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RCMUN Notices

Committee Content Warning

While RCMUN values the discussion and awareness of most topics and a delegate’s
obligation to accurately represent their assigned role, all participants who engage in any bigoted,
racist, sexist, homophobic, ableist, fatphobic, xenophobic, or other such comments or sentiments
will be subject to appropriate disciplinary action at the discretion of RCMUN’s Secretariat.
Additionally, in all things, RCMUN pledges its Secretariat and staff to maintain approachability
and inclusivity; if any participant has any questions, comments, or concerns they are encouraged
to contact RCMUN’s Secretariat or, in the case of delegates, its staff. If you have questions or
concerns regarding this, please reach out to your committee’s senior staff before conference
weekend.

Red Cedar University Model United Nations (RCMUN) is committed to fostering a safe
and secure environment for all delegates, staff, and advisors. In this, RCMUN operates with a
zero-tolerance policy concerning any and all instances of harassment and discrimination. Further,
RCMUN is committed to promoting the mental health of its participants and requires all
participants to act with compassion, grace, and understanding. RCMUN encourages participants
to step out of their committee room and/or speak with a trusted individual if they are feeling

overwhelmed or are otherwise uncomfortable.



All participants should be aware that RCMUN’s Secretariat and staff are designated
mandatory reporters with MSU’s Office of Institutional Equity while operating within their roles

before and during the conference.

RCMUN Statement on Mental Health

Red Cedar Model United Nations is committed to fostering a safe and secure
environment for all delegates, staff, and advisors. In this, RCMUN operates with a zero tolerance
policy with regard to any and all instances of harassment and discrimination. Further, RCMUN is
committed to promoting the mental health of its participants and requires all participants to act
with compassion, grace, and understanding. RCMUN encourages participants to step out of their
committee room and/or speak with a trusted individual if they are feeling overwhelmed or are
otherwise uncomfortable.

Moreover, RCMUN recognizes that some of its committees may include references to or
discussions of sensitive topics. While RCMU values the discussion and awareness of these topics
and a delegate’s obligation to accurately represent their assigned role, all participants who
engage in any bigoted, racist, sexist, homophobic, ableist, or other such comments or sentiments
will be subject to appropriate disciplinary action at the discretion of RCMUN’s Secretariat.
Additionally, in all things, RCMUN pledges its Secretariat and staff to maintain approachability
and inclusivity; if any participant has any questions, comments, or concerns they are encouraged
to contact RCMUN’s Secretariat or, in the case of delegates, its staff.

All participants should be aware that RCMUN’s Secretariat and staff are designated
mandatory reporters with MSU’s Office of Institutional Equity while operating within their roles

before and during the conference.



MSU Provisional Land Acknowledgement

“We collectively acknowledge that Michigan State University occupies the ancestral,
traditional, and contemporary Lands of the Anishinaabeg — Three Fires Confederacy of Ojibwe,
Odawa, and Potawatomi peoples. In particular, the University resides on Land ceded in the 1819
Treaty of Saginaw. We recognize, support, and advocate for the sovereignty of Michigan’s
twelve federally-recognized Indian nations, for historic Indigenous communities in Michigan, for
Indigenous individuals and communities who live here now, and for those who were forcibly
removed from their Homelands. By offering this Land Acknowledgement, we affirm Indigenous
sovereignty and will work to hold Michigan State University more accountable to the needs of

American Indian and Indigenous peoples.”

! “Land Acknowledgement,” American Indian and Indigenous Studies, accessed December 5, 2021,
https://aiis.msu.edu/land/.



Rules of Procedure

Article I: General Rules

1. Delegates are expected to adhere to all regular RCMUN XIII rules and standards of
decorum.

2. Inthe event of a dispute over the Rules of Procedure, either those of RCMUN generally
or the International Labor Organization, the RCMUN Secretariat will be the ultimate

authority of appeal.

Article II: Meetings

1. All of the International Labor Organization meetings shall be attended by all specified
members of the committee, unless otherwise authorized by the RCMUN Secretariat.

2. Unless otherwise indicated by the RCMUN Secretariat or the International Labor
Organization staff, all meetings of the committee will be held in the specified the

International Labor Organization room as designated by RCMUN.

Article III: Agenda

1. TItems for debate may be pulled from the background guide, but are not limited to what is
explicitly mentioned. Staff would like to see well-rounded and well-researched delegates

bring new and relevant topics to the table.



2. Any Committee member may make a motion to restrict debate to one topic. If this motion
passes, debate shall be limited to the topic specified until such time as another motion is
made to either change the topic under consideration or return to general debate.

3. The Agenda is to be set at the beginning of committee, formal debate on committee
topics may not begin until the Agenda has been set.

4. A Speaker’s List may be opened at any time when motions are being entertained.
Additionally, a delegate may request to be added to the Speaker’s List at any time. If the
Chair is not actively calling for speakers to be added, a delegate may send a note to the

dias.

Article IV: Conduct of Business

1. The International Labor Organization Aftermath proceedings shall be conducted in the
form of a permanent Moderated Caucus until such a time that a committee member

makes a motion to change this.

Article V: Types of Proposals

1. Working Papers: When initially proposing solutions, delegates must first draft and
present working papers to the committee. These documents will not be subject to a vote
by committee, but are merely a presentation of ideas. These will then be adapted into
resolutions, as described below.

2. Resolutions: A resolution requires only one sponsor, though it may have more. The

amount of required signatories is up to the discretion of the Chair. A committee member



need only move to introduce a resolution in order for it to be considered by the entire

committee.

Article VI: Voting

1. Votes may be entered as For, Against, or Abstentions.

2. Any delegate who designates themselves as “Present and Voting” during roll call may not
abstain on any matter.

3. Votes on non-substantive proposals or procedural matters will be passed by the
affirmative vote of a simple majority of committee members. Abstentions are allowed on
non-substantive proposals, but not procedural matters.

4. Votes on substantive matters will be passed by the affirmative vote of a simple majority
of committee members.

5. Inall cases, a simple majority constitutes more than half of the For and Against votes.

Remaining Points

1. Any rules and regulations are subject to change at the discretion of the Chair.

2. If you have additional questions, please visit the RCMUN Website



https://www.rcmun.org/

Topic: Inclusion of Persons with Disabilities in the
Labor Force

Introduction

“Every day we are reminded that, for everybody, work is a defining
feature of human existence. It is the means of sustaining life and of
meeting basic needs. But it is also an activity through which
individuals affirm their own identity, both to themselves and to those
around them. It is crucial to individual choice, to the welfare of

families, and to the stability of societies.’

— Juan Somavia, Director-General of International Labour Organization, June 2001

Persons with disabilities represent an estimated 15 percent of the global population, with
370 million are old enough to work.> While the vast majority of persons with disabilities can
work, they often face many obstacles to finding employment and inclusion in the workplace.
Discrimination in hiring, insufficient work environments, and widespread misinformation about
disabilities are some of the biggest issues preventing persons with disabilities from finding work
that suits their goals, abilities, and skills. As a result, workers with disabilities experience higher

levels of unemployment and poverty than the average worker.?

2 United Nations Department of Economic and Social Affairs. n.d. “Factsheet on Persons with Disabilities | United
Nations Enable.” the United Nations. Accessed June 14, 2024.

3 Economic and Social Research Institute. 2021. “New research highlights the education and employment
disadvantages experienced by people with disabilities.” The Economic and Social Research Institute. Accessed June
18,2024.



In addition, the lack of inclusion of persons with disabilities also has notable impacts on
the economy. People with disabilities make significant contributions to the workplace, but the
widespread unemployment of persons with disabilities results in a great loss in the economies of
many countries. Furthermore, companies that hire people with disabilities tend to be more
diverse and inclusive, which helps companies be more innovative and successful. However, it is
common for employers to mistakenly view workers with disabilities as burdens because of the
common misperceptions that workers with disabilities are not capable of working and are
expensive to accommodate in the workplace.

Today, only 45 countries in the world have
passed anti-discrimination laws regarding
disability. The lack of legal protection for persons
with disabilities shows that there is a need for
countries, employers, and workers to create
solutions for more inclusion in workplaces. This
lack of protection for persons with disabilities is a serious issue that many people underestimate
or disregard entirely. Additionally, many workers with disabilities are unable to find decent
employment even though they are qualified. This is because of discriminatory barriers,
widespread misconceptions, and work facilities and transportation being largely inaccessible to
persons with disabilities. Because of these barriers, many persons with disabilities become
discouraged and hopeless, and they stop searching for jobs. Instead, they rely on disability
benefits where they exist, working temporary jobs that pay little or counting on the support of

their relatives and community.



As a result, there is a significant link between disability and poverty. Among persons with
disabilities in developing countries, an estimated 82 percent live in poverty.* The situation in
developed countries is slightly better, but also far from equitable. According to the Department
of Labor, only one-third of working-age people with disabilities were employed on average in the
United States between 2010 and 2012, while over two-thirds of working-age people without
disabilities were employed on average.’ In 2015, the United Nations released its 2030 Agenda
for Sustainable Development, introducing “employment and decent work for all” as one of its
core Global Goals.® However, this goal can never be reached if workers with disabilities are not

given the consideration, protection, and inclusion they deserve.

Definition of the topic

Persons with Disabilities: According to the International Labor Organization (ILO), the
definition of a person with disability within the context of labor is “an individual whose
prospects of securing, returning to, retaining and advancing in suitable employment are
substantially reduced as a result of a duly recognized physical, sensory, intellectual or mental
impairment.”’” The ILO definition of persons with disabilities will be the official definition for
this committee. However, there is no consensus on the definition of persons with disabilities, as

disability is not regarded the same way everywhere in the world. Perception and recognition of

* The Link between Poverty, Gender and Disability - the United ...,
www.un.org/disabilities/documents/workshops/link-poverty-gender-disability.pdf. Accessed 28 July 2024.

5 United Nations Department of Economic and Social Affairs. n.d. “Factsheet on Persons with Disabilities | United
Nations Enable.” the United Nations. Accessed June 14, 2024.

® Transforming Our World: The 2030 Agenda For ..., United Nations,
sustainabledevelopment.un.org/content/documents/21252030 Agenda for Sustainable Development web.pdf.
Accessed 29 July 2024.

" “ILO.” Managing Disability in the Workplace, International Labour Office Geneva,
www.ilo.org/public/libdoc/ilo/2002/102B09 340 engl.pdf. Accessed 28 July 2024.



disability depend upon various factors, such as available technology and services and the cultural

background of each society.

History

Throughout history, persons with disabilities have suffered discrimination and social
exclusion, primarily due to the misunderstanding of disability. Consequently, many persons with
disabilities were often forced to stay at home or were placed in institutions. Even when education
and training programs were extended to persons with disabilities, they were often separated from
the rest of the population and were only exposed to menial jobs based on preconceived notions of
disability. Policymakers justified the existence of segregated environments by arguing that
persons with disabilities needed more care and individualized attention than others. The implied
argument for this segregation based on disability was that persons with disabilities would ‘slow
down’ the rest of the workers if they were allowed to learn and work in an integrated
environment.

Perceptions of persons with disabilities began to change with the rise of the human rights
movement and the emergence of the “social model” of disability. The social model states that
disability resides in society, rather than in a person, because the majority of the obstacles persons
with disability face are a result of their interaction with their environment as opposed to an
inherent aspect of their conditions. For example, “a person in a wheelchair might have
difficulties being employed, not because of her condition, but because there are environmental
barriers such as inaccessible buses or staircases in the workplace which obstruct his or her

access.”®

8 “UN Enable - Frequently Asked Questions (FAQs).” 2007. the United Nations.
https://www.un.org/esa/socdev/enable/faqs.htm.



The most recent work concerning disability by the United Nations, especially the ILO,
the World Health Organization, and U.N. Enable promotes the “biopsychosocial” model of
disability, which integrates both medical and social models of disability. In the biopsychosocial
model, disability stems from the interactions between biological, psychological, and social
factors. The ILO recently promoted the “ability factor” concept, pointing to the abilities of
disabled people rather than their impairments.® Society, therefore, has a responsibility to remove
these obstacles, which involves adapting the working environment to make it more physically
accessible, increasing the availability of information about disability, passing anti-discrimination

laws specifically concerning disability, and fighting stereotypes.

Previous Work of this Commiltee

The international document that currently frames the debate on the topic of persons with
disabilities is the Convention on the Rights of Persons with Disabilities, adopted on December
13, 2006, by the General Assembly of the
United Nations. The Convention provides a
broad definition of persons with disabilities and
reaffirms their human rights and fundamental
freedoms. Most importantly, it identifies the
areas in which the rights of persons with
disabilities are frequently denied and the
adaptations necessary for persons with disabilities to effectively exercise these rights. The topic

of work and labor is one such area, frequently falling into one or both categories. Article 27 of

® “The Ability Factor: Employing People with Disabilities Makes Good Business Sense.” YouTube, YouTube, 14

Mar. 2014, www.youtube.com/watch?v=001tOKFhUek.



the Convention specifically addresses these work and labor issues, stating: “State Parties
recognize the right of persons with disabilities to work, on an equal basis with others; this
includes the right to the opportunity to gain a living by work freely chosen or accepted in a labor
market and work environment that is open, inclusive and accessible to persons with

disabilities ... "!” The purpose of this document is not only to have states and governments
recognize the rights of persons with disabilities but also to encourage them to take effective steps
to promote its integration in legislation and labor policies.

The ILO has a long history of commitment to opening the job market to persons with
disabilities. The ILO has sought to reform itself to be more inclusive as an organization, as
evidenced by its Disability Inclusion Strategy and Action Plan 2014-17. The plan has two main
goals: first, to adopt a disability-friendly perspective in all of the ILO’s programming and
reporting, and second, to review the ILO’s internal practices and make them more inclusive."
The ILO has launched several programs and action plans aimed at furthering inclusion by
providing sets of guidelines for countries, employers, and workers to adopt good practices. It
also focuses on raising awareness of persons with disabilities through public service campaigns

and promoting special events such as the International Day of Persons with Disabilities.

Issues to Address

Accessibility and Adaption of Working Environments
For persons with disabilities to be fully integrated into the labor force, workplace

facilities must be made accessible to all. Accessibility concerns may be resolved by adopting a

19 Convention on the Rights of Persons with Disabilities and Optional Protocol, United Nations,
www.un.org/disabilities/documents/convention/convoptprot-e.pdf.

" “ILO.” Disability Inclusion Strategy and Action Plan 201417, International Labour Organization,
webapps.ilo.org/wemspS/groups/public/---ed_emp/---ifp_skills/documents/genericdocument/wems_370772.pdf.
Accessed 28 July 2024.



“universal design” policy, defined as “the design of products, environments, programs, and

services to be usable by all people, to the greatest extent possible, without the need for
adaptation or specialized design.”'* While some
people with disabilities may still need special
accommodations for their environment, with universal
design, this issue can be heavily alleviated compared to
a space without universal design. Employers must also
consider the ease of accessibility of the equipment and

tools needed for employees with disabilities to perform their jobs as well as employees without

disabilities. While many employers may argue that both of these adaptations will cost a lot of

money to implement, studies have found that this is usually not the case. According to a

2019-2022 survey by the Job Accommodation Network, a branch

of the Office of Disability Employment Policy, more than half of

the employers surveyed responded that they had made

accommodations for persons with disabilities in their workplace

at no cost, and when accommodations did cost employers, it

typically represented no more than a $300 investment.'

Moreover, the accessibility of transportation should be addressed,

since many persons with disabilities have difficulty going to

work due to a lack of accessible transportation options.

12 «Article 2 — Definitions.” United Nations, United Nations,
www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/article-2-definitions
.html. Accessed 27 July 2024.

13 «US Department of Labor Announces Report Finding Nearly Half of Accommodations for Disabled Workers
Have No Cost.” DOL, www.dol.gov/newsroom/releases/odep/odep20230504. Accessed 27 July 2024.



Training and Recruitment

For everybody, the first step to being able to perform a job is to be trained in it. Persons
with disabilities, just as their peers without disabilities, have the right to access work-related
training to help them be successfully integrated into the labor force. To achieve full integration,
skill-building and employability programs must be designed to be inclusive for persons with
disabilities. Currently, the common barriers for persons with disabilities to access work training
are the inaccessibility of training centers and transportation, lack of effective courses, and
inflexibility in course design and delivery.

The recruitment process itself is also a major barrier to the inclusion of persons with
disabilities because of discrimination by employers due
to their biases and misperceptions. Therefore, solutions
must be found to ensure that equal opportunity is given
to all candidates, regardless of their disability status.
To promote equality and fairness in the workplace,
employers should make sure that their job openings are
equally possible for persons with disabilities to attain,

which can be achieved by promoting an inclusive workplace and collaborating with
organizations that make it easier for persons with disabilities to get into the job market.

To promote the inclusion of persons with disabilities in the workplace, some countries
have implemented quota systems, which call on employers to hire a certain number of persons
with disabilities. The type of quote system differs from country to country. Some quotas are
obligatory, imposing sanctions on employers that fail to fulfill the set standard, while other quota

systems do not. However, the quota system has recently come under criticism. Supporters of the



quota system argue that it ensures representation and equal opportunity for persons with
disabilities. On the other hand, opponents say that quota systems imply that persons with
disabilities would have never been hired without legislative intervention and that it increases the

risk of being incorrectly perceived as having less merit and competency due to the systems.

The Promise of Technology

In recent years, the fields of information and communication technology (ICT) and
assistive technology have undergone rapid technological progress, helping many persons with
disabilities to become more independent and enable greater participation in the labor force. With
the development of ICT, workers with disabilities have found more opportunities and a
significant increase in their competitiveness in the
labor and job market.'* Sometimes, a single
technical improvement can make a huge
difference, such as the installation of computer
screen readers in offices where some or one
employee has a visual impairment. ICTs can also
help to introduce more flexibility in the world of work. In this way, telework, the work
arrangement that allows employees to work outside of the usual worksite during their regular
paid hours, is facilitated by ICTs and offers greater opportunities for workers with limited
mobility. Although technological innovation poses great promise for the inclusion of persons
with disabilities, persons with disabilities in areas without sufficient ICT infrastructure,

especially in developing countries, are unable to access these assistive technologies.

4 “ILO.” International Day of Persons with Disabilities 2014 Sustainable Development: The Promise of
Technology, www.ilo.org/wemsp5S/groups/public/---ed_emp/---ifp_skills/documents/publication/wems_607466.pdf.
Accessed 28 July 2024.



Bloc Positions

Color-coded map of the world sorted by development status according to 2022-23 data from the
International Monetary Fund'® and the United Nations'®. Blue represents developed countries,
orange indicates developing countries, and red represents least developed countries.
Developiing Countries

The inclusion of persons with disabilities is an issue that concerns all countries—both
developed and developing. However, due to their differences in social, economic, and
technological backgrounds, developed and developing countries may have differences in how
capable they are to accommodate and include persons with disabilities. Additionally, developing
nations may find it difficult to prioritize disability inclusivity in the context of other pressing

issues within their countries, such as poverty and health crises.

15 “World Economic Outlook Database April 2022 -- WEO Groups and Aggregates Information.” International
Monetary Fund, www.imf.org/external/pubs/ft/weo/2022/01/weodata/groups.htm. Accessed 11 Aug. 2024.

16 List of Least Developed Countries (as of 18 December 2023),
www.un.org/development/desa/dpad/wp-content/uploads/sites/45/publication/ldc_list.pdf. Accessed 11 Aug. 2024.



According to the UN Development Program, eight percent of persons with disabilities
live in developing countries.'” In many of these developing countries, disability is often
correlated with low educational attainment and poor living conditions, and between 80 and 90
percent of persons with disabilities are in a state of unemployment. Developing nations may find
themselves needing to address the lack of legislation concerning disability in their nations, with

evidence that the topic of disability remains virtually undressed in some developing countries.

Developed Countries

In developed countries, while persons with disabilities are given relatively more
opportunities to follow mainstream education and training, they continue to be vastly
underrepresented in the labor force. Although many states have passed anti-discrimination laws
regarding disability, the legislation has not been enough to meet equality. Developed countries
might want to consider using the benefits of new ICT and assistive technology to promote the
inclusion of persons with disabilities and find new solutions to go beyond the quota system.

However, all countries, regardless of development status, must address the continued
social stigma concerning disability arising from the lack of public awareness and education.
Therefore, more developed countries may seek to help less developed countries find innovative

solutions to attain more inclusiveness in the global labor world.

Employers
As companies that hire persons with disabilities tend to be more successful, employers

may see business inclusivity as a way to support their business and help it thrive. In 2014, the

"7 United Nations Department of Economic and Social Affairs. n.d. “Factsheet on Persons with Disabilities | United
Nations Enable.” the United Nations. Accessed June 14, 2024.



Institute for Corporate Productivity collected data from more than 300 business organizations on
their experience hiring persons with disabilities. The results of the study show that implementing
a Diversity and Inclusion (D&I) strategy for persons with disabilities leads to a clear
improvement in performance and satisfaction in the companies.'® More specifically, nearly
three-quarters of companies that hire workers with Intellectual and Developmental Disabilities
(IDD) report positive effects on their profitability, market share, revenue growth, and customer
satisfaction over time.

However, as companies want to maximize their profit and minimize costs, employers are
often concerned that hiring persons with disabilities might be a financial burden for their
company. Additionally, companies may not have the resources and experience to successfully
hire and accommodate more persons with disabilities. To solve this problem, some companies
might want to find cost-effective or cheap solutions to adapt working environments and make the

workplace more accessible to disabled persons to not cut their profits.

Workers

Since any worker could, at some point in their life, experience disability, a more inclusive
and diverse working environment might be a benefit to themselves as well. Workers might want
to focus on protections and opportunities for persons with disabilities in the labor force, and
would therefore advocate for greater effort of companies to hire and accommodate persons with
disabilities. They may ask for more transparency in hiring policies to make sure that persons with

disabilities don’t experience discrimination. Some workers may even feel a social duty to support

'8 The Inclusive Talent Pool: Employing People with Disabilities,
2509857.fs1.hubspotusercontent-nal.net/hubfs/2509857/C5-Migrated-Files/All-Files/1- APPLY FOR_A NEW _E
MPLOYMENT VISA GUIDELINES.docx. Accessed 28 July 2024.



workplace equality for persons with disabilities and uplift disabled voices. As workers play a key
role in integrating persons with disabilities at work, they will likely support initiatives aimed at

educating workers about disability and eradicating misconceptions about disabled workers.



Questions To Consider

. How can we reduce unemployment among persons with disabilities and fight against
employment discrimination? What can be done to eradicate misconceptions and
prejudices against persons with disabilities?

. What methods can be used to uplift the voices of people with disabilities? Who should be
in charge of ensuring their voices are heard: nations, employers, or workers?

. How can we encourage companies to invest in accommodations and technologies
necessary to include workers with disabilities? Should these companies receive help, and
if so, which kind of help?

To what extent should developing nations assist those that are less developed in solving
global disability discrimination? Should developed nations help undeveloped nations at
the expense of potentially having a “free rider problem” with them?

. What specific solutions can be found for developing countries, where 80% of people with
disabilities live, and who might lack the resources to develop more inclusive working

environments?
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