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FOREWORD: OUR COMMITMENT
TO DIVERSITY AND INCLUSION

Bocconi is committed to building a diverse and truly inclusive university.
With students, faculty, staff and alumni from over 100 countries around
the world, diversity is integral to Bocconi’s ethos. This extraordinary

mix of people and ideas underpins our global reputation for research
excellence and creates an open and dynamic environment that makes
studying and working at Bocconi a unique and enriching experience. We
are determined to pursue our core research and educational objectives in
a physical and intellectual context where all members of our community
receive — and offer to others — equality of opportunity and treatment,
irrespective of their gender, gender identity, sexual orientation, nationality,
ethnicity, religion, disability, age or economic background.

In recent years, diversity and inclusion have become key elements of
Bocconi’s overall strategic priorities, a shift that has now accelerated
through the establishment of a dedicated Deanship, among the first of
its kind in Europe. Also in place are a set of related key performance
indicators in the Strategic Plan 2021-2025 and the adoption of an Honor
Code. This Inclusive Gender Equality Report is yet another sign of the
importance we place on this matter: it maps diversity at Bocconi, outlines
the University’s inclusion practices and sets an agenda for future initiatives
and procedures.

At Bocconi we want to ensure that our policies, research and teaching

— as well as the lived experiences of students, faculty, staff and alumni -
reflect our promise to uphold a transparent and coherent strategy in this
crucial area. To deliver on this commitment, diversity and inclusion will

be embedded in the activities of our University, day in and day out, and
strategic goals will be tracked carefully. This document restates our mission
to provide bright and motivated students — regardless of their background
— with the knowledge and tools that realize their full potential: today as
students, tomorrow in the workplace and society. Together, we are working
towards Bocconi as a home of diversity, intercultural understanding,
community engagement and inclusion — a safe and nurturing physical and
virtual space for all.

Gianmario Verona Riccardo Taranto
Rector Managing Director

1.

DIVERSITY

AND INCLUSION

AT BOCCONI

iversity and inclusion have become key

elements of Bocconi University's strategic

priorities. The critical executive importance

of diversity and inclusion was affirmed in
2020 through the establishment of a dedicated Deanship.
The governance of diversity and inclusion is supported by
a dedicated Project Manager, three university committees
(the Equal Opportunities Committee, the Disabilities Com-
mittee and the Committee for the Coordination of Student
and Group Activities), and diversity delegates in each De-
partment (for members see Appendices 1-4). In our current
Strategic Plan, Bocconi has developed a set of key per
formance indicators to increase diversity among students,
staff and faculty. The University is committed to being “an
open university supporting social mobility, inclusivity, diver-
sity and sustainability” (Strategic Plan 2021-2025). Further-
more, the University has adopted an Honor Code for the
entire Bocconi community, which includes a commitment to
diversity and inclusion. We aim to embed diversity and in-
clusion in the University's day-to-day activities, and we track
our diversity goals carefully through dedicated metrics.

This Inclusive Gender Equality Report systematically
maps diversity and inclusion at Bocconi University in order

to help the University to meet its key performance indica-
tors included in the Strategic Plan 2021-2025, and identify
our strengths and weaknesses. Bocconi has been active in
developing diversity and inclusion practices in the past, and
through the strategy outlined in this report it is on course
to develop and adopt an even more systematic approach
in the future. The Inclusive Gender Equality Report takes
an intersectional approach and thus reflects Bocconi’s com-
mitment to intersectionality. Intersectionality highlights the
interconnected nature of social categorizations, such as
gender, gender identity, class, sexual orientation, disability,
ethnicity or nationality, which create overlapping forms of
discrimination, disadvantage and marginalization. Bocco-
ni's diversity and inclusion strategy strengthens the Univer-
sity's efforts to increase inclusion of a diverse faculty, staff
and student body, according to different parameters, with a
special focus on gender, gender identity, sexual orientation,
disability, mental health, nationality, ethnicity and religion.

Before mapping diversity at Bocconi University and
outlining our inclusion policies and strategy for the future, it
is important to define what we mean by diversity and inclu-
sion. Diversity is any dimension that can be used to differ-
entiate groups and people from one another: age, gender,
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ethnicity, religion, disability, sexual orientation, socio-eco-
nomic status and national origin. Inclusion are the practic-
es that empower people by respecting what makes them
different and allowing them to reach their fullest potential
within an organization. The bottom line here is that diversity
is a fact, while inclusion is a practice. Bocconi is committed
to diversity and inclusion because doing so benefits our
whole community. Academic institutions across the globe
often do not reflect the makeup of the societies that they
serve. A strong commitment to diversity and inclusion is
crucial for academic institutions to ensure that different per-
spectives are being heard and for scientific innovation to
flourish. Ensuring that all Bocconi students, faculty and staff
members have the same chance to thrive, regardless of re-
ligion, ethnicity, socio-economic background, sexual orien-
tation, gender identity, disability or mental health needs, is
something that benefits our entire community.

What is more, diversity and inclusion management
allows for the development of a professional environment in
which every member of our community can reach their fullest
potential. Performance metrics that universities use may re-
flect systemic inequalities that certain groups in society face.
For example, research suggests that female academics are
evaluated differently from their male counterparts by selec-
tion panels, even when their CVs are identical (Franco et al.
2021), by evaluation panels (Begeny et al. 2020), by students
in their course evaluations (MacNell et al. 2015; Boring 2017
Mitchell and Martin 2016), and by male colleagues who are
less likely to cite female colleagues, even in fields where
leading scholars are women (Dion et al. 2018). Creating more
awareness about these and other inequalities, while at the
same time aiming to address their drivers, helps each mem-
ber of our academic community to thrive.

Bias is the biggest obstacle to increasing diversi-
ty and inclusion within organizations (Jana and Diaz Me-
jias 2018). Bias can be defined as prejudice in favor of or
against one thing, person or group compared with anoth-
er, usually in a way that's considered to be unfair. Biases
may be held by an individual, group or institution. When
it comes to institutional bias, it is important to recall the
classical definition by North (1991: 97): “Institutions are
the humanly devised constraints that structure political,
economic and social interaction. They consist of informal
constraints [customs and norms] and formal constraints
[rules and procedures].” Keeping this definition in mind,
we can view institutional bias as non-neutral customs and
norms as well as rules and procedures. The term non-neu-

tral here means favoring the presence and performance of
some groups over others.

Every institution displays bias. Capturing the ex-
tent of bias that exists in institutions is difficult, especial-
ly because it often plays out unconsciously. Nonetheless,
Bocconi has taken an important step in measuring bias
by creating a Diversity and Inclusion Dashboard that mea-
sures real-time diversity and inclusion through a monitor-
ing tool. Yet biases can manifest themselves not only in
institutional rules and procedures, but also in institutional
customs and norms. Hence it is important to map diver-
sity within institutions based on data at regular intervals
to help bring these institutional biases to the fore. Insti-
tutional bias can take on two distinct forms: a) conscious/
explicit bias, and b) unconscious/implicit bias. Explicit bias
encompasses explicit forms of discriminatory practices.
This form of bias is usually counteracted by law, in the
case of Bocconi University through Italian and European
Union (EU) law. Bocconi’s legal office pays close attention
to remedying any loopholes in procedures and makes sure
that regulations are on par with legal developments. Im-
plicit bias encompasses social stereotypes about certain
groups of people that individuals form, outside of their
own conscious awareness. Everyone holds unconscious
beliefs. They stem from our natural tendency to social cat-
egorizing. Implicit bias may differ across different parts of
the organization, and it is not easy to tackle.

Implicit biases develop at an early age: biases
emerge during middle childhood and appear to develop
across childhood (Astell-Burt et al. 2012). They are formed
in numerous ways such as through exposure to the media,
cultural stereotypes or personal experiences. Implicit bias-
es have real world consequences for behavior and educa-
tional achievement. For example, research suggests that
teachers’ unconscious beliefs about ethnic differences af-
fect their interaction with students and their assessment of
student performance (Tenenbaum and Ruck 2007, Glock
and Krolak-Schwerdt 2013). In addition, students’ percep-
tions of teacher bias may adversely affect their self-esteem
and academic achievement (Astell-Burt et al. 2012, Major
et al. 1998). Implicit bias helps to sustain prejudice and
discrimination. So, in order to create a level playing field
within an institution and provide a working environment
in which every person can reach their fullest potential, it is
imperative for every institution to actively map and coun-
teract implicit bias. Evidence suggests that implicit biases
are malleable, this means that one can take steps to mini-
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mize the impact of implicit bias (Vuletich and Payne 2019).

The goal of this report is to map diversity within our
community, to define the strengths and weaknesses of our
inclusion policies and to develop a diversity and inclusion
strategy that allows us to address these weaknesses. The first
part of the report consists of a mapping exercise based on
the descriptive analysis of the diverse makeup of staff, stu-
dents and faculty, especially when it comes to gender. The
descriptive analysis does not include certain characteristics
which are protected characteristics under privacy and data
protection laws in Italy and the EU. These characteristics are
therefore not recorded by the University. Gender reassign-
ment, marital status or “religion or beliefs” are examples of
such characteristics. In addition, there are some characteris-
tics that the University currently does not collect, but could
do so in the future, if they were deemed important. Sexual
orientation or ethnicity are examples of such characteristics.

The descriptive analysis is complemented with
survey data based on perceptions, specifically based on
a student survey on perceptions of diversity on campus.
The possibility of collecting similar survey data among
staff and faculty members is discussed in the last part
of the report. Finally, quantitative data, both descriptive
and survey analysis, is enriched by qualitative data. Due
to privacy issues and the fact that some groups are small
in size, qualitative data based on in-depth interviews with
students, staff and faculty is also crucially important for
mapping diversity within Bocconi. The use of qualitative
data also allows for the validation of descriptive and sur-
vey analysis and the examination of perceptions and ex-
periences that individuals have within the University.

Due to data availability the numerical mapping exer-
cise refers to academic year 2019-2020 (or where possible
before). This also means that some numbers have changed
between now and then, but the purpose of this report is to
try to develop a way of mapping diversity that can easily
be repeated in the future, and in fact should be repeat-
ed in order to monitor change. The perception-based data
based on surveys and the in-depth interviews were con-
ducted between November 2020 and June 2021. The in-
depth interviews were conducted with all Deans, Heads of
Department, Directors of staff units, departmental diversity
delegates, heads of the student associations TEAM, B.LAB,
BLEST and Women in Business, as well as a working group
of SDA students and individual members of the staff, faculty
and student body that reached out to the Dean of Diversity

and Inclusion in the context of issues that arose between
November 2020 and June 2021.

This first report on diversity and inclusion does not
only serve as an overview and plan of action for the Di-
versity and Inclusion Deanship, but also as a starting point
for creating a dedicated workflow for regular diversity and
inclusion reporting within Bocconi. This is institutionally an-
chored in the newly established Bocconi Diversity and In-
clusion Dashboard which is updated in real time and serves
as a means to create institutional memory.

This report could not have been completed without
the help of so many people within the Bocconi communi-
ty. First and foremost, the working group “Inclusive Gender
Equality Report” including Paola Profeta, Stefania Borghini,
Mariatheresa Maggiolino and Sonia Petrone. Second, the
members of the Equal Opportunities Committee have pro-
vided frequent and important feedback on previous drafts
(for an overview of members, see Appendix 2). Third, | wish
to thank Aida Riolo, who has helped especially when it
comes to disability and accessibility issues discussed. Fourth,
compiling the descriptive data and the Diversity and Inclu-
sion Dashboard would not have been possible without the
help of Ricardo Taranto, Giovanni Salvucci and Gabriella Zan-
ga. Fifth, | wish to thank Antonella Cart for allowing me to
include a diversity cycle to the Broaden Your Frame program
which has helped to bring researchers who work on diversi-
ty and inclusion to Bocconi to interact with students on the
topics, and Linda Giozza for her wonderful administrative as-
sistance. Finally, the following members of staff, faculty, (PhD)
students, alumni and executive board have been crucial in
providing data and their insights in in-depth interviews: the
Rector, all Deans, all Heads of Department, Paolo Cancelli,
Laura Candotti, Silvia Colombo, Riccardo Taranto, Maurizio
Mongardi, Roberto Grassi, Claudia Piccioni, Luigi Pellegrino,
Benedetta Colombo, Nicola Scalzo, Marcello Valtolina, Anto-
nia Devoto, Giuseppe Sinatra, Martina Ercoli, Elio Borgonovi,
Massimo Morelli, Dirk Hovy, Eleanor Spaventa, Nicoletta Bal-
bo, Valentina Bosetti, Marlene Jugl, Joachim Vosgerau, Nell
Dutt, Andrea Rurale, Om Papaspiliopoulos, Lanny Martin,
Sonia Petrone, Anna Battauz, Silvia Cinque, Fabrizio Perretti,
Stefania Borghini, Eliana la Ferrara, Angelo Ditillo, Hao Jiang,
Tony Bertelli, and Vittorio Collau, Paula Rettl, Antonia von
Appen, Roberto Isibor, and the leadership of B.Lab, TEAM,
BLEST and Women in Business.

Catherine E. De Vries
Dean of Diversity and Inclusion



2.

DIVERSITY

AND INCLUSION

OF STUDENTS

his chapter of the report is dedicated to ex-
ploring diversity and inclusion among Boc-
coni students. The mapping of diversity and
inclusion within the Bocconi student bodly is
based on descriptive information on the makeup of students
mainly stemming from the academic year 2019-2020 con-
tained in the Diversity and Inclusion Dashboard and enriched
by perception-based data based on a survey conducted in
June 2021 as well as in-depth interviews. The chapter is struc-
tured as follows. In the first section, the focus is on gender and
geographical diversity as these are primary characteristics the
University collects upon student entry. The second section fo-
cuses on physical and learning disabilities of students and the
perceptions about mental health based on a recent student
survey. The third and final section includes a brief overview of
the inclusion initiatives in place at Bocconi to foster student
inclusion as well as the perceptions of students about diversity
and inclusion at Bocconi collected in a recent student survey.

2.1 Gender and Geographical Diversity

Figure 1 shows the gender and geographical diversity
among Bocconi students during academic year 2019-

2020. In academic year 2019-2020, the share of female
students across all programs was 42%, while the share of
male students was 58%. Note that these shares reflect the
legal gender status of students, not the perceived gender
identity as the University currently does not systematically
collect information on students’ perceived gender identi-
ty. The share of non-ltalian students in 2019-2020 is 19%.
The non-ltalian status of students reflects them holding a
non-ltalian passport.

Figure 1: Gender and Geographical Diversity Among Students,
2019-2020

M Female M Non-ltalian
M Male M Italian
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Table 1: Gender and Geographical Diversity Among Students,
2017-2020

‘ 2017- ‘ 2018- ‘ 2019-

2018 2019 2020
Share of Female Students 44% 43% 42%
Share of Male Students 56% 57% 58%
Share of Non-Italian Students 16% 18% 19%
Number of Countries 110 108 107

Table 1 provides an overview of the diversity
within the student body in terms of gender and nation-
ality between 2017 and 2020. Interestingly, while the
share of non-ltalian students has increased from 16 to
19% between the 2017-2018 and 2019-2020 academic
years, the share of female students slightly decreased
over the same period, from 44 to 42% respectively.

Non-lItalian students hold passports from over
100 different countries. Figure 2 provides an overview
of the geographical diversity of Bocconi students.
While Bocconi attracts students from many different

parts of the world, it clearly lacks student representa-
tion from the African continent as well as the Middle
Eastern region. This may provide an important con-
sideration for future inclusion and outreach activities
that the University may undertake. The Strategic Plan
2021-2025 sets the goal of increasing the share of
non-Italian students in international programs. Con-
sidering the geographical diversity of these students,
in conjunction with their gender and socio-economic
background, is important for meeting the key objec-
tive laid out in the Strategic Plan, namely for Bocconi
to become an open university dedicated to support-
ing social mobility, inclusivity and diversity.

Figure 3 provides an overview of the share of
female versus male students and Italian and non-ltalian
students across different schools within the Universi-
ty. In academic year 2019-2020, the share of female
students in the Undergraduate School was 38%, while
the share of male students was 62%. The share of
non-ltalian students in 2019-2020 in the Undergrad-
uate School was 19%. Both the share of female stu-

Figure 2: Geographical Diversity of Students, 2019-2020
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dents, 38%, and non-ltalian students, 19%, is slightly
higher in the Graduate School, 44 and 21% respective-
ly. While the School of Law has the highest share of
female students within the University, 53%, the share
of non-ltalian students is the lowest with only 2% of

law students being non-ltalian. The share of female
students within SDA Bocconi is 40%, while the share
of non-ltalian students is 42%. Within the PhD School,
the share of female students is 42%, and the share of
non-Italian students is 52%.

Figure 3: Gender and Geographical Diversity Among Students per School

—| Undergraduate School i

M Female M Non-ltalian
M Male M Italian

19%
44%
38%
81%

D

School of Law {

i Graduate School i

M Female M Non-ltalian
M Male M Italian

M Female M Non-ltalian
M Male M Italian

000

I SDA Bocconi I—
M Female M Non-ltalian
M Male M (talian

—| PhD School I—
M Female M Non-ltalian
M Male M Italian

48%
52%
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Finally, Figures 4 and 5 present an overview of
the gender and geographical diversity across differ-
ent undergraduate and graduate programs. Note that
not all programs are included due to space constraints,
but the Figures are intended to demonstrate that there
is substantial variation in the enrollment of female and
non-ltalian students across different programs. For exam-
ple, the share of female students is quite high in CLE-
ACC followed by BIG, but quite low in CLEF. The share
of non-ltalian students is high in BIEMF followed by BIEF,
but low in CLEAM and CLEF (which is perhaps not sur-
prising given the language barrier).

Within the Graduate School, the share of female
students is the highest in ACME followed by MM, but low
in FIN. The share of non-ltalian students is the highest in
CLEFIN-FINANCE and ACME. One key reason for varia-
tion in geographical diversity is of course the language of
instruction, with English-taught courses featuring a higher
share of non-ltalian students. The low levels of female in-
take in CLEF and FIN reflects a traditionally lower stream
of female students into finance-related courses. At the
same time, it also reflects an important area that should
receive close attention in Bocconi's admissions and out-
reach activities in the future.

Figure 4: Gender and Geographical Diversity Within Undergraduate
Programs
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Figure 5: Gender and Geographical Diversity Within Graduate
Programs
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2.2 Disability and Mental Health

After providing some important insights into the diversity
of the Bocconi student body when it comes to gender and
geographical diversity, this section focuses on students
with physical and learning disabilities as well as mental
health concerns. Table 2 provides an overview of the num-
ber of students with physical and learning disabilities over
the past five years. Overall, students with learning disabil-
ities constitute the largest group of students with special
needs, but it is important to stress that the overall number
of students that require additional support to allow them
to study has been increasing steadily since 2016-2017.
This requires additional support to craft a more inclusive
environment for students with special needs, to allow
them to reach their fullest academic potential.

Table 2: Students with Physical and Learning Disabilities (October
2021)

mental health is a bigger concern for students in light of
the pandemic.

Table 3: Counseling Service and Wellbeing Courses (May 2021)

Number of meetings with counseling service 1032
Number of students using counseling service 391
Number of wellbeing courses/activities 21
Students registered for wellbeing courses/activities 1053

Table 4: Number of Counseling Service Appointments (May 2021)

Single meeting 19 %
2-5 meetings 63 %
6-10 meetings 12%
> 10 meetings 6%

Table 5: Focus of Counseling Service Meetings

2018- | 2019-
lliness 14 14 17 23 21 18 Anxiety 40 %
Visual s| el 7| 7| 5| s Personal issues 15 %
impairments
Learning Time management 14 %
disabilities 47 61 79 16 144 170 General guidance 5%
Exchange Motivation 5%
SHERTS 7 1 6| 27| 2| 3 Study methods 5%
with learning
disabilities Depression 4%
ADHD 2 2 3 11 9 9 Social relationships 4%
Hypoacousia 5 3 3 4 Adapting issues 4%
Physical Other 4%
disabilities 7 / 7 " " m
Temporary 2 1 1 7 1 4 . .
disability In order to provide more depth to these descrip-
Total cases 89| 105| 123| 206| 196| 256 tive figures, the Dean of Diversity and Inclusion, in collab-

Note: *The number of exchange students for a.y. 20-21 is extremely low due
to the impact of pandemic on exchange programs in general.

In addition to physical and learning disabilities, a
considerable amount of Bocconi students face mental
health challenges. Tables 3 through 5 provide an overview
of the use of Bocconi’s counseling service and wellbe-
ing courses. Table 3 suggests that a substantial share of
students use Bocconi's counseling service and wellbeing
courses. The number of appointments with the counsel-
ing service are most likely to range between 2-5 meetings
(Table 4) and focus on anxiety and other personal issues
(Table 5). The importance of Bocconi's counseling service
and wellbeing courses is likely to increase in the future as
the survey results presented in Figures 6-8 suggest that

10

oration with the School Deans and Director of Students,
conducted a survey asking students about mental health
and diversity on campus. Students could respond in a ful-
ly anonymous manner. In addition, students were asked
some questions about their background which allows for
the examination of responses among stakeholder groups
on campus about which we often lack data. Two important
caveats are in order. First, the issue of non-response, as
only about a quarter of Bocconi students responded to
the survey. Hence, the survey is not necessarily represen-
tative of the entire Bocconi student community. Second,
we would have also liked to consider intersectionality, i.e.
how gender identity and being non-Italian might interact,
but the number of responses do not always allow for that.
Figures 9 through 11 present an overview of self-reported
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mental health concerns. It presents the responses to three

different questions:

a. How much do you think your mental health, for example
your level of worry and anxiety, has affected your aca-
demic performance? Please select a number on a scale
of 1 to 10, where 1 means that your mental health has
not affected your performance at all and 10 your mental
health has affected your performance very much.

b. Do you have the perception that your mental health
has worsened during the pandemic? Please select a
number on a scale of 1 to 10, where 1 means that your
mental health has not been affected by the pandemic
at all and 10 your mental health has very much been
affected by the pandemic.

c. Do you have the perception that your academic per-
formance has worsened during the pandemic? Please
select a number on a scale of 1 to 10, where 1 means
that your academic performance has not been affected
by the pandemic at all and 10 your academic perfor-
mance has very much been affected by the pandemic.

Figure 6 shows the responses to these questions by
gender. Overall, a majority of both male and female stu-
dents who responded to the survey think that their mental
health has affected their academic performance and that
their mental health has worsened during the pandemic.
Importantly, the figures suggest that female students are
more concerned about their mental health and how it af-
fects their academic performance and how the pandem-
ic affects it than male students are. These differences are
also statistically significant. The patterns of how both male
and female students view their academic performance be-
ing adversely affected by the pandemic is less clear.

Figure 7 shows the answers to the same questions
as those used in Figure 6, but now split by the passports
that students hold. The survey results suggest that while
non-ltalian students who responded to the survey do not
differ significantly from ltalian students when it comes to
mental health concerns more generally and the adverse
effects of the pandemic, ltalian students who responded
to the survey are significantly more concerned about ad-
verse effects of the pandemic on their academic perfor-
mance compared to non-ltalian students.

The advantage of using survey data is that it allows
for the collection of data based on perceived gender iden-
tity. Figure 8 compares responses to the same survey ques-
tions as in Figures 6 through 7, but now split between those
students who identify as binary versus those who identify
as non-binary (or other). Figure 8 demonstrates clearly that

those identifying as non-binary or other who responded to
the survey have significantly greater concerns about their
mental health, its effects on their academic performance and
the impact of the pandemic. Overall, this group is very con-
cerned about their mental health, and this was corroborated
in in-depth interviews as well. In light of this, the University
has already stepped up by committing to a Carriera Alias
program, which will be briefly explained in the next section.
Notwithstanding, future mental health activities on campus
should be sensitive to gender identity more generally.

Figure 6: Mental Health Concerns Based on Gender Diversity
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Figure 7: Mental Health Concerns Based on Geographical Diversity
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2.3 Inclusion Policies: Governance,
Harassment Social Inclusion and Belonging

This section provides a brief overview of some of the key
policies on the Bocconi University campus to foster the in-
clusion of all students. The topic of inclusion has become
increasingly important in the way Bocconi engages with
students and structures its student activities. This section
provides an overview of the key initiatives. The governance
of inclusion initiatives for students is supported by the Equal

12

Figure 8: Mental Health Concerns Based on Gender Identity
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Opportunities Committee, the Disabilities Committee and
the Committee for the Coordination of Student and Group
Activities (CASA). The Equal Opportunities Committee is
chaired by the Dean of Diversity and Inclusion (for members
see Appendix 2). It analyzes and makes proposals regard-
ing gender equality, equal opportunities and wellbeing. In
2021 the Equal Opportunities Committee was expanded
to also include a student representative from the student

association, Women in Business. The Disabilities Commit-
tee is currently in charge of inclusion policies for students
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with physical and learning disabilities. This committee has
developed numerous services to support students with
disabilities, providing information for high school students
with disabilities who want to attend Bocconi and plan their
life at the University. The primary objective is the complete
inclusion of all students in the processes of learning, taking
exams and living on campus, while developing and making
the most of their potential, knowledge, competencies and
abilities, irrespective of their disability. Inclusion initiatives
for students are also supported by the CASA Committee.
This committee reviews and approves student-led activities
proposed by student associations. It reviews the proposals
for the establishment and renewal of student associations.
It also supports the communication and outreach activities
of student associations with the student body. The activities
of student associations on campus help foster the integra-
tion of students on the Bocconi campus. Many student as-
sociations focus on gender equality issues, such as Women
in Business or Women in Finance.

Bocconi’s commitment to gender equality and inclu-
sion on campus is demonstrated through the adoption of
the Honor Code for the Bocconi Community. Being part of
the Bocconi community means sharing its values: indepen-
dence, ethics, transparency, freedom of expression, equal-
ity, solidarity, promotion of diversity, attention to merit and
development of individual abilities, professionalism and
standards, social responsibility. The Honor Code commits
everyone within the Bocconi Community to maintaining
an academic environment for all students that is free from
all forms of discrimination based on race, religion, gender,
national origin, age, disability or sexual orientation. If stu-
dents feel that they have been subject to discrimination,
harassment or retaliation, they have access to the Student
Ombudsman: garante.studenti@unibocconi.it. If any issues
arise, such as sexual harassment or discrimination, faculty
members can raise their concerns to the Bocconi Disci-
plinary Committee for Faculty and Students.

Bocconi University has engaged in several specific
initiatives designed to support social inclusion. In the Stra-
tegic Plan 2021-2025, Bocconi commits to acting as a “so-
cial elevator.” In order to make good on this commitment,
Bocconi offers a range of initiatives and opportunities
based on merit and economic conditions. Figure 9 below
provides a key overview of the student financial support
that Bocconi is engaged in. In academic year 2019-2020
over 4500 financial aid awards and scholarships were pro-
vided. Additional support is provided for accommodation
in residence halls or waivers for female students in pro-
grams with low female student intake.

Figure 9: Financial Student Support at Bocconi University

2015

23 24 25 26 27 28 29 30

Student Aid in Millions of Euros

An important new initiative is “Bocconi Carriera
Alias” for transgender students. The Alias identity is an
alternative and temporary bureaucratic profile that replac-
es the registry name of a person going through a gender
reassignment process with a chosen name. The birth and
implementation of the Alias Career in ltaly is intrinsically
linked to the provision of Law 164/1982 on gender reas-
signment rectification. The former provides for the rectifi-
cation with a Court decision on personal data only after a
sex reassignment intervention. Even though the interven-
tion has become non-mandatory since 2015, the proce-
dure has not changed in terms of time, i.e. a transgender
person who has started a gender reassignment procedure
but whose personal data has not yet been rectified should
use information he/she no longer identifies with. In the
light of this legal framework and since official procedures
might take a long time to be completed, the Alias identity
has the goal to fill a gap before a Court decision on the
rectification of gender attribution is made. It is temporary
and does not have legal value, yet it can be used within
the University and in many aspects related to university
life. The “Bocconi Carriera Alias” program was formally
launched in January 2022.

An additional important initiative is “Bocconi in
Prisons.” Over the past decades there has been a steady
increase in the prison population, with some estimates
suggesting reoffending rates as high as 70%. Prisons are
therefore struggling to fully serve their rehabilitation pur-
pose. Mindful of this impact, Bocconi University launched
a project with the Opera Prison where detainees study vid-
eo recordings of lessons and programs provided by the
University, and then meet professors to consolidate what
they have studied. The goal of the project is to set in mo-
tion a positive process, based on the dignity that comes
from a commitment to study. After a four-year track that
began in 2016, in April 2020 the first student graduated,
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and two more inmates will complete their degrees over
the summer.

Bocconi University is also committed to fostering
alumni that are mindful of the importance of social in-
clusion. To this end, the University has, for example, or-
ganized “Community Days” every year since 2014. The
two-day event dedicated to social engagement allows
members of the Bocconi community — students, faculty
and employees — to donate a few hours of their free time
to volunteer activities. The “Making Sense of Profits” proj-
ect represents a new way for students to put their eco-
nomic and legal knowledge at the disposal of non-profit
organizations, combining on-the-field experience in the
world of work with social engagement that facilitates per-
sonal development and coming to grips with organization-
al dynamics. There are also dedicated volunteer channels
available specifically, focusing on local organizations near
the campus. The “Pane Quotidiano” initiative is a flexible
opportunity, where volunteers can donate a few hours of
their time to support the poorest segments of the popula-
tion. The project with the European Institute of Oncology
(IEQ), including a training course, is for anyone who wants
to spend time listening to and supporting oncological pa-
tients and their families. Lastly, the University participates
in “Volontari per un giorno,” a campaign promoted by the
City of Milan, CIESSEVI, Fondazione Sodalitas and Un-Gu-
ru that puts potential volunteers in touch with associations
and projects for the community that need support. To this
end, a volunteer help desk has been set up to match vol-
unteer supply and demand. Offered in collaboration with
CIESSEVI - the Volunteer Support Center in Milan and
the Students for Humanity student association, about 80
hours of volunteering are donated each year. It aims to
help guide interested students towards a large number of
associations (around 1,600) and non-profit organizations
(around 700) operating across the Milan metropolitan
area, as well as summer and international opportunities.

In order to get a sense of the perceptions of Bocco-
ni students about diversity and inclusion on campus, a stu-
dent survey was conducted in June 2021. Two important
caveats are in order when it comes to the survey. First, only
about a quarter of Bocconi students responded to the
survey, so it is not necessarily representative of the entire
Bocconi student community. Second, we would have also
liked to consider intersectionality, i.e. how gender identity
and being non-ltalian might interact, but the number of
responses do not always allow for that. Figures 11 through
13 display student agreement or disagreement with a set
of four different statements:
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a. Students of all cultures and backgrounds are respected
and valued at Bocconi University.

b. My fellow students use inclusive language in the class-
room that is respectful of my gender, ethnicity or coun-
try of origin.

c. My professors use inclusive language in the classroom
that is respectful of my gender, ethnicity or country of
origin.

d. Professors do not tolerate racial, ethnic and gen-
der-based jokes in the classroom.

Respondents could choose between five answer
categories: 1. strongly disagree, 2. disagree, 3. neither
disagree or agree, 4. agree or 5. strongly agree.

While the data provided in Figures 10 through 12
suggest students who responded to the survey are overall
quite satisfied with their level of inclusion on campus, im-
portant differences exist. Specifically, non-dominant stu-
dent groups on campus, such as female and non-binary
students, are significantly less likely to agree that the cam-
pus culture is generally inclusive. The non-binary students
who responded to the survey are least positive about the
level of inclusion on campus, especially when it comes to
inclusive language used in the classroom.

Figures 13 through 15 display student agreement
or disagreement with another set of four different state-
ments:

e. | feel that | can be myself on campus, regardless of my
gender, ethnicity or country of origin.
f. The University provides an environment for the free

and open expression of ideas, opinions and beliefs.

Respondents could choose between five answer
categories to respond to these two statements: 1. strong-
ly disagree, 2. disagree, 3. neither disagree or agree, 4.
agree or 5. strongly agree.

The last two questions refer to the counseling ser-
vice and the general inclusion perception on campus:

g. Do you think a counseling service specifically for ha-
rassment or discrimination would be useful? Please
select a number on a scale of 1 to 10, where 1 means
that such a counseling service would not be useful at
all and 10 means counseling service would be very
useful.

h. Do you feel like Bocconi University is doing enough
to ensure that all students are respected on campus?
Please select a number on a scale of 1 to 10, where
1 means that the University is doing enough and 10
means that the University should do more.

DIVERSITY AND INCLUSION OF STUDENTS

Figure 10: Inclusion Perception on Campus Based on Gender
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Figure 15: Inclusion and Counseling Perception on Campus Based

on Gender Identity

Figure 14: Inclusion and Counseling Perception on Campus Based
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An important finding reported in Figures 13 through
15 is that female, non-Italian and non-binary students who
responded to the survey are significantly more critical
about the extent to which they feel that they can be them-
selves on campus, regardless of their gender, ethnicity or
country of origin, or can openly express their ideas. Fe-
male, non-Italian and non-binary students who responded
to the survey are also significantly more likely to think that
the counseling service should have a greater role when it
comes to inclusion policy.

These differences in responses of important stake-
holder groups on campus are important to consider when

18

drafting inclusion policies going forward, especially be-
cause they were also corroborated in the in-depth inter-
views that were conducted. In the future, inclusive class-
room courses will be developed that focus on language
in the classroom and the respect of different gender/
gender identities, cultures and nationalities on campus.
Creating these courses about inclusive language and
teaching are a key part of diversity and inclusion courses
that are being developed for students, faculty and staff,
especially about the use of inclusive language. Chapter 6
provides more information regarding this issue.

3.

DIVERSITY

AND INCLUSION

OF FACULTY

his chapter provides an examination of the

diversity and inclusion among Bocconi fac-

ulty. The mapping of diversity and inclusion

within the Bocconi faculty is based on the
Diversity and Inclusion Dashboard. In order to enact diver-
sity and inclusion policy and communicate it effectively to
faculty, every Bocconi Department now has a departmen-
tal diversity delegate (see Appendix 1 for members). The
diversity delegates have provided important data for this
report which was complemented by in-depth interviews
with Deans, Heads of Department and individual faculty
members. The chapter is structured as follows. In the first
section, the focus is on gender diversity within the faculty.
The second section focuses on geographical diversity as
the growth of non-ltalian faculty members in the coming
years is a key goal according to the Strategic Plan 2021-
2025. This requires us to pay more attention to the inclu-
sion of non-ltalian faculty within the University. The third
and final section includes a brief overview of the initiatives
and policies in place at Bocconi to foster faculty inclusion.

3.1. Gender Diversity

In this section, we explore the gender diversity among Boc-
coni faculty, see Figure 16. As of May 2021, the total research
and teaching faculty, including Assistant, Associate and Full
Professors, Researchers, Lecturers, Adjuncts and Professors
of Practice, comprises 31% female faculty versus 69% male.

Figure 16: Gender Diversity Among Bocconi Faculty (May 2021)

M Female Male
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The distribution of female faculty among Re-
searchers, Lecturers, Assistant, Associate and Full Profes-
sors is shown in Figure 17. The share of female faculty is
highest among Associate Professors and lowest among
Researchers.

Figure 17: Share of Female Faculty (May 2021)

M Researchers M Lectures
M Assistant M Associate M Full

The share of female faculty differs substantially by
Department, as is shown in Figure 18. While the share
of female faculty is highest in the Departments of Man-
agement, Social and Political Sciences and Accounting,
it is lowest in the Departments of Decision Sciences and
Finance. The underrepresentation of female faculty in
these Departments is an important issue of concern for
the future.

Figure 18: Share of Female Faculty Across Departments
(November 2020)
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Figure 19 shows the development of the share of core fac-
ulty — Assistant, Associate and Full Professors — from 2008
until 2020. Clearly, the share of female Full Professors has
increased substantially from 4% in 2008 to 15% in 2020.
Yet the share of female Associate Professors has stagnated
and the share of female Assistant Professors has clearly
declined since 2008. While some of this decline may have
been due to promotions, it also suggests that the Univer-
sity may not have been able to attract a sufficient share of
female Assistant Professors. This potentially raises a pipe-
line issue that requires careful attention in the future when
new hires are made.

Figure 19: Share of Female Professors over Time, 2008-2020
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Within gender equality reporting in the EU and ltaly,
the Glass Ceiling Index (GCI) has become a key measure of
equal opportunity. The GCl measures the chances for wom-
en, as compared with men, of reaching a top position. The
GCl compares the proportion of women in grade A positions
(equivalent to Full Professor) to the proportion of women
overall (in grade A, B and C positions — Assistant, Associate
and Full), indicating the opportunity, or lack thereof, for wom-
en to move up the hierarchical ladder in their profession. A
GCl of 1 indicates that there is no difference between wom-
en and men being promoted. A score of less than 1 means
that women are over-represented at grade A level, and a GClI
score of more than 1 points towards a Glass Ceiling Effect,
meaning that women are underrepresented in grade A posi-
tions. In other words, the interpretation of the GCl is that the
higher the value, the thicker the Glass Ceiling and the more
difficult it is for women to move into a higher position.

Table 6 shows that the GCI has been clearly de-
creasing since 2015, reflecting the fact that the University
has especially increased its share of female Full Profes-
sors. Notwithstanding, however, a GCl of 1.77 in 2020 still
points towards a Glass Ceiling Effect, meaning that wom-
en are underrepresented in Full Professor positions.

DIVERSITY AND INCLUSION OF FACULTY

Table 6: Glass Ceiling Index for Professors at Bocconi

Year 2015 | 2016 | 2017 | 2018 | 2019 | 2020
GCl 3.51 3.29 2.82 2.25 2.13 1.77

Figures 20 and 21 show the gender distribution in
university and departmental committees. Except for the
Equal Opportunities Committee, and to a lesser extent the
Ethics Committee, the university committees have a higher
share of male members. With the exception of the Depart-
ment of Marketing, this is also the case of departmental
committees. In part, this reflects the overall lower share of
female Full Professors at the University, but increasing the
share of women in the university and departmental com-
mittees is an important means through which diversity and
inclusion can be fostered at Bocconi University.

Figure 20: Share of Female Faculty in University Committees
(May 2021)
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In the Strategic Plan 2021-2025, the University
has indeed committed to increasing the share of female
faculty to 35% and the share of female Full Professors
to 20% by 2025, see Figure 22. Based on the review of
the number of female professors between now and in
the past, we can try to establish if given our current hir-
ing and promotion practices we will reach the goals set
out in the Strategic Plan to increase the overall share of
female faculty and especially of female Full Professors.
Chapter 6 outlines a set of strategies to meet these goals
and accelerate our action to increase gender diversity
among faculty.

Figure 21: Share of Female Faculty in Departmental Committees
(May 2021)
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Figure 22: KPIs from Strategic Plan 2021-2025

Share Share

3.2 Geographical Diversity

In addition to gender diversity of faculty, we have also ex-
plored their geographical diversity, see Figure 23. As of
May 2021, the total research and teaching faculty is com-
prised of 20% non-Italian faculty versus 80% Italian faculty.

Figure 23: Geographical Diversity of Bocconi Faculty (May 2021)

M Non-ltalian M Italian




INCLUSIVE GENDER EQUALITY PLAN | Diversity is a fact, inclusion is our practice | BOCCONI UNIVERSITY

The distribution of non-ltalian faculty among Re-
searchers, Lecturers, Assistant, Associate and Full Profes-
sors is shown in Figure 24. While the share of non-Italian
Full and Associate Professors is very similar, both clearly
over 15%, the majority of non-ltalian faculty is of the Assis-
tant Professor rank.

Figure 26 shows the share of non-Italian faculty across
Departments. The share of non-ltalian faculty is the highest
in the Departments of Marketing and Management, and the
lowest in Legal Studies. The low share of non-ltalian faculty
in the Department of Legal Studies is not surprising given the
importance of research and teaching in ltalian law.

Figure 24: Share of Non-Italian Faculty (May 2021)

M Researchers M Lectures
M Assistant M Associate M Full

Figure 25 shows the development in the share of
non-ltalian Assistant, Associate and Full Professors from 2008
until 2020. Clearly, the share of non-Italian Assistant Profes-
sors has increased substantially over time, from 20% in 2008
to about 56% in 2020. The share of non-ltalian Full Profes-
sors has also increased substantially from 1% in 2008 to 16%
in 2020. The increase in the share of Associate Professors is
much more modest from 3% in 2008 to 9% in 2020. This is
important to examine more carefully, also to make sure that
there is not an issue with promotions within the University
and a lack of information about how to prepare for them.
Chapter 6 will present some considerations in this respect.

Figure 25: Share of Non-Italian Professors over Time, 2008-2020
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Figure 26: Share of Non-Italian Faculty Across Departments
(November 2020)
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Figures 27 and 28 provide an overview of non-ltal-
ian faculty in university and departmental committees.
When it comes to the University, Figure 27 shows that with
the exception of the International Advisory Council and
the Faculty Committee, the share of non-Italian faculty in
university committees is rather low.

Figure 27: Share of Non-lItalian Faculty in University Committees
(May 2021)
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Figure 28 shows the share of non-Italian faculty in
departmental committees (note that we currently lack the
information for the Department of Decision Sciences).
The data suggest that the share of non-Italian faculty on
departmental committees is generally low, with the clear
exception of the Department of Accounting.

Figure 28: Share of Non-Italian Faculty in Departmental
Committees (May 2021)
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In the Strategic Plan 2021-2025, the University has
committed to increasing the share of non-ltalian faculty
to 30% by 2025, see Figure 29. Based on the review of
the number of non-Italian faculty in the past, we can try to
establish if given our current hiring and promotion practic-
es we will reach the goals set out in the Strategic Plan to
increase the overall share of non-Italian faculty in the same
way we did for female faculty in the previous section.

Figure 29: KPIs from Strategic Plan 2021-2025

Share Share

3.3 Inclusion Policies: Governance, Work-
Life Balance, Promotion, Harassment and
Belonging

The final section provides a brief overview of the key inclu-
sion policies on the Bocconi campus to foster the inclusion
of faculty, especially when it comes to gender. The gover-
nance of inclusion initiatives for faculty is coordinated by
the Equal Opportunities Committee. To support the work

of the Equal Opportunities Committee, in the fall of 2020

diversity delegates were appointed in each Department

(see Appendix 1). These delegates serve as a link to foster

cooperation with Departments and improve information

provision on diversity-related issues within Departments.

Bocconi University's commitment to inclusion is
demonstrated through the adoption of the Honor Code
for the Bocconi Community to which all faculty members
need to adhere. If any issues arise, such as sexual harass-
ment or discrimination, faculty members can raise their
concerns with the Bocconi Disciplinary Committee for
Faculty and Students.

In addition to this, a series of other inclusion poli-
cies for work-life balance, promotion and belonging exist
for faculty. These primarily include:

e Mentoring scheme in the Departments for female As-
sistant Professors.

e All announcements for core faculty include reference
to the Bocconi policy of encouraging commitment to
equal opportunity hiring.

e All organizers of events organized by the University,
Departments and Research Centers are asked to con-
sider diversity when inviting and featuring speakers.

e CAP Committee for hiring and promotions always in-
cludes at least one female member.

e CarDev - career development help for faculty mem-
bers, with teaching discount and extra funding provid-
ed. Teaching discount equal to 50% of the teaching
load for the academic year and an allocation of €5,000
for additional individual research funds.

¢ In the previous Strategic Plan, the Rector allocated ad-
ditional hiring points for hiring senior female profes-
sors (quota donna) over and above the points normally
allocated for hiring.

e Bocconi nursery with discounted rates for faculty and
staff members, subsidized by the University.

e Discount for a local private primary and secondary
school (La Zolla) organized by Bocconi. Originally used
only for staff, but more recently increasingly being
used by faculty members.
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Discounts for on-campus sports facilities.

Private healthcare policy for all faculty and Full Profes-
sors have an annual check-up included.

Associate and Full Professors coming from abroad and
relocating to Italy can have school subsidies and hous-
ing subsidies included in their recruitment offer.
Cooking Class organized online for faculty to help in-
tegration and sense of belonging. A Teams chat group
has been set up so faculty can share ideas and experi-
ences, e.g. finding babysitters, dog-sitters, asking for
advice about dentists, etc.

Bocconi organizes and pays for an Italian class for all
new non-ltalian faculty.

ISSIM Sportello di Assistenza Sociale (Social Assistance
Helpdesk), social assistance counseling offered to faculty.
Maternity/paternity leave, see Table 7. Table 7 shows
that in 2020 three maternity/paternity leave requests
were made and granted, and all recipients returned to
work. In-depth interviews with past, present and future
recipients suggest that most recipients would like the
University to offer a more generous package than re-

quired by Italian law. Moreover, paternity leaves are not
on par with international standards that some non-Ital-
ian faculty members are used to. Indeed, paternity is
only a few days by law in Italy, but many Italian com-
panies offer more, and Bocconi should consider this.
Developing a maternity/paternity leave policy that is
more on par with international standards (especially
compared to European competitors) would allow Boc-
coni to better compete within the international higher
education market while at the same time signaling its
commitment to diversity and inclusion.

Table 7: Leave Requests in 2020 for Faculty

Core
Requests Year Faculty Notes
Requests for maternity/ 2020 3 A minimum 5-month

leave for maternity
is compulsory
according to Italian
law.

paternity leave

of which: granted 2020 3

Return to work rates 2020 100%

4.

DIVERSITY

AND INCLUSION

OF STAFF

n an additional step, we explore the diversity and

inclusion of Bocconi staff. The mapping of diversity

and inclusion within the Bocconi staff is based on the

information provided in Bocconi University’s Diversi-
ty and Inclusion Dashboard and in-depth interviews with
Deans, Directors of staff units and individual staff mem-
bers. The chapter is structured as follows. In the first sec-
tion, the focus is on gender and geographical diversity
within staff. The second section includes a brief overview
of the initiatives and policies in place at Bocconi to foster
staff inclusion.

4.1 Gender and Geographical Diversity

In this section, we explore the gender and geographical
diversity of Bocconi staff, see Figures 31 and 32. As of
May 2021, of the total staff, 75% are female, while 25% are
male. This is a very different picture from Bocconi faculty,
as women are clearly in the majority.

Figure 32 shows the geographical diversity of Boc-
coni staff members. The share of non-ltalian staff is very low
at 6%, though this might in part be a result of language
barriers. Yet 21% of Bocconi staff has had international ex-
perience (i.e. spent 6 months or more working abroad).

Figure 30: Gender Diversity of Bocconi Staff (May 2021)

M Female

Male

Figure 32: Geographical Diversity of Bocconi Staff (May 2021)

M Italian

M Non-ltalian

International Experience
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Figure 33 displays the diversity by staff type at Bocconi.
The data shows that with the exception of the top rank A po-
sitions, the share of female staff members is quite substantial.
Interestingly, when it comes to "“Dirigente” it is equal, while in
the case of “Giornalistas” the share of female staff is low. The
overall share of non-ltalian staff members is overall quite low.

Figure 33: Diversity by staff type at Bocconi (May 2021)
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In a final step, we explore the GCl which has become
a key measure of equal opportunity. It measures the chances
for women, as compared with men, of reaching a top posi-
tion. The GClI compares the proportion of women in grade
A positions (equivalent to the most senior rank) to the pro-
portion of women overall (in grade A, B and C positions), in-
dicating the opportunity, or lack thereof, for women to move
up the hierarchical ladder in their profession. A GCl of 1 in-
dicates that there is no difference between women and men
being promoted. A score of less than 1 means that women
are over-represented at grade A level and a GCl score of
more than 1 points towards a Glass Ceiling Effect, meaning
that women are underrepresented in grade A positions. In
other words, the interpretation of the GCl is that the higher
the value, the thicker the Glass Ceiling and the more diffi-
cult it is for women to move into a higher position. Table
8 indicates that when it comes to Bocconi staff the GCl is
higher than 1 indicating that there is an under-representation
of women at grade A and that a Glass Ceiling Effects exists.

Table 8: Glass Ceiling Index for Bocconi Staff in 2020

| Women | Men | GCl 2020
Executives 47.6 52.4
Overall staff 74.1 25.9
1.55
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4.2 Inclusion Policies: Governance, Work-
Life Balance, Harassment and Belonging

The final section provides a brief overview of the key initia-

tives on the Bocconi campus to foster the inclusion of staff.

These are also governed through the Equal Opportunities

Committee. Gender discrimination and sexual harassment

are explicitly referenced in the staff collective contract with

Bocconi with reference to the policies in place. In addition,

a series of other inclusion initiatives for staff exist, which

are focused on work-life balance and belonging. These

primarily include:

e ISSIM Sportello di Assistenza Sociale (Social Assis-
tance Helpdesk), social assistance counseling offered
to staff.

e Banca delle Ferie Solidali (Annual Leave Bank) which
gives the possibility to donate residual holidays
between employees to benefit workers who need
additional leave or have special situations.

e Bocconi nursery with discounted rates for staff mem-
bers, subsidized by the University.

¢ Discount for a local private primary and secondary
school (La Zolla) organized by Bocconi.

¢ Increased flexibility of the HR department regarding
requests for part-time working hours for families with
children under 3 years old (staff only) after maternity
leave.

e Bocconi already had smart working in place before
the pandemic. 2018 was the first year it was open
to staff without motivated requests (difficult home
situations, etc.).

e Maternity/paternity and child illness leave or part-time
work, see Table 9. Table 9 shows that in 2020 14 mater-
nity/paternity leave requests were made and granted,
and all recipients returned to work. In-depth interviews
with past, present and future recipients suggest that
most recipients would like the University to offer a more
generous package than required by Italian law. More-
over, paternity leaves are not on par with international
standards that some non-ltalian staff members might
be used to. Developing a more generous maternity/
paternity leave policy would allow Bocconi to attract
international staff in the higher education market while
at the same time signaling its commitment to diversity
and inclusion. 26 requests for child illness leave were
requested and granted, and 3 requests for conversion
to part-time work were requested and granted.

DIVERSITY AND INCLUSION OF STAFF

Table 9: Leave Requests in 2020 for Bocconi Staff

Requests | Year | Staff | Notes

R f i ity | 202 14 - -
equests for maternity/paternity leave 020 A minimum 5-month leave for maternity is compulsory accor-

ding to Italian law.

of which: granted 2020 14
Return to work rates 2020 100%
Requests for absence due to child illness 2020 2% No. of days of leave for. child |||nfass (up to.3 years of the child’s
age); these days are paid according to Italian law.
of which: paid 2020 26
Request§ for contract conversion from full 2020 3
to part time for staff
of which: from male staff members 2020 0
of which: granted 2020 3
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DIVERSITY

AND INCLUSION

RESOURCES

n this fifth chapter, we explore diversity and inclusion

resources at Bocconi University. In the first section,

the focus is on diversity and inclusion in teaching and

research conducted at Bocconi. The second section
includes an overview of the budgetary resources Bocconi
commits to diversity and inclusion.

5.1 Teaching and Research on Diversity

Bocconi University is committed to diversity and inclusion
in teaching. A key initiative is the seminar series “Broaden
Your Frame: Making the Public and Private Sector More
Diverse: Opportunities and Challenges” for Bocconi grad-
uate students directed by the Dean of Diversity and Inclu-
sion. This seminar series is designed to introduce students
to important research findings concerning diversity and in-
clusion as well as first-hand experiences of Bocconi alumni
and other practitioners. By combining research insights
with an exchange of experiences from the public and pri-
vate sector, it aims to generate a deeper understanding of
diversity and the implicit and explicit barriers to inclusion
within different parts of our society. The seminar series
provides an opportunity for students to reflect on which
diversity and inclusion practices might help remedy exist-
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ing biases and barriers. The program of the seminar series
is presented in Figure 34.

The range of speakers, including female, non-white
and LGBTQIA+ speakers, was meant to enhance students’
knowledge and awareness of diversity- and inclusion-re-
lated matters. Currently, participation in the seminar series
is voluntary. The University could decide to feature more
diversity- and inclusion-related seminar series within the
curriculum as a way to foster understanding and aware-
ness. This idea has received positive responses from sev-
eral student associations on campus dedicated to diversi-
ty- and inclusion-related issues.

In addition, specific courses are dedicated to diver-
sity- and inclusion-related issues. One example of such a
course is taught in the School of Law. This course explores
women’s rights in society, by framing the recognition of
their position in policies through the lenses of gender
awareness. It focuses on women not as an isolated sub-
ject in contemporary societies, but rather as contributors
to economic, social, cultural and political developments. In
such a context, the mission of the course is to encourage
students to develop a critical look at societal dynamics, with
a view to understand and detect the roots of rules, attitudes
and behaviors that define the role of women as social, eco-
nomic and political actors. The course offers a reading of

DIVERSITY AND INCLUSION RESOURCES

women’s rights through the lenses of gender discrimina-
tion, thus concentrating on the usefulness of gender stud-
ies to the understanding of women'’s claims for recognition
and protection of their content-specific rights.

It addresses: a) The history of the recognition of
women'’s rights at both the domestic and the international
level; b) The contribution of women'’s studies to gender
law; c) The interplay between gender law and women’s
rights; and d) The legal guarantees women are entitled
to in the specific contexts in which they live and operate
(political, economic, everyday life).

Figure 34: Teaching Example “Broaden Your Frame: Making
the Public and Private Sector More Diverse: Opportunities and
Challenges”
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Research and teaching about gender equality are
also the core activity of the AXA Research Lab on Gen-
der Equality, headed by Professor Paola Profeta. Professor
Profeta teaches the undergraduate course “Diversity Man-
agement and Policy.” This course addresses the main ar-
guments to understand why diversity is key for policy-mak-
ing and organizations, focusing in particular on the gender
dimension. It also discusses the most effective measures
to promote diversity. After an introduction, the course is
organized into two parts, which develop socio-econom-

ic-policy and management perspectives respectively. The

main goal of the course is to understand and discuss top-

ics related to the economic value of gender equality and
how to promote it in public policy and in organizations.

The course promotes discussion in class based on data,

respectful of each other and the topic.

The first part of the course covers the following concepts:

« Gender equality: an overview of gender gaps, dimen-
sions, scenario, based on data.

+ Labor market and the family: the role of maternity,
fertility, intrahousehold bargaining power as determi-
nants of gender gaps.

« Psychological and socio-psychological factors which
determine gender gaps.

+ At the root of gender gaps: the role of gender culture,
at the individual and firm level.

 Theories of discrimination and non-neutrality in selection.

+ Policies to favor female occupation.

+ Policies to measure female empowerment in business
and in politics. A special focus on gender quotas.

The second part of the course focuses on the manage-

ment dimension and covers the following concepts:

 Introduction to diversity management in organizations:
why is diversity important? What types of diversity?

+ Understanding and exploring gender stereotypes.

« Effects of gender status on women'’s own behavior in
organizations and on others’ attitudes and behavior to-
wards women in organizations.

* Intergroup (non-gender) relations and stereotypes
(main theories).

+ Effects of minority status on their own behaviors and
others’ behaviors towards them in organizations.

*  What can women/minorities do to be more successful
in organizations.

« What can organizations do to manage diversity more
effectively in organizations.

The AXA Lab on Gender Equality is a partnership be-
tween AXA ltaly, Bocconi University and the AXA Research
Fund. It aims to improve our understanding of gender gaps
and how to reduce them by examining the risks and opportu-
nities for women in the economy through three simultaneous
research streams. A first research stream applies quantitative
analysis to examine the under-representation of women in
STEM disciplines and design lab experiments to demon-
strate how culture matters when it comes to choosing STEM
over other disciplines. Meanwhile, a second stream uses pol-
icy-evaluation techniques to identify the causal effects wom-
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en can have on policy outcomes, such as firm performance,
policy agenda and public spending. It will also analyze dif-
ferences in leadership styles between men and women. The
third research stream focuses on developing measures and
policies designed to close the gender gap.

At Bocconi, the Lab is the first and only research
center on the topic of gender equality and women'’s em-
powerment. The Lab and its research have contributed to
the University's Strategic Plan, which now places the topic
on top of the agenda for future development. In the in-
ternational research community, the Lab has contributed
to developing and promoting research in one of the most
vibrant and growing fields of study in economic and social
sciences, which has a clear and relevant impact on society.

Furthermore, the Lab managed to rapidly become
a well-recognized place for research and development of
ideas, projects and policy recommendation. As is clear
from the details of the participation and organization of
events and media attention, researchers at the Lab have
actively participated in the debate around gender equal-
ity, women’s empowerment and the impact of Covid on
them, both in Italy and in Europe. It has also directly con-
tributed to proposals for a post-pandemic recovery which
should be gender equal and inclusive. The Director of the
Lab is recognized as the most influential and renowned
academic voice in Italy on this specific topic.

Led by Professor Paola Profeta, Full Professor of Pub-
lic Economics at Bocconi University, and including a multi-
disciplinary team of young scholars in the social sciences,
the Lab has developed interdisciplinary research, including
quantitative econometric techniques for macro-level and mi-
cro-level data, policy evaluation techniques, lab experiments
and randomized control trials. This cutting-edge research will
enhance the value of gender-balanced leadership in busi-
ness, promote a gender equal culture and create measurable
progress that will ultimately contribute to the development
of a more gender equal society and economy.

The main goal of the Lab is to promote academic
research on the topic of gender equality. More specifically,
this implies:

« Developing rigorous research based on the collection
of new data with well-identified results;

+ Publishing papers in top journals and field journals
highly-ranked in academia;

+ Developing interdisciplinary research on the topic of
gender equality and women’s empowerment;

+ Developing clear policy recommendations in each paper;

» Informing and leading the action of the main actors on
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the economic and political sphere in Italy and Europe:
workers, firms and policy-makers.

The final goal is to produce research which can con-
tribute to building a more gender-equal and inclusive so-
ciety. The AXA Research Lab on Gender Equality includes
Director Paola Profeta, 3 post-doc researchers (Caroline
Coly, Silvia Griselda and Giulia Savio), 1 junior researcher
(Ximena Cald) and 1 research assistant (Alda Marchese).
In addition, administrative support is always provided by
project officers at Bocconi University.

The AXA Research Lab on Gender Equality’s re-
search activity is divided into é research topics, or research
streams: “Education,” “Labor, family and fertility,” “Cul-
ture,” “Politics,” “Women’'s Empowerment” and “Poli-
cies.” For each research stream, the team works on dif-
ferent research projects whose outputs are publications,
Working papers, articles, reports, etc.

In addition to this important research, the Science
Communication Office at Bocconi features short articles
highlighting the research on diversity and inclusion produced
within the Bocconi community. Showcasing this research
from Bocconi faculty through the Science Communication
Office is a way to amplify the impact of diversity and inclusion
research within the wider community. During specific times
of the year, we feature a set of research articles in a format
accessible to the general public. For example, during the Mi-
lano Pride week, we featured a whole range of research fo-
cusing on LGBTQIA+ inclusion from Bocconi faculty. Figure
35 provides an overview of the featured work.

Figure 35: Examples of Research Featured During 2020 Milano
Pride Week
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5.2 Budgetary Resources
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6.

TOWARDS A

DIVERSITY

AND INCLUSION
STRATEGY AT BOCCONI

he final chapter of this report presents an
overview of the key components of a di-
versity and inclusion strategy that Bocconi
University could implement in the coming

years to meet the goals of the Strategic Plan 2021-2025.

Diversity and inclusion have generally risen to the top of

corporate priorities over the past years. But progress has

generally been slow (Sherbin and Rashid 2017, Jana and

Diaz Mejias 2018). One reason for this is that organizations

often lack a systematic, coherent approach to diversity

and inclusion to be able to deliver on the promises made
and monitor how they can improve in the future. Research
suggests that five aspects are crucial when developing

a systematic and coherent approach to diversity and in-

clusion (Sherbin and Rashid 2017, Jana and Diaz Mejias

2018, Pedulla 2020):

1) ensure that diversity and inclusion is championed by
everyone within management and is embedded in the
activities of the organization day in, day out;

2) increase diversity among those involved in the design
and execution of diversity and inclusion strategy to
better reflect a broader group of stakeholders;

3) introduce to leadership long-term development rather
than short-term diversity and inclusion training as both
awareness and skill development develops with time;

32

4) mitigate implicit bias in talent management and hiring;
and

5) hold managers accountable for outcomes by defining
key performance indicators, inclusion results that focus
on day-to-day experience plus track those metrics con-

stantly.

At Bocconi University, diversity and inclusion have
become part of the University’s priorities in the past years,
affirmed through a dedicated Deanship, specific goals set
out in the Strategic Plan 2021-2025 and the adoption of
an Honor Code for the Bocconi community. The overall
goal set out in the Strategic Plan is that Bocconi should
become “an open university supporting social mobility,
inclusivity and diversity.” The specific goal included in the
Strategic Plan 2021-2025 is to increase diversity within the
Bocconi community, specifically an increase in the gender
and geographical diversity of students, staff and faculty.
Bocconi's diversity and inclusion strategy should strength-
en efforts to increase inclusion and diversity among facul-
ty, staff and the student body, according to different pa-
rameters, with a special focus on gender, gender identity,
sexual orientation, disability, mental health, nationality,
ethnicity and religion. The Bocconi’s diversity and inclu-
sion strategy also sets out the activities and responsi-

TOWARDS A DIVERSITY AND INCLUSION STRATEGY AT BOCCONI

bilities of the Dean of Diversity and Inclusion. Bocconi's
diversity and inclusion strategy should also contribute to
developing a communication policy as well as educational
initiatives aimed at highlighting the value of diversity and
inclusion management.

The main takeaway from the previous chapters is
that the University has developed a lot of activities in the
area of diversity and inclusion, and in a next step should
adopt a more integrated approach to diversity and in-
clusion across all levels. While the various initiatives in
place at the University are running well, they are not yet
fully integrated into a coherent diversity and inclusion ap-
proach, and therefore not always well understood by and
communicated towards students, faculty and staff, or the
outside world. To make sure that the University reaches
its strategic targets to deliver inclusive change, every De-
partment and staff unit as well as every teaching program
needs to develop a more integrated approach to diversity
and inclusion. Diversity and inclusion should be embed-
ded in the activities of our University day in, day out, and
we need to aggressively track our diversity goals through
metrics moving forward.

6.1 Gender Inclusivity

Although we have taken some important steps to ensuring
gender diversity within Bocconi, our priority should now
be that we begin to deliver meaningful change. Increas-
ing gender diversity should become a key consideration
in our selection and hiring processes. Our primary goals
over the coming years should be in increasing gender di-
versity within the University as well as within research and
education. Key ways to do this are through a) selection,
hiring and retention, b) outreach and communication, and
c) research and teaching.

a) Selection, hiring and retention:

1. Increase gender diversity among our faculty
to be able to meet the targets of increasing the
share of female faculty, and especially female Full
Professors, within our Strategic Plan. In order to
achieve this goal, we need to develop best prac-
tices for hiring and retention that are designed to
mitigate implicit bias in talent management and
hiring.

2. Ensure that all policies and practices support
gender diversity and the associated cultural
change within the Bocconi academic community.

This requires a systematic review of all policies and
practices and more diversity in our decision-mak-
ing bodies to allow the design and execution of
policies to better reflect a broader group of stake-
holders.

3. Set clear diversity goals for Departments: Con-
sidering that hiring and retention are key respon-
sibilities of Departments, jointly with the Univer-
sity of course, Departments need to define key
performance indicators around diversity results.

4. Eliminate implicit bias in hiring and promotion
practices and allow for equal opportunities in
promotion. The University should support De-
partments by for example providing D&l training
that is conducted over time, as well as sharing
best practices. Best practices could for example
involve: including externals on hiring committees,
for example from another Department, provid-
ing an overview of inclusion practices at Bocconi
(leave, childcare, etc.), and increasing diversity on
selection panels and during flyout visits.

5. Develop targeted programs aimed at increas-
ing diversity such as the reorientation of the Car-
Dev Program (making all faculty eligible for it), or
the development of a spousal hiring program. In
addition, the University should consider making
existing policies, like maternity/paternity leaves,
more generous to signal that the University does
more than is legally required.

6. Develop surveys to monitor perceptions of di-
versity among students, faculty and staff. The
results from the 2021 student surveys for example
suggested that mental health was a key concern for
female students and this should feature in the de-
velopment of mental health initiatives in the future.

b) Outreach and communication:

7. Strengthen “special cases” awards, such as Gen-
der/Diversity awards or Program Specific awards
(i.e. STEM), to attract and retain the best talents.

8. Strengthen outreach to increase gender diver-
sity in STEM. There are many good examples
from other countries and universities that aim
to increase the intake of female students into
STEM-related subjects (for a UK example see
Bateman et al. 2021, as well as: https://www.eco-
nomicsnetwork.ac.uk/news/gender).

9. Increase the visibility of female role models on
campus by featuring female students, staff, facul-
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ty and alumni in events and communication.

10. Organize dedicated events about gender-based
violence, discrimination and harassment.

11. Create a dedicated space on the Bocconi web-
site where students, staff and faculty can “re-
port an incident” of gender-based violence, dis-

crimination or harassment.

c) Research and teaching:

12. Make sure Bocconi teaching reflects the di-
verse world around us and empowers students
to shape more equitable communities by devel-
oping an inclusive teaching program with BUILT.

13. Make sure Bocconi’'s research and knowledge
engagement activities contribute to understand-
ing gender diversity in ltaly and beyond.

6.2 LGBTQIA+ Diversity

Although we have taken important steps to ensuring the in-
clusion of LGBTQIA+ students, faculty and staff, we should
now follow through with more ambitious initiatives. A first
issue that needs to be considered is the extent to which
we wish to collect data on sexual orientation and gender
identity. Currently, we do not. Yet we could collect more
data within the boundaries of Italian law, especially when it
comes to anonymous surveys. In the coming years our pri-
mary goals should be to a) implement inclusion programs,
b) strive towards a more inclusive form of communication,
and c) incorporate more inclusion in research and teaching.

a) Inclusion programs:

1. Implement and monitor the Carriera Alias pro-
gram for students, staff and faculty. The Alias
identity is an alternative and temporary bureau-
cratic profile that replaces the registry name of
a person going through a gender reassignment
process with a chosen name, and a means to sup-
port students, staff and faculty that are transition-
ing. The “Bocconi Carriera Alias” program was
approved in July 2021 and was formally launched
in January 2022. In addition to administrative and
other organizational matters, the “Bocconi Carri-
era Alias” program involves mentorship as well.
These mentors will need to be consistently trained
to support the program and will also provide input
about how to support transgender students, fac-
ulty and staff members.

34

2. Ensure that all policies and practices support
LGBTQIA+ diversity and the associated cul-
tural change within the Bocconi academic com-
munity. This requires a systematic review of all
policies and practices and more diversity in our
decision-making bodies to allow the design and
execution of policies to better reflect a broader
group of stakeholders.

3. Eliminate implicit bias through D&l training that
is conducted regularly over time (not a one-off), as
well as sharing best practices.

4. Develop surveys to monitor perceptions of di-
versity among students, faculty and staff. The
results from the 2021 student surveys for example
suggested that mental health was a key concern
for non-binary students and this should feature in
the development of mental health initiatives in the
future.

b) Qutreach and communication:

5. Increase the visibility of LGBTQIA+ role mod-
els on campus by featuring more LGBTQIA+
students, staff, faculty and alumni in events and
communication. This is especially important in the
context of Pride. During Pride week in 2021, an
inclusive communication strategy was introduced
which consisted of a series of content, infograph-
ics and research on the topics of inclusion and
LGBTQIA+ rights featuring Bocconi faculty and
student associations. This content was featured
on all Bocconi social media channels and Bocconi
websites (Knowledge, Sarfatti25 and the official
Bocconi website).

6. Organize dedicated events about LGBTQIA+ in-
clusion, harassment and discrimination.

7. Create a dedicated space on the Bocconi web-
site where students, staff and faculty can “re-
port an incident” of LGBTQIA+-based violence,
discrimination or harassment.

c) Research and teaching:

8. Make sure Bocconi teaching reflects the di-
verse world around us and empowers students
to shape more equitable communities by devel-
oping an inclusive teaching program with BUILT.

9. Make sure Bocconi's research and knowledge
engagement activities contribute to understand-
ing LGBTQIA+ diversity in Italy and beyond.

TOWARDS A DIVERSITY AND INCLUSION STRATEGY AT BOCCONI

6.3 Disability and Mental Health Diversity

Although we have taken important steps to ensuring the
inclusion of people with disabilities and mental health
challenges within Bocconi, we currently lack a dedicated
unit to deal with these important topics on campus. This
is especially pressing since the data presented in Chapter
2 suggests that the number of students with disabilities
has been increasing over the years. Our primary goal over
the coming years should be to foster inclusion of peo-
ple with disabilities and mental health challenges within
Bocconi and within the Bocconi community. This relates
to students, faculty and staff. To this end, the Disabilities
Committee has proposed creating a central service, the
Bocconi Inclusion Service, with dedicated professionals to
create state-of-the-art solutions for students, faculty and
staff with physical and learning disabilities as well as pro-
viding personalized support and mentoring if required. In
addition, this unit should deliver courses and continuous
support in teaching and student life more generally for
faculty and staff with guidelines on accessibility in a broad
sense. This training should be delivered in close cooper-
ation with BUILT, which acts as a reference point for train-
ing. Therefore, BUILT's collaboration will be essential to
creating this learning path.

In addition, it is important to highlight two extra
points of consideration for the future. First, the focus
thus far has been on disabilities, but in the future, mental
health-related benchmarking should be conducted. Sec-
ond, the Disabilities Committee is currently tasked with
disability-related matters, yet the topics that are discussed
in this committee now span many more topics concern-
ing diversity and inclusion. The name and organizational
composition of the Committee does not reflect this. In the
future, this organizational mismatch should be addressed.
This could be done by creating an additional committee
on Diversity and Inclusion, or by changing the name and
remit of the Disabilities Committee. The latter option has
been discussed and viewed more positively as it allows
D&l topics to be dealt with in a holistic fashion rather than
creating different silos within the University. In addition,
currently Bocconi is not entirely on par with international
and national competitors that combine welfare, inclusion
and disability activities with a designated office, website,
communication, etc. The proposal is to change the name
of the Disabilities Committee to the Inclusion, Disability
and Wellbeing Committee that is tasked with Bocconi’s
inclusion policy concerning students with disabilities,
students with mental health challenges and students

from LGBTQIA+ and different ethnic and religious back-
grounds to make sure that our procedures and activities
are non-discriminatory.

6.4 Geographical and Ethnic Diversity

While Bocconi has been very successful in attracting
non-ltalian faculty and students, the inclusion of non-ltal-
ian staff members of the Bocconi community has received
less attention. Our primary goals over the coming years
should be to support geographical and ethnic diversity
within the University. Key ways to do this are through a)
selection, hiring and retention, b) outreach and communi-
cation, and c) research and teaching.

a) Selection, hiring and retention:

1. Increase geographical diversity among our facul-
ty and students to be able to meet the targets of
increasing the share of non-ltalian faculty and stu-
dents within our Strategic Plan. In order to achieve
this goal, we need to develop best practices for hir-
ing and retention that are designed to mitigate im-
plicit bias in talent management and hiring. When
it comes to students, Bocconi should also consider
enhancing the representation of non-ltalian stu-
dents within the largest student associations.

2. Ensure that all policies and practices support
geographical and ethnic diversity and the asso-
ciated cultural change within the Bocconi academ-
ic community. This requires a systematic review of
all policies and practices and more diversity in our
decision-making bodies to allow the design and
execution of policies to better reflect a broader
group of stakeholders.

3. Set clear geographical diversity goals for Depart-
ments: Considering that hiring and retention are key
responsibilities of Departments, jointly with the Uni-
versity of course, Departments need to define key
performance indicators around diversity results.

4. Eliminate implicit bias in admission, hiring and
promotion practices and allow for equal oppor-
tunities in promotion. The University should sup-
port Departments by for example providing D&l
training that is conducted over time, as well as
sharing best practices.

5. Develop surveys to monitor perceptions of
geographical diversity among students, faculty
and staff.
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Organize regular celebrations of different na-
tionalities and national days (e.g. 2 June for Italy,
4 July for the US, etc.), using the internal system
of communication (apps, screens, audio messag-
es), and/or nation days during which a nationality
present on Campus can meet the Bocconi com-
munity, organizing events in connection with the
respective consulate/embassy. In addition, the or-
ganization of an international food fair on campus
can help to foster the inclusion of different nation-
alities and ethnicities on campus.

b) Outreach and communication:
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7.

Strengthen awards to increase ethnic diversity
or increase geographical diversity on campus to
attract and retain the best talents.

Move the multi-faith room for students, staff and
faculty that is now located in a church to a more
neutral building.

Increase the visibility of non-ltalian role mod-

10.

11.

els as well as non-white role models on campus
by featuring more non-ltalian and non-white stu-
dents, staff, faculty and alumni in events and com-
munication.

Organize dedicated events about discrimina-
tion and harassment based on nationality and
ethnicity.

Create a dedicated space on the Bocconi web-
site where students, staff and faculty can “report
an incident” of discrimination or harassment.

c) Research and teaching:

12.

13.

Make sure Bocconi’s teaching reflects the di-
verse world around us and empowers students
to shape more equitable communities by devel-
oping an inclusive teaching program with BUILT.
Make sure Bocconi’s research and knowledge
engagement activities contribute to under-
standing geographical and ethnic diversity in
ltaly and beyond.

APPENDIX

Appendix 1:
Diversity De

egates

Sonia Petrone — Decision Sciences

Anna Battauz — Finance

Silvia Cinque — SDA Bocconi

Catherine De Vries — Chair/Dean of Diversity and
Inclusion

Fabrizio Perretti - Management and Technology
Stefania Borghini — Marketing

Eliana La Ferrara — Economics

Paola Profeta — Social and Political Sciences
Angelo Ditillo — Accounting

Hao Jiang - Legal Studies

Appendix 2:
Equal Opportunities Committee

Francesco Billari — Social and Political Sciences/Dean

of Faculty

Elena Carletti — Finance

Antonella Caru — Marketing/Dean of the Graduate
School

Simona Cuomo — SDA Bocconi

Catherine De Vries — Chair/Dean of Diversity and
Inclusion

Mariateresa Maggiolino — Legal Studies

Paola Profeta — Social and Political Sciences

Hao Jiang - Legal Studies

Natalia Lépez Delgado - Student Representative

Appendix 3:
Disabilities Committee

e Elio Borgonovi — Rector's Delegate for Disability

® Paolo Cancelli — Director of Students

e Antonella Caru — Dean of the Graduate School

® Catherine De Vries — Chair/Dean of Diversity and
Inclusion

e Antonio Devoto — Academic Services

® Martina Ercoli — Academic Services

* Achraf Fadhel - Student Representative

* Roberto Grassi — Director of Academic Services

* Maurizo Mongardi — HR and Operations Director

* Annalisa Prencipe — Dean of the Undergraduate
School

* Giuseppe Sinatra — Director of Infrastructures,
Sustainability and General Services

® Pietro Sirena — Dean of the School of Law

Appendix 4:
CASA Committee

* Paolo Cancelli - Director of Students

* Laura Candotti — Director of Market and Partners

* Francesco Citti — Student Representative

e Catherine De Vries — Chair/Dean of Diversity and
Inclusion

® Marco Ferrari — Student Representative

* Chiara Sacchetti — Student Representative

e Stefania Testa — Students

e Silvia Tracchi — Director of Corporate
Communications and Marketing

e Erika Zancan - Director of International Relations
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