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1. Introduction   
Within Deloitte's network in Italy (the “Network”), we are committed to promoting a culture that 
respects and values diversity, highlighting individual ideas, perspectives, experiences, and abilities. 
The goal is to create an inclusive work environment where everyone can feel safe and free to develop 
their talents, without discrimination or retaliation. Diversity is considered a strategic value, and 
inclusion is an ongoing commitment that has a positive and tangible impact on people, clients, and 
the society in which we operate. 

Companies within the Network recognize and protect fundamental human rights and uphold the 
principles of diversity, equity, and inclusion, as outlined in the Code of Ethics. They adopt the 
standards of major international organizations, including: 

• Universal Declaration of Human Rights 
• United Nations Global Compact 
• 2030 Agenda for Sustainable Development 
• United Nations and OSCE Conventions on women's rights, children's rights, rights of persons with 

disabilities, and against racial discrimination and for the LGBTQIA+ community 
• International Labour Organization (ILO) Declaration on Fundamental Principles and Rights at Work 
 
In this context, the ALL IN strategy, through a holistic approach, aims to make the organizational 
culture increasingly inclusive, enhancing the representation of all unique characteristics, with 
particular attention to gender equity at all levels of the organization. Aligned with Deloitte’s global 
Purpose, "Making an impact that matters," the ALL IN strategy aims to promote inclusion not only 
within the Network but also among clients and in society through socially impactful initiatives. 
In the Network, diversity is a broad concept that encompasses all identity characteristics, both visible 
and invisible, that make each person unique. In particular, cognitive diversity is valued, as it 
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stimulates innovation and creativity through different interpretations and perceptions of the world. 
While diversity is a fact, inclusion is a choice made up of three key elements: 
 
• Respect and transparency: Growth and learning opportunities are equitably distributed among 

people and teams, fostering a climate of mutual respect. 
• Valuing talents and sense of belonging: Every uniqueness is recognized and valued, with the 

goal of promoting collaboration and a sense of belonging to the group. 
• Psychological safety and freedom of expression: Trust in each person’s potential encourages 

the expression of their talent and creativity, contributing to innovation. 

In line with Deloitte’s global Shared Values, “Take care of each other” and “Foster inclusion,” the ALL 
IN strategy is implemented through an annual plan of training, awareness activities, campaigns, and 
internal and external initiatives to promote an inclusive corporate culture. 

1.1 Who is this policy addressed to? 
This policy applies to all individuals and companies within the Network, subject to the limitations 
outlined in the individual sections, including those with non-employment contracts (such as 
consultants and professionals with VAT numbers). It remains understood that the protocols and 
operational procedures for the application of this policy are defined and applied considering the 
specificities of the different types of contractual relationships in place (e.g., employees, independent 
professionals, etc.). 

1.2 Governance   
The Network has developed an organizational structure dedicated to promoting the values of diversity, 
equity, and inclusion, consisting of several key bodies. These include: 
 
• Diversity, Equity & Inclusion Committee (DE&I Committee) 
• Diversity, Equity & Inclusion Leader (DE&I Leader) 
• Diversity, Equity & Inclusion Team (DE&I Team) 
• A network of Diversity, Equity & Inclusion Ambassadors (DE&I Ambassadors) 
• ERGs - Employee Resource Groups 

The DE&I Committee, composed of a business representative Partner from each business unit within 
the Network (the “DE&I Business Representative”), the DCM People & Purpose Leader, and the 
DE&I Leader, is responsible for defining and implementing the DE&I strategy, with continuous 
monitoring of the organization’s progress. 

The DE&I Leader coordinates the work of the DE&I Team and oversees the implementation of DE&I 
policies across all business processes. Additionally, they are responsible for the Gender Equity 
Management System, ensuring that gender equity policies are consistently applied and that results 
are monitored using specific indicators (KPIs). 

The DE&I Team, led by the DE&I Leader, defines, along with the DE&I Committee, and implements 
activities dedicated to the inclusion of resources within the DCM network, promoting an increasingly 
inclusive culture. 
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The network of DE&I Ambassadors, consisting of people from various roles and different businesses, 
is crucial in spreading an inclusive culture at all levels. The ambassadors promote central initiatives, 
such as workshops, events, and campaigns, and gather feedback and proposals from colleagues to 
enrich the DE&I strategy. 

Employee Resource Groups (referred to as “ERGs” or the “Community”) are groups of individuals 
within the Network who voluntarily choose to participate in these Communities, formed based on 
common identities, experiences, and interests, with the mission of promoting an inclusive culture 
within their respective companies concerning specific aspects of social and relational life. 

The main pillars of the ALL IN strategy are defined by Deloitte Global and implemented within the 
Network in alignment with the relevant cultural context. 
 

1.3 Selection and hiring processes 
The Network adopts an approach based on meritocracy and the enhancement of talent in all selection 
and hiring processes. The Network believes in the importance of an inclusive work environment, free 
from discrimination, where every individual has equal access to career opportunities. Transparency 
guides every phase of the selection process, in line with the company values and the commitment to 
diversity, equity, and inclusion. 

The Network is committed to ensuring that each candidate is evaluated solely based on their skills, 
abilities, and potential, fully respecting the principle of fairness, regardless of their background, 
romantic or sexual orientation, gender identity, religious beliefs, or visible or invisible disabilities. 
 

1.4 Skills development and personal growth 
The Network is committed to fostering a dynamic and stimulating work environment where every 
individual has the opportunity to develop their skills and grow professionally. Within the Network, a 
culture that encourages innovation, collaboration, and creativity, while valuing the uniqueness of each 
individual is promoted. 
The Network ensures that the principles of diversity, equity, and inclusion are promoted at all stages of 
the Talent Experience. 
 
The approach to Talent Experience is based on clear, transparent, and fair criteria, focusing on merit 
and performance. Each growth path is structured around Talent Standards that define specific and 
measurable objectives, evaluated annually through a structured process of continuous feedback. 
In addition to achieving quantitative results, professional growth is closely linked to individual 
contributions, the ability to work as a team, and adherence to company policies. To this end, the 
Network organizes training, coaching, and mentorship programs. 
 

1.5 Pay equity   
The Network is committed to ensuring fair compensation policies based on merit, talent, and skills. Pay 
equity is one of the fundamental principles of the organization and reflects the commitment to an 
inclusive work environment, where opportunities for growth and recognition are accessible to everyone, 
without discrimination. 
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The Network's compensation practices are based on objective and transparent criteria, aligned with the 
Talent Experience, which evaluates individuals based on the achievement of goals, individual 
performance, and the contribution made to teams and the organization. The company constantly 
monitors its salary policies to ensure there are no disparities related to gender, age, romantic or sexual 
orientation, gender identity, ethnicity, disability, or other identity characteristics. 

The Network applies specific indicators (KPIs) to assess pay equity and actively works to reduce any 
salary gaps. This approach ensures that every individual is compensated fairly, in accordance with their 
role and contribution within the Network. The Network also commits to maintaining full transparency 
regarding compensation criteria, so that each person can clearly understand the value of their 
performance and their growth path. 

 

1.6 Gender equity and empowerment 

The Network has adhered to the 7 Women's Empowerment Principles (WEP) of the United Nations and 
signed the Manifesto for Female Employment by Valore D, reaffirming its commitment to achieving 
gender equity. Additionally, it collaborates with major Italian associations such as Valore D and 
SheTech, organizing networking events and training courses to support women in STEM fields. 

The Network actively promotes gender equity through strategic initiatives aimed at enhancing female 
representation at all levels and fostering allyship across genders and generations. To this end, 
structured pathways have been created dedicated to women empowerment and gender allyship, with 
the goal of guiding women professionals - from Senior Consultants to Partners - in the development of 
authentic female leadership through workshops, team coaching sessions, mentorship, and 
sponsorship. 

The Network is also committed to the fight against gender-based violence. In support of this 
commitment, the "Be A Sentinel" training program was launched in collaboration with Fondazione 
Libellula. This program, aimed at DE&I and Ethics Ambassadors, aims to prevent and combat gender 
discrimination, harassment, and violence both inside and outside the workplace. Participants in the 
program become points of reference, support, and discussion for anyone facing difficult situations. 
Finally, the ALL IN strategy includes specific KPIs to monitor female representation and ensure 
continuous improvement. 
 

1.7 LGBT+ Inclusion 
The Network is strongly committed to promoting the rights of all individuals, regardless of gender 
identity or romantic and sexual orientation, with the goal of creating an inclusive and respectful work 
environment where everyone can freely express themselves, without fear of prejudice or discrimination. 
In line with its values and Purpose, the Network promotes the respect for human rights and does not 
tolerate any form of discrimination, either in the workplace or in the communities where it operates. 

Consistent with the global ALL IN strategy, the Network implements actions aimed at raising awareness 
and breaking down stereotypes and prejudices, including through its LGBT+ ally network, the ERG called 
“Globe.” 
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In 2018, the Network signed the "Standards of Conduct for Business in Tackling Discrimination against 
Lesbian, Gay, Bi, Trans, and Intersex people (LGBTI Standards)" by the United Nations High 
Commissioner for Human Rights, committing to promoting the principles of equity and inclusion. 
Additionally, it participates every year in the Milan Pride alongside major LGBT+ rights organizations and 
maintains a deep collaboration with the Parks | Liberi e Uguali association, reinforcing its commitment 
to creating a workplace free from prejudice. 
 

1.8 Inclusion of people with disabilities and/or neurodivergent individuals 
The Network is actively committed to the inclusion of people with disabilities, both visible and invisible, 
as well as neurodivergent individuals. Companies within the Network value their talents and work to 
overcome the prejudices that may hinder their full expression in the workplace. The goal is to create an 
equitable and inclusive work environment where everyone can express their potential without barriers. 

The Network adopts an approach to disability based on the bio-psycho-social model, meaning that 
disability results from the interaction between a person’s health conditions, personal factors, and 
environmental factors. To ensure a truly inclusive work environment, it is important to consider the 
relationship between these factors, reducing or removing barriers that prevent people with disabilities 
from fully expressing themselves. 

The Network’s ALL IN strategy includes specific initiatives to raise awareness about disabilities and 
neurodivergence. Through the dissemination of knowledge and the promotion of an inclusive culture, 
the Network is committed to reducing stereotypes and prejudices, creating a workspace where all 
individuals can thrive. 

 

1.9 Promotion of cultural diversity 
The inclusion of diversity involves recognizing and valuing every culture, background, religion, ethnicity, 
and linguistic difference, so that every individual can fully express their potential. 

The Network opposes systemic prejudice, racism in all its forms, and unequal treatment, encouraging 
work environments where different cultural identities coexist and engage in dialogue. For this reason, 
the Network promotes the representation and inclusion of underrepresented groups. 
The Network promotes various initiatives to raise awareness and provide training to foster intercultural 
exchange, building cross-functional relationships and developing cultural intelligence, a key skill for 
increasingly inclusive leadership. 
 

1.10 Promotion of shared parenting 
The Network promotes shared parenting as a key element in closing the gender gap and encouraging a 
fair distribution of caregiving duties. 
The Parents' Planet Community is a safe space dedicated to discussion, exchange, and sharing best 
practices related to parenting. 
The Network provides tangible support to those returning from maternity leave through a welfare credit 
of €5,000.00 (the “Financial Aid”), which can be used for services such as babysitting and daycare. For 
women consultants (as well as other men consultants, where applicable) at certain companies within 
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the Network1, an equivalent economic support is provided, in line with the nature of their employment 
relationships, due to the non-applicability of the corporate welfare regime as regulated by the relevant 
fiscal regulations. 
Parental Leave, on the other hand, allows those who have already used the legally prescribed paternity 
leave to request an additional 10 days of fully paid paternity leave. Similarly, for consultants at some 
companies within the Network2, even if not entitled to statutory paternity leave, they can choose to 
suspend their professional activities for a maximum period of 10 days. 
 

1.11 Attention to work-life balance and well-being 
The Network is committed to improving work-life balance through the adoption of a flexible work model 
that takes into account personal needs, client requirements, team dynamics, the organization, and the 
nature of the work itself. 
 

1.12 Mental health 
The Network considers mental health support an essential element of inclusion and is committed to 
combating the stigma that still exists in society. 

Deloitte is a founding partner of the Global Business Collaboration for Better Workplace Mental 
Health (GBC), with which it strives to create a work environment where individuals can feel comfortable 
in their daily lives, going beyond the existing stereotypes about mental health. This commitment is 
realized through targeted internal initiatives and the availability of tools and resources to support 
psychological well-being. 

1.13 Measures for the prevention and counteraction of harassment and 
discrimination 
The Network is committed to ensuring an inclusive and respectful work environment where every 

individual is treated with dignity and respect. Within the Network, no form of harassment, 

discrimination, or retaliation is tolerated, regardless of who perpetrates or experiences it, whether 

employees, clients, suppliers, or visitors.  

In support of this commitment, the Network has implemented an anti-discrimination and anti-

harassment policy, which establishes clear procedures for reporting and managing disrespectful 

and/or discriminatory behaviors that violate the Network's Code of Ethics.  

If any such behaviors occur, individuals within the Network can report them through a third-party-

managed reporting system. These reports are reviewed in a timely and thorough manner, respecting 

the anonymity and confidentiality of the people involved. 

To protect those who report or cooperate in the post-reporting phases, the Network enforces a non-

retaliation policy. 
 

 
1 Deloitte Legal S.t.a.r.l. S.B., Studio Tributario e Societario Deloitte Stp S.r.l. S.B. and STS Deloitte for Professionals STP S.r.l. 
S.B. 
2 Deloitte Legal S.t.a.r.l. S.B., Studio Tributario e Societario Deloitte Stp S.r.l. S.B. and STS Deloitte for Professionals STP S.r.l. 
S.B. 
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