
CONNECTICUT DEPARTMENT OF LABOR

WAGE AND WORKPLACE STANDARDS DIVISION

    Minimum Wage: 

$11.00 per hour effective 1-1-19
$12.00 per hour effective 9-1-20
$13.00 per hour effective 8-1-21
$14.00 per hour effective 7-1-22
$15.00 per hour effective 6-1-23
(P.A. 19-4)

O V E R T I M E  -  O N E  A N D 

O N E - H A L F  T I M E S  T H E  

EMPLOYEES REGULAR RATE OF 

PAY AFTER 40 HOURS PER WEEK.  

FOR EXCEPTIONS - SEE SECTION 

31-76i OF THE CONNECTICUT

GENERAL  STATUTES.

MINORS UNDER 18 YEARS OF AGE 

EMPLOYED BY THE STATE OR POLITICAL 

SUBDIVISION THEREOF MAY BE  PAID 85% 

OF THE APPLICABLE MINIMUM WAGE.

MINORS UNDER 18 YEARS OF AGE 

EMPLOYED IN AGRICULTURE MAY BE PAID 

85% OF THE APPLICABLE  MINIMUM WAGE. 

MINORS  EMPLOYED BY AGRICULTURAL  

EMPLOYERS WHO DID NOT, DURING THE 

PRECEDING CALENDAR YEAR, EMPLOY 

EIGHT OR MORE WORKERS AT THE SAME 

TIME SHALL BE PAID A MINIMUM WAGE 

OF  NOT LESS THAN 70% OF THE MINIMUM 

WAGE AS DEFINED IN SECTION 31-58.  

MINORS IN OTHER EMPLOYMENT - SEE 

SECTION 31-60-6. 

DOL-75 (Rev. 2/20) These Administrative Regulations must be posted and maintained wherever workers covered by this Act are employed.
0024-075-01

Sec. 31-60-1.  Piece rates in relation to time 
rates or incentive pay plans, including 
commissions and bonuses.

Sec. 31-60-2.  Gratuities as part of the minimum 
fair wage.

Public Act 19-4,  An Act Increasing the Minimum 
Fair Wage.

Sec. 31-60(b)

Sec. 31-60-3.  Deductions and allowances for 
reasonable value of board and lodging was 
repealed.

Sec. 31-60-4. Physically or mentally handicapped 
employees.

Sec. 31-60-6.  Minors under the age of 18.

P.A. 19-4, An Act 
Increasing the Minimum Fair Wage.  CGS Sec. 
31-58(i)(5).

Sec. 31-60-7.  Learners.

Sec. 31-60-8.  Apprentices.

Sec. 31-60-9.  Apparel.

Sec. 31-60-10.  Travel time.

Sec. 31-60-11.  Hours worked.

Sec. 31-60-12.  Records.

 

Sec. 31-60-14.  
capacity.

four hundred dollars per week 

 

four hundred 

(b) “Salary basis” 

Sec. 31-60-15. 
Capacity.

four hundred dollars per week

four 

Capacity.

four hundred  dollars per week

week



 

NOTICE

Connecticut General Statutes §§ 31 57r 31 57w – Paid Sick Leave

Each employer with 50 or more employees based on the number of employees on its payroll for the week containing October

1, shall provide paid sick leave annually to each of its service workers in the state. The paid sick leave shall accrue beginning

January 1, 2012 for current employees, or for a service worker hired after January 1, 2012, beginning on the service worker's

date of employment.
 

Accrual
The accrual is at a rate of one hour of paid sick leave for each 40

hours worked by a service worker up to a maximum of 40 hours per

year (the employer shall choose any 365 day period used to calculate

employee benefits in order to administer paid sick leave).

 No service worker shall be entitled to use more than the

maximum number of accrued hours.

Carry Over
Each service worker shall be entitled to carry over up to 40 unused

accrued hours of paid sick leave from the current year period to the

following year period

Use of Paid Sick Leave
A service worker shall be entitled to the use of accrued paid sick

leave upon the completion of the service worker's 680
th

hour of

employment

 from January 1, 2012, for current service workers, or

 if hired after January 1, 2012, upon the completion of the

service worker's 680
th
hour of employment from the date

of hire, unless the employer agrees to an earlier date.

A service worker shall not be entitled to the use of accrued paid sick

leave if such service worker did not work an average of 10 or more

hours a week for the employer in the most recent complete calendar

quarter.

Pay
Each employer shall pay each service worker for paid sick leave at a

pay rate equal to the greater of either

 the normal hourly wage for that service worker, or

 the minimum fair wage rate under section 31 58 of the

general statutes in effect for the pay period during which

the employee used paid sick leave.

Reasons for Use of Leave
A service worker may use paid sick leave for his or her own:

 illness, injury or health condition;

 the medical diagnosis, care or treatment of his or her

mental illness or physical illness, injury or health condition;

or

 preventative medical care.

A service worker may use paid sick leave for a child's or spouse's:

 illness, injury or health condition; the medical diagnosis,

 care or treatment of a mental or physical illness, injury or

health condition; or

 preventative medical care

A service worker may use paid sick leave if the service worker is a

victim of family violence or sexual assault:

 for medical care or psychological or other counseling for

physical or psychological injury or disability;

 to obtain services from a victim services organization;

 to relocate due to such family violence or sexual assault;

 to participate in any civil or criminal proceedings related to or

resulting from such family violence or sexual assault.

Notice
If leave is foreseeable, the employer may require advance notice.

If leave is unforeseeable, the employer may require notice as soon as

practicable.

Reasonable Documentation
Documentation for paid sick leave of 3 or more consecutive work days

may be required

 documentation signed by a health care provider who is

treating the service worker or the service worker's child or

spouse indicating the need for the number of days of such

leave shall be considered reasonable documentation.

 a court record or documentation signed by a service worker

or volunteer working for a victim services organization, an

attorney, a police officer or other counselor involved with the

service worker shall be considered reasonable documentation

for a victim of family violence or sexual assault.

Prohibition of Retaliation or Discrimination
No employer shall take retaliatory personnel action or discriminate

against an employee because the employee:

 requests or uses paid sick leave either in accordance with the

act; or

 in accordance with the employer's own paid sick leave policy,

as the case may be; or

 files a complaint with the Labor Commissioner alleging the

employer's violation of the act

Collective Bargaining
Nothing in the act shall diminish any rights provided to any employee or

service worker under a collective bargaining agreement, or preempt or

override the terms of any collective bargaining agreement effective

prior to January 1, 2012.

Complaint Process
Any employee aggrieved by a violation of the provisions of the act may

file a complaint with the Labor Commissioner. Upon receipt of any such

complaint, said Commissioner may hold a hearing. After a hearing, the

Commissioner may assess a civil penalty or award other relief.

This is not the complete Paid Sick Leave law. Please contact

your Human Resources office for additional information.

Effective 1/1/15

 



6E;8AL HA5A66ME17 I6 ILLEGAL 

 AND IS PROHIBITED BY 

THE CONNECTICUT DISCRIMINATION EMPLOYMENT 

PRACTICES ACT 

(Section 46a-60(a)(8) of the Connecticut General Statutes) 
AND 

TITLE VII OF THE CIVIL RIGHTS ACT OF 1964 

(Title 42 United States Code Section 2000e eW Veq.) 
SEXUAL HARASSMENT MEANS “ANY UNWELCOME SEXUAL ADVANCES OR 
REQUESTS FOR SEXUAL FAVORS OR ANY CONDUCT OF A SEXUAL NATURE 
WHEN: 
(1)  SUBMISSION TO SUCH CONDUCT IS MADE EITHER EXPLICITY OR   
 IMPLICITLY A TERM OR CONDITION OF AN INDIVIDUAL¶S EMPLOY
 MENT. 
(2)  SUBMISSION TO OR REJECTION OF SUCH CONDUCT BY ANY  
 INDI VIDUAL IS USED AS THE BASIS FOR EMPLOYMENT DECISIONS  
 AFFECTING SUCH INDIVIDUAL; OR 

(3) SUCH CONDUCT HAS THE PURPOSE OR EFFECT OF SUBSTAN TIALLY 
 INTERFERING WITH AN INDIVIDUAL¶S WORK PERFORMANCE OR 

 CREATING AN INTIMIDATING, HOSTILE OR OFFEN SIVE WORKING  
 ENVIRONMENT.” 

INDIVIDUALS WHO ENGAGE IN ACTS OF SEXUAL HARASSMENT MAY ALSO 
BE SUBJECT TO CIVIL AND CRIMINAL PENALTIES. 
 

IF YOU FEEL THAT YOU HAVE BEEN DISCRIMINATED AGAINST, CONTACT 
THE CONNECTICUT COMMISSION ON HUMAN RIGHTS AND OPPORTUNI-
TIES, 450 Columbus Blvd Suite 2, Hartford CT 06103 (TELEPHONE NUMBER (860) 
541-3400; TDD NUMBER (860) 541-3459, and Connecticut Toll Free 1(800)477-5737. 
Connecticut law requires that a formal written complaint be filed with the Commission 
within 180 da\s of the date when the alleged harassment occurred. 

E[amples of SEXUAL HARASSMENT include 

UNWELCOME SEXUAL ADVANCES 

SUGGESTIVE OR LEWD REMARKS  
UNWANTED HUGS, TOUCHES, KISSES 

REQUESTS FOR SEXUAL FAVORS 

RETALIATION FOR COMPLAINING ABOUT SEXUAL HARASSMENT 

DEROGATORY OR PORNOGRAPHIC POSTER, CARTOONS  
OR DRAWINGS 

Remedies for SEXUAL HARASSMENT include 

CEASE AND DESIST ORDERS 

BACK PAY 

COMPENSATORY DAMAGES 

HIRING, PROMOTION OR REINSTATEMENT 



DLVFULPLQDWLRQ LV IOOHJDO 
 Connecticut law prohibits discrimination in  Connecticut law prohibits discrimination in            Connecticut law prohibits discrimination in 

EMPLO<MEN7     
On the basis of 

 DJH 

 DQFHVWU\  

 FRORU     

 JHQHWLF LQIRUPDWLRQ 

 OHDUQLQJ GLVDELOLW\    

 PDULWDO VWDWXV 

 SDVW RU SUHVHQW KLVWRU\ RI PHQWDO GLVDELOLW\ 

 LQWHOOHFWXDO GLVDELOLW\ 

 QDWLRQDO RULJLQ 

 SK\VLFDO GLVDELOLW\ 

 UDFH 

 UHOLJLRXV FUHHG 

 VH[, LQFOXGLQJ SUHJQDQF\, VH[XDO  KDUDVVPHQW,  
 WUDQVJHQGHU VWDWXV, JHQGHU LGHQWLW\ RU H[SUHVVLRQ,  
 VH[XDO RULHQWDWLRQ RU FLYLO XQLRQ VWDWXV 

 ZRUNSODFH KD]DUGV WR UHSURGXFWLYH V\VWHPV 

 FULPLQDO UHFRUG (LQ VWDWH HPSOR\PHQW DQG OLFHQVLQJ) 
 9HWHUDQ VWDWXV 

In 

 UHFUXLWLQJ 

 KLULQJ 

 UHIHUULQJ 

 FODVVLI\LQJ 

 SURPRWLQJ 

 DGYHUWLVLQJ 

 GLVFKDUJLQJ 

 WUDLQLQJ 

 OD\LQJ RII 
 FRPSHQVDWLQJ 

 WHUPV DQG FRQGLWLRQV 

B\ 

 HPSOR\HUV 

 HPSOR\PHQW DJHQFLHV 

 ODERU RUJDQL]DWLRQ 

 

HO86ING & P8BLIC  
ACCOMMODA7ION6 
On the basis of 
 DJH     

 DQFHVWU\     

 EUHDVWIHHGLQJ LQ D SODFH RI  
 SXEOLF DFFRPPRGDWLRQ   

 FRORU 
 IDPLOLDO VWDWXV (LQ KRXVLQJ) 
 ODZIXO VRXUFH RI LQFRPH 

 OHDUQLQJ GLVDELOLW\ 

 PDULWDO VWDWXV 

 PHQWDO GLVDELOLW\ 

 LQWHOOHFWXDO GLVDELOLW\ 

 QDWLRQDO RULJLQ 

 SK\VLFDO GLVDELOLW\ 

 UDFH 

 UHOLJLRXV FUHHG 

 VH[, WUDQVJHQGHU VWDWXV,, JHQGHU LGHQWLW\ 

 RU H[SUHVVLRQ, VH[XDO RULHQWDWLRQ RU  
 FLYLO XQLRQ VWDWXV 

 XVH RI D JXLGH GRJ/WUDLQLQJ D JXLGH GRJ  

 9HWHUDQ VWDWXV 

In      

 VHUYLFHV UHQGHUHG WKH SXEOLF    

 UHQWDOV DQG VDOHV RI SXEOLF DQG SULYDWH KRXVLQJ 

CREDI7 7RAN6AC7ION6 

 

On the basis of 
 DJH 

 DQFHVWU\ 

 EOLQGQHVV 
 FRORU 
 OHDUQLQJ GLVDELOLW\ 

 PDULWDO VWDWXV 

 LQWHOOHFWXDO GLVDELOLW\ 

 QDWLRQDO RULJLQ 

 SK\VLFDO GLVDELOLW\ 

 UDFH 

 UHOLJLRXV FUHHG 

 VH[, WUDQVJHQGHU VWDWXV, JHQGHU  
 LGHQWLW\ RU H[SUHVVLRQ, VH[XDO  
 RULHQWDWLRQ RU FLYLO XQLRQ VWDWXV 

 9HWHUDQ VWDWXV 

In 

 ORDQV 
 PRUWJDJHV 

 DQ\ FUHGLW WUDQVDFWLRQV 

II \RX EHOLHYH \RX KDYH H[SHULHQFHG LOOHJDO GLVFULPLQDWLRQ, WKH CT CRPPLVVLRQ RQ HXPDQ RLJKWV ZLOO  
LQYHVWLJDWH ZLWKRXW FRVW WR \RX. IW LV LOOHJDO IRU DQ\RQH WR UHWDOLDWH DJDLQVW \RX IRU ILOLQJ D FRPSODLQW. 
FRU DVVLVWDQFH FRQWDFW: 
 

CRQQHFWLFXW CRPPLVVLRQ RQ HXPDQ RLJKWV & OSSRUWXQLWLHV  Telephone TDD  FAX  

SRXWKZHVW RHJLRQ  350 FDLUILHOG AYHQXH, BULGJHSRUW, CT 06604  203-579-6246 203-579-6246 203-579-6950 

:HVW CDSLWRO RHJLRQ 55 :HVW MDLQ SWUHHW, SXLWH 210, :DWHUEXU\, CT 06702 203-805-6579 203-805-6579 203-805-6559 

CDSLWRO RHJLRQ  450 CROXPEXV BOYG SXLWH 2, HDUWIRUG, CT 06103  860-566-7710 860-566-7710 860-566-1997 

EDVWHUQ RHJLRQ  100 BURDGZD\, NRUZLFK, CT 06360   860-886-5703 860-886-5707 860-886-2550 

AGPLQLVWUDWLYH OIILFH 450 CROXPEXV BOYG SXLWH 2, HDUWIRUG, CT 06103  860-541-3400 860-541-3459 860-246-5419 

ZHEVLWH: ZZZ.VWDWH.FW.XV/FKUR 

This notice provides general information about Connecticut law and is not to be considered as equivalent of the complete te[t.  
 



This one-pager was developed by the Worker & Immigrant Rights Advocacy Clinic  

at Yale Law School¶V JeURme N. FUaQk Legal SeUYiceV OUgaQi]aWiRQ. 

Connecticut Commission on Human Rights and Opportunities  

Issues Bluepaper on Pregnant Workers’ Rights in Connecticut 
 

On April 23, 2019, the Connecticut Commission on Human Rights and Opportunities will issue a 

Best Practices Bluepaper clarifying the scope of pregnant workers¶ UighWV aW ZRUk. Under the Connecticut 

Fair Employment Practices Act, an employer shall not terminate or otherwise discriminate against an 

employee or job applicant because of their pregnancy, childbirth, or related condition. An employer must 

also provide an employee or job applicant with reasonable accommodations or reasonable leave, unless 

doing so would cause an undue hardship.  

 

The Bluepaper clarifies that: 

 

 Workers are entitled to reasonable accommodations for pregnancy, childbirth, and related 

conditions. Pregnant employees can request accommodations so they can perform their duties. The 

request can be informal and employers cannot require medical documentation to accompany it.   

Most requests for reasonable accommodations, such as more frequent or longer breaks, light duty, 

or time-off to attend prenatal appointments, may reasonably be granted without the need for a 

dRcWRU¶V QRWe. 

 

 Workers are entitled to reasonable leaves of absence due to disability resulting from 

pregnancy. ³DiVabiOiW\´ iQcOXdeV any pregnancy-related impairment or physical limitation 

imposed by pregnancy. An uncomplicated pregnancy typically gives rise to a need for six to eight 

weeks of leave, though workers have the right to take less leave and, sometimes, to take more. 

 

 Workers are entitled to reasonable accommodations and reasonable leaves of absences for 

any pregnancy-related condition or symptom. These include common conditions and symptoms, 

such as nausea, dehydration, and postpartum depression.  

 

 Workers are entitled to reasonable accommodations for lactation needs. Employers must allow 

employees to use their break time to express breast milk or breastfeed. An employer must also 

provide a room or other proximate location to express breastmilk. 

 

 Workers are entitled to confidentiality. An employee may choose to keep any medical diagnosis 

confidential. Likewise, an employer should not directly contact the ePSOR\ee¶V doctor without first 

obtaining Whe ePSOR\ee¶V permission. 

 

 After a request has been made, employers should engage in good-faith discussion with 

employees regarding potential reasonable accommodations. If an employee asks for an 

accommodation, the employer has a duty to work with them to determine what, if any, 

accommodation should be provided. If the requested accommodation would be an undue burden, 

the employer must discuss whether alternative accommodations may be effective in meeting the 

ePSOR\ee¶V QeedV.  
 

 It is illegal to retaliate against an employee for requesting a reasonable accommodation or 

leave.  
 

 Connecticut workers who are pregnant, new parents, caregivers, or victims of family violence can 

call (203) 432-3800 for free and confidential legal advice from the Connecticut Work-Care Helpline, a 

project of the Worker & Immigrant Rights Advocacy Clinic at Yale Law School¶V JeURPe N. FUaQk LegaO 
Services Organization. Connecticut workers who have experienced a violation of their rights at work may 

also file a complaint with the Connecticut Commission on Human Rights and Opportunities: 

https://www.ct.gov/chro/site/default.asp. 

https://www.ct.gov/chro/site/default.asp




 

    

 

 

 

 

  

  THIS IS A PUBLIC WORKS PROJECT 

 Covered by the 
 

 PREVAILING WAGE LAW 
  CT General Statutes Section 31-53 

 
 

If you have QUESTIONS regarding your wages  

CALL (860) 263-6790 

 
        
 

  Section 31-55 of the CT State Statutes requires every contractor or subcontractor performing work for the  
state to post in a prominent place the prevailing wages as determined by the Labor Commissioner. 

 





 

 

NOTICE 

Connecticut General Statutes §§ 31-57r - 31-57w - Paid Sick Leave 
 

Each employer with 25 or more employees, based on the number of employees on its payroll for the week containing January 1st 

annually, shall provide paid sick leave annually to each of its employees in the state.  The paid sick leave shall accrue beginning 

January 1, 2025, for current employees, or for employees hired after January 1, 2025, beginning on the employee’s date of 

employment. 

 
 

Accrual  
The accrual is at a rate of 1 hour of paid sick leave for each 30 hours 

worked by an employee up to a maximum of 40 hours per year (the 

employer shall choose any 365-day period used to calculate 

employee benefits in order to administer paid sick leave). 

 No employee shall be entitled to use more than the 

maximum number of accrued hours. 
 

Carry Over 
Each employee shall be entitled to carry over up to 40 unused 

accrued hours of paid sick leave from the current year period to the 

following year period. 

 

Use of Paid Sick Leave 
An  employee shall be entitled to the use of accrued paid sick 

leave 120 calendar days after their date of hire. 

 
Employees may use accrued paid sick leave in one-hour increments. 
 

Recordkeeping 
Employers must track and keep records of hours worked and paid sick 

leave accrued and used for every employee. 

 

Pay 
Each employer shall pay each employee for paid sick leave at a pay 

rate equal to the greater of either: 

 the normal hourly wage for that employee; or 

 the minimum fair wage rate under section 31-58 of the 

general statutes in effect for the pay period during which the 

employee used paid sick leave. 
 

Reasons for Use of Leave 
An employee may use paid sick leave for his or her own: 

 illness, injury or health condition; 

 the medical diagnosis, care or treatment of his or her mental 

illness or physical illness, injury or health condition; 

 preventative medical care; or  

 mental health wellness day. 

 

An employee may use paid sick leave for a family member's: 

 illness, injury or health condition;  

 the medical diagnosis, care or treatment of a mental or 

physical illness, injury or health condition; or  

 preventative medical care. 

 

An employee may use paid sick leave when either:  

 the employer’s place of business; or 

 a family member’s school or place of care  

         closes by order of a public official or due to a public health 

         emergency. 

 

An employee may use paid sick leave when a health authority, the 

employer of the employee or the employee’s family member, or a 

health care provider determines that the employee or the 

employee’s family member poses a risk to the health of others 

because of exposure to a communicable disease. 

 

  

An employee may use paid sick leave if the employee or the 

employee’s family member is a victim of family violence or sexual 

assault: 

 for medical care or psychological or other counseling for 

physical or psychological injury or disability; 

 to obtain services from a victim services organization; 

 to relocate due to such family violence or sexual assault; 

 to participate in any civil or criminal proceedings related to or 

resulting from such family violence or sexual assault. 

 

“Family member” means a spouse, sibling, child, grandparent, 

grandchild, or parent of an employee, or an individual who is related 

to the employee by blood or by an affinity whose close association the 

employee shows to be equivalent to those family relationships. 

 

Documentation 
No employer shall require an employee to provide any documentation 

that paid sick leave is being taken for a reason covered by the paid sick 

leave law.  

 

Prohibition of Retaliation or Discrimination 
No employer shall take retaliatory personnel action or discriminate 

against an employee because the employee: 

 requests or uses paid sick leave either in accordance with the 

act; or 

 in accordance with the employer's own paid sick leave policy, 

as the case may be; or 

 files a complaint with the Labor Commissioner alleging the 

employer's violation of the act. 
 

Collective Bargaining 
Nothing in the act shall diminish any rights provided to any employee 

under a collective bargaining agreement, preempt or override the terms 

of any collective bargaining agreement effective prior to January 1, 

2012, or July 1, 2012, pursuant to chapter 319pp. 
 

Complaint Process 
Any employee aggrieved by a violation of the provisions of the law may 

file a complaint with the Labor Commissioner.  Upon receipt of any such 

complaint, said Commissioner may hold a hearing.  After a hearing, the 

Commissioner may assess a civil penalty or award other relief. 

 

Employees may file a complaint on the Department of Labor website: 

https://portal.ct.gov/dol/divisions/wage-and-workplace-

standards/wage-complaint?language=en_US  

 

 

This is not the complete Paid Sick Leave law.  Please contact 

your Human Resources office for additional information. 
 

 

                                                                               Effective 1/1/25 

 

 


