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Equitable Access to Language Training Program (EALTP) Application Process Map

1.1 Branch ADM/VP, in collaboration with the Equity, Diversity and Inclusion Office (EDIO), sends a call-out to employees, highlighting that 
members of the following employment equity (EE) groups are eligible to apply: Indigenous employees, Black and Racialized employees, and/or 

Persons with Disabilities. Manager approval is not required. Call-outs are sent out three times per year (January, May and September).

2.1 Employee has three weeks to submit an application identifying which EE group(s) they belong to and if they require any 
accommodations. Consent provided in the application form allows EDIO to share the applicant’s name with the Branch ADM/VP, however 

any EE information shared will be kept for use in statistical reports only.

4.2.1 Pause (temporary).

4.2.2. Employee moves forward to next step in process.

5.1 ADM/VP sends employee for second language competency assessment. Assessment 
report will include language training required and language training recommendations. If 

employee has already completed a second language assessment, they may jump to step 6.1

6.1 Second language assessment recommendations 
are shared with manager, Branch ADM/VP and 

employee. Discussion on training options and timing 
will be a balance between work needs and 

employee needs/readiness. Training is paid for by 
Branch ADM/VP.

8.1 EDIO, in collaboration with the Branches, reports biannually on 
registration, language training, and overall impact of the program.

7.1 Employee is registered by branch language coordinator or manager for language training (e.g., 
internal language training, Branch Program, Branch Memorandum of Understanding, external service 

provider). Employee may be involved in investigating learning options to support their needs (i.e., 
culturally appropriate and/or supports accommodation needs).
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4.2.1.a Branch ADM/VP advises employee that 
their application is paused, including a reason. 
Employee is provided with alternate training 

options until the next intake when their application 
will be reconsidered (i.e., Language Research 

Development Group, LRDG or self-study during 
working hours).

6.2.1 Pause / Deferral.

6.2.2 Employee application fully approved. 
Employee continues to language training 

registration.

6.2.1.a Branch ADM/VP formally advises 
employee of training approval or need to defer/

pause training application, including reason. 
Employee advised when to expect training will 

start (i.e., next quarter) and provided with LRDG  
or self-directed study time during work hours).

EALTP is intended to address real barriers to second language training encountered by Black and Racialized employees, Indigenous employees and employees with disabilities. Branch ADM/VP are accountable for the program, 
decision points, employee progress through the admission process, and budget. Drivers supporting the program include government priorities focused on career development, such as the Clerk’s Call to Action and Forward direction 
message to Deputies. Action taken must include measures to address bias in decision making, understand the impact of decisions on the mental health and career progression of applicants, and use an employee-centric approach to 

learning and address learning needs.

*Branch ADM/VP and their executive committee will discuss 
requests and may consider the following contextual elements: 

number of aaplications, talent management programs, length of 
time in program (i.e., previous application paused), impact on 

operational needs and performance management. Branch ADM/
VP will ensure training supports follow employee if they move 

within the organization by advising the ADM of the new branch of 
the commitment.
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