocate of the Equal Pay International Coalition (EPIC), urging governments and businesses to take DEI action through the coalition.
European Union (EU)
The EU largely promotes workplace legislation, such as the “Equal Treatment Directive” in November 2000 and the “Gender Equality Strategy” in 2020, both aiming to reduce gender and racial discrimination in work environments. Additionally, the EU funds educational programs in order to share with nations efficient DEI practices whilst collaborating with international organisations.
Germany
Germany is a leading nation in setting the standard for its gender-equal policies and inclusion in the workplace, having laws such as the “Federal Equality Law” and “Equal Rights Act” in order to ensure this. However, Germany still struggles in equal pay for women, as the gender pay gap has stayed at a stagnant 18% for several years. Despite this, Germany is still introducing new legal frameworks in order to combat this issue, the “Pay Transparency Act” (set to take effect in 2026) being a clear example.
International Labour Organisation (ILO)
The International Labour Organisation is a UN agency founded in 1919, with its main goal being to promote and facilitate fair employment practices globally. On DEI, the ILO has passed conventions such as Convention No.189 in order to promote fair wages and employment protection. Furthermore, the ILO’s Gender Equality and Non-Discrimination Branch (GED) serves to work together with nations to improve workplace representation of marginalised or minority groups.
India
India is often associated as being a nation with the widest gender pay gap, being ranked 131st out of 141 this year, despite being projected to have one of the largest GDPs in the world. Recent reform is being seen, as the 1976 “Equal Remuneration Act” is being echoed in the 2016 “Rights of Persons with Disabilities Act”; even though gender bias and workplace discrimination are still persistent issues.
Nigeria
Whilst being a leading Global South economy, Nigeria faces major DEI challenges due to its traditionalist social culture, with many women being relegated to agricultural labour or being stay-at-home mothers. Nigeria’s “National Gender Policy” (developed in 2006 and revised in 2021) shows a step in the right direction in DEI inclusion, but enforcement remains limited due to government corruption.
Afghanistan
Since the Taliban took power once again in 2021, Afghanistan has become a key representative in the critical challenges DEI incorporation faces, as any reform seen has now been completely lost. Femicide rates in Afghanistan are at an all-time high, with the Human Rights Watch reporting that the Taliban have enforced policies restricting women and girls in education, freedom of expression, and employment. Additionally, the Afghan economy has since collapsed following the US, World Bank, and other foreign bodies cutting developmental assistance to the nation.









Timeline of Key Events 
This timeline highlights key global events that have impacted the incorporation of diversity, equity, and inclusion (DEI) in the workplace. It not only includes acts put into place by select nation-states, but also presents examples of global congregation to reflect a broader scope of perspectives: 
	Date
	Description of event 

	December 10th 1948
	The United Nations adopted the Universal Declaration of Human Rights, which establishes principles of equality and non-discrimination in the workplace.

	June 10th 1963
	The Equal Pay Act was signed in the United States, prohibiting wage discrimination against employees based on sex.

	June 19th 1975
	The International Women’s Year Conference begins in Mexico City, with the main goal of addressing the status of women globally and advancing measures to advance women's rights worldwide.

	June 16th 2011
	Adoption of Convention No.189 takes place through the International Labour Organisation in Geneva, strengthening the protection of domestic workers.

	March 5th 2020
	The EU’s Gender Equality Strategy 2020-2025 legislation is officially launched, bringing DEI initiatives to the forefront of EU businesses.

	May 25th 2020
	The death of George Floyd sparked an unprecedented rise in DEI integration on an international scale, specifically on racial equity.

	July 12th 2021
	UN Women publishes the UN Women Strategic Plan 2022-2025, emphasizing the role of the private sector reform in order to facilitate proper DEI workplace environments.

	
	



UN Involvement, Relevant Resolutions, Treaties, and Events 

· Universal Declaration of Human Rights A/RES/217(III), 10 December 1948 – This document, written following the end of WWI,I is used as a key argument when discussing the validity of DEI implementation. Specifically, Article 23 states that equal work should be accompanied by equal pay, free of discrimination.

· Convention on the Elimination of All Forms of Discrimination against Women, New York, 18 December 1979 – This accord encourages member states to eliminate gender-based discrimination and ensure equal opportunities in employment, training, and corporate advancement. It has served as a global legal framework to improve women's participation in the labor market.

· Beijing Declaration and Platform for Action A/CONF.177/20, 15 September 1995 – Adopted on the 50th anniversary of the founding of the United Nations at the Fourth World Conference for Women, this declaration details the importance of women not only in society, but in the workforce; it further details objectives all participating nations should aim to achieve to facilitate women empowerment in the economy and gender equality.

Previous Attempts to Solve the Issue
      UN Disability Inclusion Strategy	
The United Nations Disability Inclusion Strategy was introduced in 2019 to incorporate the rights of individuals with disabilities into the UN's operations. While it established a definitive direction for progress, various obstacles have arisen in its implementation, including insufficient resources and the need for certain cultural changes within the organization. For something similar to succeed, easily understandable action plans that clearly detail how disabled individuals can be employed at the UN should be distributed.
Global Compact DEI initiative
The UN Global Compact’s DEI initiative was crucial in tackling inequality in businesses. However, the effectiveness of these initiatives has been mixed, as policy enforcement and business commitment varied widely.
International Day of Persons with Disabilities
Whilst the establishment of the International Day of Persons with Disabilities in 1992 showed a step in the right direction, simply spreading awareness isn’t enough. Real change should be made in society’s treatment of disabled people through social and policy reform.
EU-OSHA Equal Treatment Directive
The EU’s own primitive form of DEI legislation was passed on the 27th of November 2000, a general workplace framework that all EU businesses had to follow. The regulation directly prohibited the discrimination of an employee based on religion, gender, ethnicity, age, or sexual orientation. To add on, it required corporations operating in office spaces to include, by EU-OSHA’s terms, “reasonable accommodation” to employees suffering from disabilities, physical or psychological. Even though the directive had progressive goals, it has overall encountered challenges related to enforcement and consistency in implementation in EU member states. Many small and medium-sized enterprises lack the necessary resources or expertise to achieve full compliance, and cultural as well as institutional barriers have hindered progress in nations with weaker labor oversight. EU members situated in Eastern Europe are the ones most associated with the barriers, as they have struggled the most in businesses implementing DEI in their respective areas of work.

Possible Solutions 
DEI education/training programs
Comprehensive training and educational initiatives can be established within workplaces and institutions to enhance awareness and provide practical tools for increasing DEI incorporation. Such initiatives should include components on cultural understanding, anti-discrimination policies, and methods to promote inclusive teamwork. In addition to workshops, interactive simulations, and scenario-based learning can aid employees in understanding the impacts of microaggressions, privilege, and systemic inequalities. Regularly updated training ensures that employees remain informed about emerging DEI issues and the most effective practices for addressing them. 
DEI policy promotion
Policy is crucial for promoting DEI at both the national and organizational levels. Legislation can be enacted to prevent discrimination and establish clear mechanisms for monitoring compliance, assessing progress, and imposing penalties on non-compliant entities. This may involve mandatory reports on workforce diversity statistics, conducting regular evaluations, and implementing accountability systems for organizations. Furthermore, policy reforms must tackle the entrenched issues that disproportionately impact marginalized communities, such as inequitable promotion opportunities, wage disparities, and insufficient workplace support for employees with disabilities. Ensuring that businesses properly include DEI in their workplaces can only be achieved through
Mandatory business evaluation
Ensuring that businesses properly incorporate DEI into their workplaces can only be achieved through thorough inspection, as simply trusting a corporate leader’s word has proven unreliable. An example of how this could be implemented is through quarterly or yearly reviews by organizations such as UN Women or the ILO, with businesses facing economic repercussions if they fail to meet the DEI assessment’s criteria.
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Appendix or Appendices 
I. “Global North and Global South” https://www.britannica.com/Global-North-and-Global-South
· Summary: This source goes deep into detail about the history and implications of the Global North and Global South economic framework. It points out the flaws this framework brings, presenting improved, modern frameworks that have yet to be popularised. 
II. “Sectors of the Economy” https://www.economicshelp.org/sectors-economy/
· Summary: This article expertly details each sector of the economy, and the type of businesses that operate in each one. It is helpful if one is trying to research which sector of the economy their nation relies the most on, classifying the country as either an LEDC or MEDC in the process.
III. “Map of the Global North and Global South” https://GlobalNorthandGlobalSouthUNCTAD.png
· [image: ]
This map created by the UNCTAD (2023) categorises the counties of the world in the Global North in blue, and the Global South in red. It is highly useful when researching how your nation is perceived by economists in the UN.
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