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INTRODUCTION TO THE COMMITTEE: Interna�onal Labour Organiza�on

The International Labour Organization (ILO), founded in 1919, is the only tripartite
agency of the United Nations, meaning that it gives an equal voice to governments (G),
employers (E), and workers (W). The ILO’s main mission is to promote decent work for
everyone around the world. The 187 Member States of the ILO work together to set
international labour standards and develop policies and programs to promote decent
work for all women and men. These standards aim to create safe working conditions,
ensure workers’ rights, and support social dialogue between workers and employers.1

The ILO has a unique voting structure compared to other international organizations. At the ILO’s annual
International Labour Conference, each country is represented by four representatives, two representing the
country's government, one representing an employer's organization, and one representing a worker’s
organization. The ILO governance rules have been established to give all three groups equal representation at
the negotiating table, and promote dialogue and consensus between the different stakeholders, as opposed to
competition or conflict between them. This is unique compared to the rest of the UN, which only includes
representatives from Member States (governments). The ultimate goal of this tripartite social dialogue is to find
solutions to labour issues that are beneficial to all of the parties involved, as opposed to advancing the interests of
only one segment of society.

The first ILO convention adopted in 1919, for example, introduced a general rule under which the hours of
work should be limited to no more than 8 hours a day and 48 hours a week.2 International labour standards
define conditions of employment, help protect workers’ rights, and support workers that are often more
vulnerable (such as being HIV positive, a migrant worker, or a domestic worker).3 There are currently 190
conventions total; of these, there are 10 “core” conventions covering the “fundamental principles and rights
at work” which are categorized as: freedom of association and collective bargaining, elimination of forced
labour, abolition of child labour, elimination of discrimination in the workplace, and a safe and healthy
working environment. 4 In 2019, the ILO adopted the Violence and Harassment Convention (No 190), often
referred to as C. 190, a convention on preventing violence and harassment at work, which became binding for
Member States in case of its ratification.5 To support this standard, ILO also adopted Recommendation 206,
outlining core principles and specific steps that states can use to address the problem.4 The International
Labour Conference brings together governments along with “social partners” – trade unions and employers’
organizations – as representatives of its 187Member States. Using this tripartite system, the ILC sets the
broad policies and priorities for engagement for the ILO at this yearly conference, usually held in Geneva,
Switzerland.7 The tripartite structure creates the need to find an agreement between governments and the social
partners globally. All 187 ILO Member States participate in the ILC.

5 “R206 - Violence and Harassment Recommenda�on, 2019 (No. 206)” Interna�onal Labor Organiza�on
h�ps://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R2

4 ILO Declara�on on Fundamental Principles and Rights at Work. ILO. h�ps://www.ilo.org/declara�on/lang--en/index.htm

3 Introduc�on to Interna�onal Labour Standards (ilo.org)

2NORMlex – ILO database on Interna�onal Labour Standards NORMLEX

1 “Introduc�on to Interna�onal Labour Standards.” Interna�onal Labour Organiza�on.
https://www.ilo.org/global/standards/introduction-to-international-labor-standards/lang--en/index.htm.
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GCDC SPRING 2024: ILO COMMITTEE PARLIAMENTARY PROCEDURE

At the GCDC Spring Model UN Conference, the ILO Committee utilizes the standard GCDC parliamentary
procedure. However, there are some additional rules that apply to the ILO.

❖ Motion for a tripartite unmoderated caucus: similar to an unmoderated caucus, delegates will need to
state how long they would want this unmoderated caucus to last. Once the motion is made, delegates
will be in an unmoderated caucus, but only to meet with other delegates of their same category
(Government, Employers’ Organization and Workers’ Organization)

❖ Motion for a delegation unmoderated caucus: similar to an unmoderated caucus, delegates will need to
state how long they would want this unmoderated caucus to last. Once the motion is made, delegates
will be in an unmoderated caucus, but only can meet with other members of their delegation. Each ILO
delegation is meant to be a triple delegation – 3 delegates assigned to one country: one to represent the
government, one to represent the employers, and one to represent the workers.

❖ Given that there are three viewpoints being represented, employers and workers can at times vote
against the interest of their governments.

❖ During voting on draft resolutions, every delegate will have their own vote. So, while delegates might
be in the same country (for example, three delegates for the US – one representing government, one
representing employers, and one workers) you do not have to vote the same, and indeed, this will
change how the votes are counted and tallied. This also applies to sponsors and signatories for draft
resolutions.

STATEMENT OF THE PROBLEM:

Work is a fundamental part of human life and society. Unfortunately,
conditions within the workplace and other environments related to work
can make workers vulnerable to violence or harassment, particularly
when governments, civil society and employers do not take proactive
steps to address the issue.

Achieving lasting change requires a clear framework, development of
best practices internationally, and an institutional architecture that can
connect workers, employers, and governments and give them tools to
improve conditions.
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Violence and Harassment at Work:

Violence and harassment at work represent a major problem for all involved. Workers suffer from trauma,
physical psychological danger, and reduced access to economic opportunities. Employers suffer from reduced
productivity, adverse publicity, and the danger of legal or regulatory consequences. Society deals with a less
effective private sector and worse conditions for the working class. The cost to business is enormous. Because
a single event can have far-reaching consequences, it is hard to overestimate the costs of workplace violence.
The immediate and profound loss of life or the physical/psychological repercussions felt by the victim as well
as the victim’s family, friends, and coworkers; the loss of productivity and morale that sweeps through an
organization after a violent incident; and the public relations impact on an employer when news of violence
reaches the media.6 Additionally, workplace violence affects other sectors. The range of negative effects on
organizations and individuals includes:

• Temporary/permanent absence of a skilled employee
• Costs of increased personnel
• Costs of workers’ compensation have risen
• Rising costs of security
• Diversion of administration resources
• Productivity hindrance
• Vandalism, theft, and sabotage
• Psychological destruction

There are many reasons why violence and harassment may occur in the workplace. Some common reasons are:

- Power dynamics: workplace violence and harassment often occur when there is a power imbalance
between individuals, such as a supervisor or manager exerting control over a subordinate employee.
This power dynamic can be used to intimidate or control others, leading to abusive behaviors.7

- Discrimination and bias: violence and harassment may also occur due to discriminatory attitudes or
beliefs, such as racism, sexism, homophobia, or transphobia. These attitudes can create a hostile work
environment and lead to abusive behaviors.

- Poor communication: when communication breaks down in the workplace, conflicts can arise that may
escalate into violent or abusive behavior. This can happen between coworkers, between employees and
managers, or between employees and customers.

- High-stress environments: Workplaces that are highly stressful or fast-paced may create a culture
where employees feel pressure to perform at all costs, leading to abusive behaviors.

- Personal Issues: In some cases, employees who are experiencing personal issues such as financial
problems, relationship issues, or mental health problems may bring their personal problems into the
workplace and act out in violent or abusive ways

It is imperative to note that violence and harassment are never justified, and employers have a responsibility to
provide a safe and supportive work environment for all employees.6 This includes ensuring that steps are being

7 Canadian Centre for Occupa�onal Health and Safety. “Violence and Harassment in the Workplace.”
h�ps://www.ccohs.ca/oshanswers/psychosocial/violence/violence.html

6U.S. Department of Labor – OSHA. “Workplace Violence.” h�ps://www.osha.gov/workplace-
violence#:~:text=Workplace%20violence%20is%20any%20act,%2C%20clients%2C%20customers%20and%20visitors
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taken to prevent violence and harassment from occurring, such as developing workplace policies and procedures,
providing training on how to recognize and respond to violence and harassment, and creating a culture of respect
and inclusion in the workplace.

Defining Violence and Harassment:

In the workplace, violence and harassment
are two different but linked ideas. Violence
in the workplace can refer to any of the
following: physical assault, threat, or use
of force against an individual or group that
results in or has the potential to result in
bodily injury, death or psychological
trauma.8 There are several types of
workplace violence, including physical
assault, verbal abuse, threats, bullying, and
intimidation.

Harassment in the workplace is any inappropriate behavior based on a person’s sex, race, religion, age, handicap,
sexual orientation, or any other protected status. Harassment in the workplace may take various forms, including
(but not limited to) unwelcome sexual approaches, insulting or offensive words or gestures, and exclusion from
work related events or isolation. It is essential to recognize that harassment can progress to or be accompanied by
physical violence. A person who is sexually harassed, for example, may also be physically attacked by the harasser.

Violence and harassment are both severe problems that can have a substantial impact on the physical and emotional
health of employees and employers. Employers are responsible for preventing and addressing these problems in the

workplace. One of the major innovations of C. 190 is that it specifies
clear definitions of violence and harassment, making it possible for
regulatory measures and best practices to deal with these issues more
specifically and consistently. C. 190 provides the following
definitions.

(a) Violence and harassment” in the world of work refers to a range
of unacceptable behaviors and practices, or threats thereof, whether a
single occurrence or repeated, that aim at, result in, or are likely to
result in physical, psychological, sexual or economic harm, and
includes gender-based violence and harassment.

(b) Term “gender-based violence and harassment” means
violence and harassment directed at persons because of their sex or gender or affecting persons of a particular
sex or gender disproportionately and includes sexual harassment.9

9 ILO “Eliminating Violence and Harassment in the World of Work”
https://www.ilo.org/global/topics/violence-harassment/lang--en/index.htm

8 ILO. “Violence and harassment at work: a practical guide for employers.”
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---act_emp/documents/publication/wcms_857915.pdf
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Forms of Violence Among Co-Workers:

There are several types of workplace violence amongst co-workers. Unfortunately, workplace homicide is the one
that receives the most attention. However, there are many more violent occurrences that do not result in casualties
but have the same devastating impact. Examples of the most often occurring scenarios between coworkers include:

- Harassing, stalking, or focusing
excessive attention on another individual

- Scaring or intimidating others
- Physically hostile activities, including

shaking fists at another person, kicking,
beating on desks, striking a wall, furiously
hopping up and down, and yelling at others

- Activities that cause property damage,
destruction, or sabotage

- Verbal abuse, including rude, profane, and
obscene words

- Carrying or brandishing a weapons

● Condi�ons that contribute to violence at work

In the process of researching and drafting C. 190, the ILO identified
several environments, social norms, and cultural traits that made
harassment and violence more likely in a work setting.

Certain sectors of the economy are more vulnerable. For example,
medical and educational settings have a high risk of violence due to
emotionally charged situations and frequent interaction with
members of the public. Domestic workers face increased risk due to
isolation and work within other people’s homes. Migrants and

workers within the informal sector are also more vulnerable, due to a lack of legal protection and support
networks. The nature of the workplace itself can also create issues. Failures in management, such as unrealistic
targets, inadequate facilities and equipment, or poor labour relations, can also create conditions for violence.
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Role of Domes�c Violence

Domestic violence refers to violent or
abusive behavior that occurs within a
domestic or intimate relationship.10
This can include physical, sexual,
emotional, or financial abuse.
Domestic violence is often
characterized by a pattern of control
and intimidation by one partner over
the other. It can have serious and
long-lasting impacts on the victim’s
physical and mental health, as well as
their ability to work and participate in
society.

While domestic violence and violence and harassment in the workplace are separate issues, they can be linked.
For example, an employee who is experiencing domestic violence may also be at risk of violence or harassment in
the workplace if their abuser has access to their workplace or is an employee themselves. Additionally, the trauma
of domestic violence can spill over into the workplace, impacting the victim’s ability to work effectively or even
safely. 11

ILO CONVENTION 190: C190

C. 190 is the first international labour standard to address harassment and violence in the workplace, providing a
framework for preventing and addressing such issues. It signifies a significant step towards ensuring safe and
respectful work environments worldwide. Once ratified by countries, C. 190 becomes legally binding, obligating
them to implement measures outlined in the standard. Previously, international institutions have dealt with human
rights and equality issues on one track, and workplace safety and labour issues on another.12 Combining these
approaches into one holistic solution offers a number of insights. C. 190 is the first piece of treaty law to include
definitions of workplace violence and harassment, as a basis for policy. It provides a broader theoretical
framework for addressing these policy issues, as well as specific and detailed recommendations that Member
States can use to achieve these goals in practice. It also recognizes a broader range of actors than traditional
occupational safety or human rights approaches. Employers, employees, clients, and members of the public can
all be perpetrators, or victims of harassment or violence. It also considers a wider range of settings than traditional
occupational safety approaches, as harassment and violence can affect workers in settings like employee housing
or the home, away from the workplace. 13

13 ILO. “C-190 – Violence and Harassment Convention, 2019 (No.190)”.

12 ILO. “Eliminating Violence and Harassment in the World of Work.”
https://www.ilo.org/global/topics/violence-harassment/lang--en/index.htm

11UN Women. “Addressing violence and harassment against women in the world of work.”
https://www.unwomen.org/en/digital-library/publications/2019/03/handbook-addressing-violence-and-harassment-against-
women-in-the-world-of-work

10U.S. Department of Justice. “Domestic Violence.” https://www.justice.gov/ovw/domestic-violence
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Du�es, Rights, & Responsibili�es of Member States & Social Partners (under C.190):

Governments and social partners of Member States collaborate to facilitate the formulation and
implementation of ILO conventions. Representatives from workers’ and employers’ organizations within the ILO
Governing Body, alongside Member States, assume pivotal roles in selecting subjects and establishing the
itinerary for the ILC. The Governing Body has underscored the imperative of broadening outreach to workers'
and employers' organizations beyond the confines of the conference sessions. Governments that have ratified the
Tripartite Consultation Convention, 1976 (No. 144),14 are obligated to engage with a diverse array of employer
and worker organizations when responding to the ILC questionnaire on relevant agenda items. The tripartite and
responsibility-sharing practice also extends to the implementation of these conventions. Responsibilities
pertaining to the implementation of ILO C. 190 are outlined below.

Member States that ratify C. 190 have an obligation to create domestic laws or regulations that implement the core
principles of the treaty. States are obligated to define and prohibit the specific types of violence specified in the
treaty, identify vulnerable workers and populations within their own country, and require employers to implement
their own training and hazard identification processes to reduce risk. After these initial steps are taken, States
maintain this positive momentum over the long term by raising awareness of labour violence issues, empowering
labour inspectorates to enforce rules, and by tracking rates of violence to evaluate the success of policies. 15

As of January 10 (2024), 36 countries have ratified Convention No.190, with the convention entering into force
with all countries by November 1. Uruguay, Fiji, Namibia, and Argentina were the first countries to ratify the
convention in that order. Other notable adoptees include: Australia, Belgium, Canada, Chile, France, Germany,
Italy, Mexico, Nigeria, Peru, South Africa, Spain, and the United Kingdom. Notable countries that have not ratified
the convention include: The United States, Russia, India, Japan, Brazil, Egypt, Ethiopia, Indonesia, Kenya, The
Netherlands, New Zealand, Türkiye, Sweden, and China. 16

WhileMember States are responsible for ratifying the convention and passing domestic legislation, employers,
often perceived as powerful actors within a workspace, bear specific duties to support the implementation of C. 190.
For example, Article 9 of C. 190, which outlines the responsibilities of employers, mandates that employers in
ratifying countries establish a workplace harassment policy in consultation with their workers’ representatives.
This policy is recommended to encompass a commitment to preventing violence and harassment in the workplace,
the identification of examples of workplace harassment, clarification of reporting mechanisms, and the specification
of punitive measures for perpetrators. Article 9 also recognizes violence and harassment as an occupational health
concern. Article 12 of C. 190 highlights that existing ILO conventions on Health & Safety will be expanded to
cover the impacts of violence and harassment. Furthermore, a risk assessment that takes into account the various
social, interpersonal, and structural factors that could potentially lead to an increased risk of violence and
harassment in the workplace is outlined by recommendation 206 and article 9. Lastly, article 9 also necessitates
ratifying states to require employers to provide training on violence and harassment in an accessible manner.
Notably, the United States has passed numerous state legislations requiring employers to conduct anti-harassment
training through accessible means. For example, New York City has a website that provides resources for the

16 ILO. “Ratification by Convention.” https://www.ilo.org/dyn/normlex/en/f?p=1000:12001

15 “Ratifications of C190 - Violence and Harassment Convention, 2019 (No. 190)” International Labor Org
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:11300:0::NO::P11300_INSTRUMENT_ID:3999810

14 wcms_590126.pdf (ilo.org)
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
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training free of charge. While California requires the training to be provided in English and Spanish. 17

In light of the aforementioned discussion regarding employers' responsibilities, ILO’s guide on C. 190 also
highlights the practical limitations of employer responsibility. Article 9 states that employers must take appropriate
steps, “commensurate with their degree of control”; it is left to the discretion of Member States to operationalize the
degree of control and identify areas wherein employers’ oversight is required. 18

Along with Member States and employers, workers constitute another integral part of the ILO's tripartite structure.
As highlighted above, workers are involved in every step of the process, from the formulation of the convention on
a macro level to the implementation of workplace policy against harassment. On this note, the collaboration and
role of workers in ensuring the prevention of harassment and violence in the workplace are operative parts of C.
190’s implementation mechanism. Paragraph 7 of Recommendation 206 underscores that domestic legislation
should underline the rights and responsibilities of workers. ILO’s guide on C. 190 (as also stated above) highlights
that both workers and employers can perpetuate violence. Some countries have introduced laws intended to
specifically prevent workers from committing harassment and violence in the workplace. Section 18 of Philippines’
2018 Safe Spaces Act and Grenada’s 2019 OSH policy are examples of domestic legislations, which enumerate the
responsibilities and related punitive measures for workers who commit harassment in the workplace. 19

ADDITIONAL UN ACTION:

The international effort to prevent and resolve workplace violence and harassment has been continuing for a number
of years, with several organizations and projects aiming to prevent and treat these problems. On a broader scale, the
United Nations has also addressed workplace violence and harassment, especially through the Sustainable
Development Goals (SDGs). SDG 5, which seeks to achieve gender equality and empower all women and girls,
contains an objective to eliminate all kinds of violence against women and girls, including in the workplace. At the
regional level, the European Union has addressed workplace violence and harassment through a variety of
directives and rules. For instance, in 2002, the EU approved a directive on the protection of workers against
violence and harassment at work, which mandates that businesses take preventative steps and offer assistance to
victims. In addition, various non-governmental organizations (NGOs) are also trying to prevent and treat workplace
violence and harassment. For instance, the International Trade Union and Confederation (ITUC) has started a global
campaign to abolish workplace violence and harassment, which attempts to increase awareness of these concerns
and encourage action by employers, governments, and other stakeholders.

19 ILO. “Violence and harassment in the world of Work.”

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_814507.pdf.

18 Ibid.

17 ILO. “Guide on C190”. https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_814507.pdf (p. 60 to 65).
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QUESTIONS TO CONSIDER:

● Does your country (government) have any national laws/national agency that works to prevent
violence and or harassment in the workplace?

● Has your country ratified ILO C. 190? If not, what are the reservations that your government has about
the Convention?

● Have your employer or worker organizations conducted programming to raise awareness on workplace
violence and harassment?

● What types of policies has your employer organization put in place to combat violence and harassment at
work? Do they align with the priorities of C.190?

● How does your worker organization respond to issues of workplace violence and harassment?
● What are other countries and worker/employer organization(s) doing to guarantee safety for workers, and

can your country learn from other’s examples?
● How can your country and worker/employer organization (s) work with the ILO to guarantee protection

from violence and harassment in the workplace?
● Will your country’s policies encourage employers to take these issues seriously?
● Employers: Have you collaborated with your country’s respective worker organization(s) to combat

workplace violence and harassment – why or why not? The same question applies for workers.

KEY TERMS:
Gender Based Violence: Defined by C. 190 as “violence and harassment directed at persons because of their sex
or gender, or affecting persons of a particular sex or gender disproportionately, and includes sexual
harassment.violence and harassment directed at persons because of their sex or gender, or affecting persons of a
particular sex or gender disproportionately, and includes sexual harassment.”
Domestic violence: Violence or other abuse that occurs within a domestic setting, such as within a marriage or
other intimate relationship.
Ratification: The act of signing or giving formal consent to a treaty, making it legally valid within a country.
Labour inspectorate: A government agency which sends labour inspectors to workplaces to report on conditions
and identify violations of the law, or weaknesses within the existing system of regulations.

EXTRA RESOURCES:
In our Extra Resources section, we provide resources for students to use in their research for the Spring
Conference. Students are responsible for researching their position for their assigned countries, and
these resources help point them in the right direction.

ILO - Violence and harassment at work: a practical guide for employers
The guide aims to enable enterprises to better control the risks and minimize the negative impacts that violence
and harassment brings to the workplace.

Read it here: https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---
act_emp/documents/publication/wcms_857915.pdf

ILO – Government laws and policies for gender equality
This report examines how governments can design and implement policies that promote a future of work that is
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gender-responsive by design and is anchored in social justice and decent work principles.

Read it here: https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/---
multi/documents/publication/wcms_773233.pdf

ITC – International Training Centre
The International Training Centre has been at the forefront of learning and training since 1964. As part of the
International Labour Organization, it is dedicated to achieving decent work while exploring the frontiers of the
future of work.
Currently, they have a few modules and additional topical areas about violence and harassment that you can
check out: https://www.itcilo.org/search?search=violence%20and%20harassment

Canadian Centre for Occupational Health and Safety (CCOHS)
- The Canadian federal government agency overseeing occupational health and safety, and sharing

their resources and primers on identifying both violence and harassment in the workplace:
https://www.ccohs.ca/oshanswers/psychosocial/violence/violence.html

UNWomen
- UN Women has a section on “Ending violence against women” that contains facts and figures to

aid you in your research, global norms and standards, along with additional resources:
https://www.unwomen.org/en/what-we-do/ending-violence-against-women

GLOBAL CLASSROOMS DC POSITION PAPER OVERVIEW AND REQUIREMENTS

What is a Position Paper?
A position paper is a short document that outlines a country’s opinion on an issue. The paper includes a short
summary of what the issue or problem is, explains why the country is interested in the issue, and communicates
the country’s stance on what should be done to address the issue. A position paper is written as if you were the
actual representative of the country stating its position. Your personal opinions on the issue should not be
included. A position paper is not a summary of your country’s GDP, government, economy, languages, etc.
unless directly relevant to the issue. Only one position paper is written per country, per grade school committee;
if there are 2 or 3 delegates representing the same country on a committee, they should write the paper together.

Why write a Position Paper?
Writing a position paper will help you organize why an issue matters to your country and what your country
wants done on the issue. The first thing you will likely do in committee is present an opening speech about your
country’s position. You should be able to pull portions of a well written position paper into an introductory
speech on your country’s perspective. Also, your delegation is not eligible to win best / outstanding delegation
without the submission of a position paper. There are separate awards given for best position paper.

How to Write a Position Paper
(1) Research the Issue. The questions you want to answer are:

○ How does this issue affect your country?
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○ How does this issue affect your country’s neighbors or allies?
○ Is this a global problem that impacts everyone?
○ What would your country like to see done on this issue?
○ Are there countries or groups of people who will be particularly sensitive to addressing this issue?
○ Are there any conventions or resolutions on the topics that your country has signed or ratified?
○ What are UN actions on the issue? Has your country supported or opposed these actions?
○ Keep in Mind: What a country says, and what it actually believes should be done may be different.

Also, some countries may believe that no action should be taken on an issue. They may disagree
with how others feel or may not want international involvement. It is okay if your position is that
the international community should do nothing, but you will need to explain why.

(2) Brainstorm Specific Actions. Come up with 3-4 specific things that can be done to reach the outcome
your country desires. For example: “The United States believes we should send a peacekeeping mission
to monitor human rights abuses in Syria and encourage talks between both sides.” You will present these
ideas in committee as possible solutions to the problem and attempt to pass a resolution which includes
these actions.

(3) Outline Your Paper. Make an outline of what points you want to cover in your paper and the order in
which you would like to address them. Remember a good paper should briefly explain the problem,
explain why your country cares about the issue, and inform others what your country should like to see
done. If you know other countries favor a solution that you will disagree with, make sure to include why
your country disagrees.

(4) Write your Paper. Position papers should be no more than one page long and be written from the
perspective of the country you are representing. Rather than being a report on the topic, a position paper
should explain what your country wants to see done to address the issue. Start by giving a brief
summary of the issue and how it impacts your country. Then explain the specific actions you would like
to see taken. Close by summarizing your country’s overall position. Proper grammar and spelling are a
must.

Award Criteria and Eligibility
● Each Committee is giving out the following awards – Honorable Mention, Outstanding Position Paper, and Best Position

Paper.
● The ideal position paper will have a clearly defined and summarized topic with your country’s position

clearly outlined. Points are also awarded for organization, style and correct grammar.
● GCDC Staff will be fact checking position papers, so be sure to include the most up to date information and a bibliography

(if using in text citations, a Works Cited page MUST be included)
o Proper source citation: if an idea or quote came from another source, you must provide a footnote /

citation.
● Papers will be disqualified if the conference staff has discovered that students did not write their own papers or that

content has been plagiarized.
● Make sure your position paper must have the required header below! Do not create any additional title pages - points will

be deducted for improper format.
● Formatting Requirements: 500 words minimum, 1,500 words maximum. Times New Roman font, 12- point size
● POSITION PAPERS MUST BE SENT IN AS A PDF ATTACHMENT TO gcdc@unanca.org by APRIL 22nd, 2024

AT 11:59 PM EST (extensions may be granted on a case by case basis and must be requested before the due date).
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Committee:
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