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The following is a brief summary of Connecticut state labor and employment laws. This summary 

is provided for general information only and is not intended as legal advice. Employers should 

consult legal counsel for more specific guidance. 

I. HIRING & PRE-EMPLOYMENT TESTING 

 

A. Employment “At Will” 

 

Connecticut recognizes the employment-at-will doctrine, such that an employment 

relationship may be terminated by either the employer or the employee at any time. However, an 

employer and an employee may enter into a contract, either express or implied, that limits the 

employer’s ability to terminate an employee.  

 

Moreover, the Connecticut Supreme Court recognized a narrow public policy exception to 

the employment-at-will rule. Sheets v. Teddy’s Frosted Foods, 179 Conn. 471 (Conn. 1980). A 

discharged employee may sue the employer for wrongful discharge if he or she can show that the 

termination was based on a violation of important public policy. Id; Morris v. Hartford Courant 

Co., 200 Conn. 676 (Conn. 1986). 

 

B. Polygraph Testing 

 

Connecticut employers are not permitted to request or require prospective employees to 

take polygraph examinations as a condition of obtaining employment. Conn. Gen. Stat. § 31-

51g(b)(1). For these purposes, “polygraph” means “any mechanical or electrical instrument or 

device of any type used or allegedly used to examine, test, or question individuals for the purpose 

of determining truthfulness.”  Conn. Gen. Stat. § 31-51g(a). An employer that violates the 

polygraph testing law may be fined between $250 and $1,000 for each violation. Conn. Gen. Stat. 

§ 31-51g(c). 

 

C. Drug and Alcohol Testing 

 

Employers in Connecticut may require prospective employees to submit to urinalysis drug 

tests as part of the employment application procedure as long as the prospective employee is 

informed in writing at the time of application that the employer intends to conduct such a test. The 

urinalysis drug test must be conducted in accordance with Connecticut’s drug testing laws, and the 

prospective employee must be given a copy of any positive urinalysis drug test result. Conn. Gen. 

Stat. § 31-51v. The results of any such test must be kept confidential. Id.  
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D. Pre-Employment Inquiries  

Connecticut law prohibits employers from requesting or requiring information from a 

prospective employee relating to the individual’s childbearing age or plans, pregnancy, 

reproductive system, use of birth control methods, or familial responsibilities, unless the 

information is directly related to a bona fide occupational qualification or need. Conn. Gen. Stat. 

§ 46a-60(a)(9). 

Similarly, it is illegal for an employer to request or require a prospective employee to 

provide genetic information. Conn. Gen. Stat. § 46a-60(a)(11). The term “genetic information” is 

defined as “information about genes, gene products or inherited characteristics that may derive 

from an individual or a family member.” Id. 

 

Applicants must not be required to consent to an employer’s request for a credit report that 

contains information about the applicant’s credit score, credit account balances, payment history, 

savings or checking account balances, or savings or checking account numbers as a condition of 

employment. Conn. Gen. Stat. § 31-51tt(b). However, an employer may require such consent if 

the employer is a financial institution, if a report is required by law, if the report is substantially 

related to the potential job or if the employer has a bona fide purpose for requesting or using 

information in the credit report that is substantially job-related and is disclosed in writing to the 

applicant. Id. 

 

Connecticut’s “ban the box” law prohibits employers from inquiring about a prospective 

employee’s prior arrests, criminal charges, or convictions on an initial employment application. 

An employer may do so lawfully on an employment application only if (1) the employer is required 

to do so by an applicable state or federal law; or (2) a security or fidelity bond or an equivalent 

bond is required for the position. Otherwise, employers may still inquire into an applicant’s 

criminal history, but such a background inquiry must occur after an employment application has 

been completed, e.g., during an interview.    

 

As of January 1, 2019, Connecticut employers are prohibited from inquiring about 

prospective employees’ wages or salary histories. Connecticut’s new pay equity law is intended to 

promote equality in pay and close the wage gap. “Employers”—defined as entities having “one or 

more employees”— are also prohibited from using a third party to inquire about any applicant’s 

wage or salary history. Employers may still inquire about the components of an applicant’s 

compensation structure—for example, retirement benefits or stock option plans—but they may not 

inquire about the value of any individual component. 

 

Nothing in the law prevents an employer from verifying salary information if a prospective 

employee voluntarily discloses such information. The law does not apply where a federal or state 

law “specifically authorizes disclosure or verification of salary history” in the employment context. 

A private right of action exists for violations of the law, and a prospective employee can potentially 

recover compensatory damages, attorneys’ fees and costs, and punitive damages. A two-year 

statute of limitations applies. 
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E. Reporting of New Hires 

 

An employer maintaining an office or transacting business in Connecticut must report each 

new employee hired in Connecticut to the Labor Department within 20 days of the employment 

date. Conn. Gen. Stat. § 31-254(b). The report must contain the name, address, and Social Security 

number of the new hire, as well as the name, address, and state and federal tax registration or 

identification numbers of the employer. Id. Such a report must be filed for independent contractors 

when the expected value of the services is at least $5,000. Conn. Gen. Stat. § 31-254(c)(1). 

 

An employer that has employees in Connecticut and one or more other states and that 

transmits reports magnetically or electronically is not required to report to Connecticut if the 

employer has designated another state in which it has employees to which it will transmit reports. 

Conn. Gen. Stat. § 31-254(c)(2). The employer, however, must have notified the Labor 

Commissioner, in writing, as to which other state it has designated. Id. 

 

F. Offer Letters and Notice to New Employees 

 

At the time of hiring, whether through offer letter or otherwise, employers are required to 

advise employees, in writing, of the rate of pay, hours of employment, and wage payment 

schedules. Conn. Gen. Stat. § 31-71f(1). Additionally, notices must be posted, in a conspicuous 

place that is accessible to all employees, of employment practices and policies regarding wages, 

vacation pay, sick leave, health and welfare benefits, and similar issues. Conn. Gen. Stat. § 31-

71f(2). 

 

Connecticut’s Paid Sick Leave law, which is discussed further in section V. below, requires 

employers to provide notice to each service worker of his or her entitlement to sick leave, the 

amount of sick leave provided, the terms under which sick leave may be used, the fact that 

retaliation against service workers for requesting or using sick leave is prohibited, and that the 

service worker has a right to file a complaint with the Labor Commissioner for any violations of 

these terms. Conn. Gen. Stat. § 31-57w. Employers may comply with this notice obligation by 

displaying a poster in a conspicuous place, that is accessible to service workers, and that contains 

the required information in both English and Spanish. Id. 

 

Moreover, upon offering employment to a prospective employee, an employer must inform 

the applicant of any chemicals, toxic substances, radioactive materials, or any other substances 

that are used or produced by the employer and that the employer has reasonable cause to believe 

will cause birth defects or may harm an individual’s reproductive system or fetus. Conn. Gen. Stat. 

§ 31-40g. 

 

G. Youth Employment 

 

Connecticut law permits minors under the age of 18, who have graduated from high school, 

to work in any occupation during the same hours as adults. Such minors may be paid no less than 

85 percent of the minimum wage for the first 200 hours of employment. Conn. Gen. Stat. § 31-

58(j). 
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Minors under the age of 18 are prohibited from working in occupations that have been 

declared hazardous to an individual’s health by the Department of Public Health or hazardous in 

other respects by the Labor Department. Conn. Gen. Stat. § 31-23(c). These occupations include 

mining, dry cleaning and laundry operations, explosives manufacturing and storage, and food 

product processing. Time and hour restrictions apply to minors who are enrolled in high school 

but have not yet graduated, as well as to minors who are not enrolled in high school and have not 

graduated. 

 

Under Connecticut law, 14- and 15-year-olds are permitted to work in occupations that are 

listed on the Connecticut Department of Labor website. These occupations include agricultural 

work, street trade positions, jobs with municipalities, jobs as golf caddies, licensed summer camp 

positions, and jobs doing household chores for private homeowners. Time and hour restrictions 

apply to minors working in permitted occupations. However, 14- and 15-year-olds are prohibited 

from working in certain occupations, including those in restaurant/food service, recreational 

establishments, and barber shops. There are time and hour restrictions that apply to 14 and 

15yearold minors working in permitted occupations. 

 

H. Employment Promissory Notes 

 

Connecticut employers are prohibited from requiring, as a condition of employment, any 

employee or prospective employee to execute an employment promissory note. Conn. Gen. Stat. 

§ 31-51(r). An employment promissory note is defined by statute as “any instrument or agreement 

executed on or after October 1, 1985, which requires an employee to pay the employer, or his agent 

or assignee, a sum of money if the employee leaves such employment before the passage of a 

stated period of time.” Id. The statute expressly exempts certain agreements between an employer 

and an employee from its coverage, namely (1) agreements requiring the employee to repay to the 

employer any sums advanced to such employee; (2) agreements requiring the employee to pay the 

employer for any property it has sold or leased to such employee; (3) agreements requiring 

educational personnel to comply with any terms or conditions of sabbatical leaves granted by their 

employers; and (4) agreements entered into as part of a collective bargaining agreement. Id.  

 

II. DISCRIMINATION AND HARASSMENT 
 

A. Protected Classes and Prohibited Activity 
 

Connecticut’s Fair Employment Practices Act (CFEPA) prohibits employers from refusing 

to hire, discharging, or discriminating against an individual in compensation or terms, conditions, 

or privileges of employment on the basis of the individual’s race, color, religious creed, age, sex, 

gender identity or expression, marital status, national origin, ancestry, present or past history of 

mental disability, intellectual disability, learning disability, or physical disability, unless such 

action is based upon a bona fide occupational qualification or need. Conn. Gen. Stat. § 46a-60(a)(1). 

Employers are also prohibited from advertising employment opportunities in such a way as to 

restrict employment based on protected characteristics. Conn. Gen. Stat. § 46a-60(a)(6).  
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It is a violation of the CFEPA for an employer to terminate a woman’s employment because 

of her pregnancy or to refuse to grant an employee a reasonable leave of absence for pregnancy-

related disability. Conn. Gen. Stat. § 46a-60(a)(7). A woman has the right to be reinstated to her 

original or equivalent position following a pregnancy-related leave, except in the case of a private 

employer whose circumstances have changed so as to make reinstatement impossible or 

unreasonable. Id.  

 

Further, it is unlawful for an employer to limit, segregate, or classify an employee in a way 

that would deprive her of employment opportunities due to her pregnancy; discriminate against an 

employee or job applicant on the basis of her pregnancy in the terms or conditions of her 

employment; fail or refuse to make a reasonable accommodation for an employee or job applicant 

due to her pregnancy, unless the employer can demonstrate that such accommodation would 

impose an undue hardship on the employer; deny employment opportunities to an employee or job 

applicant if the denial is due to a request for a reasonable accommodation due to her pregnancy; 

force an employee or job applicant affected by pregnancy to accept a reasonable accommodation 

if she (1) does not have a known limitation related to her pregnancy, or (2) does not require a 

reasonable accommodation to perform the essential duties of her job; require an employee to take 

a leave of absence if a reasonable accommodation can be provided in lieu of such leave; or retaliate 

against a pregnant employee in the terms, conditions, or privileges of her employment, based upon 

her request for a reasonable accommodation.  

 

Employers are required to provide written notice to employees regarding pregnancy 

discrimination and the right to reasonable accommodation. Employers may comply with the notice 

requirement by displaying a Connecticut Department of Labor poster (available on its website) 

with information about the Act in a conspicuous place, accessible to employees, in both English 

and Spanish. 

 

Employers are also prohibited from discharging or discriminating against any person on 

the basis of genetic information. Conn. Gen. Stat. § 46a-60(a)(11).  

 

It is a discriminatory practice for an employer to refuse to hire, discharge, or discriminate 

against an individual because of the individual’s sexual orientation or civil union status, except in 

the case of a bona fide occupational qualification or need. Conn. Gen. Stat. § 46a-81c. The term 

“sexual orientation” is defined as “having a preference for heterosexuality, homosexuality or 

bisexuality, having a history of such preference or being identified with such preference.” Conn. 

Gen. Stat. § 46a-81a.  

 

The CFEPA also protects from retaliation individuals who have opposed discriminatory 

employment practices or filed complaints of discrimination. Conn. Gen. Stat. § 46a-60(a)(4). 

 

Connecticut law prohibits employers from terminating an employee in retaliation for the 

exercise of protected speech.  Conn. Gen. Stat. § 31-51q. An employee’s exercise of such rights, 

however, cannot substantially interfere with his or her bona fide job performance or working 

relationship with the employer, and the speech must be on a matter of public concern (rather than 

purely personal matters) in order to be protected.   

 

http://www.ctdol.state.ct.us/gendocs/labor_posters.htm
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In addition, Connecticut law prohibits public employers from discriminating against those 

applying for a state job, or for a license, permit, certificate, or registration solely because of a prior 

criminal conviction. Conn. Gen. Stat. § 46a-80(a).  

B. Employers Covered by the CFEPA 
 

Connecticut’s anti-discrimination law applies to public and private employers with three 

or more employees, as well as employment agencies and labor organizations. Conn. Gen. Stat. 

§§ 46a-51, 46a-60. 

 

C. Procedure and Agency Authority 

 

The Connecticut Commission on Human Rights and Opportunities (CHRO) is tasked with 

enforcing Connecticut’s human rights laws. The CHRO is empowered to investigate complaints 

of employment discrimination, hold hearings, make findings, and award damages. Conn. Gen. Stat. 

§ 46a-54.  

 

An individual claiming to have been discriminated against in violation of the CFEPA must 

file a complaint with the CHRO within 180 days of the alleged act of discrimination. Conn. Gen. 

Stat. § 46a-82(f). The CHRO then provides notice of the complaint to the employer, who must file 

an answer within 30 days of receipt of the complaint. Conn. Gen. Stat. § 46a-83(a).  

 

The executive director of the CHRO conducts a case assessment review to determine 

whether there is a reasonable possibility that investigating the complaint will result in a finding of 

reasonable cause. Conn. Gen. Stat. § 46a-83(b). If the executive director finds that there is no 

reasonable possibility, the complaint is dismissed, at which time the complainant may request a 

release of jurisdiction allowing him or her to bring a civil action in court. Id. If the complainant 

does not request a release of jurisdiction, the CHRO’s legal counsel will conduct a legal review of 

the complaint, and may reinstate it. Id. 

 

If the complaint is not dismissed after the merit assessment review, or if the complaint is 

reinstated after legal review, a mandatory mediation conference will be scheduled. Conn. Gen. 

Stat. § 46a-83(c)(1). If the complaint is not resolved after the conference, the complainant, 

respondent, or CHRO may request early legal intervention. Conn. Gen. Stat. § 46a-83(c)(2). If 

such a request is made, the executive director must determine whether the complaint should be 

certified to public hearing, be assigned to an investigator and processed, or be released from the 

CHRO’s jurisdiction. Id. 

 

If the executive director decides that the complaint should be processed, an investigator is 

then assigned to determine whether there is reasonable cause for believing that a discriminatory 

practice was committed. Conn. Gen. Stat. § 46a-83(d). The investigator may conduct a fact-finding 

conference or a complete investigation, including individual witness interviews, interrogatories, 

and requests for disclosure of information. Id.  

 

Before a finding of either reasonable cause or no reasonable cause is issued, each party is 

given the opportunity to provide comments to the investigator. Conn. Gen. Stat. § 46a-83(e). The 
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investigator must then issue a written decision. Id. If the investigator finds that there is reasonable 

cause, an attempt will be made to settle the complaint. Conn. Gen. Stat. § 46a-83(g). If the 

complaint is not settled, the complaint is certified, a hearing officer or human rights referee is 

appointed, and a public hearing is scheduled. Conn. Gen. Stat. § 46a-84. 

 

If the hearing officer finds that the employer has not engaged in a discriminatory practice, 

an order dismissing the complaint will be issued. Conn. Gen. Stat. § 46a-86(f). However, if the 

hearing officer concludes that the employer has engaged in a discriminatory practice, an order 

requiring the employer to cease and desist from the practice will be issued. Conn. Gen. Stat. § 46a-

86. The officer may also order the hiring or reinstatement of employees, with or without back pay. 

Conn. Gen. Stat. § 46a-86(b). The Connecticut Supreme Court has held that the CHRO does not 

have the authority to award damages for emotional distress or attorneys’ fees. Bridgeport Hosp. v. 

Commission on Human Rights & Opportunities, 232 Conn. 91 (Conn. 1995). 

 

D. Sexual Harassment 

 

It is an unlawful discriminatory practice for an employer to harass any employee or 

prospective employee on the basis of sex, gender identity, or expression. Conn. Gen. Stat. § 46a-

60(a)(8). Connecticut law defines “sexual harassment” as “any unwelcome sexual advances or 

requests for sexual favors or any conduct of a sexual nature when (A) submission to such conduct 

is made either explicitly or implicitly a term or condition of an individual’s employment, (B) 

submission to or rejection of such conduct by an individual is used as the basis for employment 

decisions affecting such individual, or (C) such conduct has the purpose or effect of substantially 

interfering with an individual’s work performance or creating an intimidating, hostile, or offensive 

working environment.” Id. 

 

Employers with three or more employees must post notices regarding the illegality of 

sexual harassment and remedies available to harassment victims. Conn. Regs. § 46a-54-201.  

 

Employers with 50 or more employees must provide at least 2 hours of sexual harassment 

training to all supervisory employees. Conn. Regs. § 46a-54-204. A “supervisory employee” is an 

employee who has the authority “to hire, transfer, suspend, lay off, recall, promote, discharge, 

assign, reward or discipline other employees, or responsibility to direct them, or to adjust their 

grievances or effectively to recommend such actions.” Conn. Regs. § 46a-54-200(e). Employers 

are encouraged to maintain records of such training for at least one year. Conn. Regs. § 46a-54-

207. 

 

E. Equal Pay Law 

 

Connecticut’s Equal Pay Law prohibits employers from discriminating against employees 

on the basis of sex in the amount of compensation paid. Conn. Gen. Stat. § 31-75(a). An employee 

filing a discrimination complaint must demonstrate that he or she is paid at a rate less than the rate 

at which the employer pays wages to employees of the opposite sex for “equal work on a job, the 

performance of which requires equal skill, effort and responsibility, and which are [sic] performed 

under similar working conditions.” Conn. Gen. Stat. § 31-75(b). The employer may avoid liability 

if it can show that the differential in pay is in accordance with a seniority system, a merit system, 
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a system that measures earnings by quantity or quality of production, or a differential system based 

upon a bona fide factor other than sex, such as education, training, or experience. Id. The employer 

may not rely on the bona fide factor defense if the employee can show that “an alternative 

employment practice exists that would serve the same business purpose without producing such 

differential and that the employer has refused to adopt such alternative practice.” Id. 

 

The Connecticut Department of Labor (DOL) is responsible for investigating claims of 

unequal pay and enforcing the statute. Conn. Gen. Stat. § 31-76(a).  

 

F. Palliative Use of Marijuana 

 

Pursuant to Connecticut’s Palliative Use of Marijuana Act (PUMA), it is legal in 

Connecticut for certain individuals to possess limited amounts of marijuana for palliative use. 

“Palliative use” means the use of marijuana “to alleviate a qualifying patient's symptoms of a 

debilitating medical condition or the effects of such symptoms, but does not include any such use 

of marijuana by any person other than the qualifying patient.” Conn. Gen. Stat. § 21a-408(12). A 

“qualifying patient” is a person who is at least 18 years old (or a minor with written consent from 

a parent), is a resident of Connecticut, and has been diagnosed with a “debilitating” medical 

condition. Conn. Gen. Stat. § 21a-408(16). PUMA contains a list of “debilitating conditions,” 

including cancer, Parkinson’s disease, and epilepsy, and allows the Connecticut Department of 

Consumer Protection to publish regulations approving marijuana to treat additional conditions.  

 

Under PUMA, no employer may discharge, penalize, or threaten an employee solely on 

the basis of the employee’s status as a qualifying patient or primary caregiver. Conn. Gen. Stat. § 

21a-408(12). Conn. Gen. Stat. Ann. § 21a-408p(b)(3). A “primary caregiver” is defined as a person, 

other than the qualifying patient and the patient’s physician, who is at least 18 years old and has 

agreed to be responsible for managing the well-being of the qualifying patient with respect to the 

palliative use of marijuana. Conn. Gen. Stat. § 21a-408(15). 

 

III. EMPLOYEE RECORDS 

A. Personnel Files 

Connecticut’s Personnel Files Act contains a broad definition of the term “employer,” and 

there is no minimum number of employees required for this law to apply. An “employer” is simply 

defined as “an individual, corporation, partnership or unincorporated association.” Conn. Gen. Stat. 

§ 31-128a(4). 

 

The act defines “personnel file” to mean “papers, documents and reports, including 

electronic mail and facsimiles, pertaining to a particular employee that are used or have been used 

by an employer to determine such employee’s eligibility for employment, promotion, additional 

compensation, transfer, termination, disciplinary or other adverse personnel action including 

employee evaluations or reports relating to such employee’s character, credit and work habits.” 

Conn. Gen. Stat. § 31-128a(5).  

 

Specifically excluded are “stock option or management bonus plan records, medical 

records, letters of reference or recommendations from third parties including former employers, 
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materials that are used by the employer to plan for future operations, information contained in 

separately maintained security files, test information, the disclosure of which would invalidate the 

test, or documents which are being developed or prepared for use in civil, criminal or grievance 

procedures.” Id. The term “medical records” is defined as “all papers, documents and reports 

prepared by a physician, psychiatrist or psychologist that are in the possession of an employer and 

are work-related or upon which such employer relies to make any employment-related decision.” 

Conn. Gen. Stat. § 31-128a(6). “Security files” includes, “memoranda, documents or collections 

of information relating to investigations of losses, misconduct or suspected crimes, and 

investigative information maintained pursuant to government requirements, provided such 

memoranda, documents, or information are maintained separately and not used to determine an 

employee’s eligibility for employment, promotion, additional compensation, transfer, termination, 

disciplinary or other adverse personnel action.” Conn. Gen. Stat. § 31-128a(7). 

 

Employers that maintain personnel files are required to keep them for one year following 

the termination of a particular employee’s employment. Conn. Gen. Stat. § 31-128b. 

 

B. Employees’ Access to Personnel Files 

Not more than seven business days after receiving a written request from a current 

employee, an employer must permit such employee to inspect and, if requested, copy his or her 

personnel file. Conn. Gen. Stat. § 31-128b(a). “Such inspection shall take place during regular 

business hours at a location at or reasonably near the employee’s place of employment.” Id. If an 

employee submits a written request for a copy of all or part of his or her personnel file, or requests 

that a copy of medical records be provided to such employee’s physician, the employer must 

comply within a reasonable time after receipt of the request. Conn. Gen. Stat. § 31-128g.  

 

 Not more than 10 business days after receiving a written request from a former employee, 

an employer must permit inspection and, if requested, copying of such former employee’s 

personnel file, provided the employer receives the written request not later than one year after the 

termination of such former employee’s employment. Conn. Gen. Stat. § 31-128b(b). A former 

employee’s inspection shall take place during regular business hours at a location mutually agreed 

upon by the employer and former employee. Id. If the employer and former employee cannot agree, 

the employer may mail a copy of the file to the former employee not more than 10 business days 

after receipt of the written request. Id.     

 

When an employee is disciplined, the employer must provide the employee with a copy of 

any documentation of such disciplinary action not more than one business day after the date of 

imposing such action. Conn. Gen. Stat. § 31-128b(c). Employers must immediately provide an 

employee with a copy of any documented notice that the employee’s employment is terminated. 

Id.  
 

C. Employee Access to Medical Records 

Any medical records kept by an employer shall be kept separately and not as part of an 

employee’s personnel file. Conn. Gen. Stat. § 31-128c. Such employer shall keep such records for 

at least three years following the termination of an employee’s employment. Id.  
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Within a reasonable time after receiving a written request from an employee, an employer 

shall permit inspection of such employee’s medical records. Id. Such inspection shall take place 

during regular business hours at a location at or reasonably near the employee’s place of 

employment. Id. The employee may choose a physician to inspect the medical records, or the 

employer may choose a physician, with the employee’s consent. Id. 

D. Negative Information 

If an employee disagrees with any of the information contained in his or her personnel file 

or medical records, the employee and employer may agree to remove or correct the information. 

Conn. Gen. Stat. § 31-128e(a). If the employee and employer cannot agree, the employee may 

submit a written statement explaining his or her version of the information. Id. This statement must 

be included in the employee’s personnel file or medical records, and must accompany any 

transmittal or disclosure to a third party. Id. 

 

Any documented disciplinary action, notice of termination, or performance evaluation 

must include a statement in “clear and conspicuous language” that the employee may submit a 

written statement explaining his or her position if he or she disagrees with the information 

contained in such document. Conn. Gen. Stat. § 31-128e(b). Any statement provided by the 

employee must be maintained as part of the employee’s personnel file and must be included in any 

transmittal or disclosure to a third party. Id. 

 

E. Disclosure of Information 

The Personnel Files Act prohibits the disclosure of individually identifiable information 

contained in personnel files or medical records without the written authorization of the employee, 

except where the disclosure is limited to the verification of dates of employment and the 

employee’s title and wages. Conn. Gen. Stat. § 31-128f. Additionally, an employer may disclose 

such information without the employee’s consent under the following circumstances: 

1. to a third party that maintains or prepares employment records or performs 

employment-related services for the employer; 

2. pursuant to a lawfully issued administrative summons or judicial order, or in 

response to a government audit or the investigation or defense of personnel-related 

complaints against the employer; 

3. pursuant to a request by a law enforcement agency for an employee’s home address 

and dates of attendance at work; 

4. in response to an apparent medical emergency or to apprise the employee’s 

physician of a medical condition of which the employee may not be aware; 

5. to comply with federal, state, or local laws or regulations; or 

6. where the information is disseminated pursuant to a collective bargaining 

agreement. 
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Id. 

IV. EMPLOYEE PRIVACY 

 

A. Drug Testing 

 

Connecticut’s drug testing law applies to all private employers, regardless of size. 

 

A Connecticut employer may require an employee to submit to a urinalysis drug test if the 

employer has “reasonable suspicion that the employee is under the influence of drugs or alcohol 

which adversely affects or could adversely affect such employee’s job performance.” Conn. Gen. 

Stat. § 31-51x(a).  

 

Random drug tests are permitted if such test is authorized under federal law, the employee 

works in a high-risk or safety-sensitive occupation, or the test is conducted as part of an employee 

assistance program in which the employee participates voluntarily. Conn. Gen. Stat. § 31-51x(b). 

A “high-risk or safety-sensitive occupation” is one which “(1) presents a clearly significant life 

threatening danger to the employee so occupied, his fellow employees, or the general public and 

is performed in a manner or place inherent with or inseparable from such danger, (2) requires the 

exercise of discriminating judgment or high degree of care and caution, and (3) is separate from 

the ability to discern impaired or enhanced performance by direct supervision and is not reasonably 

subject to other valid and available means of observation and evaluation which would preclude the 

necessity of random urinalysis.” Conn. Regs. § 31-51x-1(e). 

 

Connecticut law further provides that no employer may determine an employee’s eligibility 

for promotion, additional compensation, transfer, termination, discipline, or other adverse 

personnel action solely on the basis of a positive urinalysis drug test result unless the employer has 

given the employee a urinalysis drug test that produced a positive result, and the result was 

confirmed by a second urinalysis drug test. Conn. Gen. Stat. § 31-51u(a). 

 

The law does not preclude employers from conducting medical screenings to monitor 

exposure to toxic or unhealthy substances in the workplace, as long as the employer has the express 

written consent of the employee. Conn. Gen. Stat. § 31-51y(a). The law permits employers to 

prohibit the use of intoxicating substances during work hours and to discipline employees for being 

under the influence of intoxicating substances during work hours. Conn. Gen. Stat. § 31-51y(b). 

The law does not expressly cover testing for drugs of prospective and current employees by other 

methods, such as by hair, saliva, and other non-urine based drug testing. Conn. Gen. Stat. § 31-

51u(a). 

 

B. Tobacco Use 

 

Employers with five or more employees must prohibit smoking in business facilities under 

the employer’s control; however, an employer may designate one or more smoking rooms in a 

facility. Conn. Gen. Stat. § 31-40q(c). If an employer chooses to designate a smoking room, the 

air from the room must be exhausted directly to the outside by an exhaust fan, the employer must 

comply with state and federal ventilation standards, and the room must be located in a non-work 
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area and must be available to employees only. Id. Moreover, the employer must provide sufficient 

nonsmoking break rooms for nonsmoking employees. Id.  

 

The law does not forbid employers from designating entire business facilities as 

nonsmoking areas. Conn. Gen. Stat. § 31-40q(d). 

 

Employers with fewer than five employees in a facility shall establish work areas where 

smoking is prohibited. Conn. Gen. Stat. § 31-40q(b). Each nonsmoking area must be designated 

by posting signs that can be seen by employees and visitors. Id. Where smoking is permitted, 

employers must use physical barriers and ventilation systems to minimize the effect of smoking in 

nearby nonsmoking areas. Id. 

 

Connecticut employers may not require employees or prospective employees to refrain 

from smoking outside the course of employment, nor may they discriminate against individuals 

with respect to compensation, terms, conditions, or privileges of employment for smoking outside 

the workplace. Conn. Gen. Stat. § 31-40s(a). 

 

C. Video Surveillance 

 

Connecticut employers may engage in electronic monitoring of their employees as long as 

affected employees are given prior written notice of the types of monitoring that may occur. Conn. 

Gen. Stat. § 31-48d(b)(1). The term “electronic monitoring” is defined as the “collection of 

information on an employer’s premises concerning employees’ activities or communications by 

any means other than direct observation, including the use of a computer, telephone, wire, radio, 

camera, electromagnetic, photoelectronic or photo-optical systems.” Conn. Gen. Stat. § 31-

48d(a)(3). An employer may satisfy the notice requirement by posting a notice in a conspicuous 

place. Conn. Gen. Stat. § 31-48d(b)(1).  

 

Without prior notice, an employer may electronically monitor employees if the employer 

has “reasonable grounds” to believe that the employees are engaged in misconduct and monitoring 

will produce evidence of such misconduct. Conn. Gen. Stat. § 31-48d(b)(2). Specifically, the 

employer must believe that the employees are engaged in conduct that violates the law, violates 

the legal rights of the employer or the employer's employees, or creates a hostile work environment. 

Id.  

 

The Labor Commissioner is tasked with the enforcement of this provision. An employer 

found to be in violation may receive a maximum civil penalty of $500 for the first offense, $1,000 

for the second offense, and $3,000 for the third and each subsequent offense. Conn. Gen. Stat. § 

31-48d(c). 

 

Employers are prohibited from using electronic surveillance devices to record or monitor 

their employees’ activities “in areas designed for the health or personal comfort of the employees 

or for safeguarding of their possessions, such as rest rooms, locker rooms, or lounges.” Conn. Gen. 

Stat. § 31-48b(b). This prohibition includes the recording of sound or voice, or the operation of a 

closedcircuit television system, or any combination thereof. Id. 
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D. Credit Reports 

 

An employer may not require an employee to consent to a request for a credit report that 

contains information about the employee’s credit score, credit account balances, payment history, 

savings or checking account balances, or savings or checking account numbers as a condition of 

employment unless, “(1) such employer is a financial institution, (2) such report is required by law, 

(3) the employer reasonably believes that the employee has engaged in specific activity that 

constitutes a violation of the law related to the employee’s employment, or (4) such report is 

substantially related to the employee’s current or potential job or the employer has a bona fide 

purpose for requesting or using information in the credit report that is substantially job-related and 

is disclosed in writing to the employee . . . .” Conn. Gen. Stat. § 31-51tt(b).  

 

E. Breastfeeding in the Workplace 

 

A female employee in Connecticut has the right to express breast milk or breastfeed on site 

at her workplace. Conn. Gen. Stat. § 31-40w(a). Employers are directed to make reasonable efforts 

to provide a space, other than a toilet stall, where employees can express milk in private. Conn. 

Gen. Stat. § 31-40w(b). Employers are prohibited from discriminating against, or disciplining, any 

employee who has exercised her rights under this statute. Conn. Gen. Stat. § 31-40w(c). 

 

F. Safeguarding of Personal Information 

 

Employers must protect employees’ personal information from misuse by third parties. 

Conn. Gen. Stat. § 42-471. “Personal information” includes, but is not limited to, Social Security 

numbers, driver’s license numbers, state identification card numbers, account numbers, credit and 

debit card numbers, passport numbers, alien registration numbers, and health insurance 

identification numbers. Id. 

 

V. LEAVE LAWS AND REGULATIONS 

 

A. Paid Sick Leave 

 

Connecticut’s Paid Sick Leave law, Conn. Gen. Stat. §§ 31-57r, et seq., requires employers 

with 50 or more employees in Connecticut to provide paid sick leave to “service workers” paid on 

an hourly basis.  

 

 A “service worker” is a full-time or part-time employee who is:  

 

 primarily engaged in an occupation within one of the occupation code numbers and 

titles listed in the statute, as defined by the Bureau of Labor Statistics’ Standard 

Occupational Classification system; and  

 paid on an hourly basis, or not exempt from the minimum wage and overtime 

compensation requirements of the federal Fair Labor Standards Act (FLSA). 

 

Conn. Gen. Stat. § 31-57r(7). 
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The definition of “service workers” specifically provides that day or temporary workers 

(employees who work on a per diem basis or work on an occasional or irregular basis) are not 

included. Id; Conn. Gen. Stat. § 31-57r(2). 

 

 Under the Paid Sick Leave law, paid sick leave may be used for:  

 

 a service worker’s, or service worker’s spouse’s or child’s illness, injury, or health 

condition; 

 the medical diagnosis, care, or treatment of a service worker's child's or spouse's 

mental or physical illness, injury, or health condition; 

 preventive medical care for a child or spouse of a service worker; and 

 where a 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, or to participate in any civil or criminal 

proceedings related to or resulting from such family violence or sexual assault. 

 

Conn. Gen. Stat. § 31-57t(a). 

 

Service workers accrue one hour of paid sick leave for every 40 hours worked. Conn. Gen. 

Stat. § 31-57s(a). Leave shall be accrued in one-hour increments up to a maximum of 40 hours per 

calendar year. Id. Up to 40 hours of unused leave may be carried over to the next calendar year, 

regardless of how many hours have accumulated. Id. Service workers must be allowed to use 

accrued paid sick leave in one-hour increments, and they may use only 40 hours of leave within 

any calendar year, even if there is unused leave from the previous calendar year. Id. 

 

Before service workers can use accrued sick leave, they must have worked for at least 680 

hours since the date of hire and must have worked an average of 10 or more hours per week for 

the employer in the most recent complete calendar quarter. Conn. Gen. Stat. § 31-57s(b). This 10-

hour requirement has implications for part-time and seasonal employees, in that such workers are 

permitted to accrue paid sick time but may not be able to use such time if they did not work the 

requisite number of hours. 

 

If a service worker’s need to use accrued leave is foreseeable, the employer may require 

advance notice of such employee’s intention to use leave. Conn. Gen. Stat. § 31-57t(b). However, 

the employer may not require more than seven days’ notice. Id. If an employee’s need for leave is 

not foreseeable, the employer may require the employee to give notice “as soon as practicable.” 

Id. 

   

Upon termination, service workers are not entitled to payment for unused accrued sick 

leave, unless the employer’s policy provides for it. Conn. Gen. Stat. § 31-57t(d). 

 

Any employee aggrieved by a violation of the Paid Sick Leave law may file a complaint 

with the Labor Commissioner. Conn. Gen. Stat. § 31-57v(c). After a hearing, an employer who is 

found, by a preponderance of the evidence, to have violated the general provisions of the law shall 

be liable to the Labor Department for a civil penalty of up to $100 for each violation. Id. In 
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addition, the employee may be awarded all “appropriate relief,” including the payment for used 

paid sick leave, rehiring or reinstatement, payment of back wages, and reestablishment of 

employee benefits to which the employee would have been eligible if the employee had not been 

discriminated against. Id. 

 

B. Vacation 

 

 Connecticut does not require that employers provide employees with vacation benefits. If, 

however, an employer chooses to provide such benefits, it must comply with the terms of its 

established policy or employment contract. Conn. Gen. Stat. § 31-76k. Employers are required to 

make such vacation policies available to all employees, either in writing or through a notice posted 

in a place accessible to all employees. Conn. Gen. Stat. § 31-71f. 

 

C. Family and Medical Leave 

 

According to Connecticut’s family and medical leave law, employers with 75 or more 

employees must allow eligible employees up to 16 weeks of unpaid leave during any 24-month 

period for the birth or adoption of a child, serious health condition of the employee, or serious 

health condition of a spouse, child, or parent, to serve as an organ/marrow donor, or because of 

any exigency arising out of the fact that a spouse, child, parent, or next of kin of employee is on 

active duty, or notified of call to active duty, in the armed forces. Conn. Gen. Stat. § 31-51ll. 

 

An “eligible employee” is an employee who has been employed for at least 12 months and 

has worked for at least 1,000 hours during the 12-month period preceding the first day of leave. 

Conn. Gen. Stat. § 31-51kk(1). 

 

In cases where the need for leave is foreseeable and based on an expected birth or adoption 

of a child, the employee must provide the employer with at least 30 days’ notice. Conn. Gen. Stat. 

§ 31-51ll(f). If the birth or adoption requires leave to begin in less than 30 days, then the employee 

shall provide notice as is practicable. Id. 

 

Where the leave is needed for planned medical treatment for a serious health condition of 

the employee or the employee’s spouse, child, or parent, the employee shall make a reasonable 

effort to schedule the treatment so as not to cause undue disruption to the employer’s operations. 

Id. The employee shall provide the employer with at least 30 days’ notice, unless the date of 

treatment requires leave to begin in less than 30 days, in which case the employee shall provide 

notice as is practicable. Id. 

 

Employees who take leave under the law are entitled to be restored to their original 

positions or, if the original position is not available, to an equivalent position with equivalent 

benefits, pay, and terms and conditions of employment. Conn. Gen. Stat. § 31-51nn. In the case of 

a medical leave, if the employee is unable to perform his or her original job, then he or she shall 

be transferred to work suitable to the employee’s physical condition. Id. 

 

It is illegal for an employer to interfere with, restrain, or deny the exercise of, or the attempt 

to exercise, any right provided by the law. Conn. Gen. Stat. § 31-51pp. It is a violation of the law 
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to discharge or discriminate against any employee for opposing any practice made unlawful by the 

statute or because the employee exercised his or her rights under the statute. Id. 

 

An employee aggrieved by a violation of the family and medical leave law may file a 

complaint with the Labor Commissioner. Id. If the Commissioner determines that the employer 

violated the law, the employee may be awarded “all appropriate relief, including rehiring or 

reinstatement to the employee’s previous job, payment of back wages and reestablishment of 

employee benefits to which the employee otherwise would have been eligible if a violation . . . 

had not occurred.” Id. 

 

D. Jury Duty 

 

Employers are required to pay full-time employees their regular wages for the first five 

days of jury service. Conn. Gen. Stat. § 51-247(a). An employee is covered if he or she holds a 

position normally requiring 30 or more hours of service in each week and the position is neither 

temporary nor casual. Id. 

 

Connecticut law prohibits employers from discharging or threatening an employee who 

serves as a juror. Conn. Gen. Stat. § 51-247a. 

 

E. Leave for Witnesses and Victims of Crime 

 

Connecticut law provides protection for employees who are witnesses and victims of a 

crime. An employer is prohibited from penalizing or threatening an employee because the 

employee appears in court or participates in a police investigation in a case in which the employee 

is a witness or crime victim. Conn. Gen. Stat. § 54-85b. 

 

An employee who is a victim of family violence must be permitted to take paid or unpaid 

leave to seek medical care or counseling for physical or psychological injury, to obtain services 

from a victim services organization, to relocate due to family violence, or to participate in a civil 

or criminal proceeding related to family violence. Conn. Gen. Stat. § 31-51ss(b). Unpaid leave 

may be limited to 12 days during any calendar year. Id. 

 

VI. WAGE & HOUR LAWS 
 

 Connecticut law defines “wages” as “compensation for labor or services rendered by an 

employee, whether the amount is determined on a time, task, piece, commission or other basis of 

calculation.” Conn. Gen. Stat. § 31-71a. 
 

A. Minimum Wage 

 

The state minimum wage is $10.10 per hour.  

 

B. Overtime 

 

Employees who work more than 40 hours in a workweek must be paid at a rate of one-and-

one-half times the regular rate for hours in excess of 40. Conn. Gen. Stat. § 31-76c. 
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The employee’s “regular rate” includes all compensation for employment, except items 

such as sums paid as gifts or rewards, which are not dependent on hours worked, production, or 

efficiency; payments made for periods when no work is performed due to vacation, holiday, or 

illness; and payments for traveling expenses. Conn. Gen. Stat. § 31-76b. The term “hours worked” 

is defined as:  

 

all time during which an employee is required by the employer to be on the employer’s 

premises or to be on duty, or to be at the prescribed work place, and all time during which 

an employee is employed or permitted to work, whether or not required to do so, provided 

time allowed for meals shall be excluded unless the employee is required or permitted to 

work. Id. 

 

This includes time when an employee is required to wait on the premises while no work is 

performed; time during which an employee is required to be on call for emergency service at a 

location designated by the employer; and time when an employee is subject to call for emergency 

service but is not required to be at a designated location, but is required to keep the employer 

informed as to where the employee may be contacted. Id. 

 

These overtime provisions do not apply to employees who are employed in a bona fide 

executive, administrative, or professional capacity. Conn. Gen. Stat. § 31-76i(e). In order to be 

exempt, the employee’s primary duty must consist of exempt duties. The specific criteria for duties 

vary depending on whether the employee is an executive, administrative, or professional employee. 

Also, to be exempt, the employee must be paid on a salaried basis. Conn. Regs. §§ 31-60-14, 31-

60-15, 31-60-16. 

 

C. Payment of Wages 

 

Connecticut law requires that employees be paid on a weekly or biweekly basis. Conn. Gen. 

Stat. § 31-71b. An employer may request a waiver from this requirement, in order to pay 

employees semi-monthly or monthly, by applying to the Labor Commissioner. Conn. Gen. Stat. § 

31-71i. The Commissioner may permit an employer to establish regular paydays less frequently 

than weekly or bi-weekly, as long as each employee is paid in full at least once a month.  Id.  

 

Employers may pay employees through electronic direct deposit to a designated bank 

account, but only upon obtaining an employee’s written consent. Conn. Gen. Stat. § 31-71b.   

 

D. Meal Periods and Rest Breaks 

 

State law requires employers to provide a meal period of at least 30 minutes for employees 

who work for seven-and-one-half or more consecutive hours. Conn. Gen. Stat. § 31-51ii(a). Such 

a meal period must be given at some point after the first two hours of work and before the last two 

hours. Id. However, an employer and employee may enter into a written agreement providing for 

a different schedule of meal periods. Conn. Gen. Stat. § 31-51ii(e). 
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The Labor Commissioner may exempt an employer from this requirement if complying 

would be adverse to public safety, the duties of the position can only be performed by one 

employee, the employer employs fewer than five employees on a shift, or the employer’s 

operations require that employees be available to respond to urgent conditions and the employees 

are compensated for break and meal periods. Conn. Gen. Stat. § 31-51ii. 

 

Other than the meal period requirement, Connecticut law does not require employers to 

provide additional breaks. 

 

E. Wage Deductions 

 

Employers may not withhold any portion of an employee’s wages unless the employer is 

required or permitted to do so by state or federal law, or the employer has written authorization 

from the employee for deductions on a form approved by the Labor Commissioner. Conn. Gen. 

Stat. § 31-71e.  

 

While Connecticut does not have any laws prohibiting an employer from requiring an 

employee to purchase a uniform, tools, or other items necessary for employment, employers would 

be required to have the signed consent of the employee on a DOL-approved form to deduct the 

costs of such items from an employee’s wages. Id.  

 

F. Time Records 

 

Connecticut law requires employers to maintain certain records with respect to employees’ 

hours and wages. For a period of three years, employers must keep, at the place of employment, a 

true and accurate record of the hours worked by, and the wages paid to, each employee. Conn. 

Gen. Stat. § 31-66. Such records must be available to the Labor Commissioner for inspection at 

any reasonable time. Id. 

 

G. Payment of Wages Upon Termination 

An employee who voluntarily terminates his or her employment must be paid his or her 

wages in full no later than the next regular payday, either through the regular payment channels or 

by mail. Conn. Gen. Stat. § 31-71c(a). If the employer terminates the employment, then the 

employee’s wages must be paid in full no later than the next business day following the termination 

date. Conn. Gen. Stat. § 31-71c(b). 

Upon the termination of employment, an employee shall be paid for accrued fringe 

benefits, but only if the employer’s policy or collective bargaining agreement provides for such 

payment. Conn. Gen. Stat. § 31-76k. This includes paid vacations, holidays, sick days, and earned 

leave. Id. 

 

H. Civil Action 

 

When an employer fails to pay an employee wages in accordance with state wage laws, the 

employee may initiate a civil action and may recover twice the full amount of such wages, with 

costs and reasonable attorneys’ fees. Conn. Gen. Stat. § 31-72. Any agreement between the 
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employee and employer for payment of wages other than what is required by statute “shall be no 

defense to such action.” Id. 

 

Connecticut law makes it unlawful for an employer to prohibit an employee from 

discussing, disclosing, or inquiring about his or her or other employees’ wages, and also provides 

for a civil right of action for any violation. Conn. Gen. Stat. § 31-40z. Notably, Connecticut’s law 

is broader than similar restrictions under the National Labor Relations Act (NLRA), as “employee” 

means “any individual employed or permitted to work by an employer,” thus extending protection 

to managerial and supervisory personnel who are not covered under the NLRA.  Id.  

 
VII. WHISTLEBLOWER PROTECTION 

 

A. General Provisions 

 

Connecticut employers are prohibited from discharging, disciplining, or otherwise 

penalizing an employee who reports violations or suspected violations of a state or federal law or 

regulation to a public body. Conn. Gen. Stat. § 31-51m(b). A “public body” is defined as “any 

executive, administrative, or legislative office of the state or any political subdivision of the state 

and any state or town agency, federal agency, or employee, member, or officer thereof.” Conn. 

Gen. Stat. 31-51m(a)(4); Conn. Gen. Stat. § 1-200(1). 

 

Any employee who is discharged, disciplined, or otherwise penalized in violation of this 

statute may, after exhausting any available administrative remedies, bring a civil action in superior 

court. Conn. Gen. Stat. § 31-51m(c). The employee may seek reinstatement, payment of back 

wages and reestablishment of benefits to which he or she would have otherwise been entitled if 

the violation had not occurred. Id. 

 

If it is found that an employee knowingly made a false report, such employee shall be 

subject to disciplinary action by the employer, up to and including termination. Id. 

 

B. Whistleblowing Protections for Employees of Certain Corporations 

 

Connecticut law provides specific protection for employees of corporations organized 

under Connecticut law or authorized to transact business in the state, the securities of which are 

registered under Section 12 of the Securities Exchange Act of 1934, or that are required to file 

reports under Section 15(d) of the Securities Exchange Act of 1934. Conn. Gen. Stat. § 33-1336. 

It is illegal for an officer, employee, or agent of such a corporation to discharge, demote, suspend, 

threaten, harass, or discriminate against any Connecticut employee who provides information or 

assists in an investigation regarding conduct that the employee reasonably believes constitutes 

fraud under 18 U.S.C. § 1341, 1343, 1344, or 1348, any rule or regulation of the U.S. Securities 

and Exchange Commission, or any federal or state law relating to fraud against shareholders. Id. 

To be protected, the employee must have provided the information or assistance to a federal or 

state regulatory or law enforcement agency, a member or committee of Congress or the 

Connecticut General Assembly, a person with supervisory authority over the employee, or a person 

working for the employer who has the authority to investigate, discover, or terminate misconduct. 

Id. 



 

20 

 

 

VIII. WORKERS’ COMPENSATION ACT 

 

A. Notice of Workers’ Compensation Claims and Response 

Connecticut law requires that an employer respond (either by contesting liability or paying 

benefits) within 28 days of the receipt of a workers’ compensation claim by an employee, with 

such claims mailed to the employer’s last-known address. If the business fails to respond within 

the time period, a presumption arises that full liability has been acknowledged by the business. 

Businesses may opt to display a poster in a conspicuous location that designates a mailing address 

where claims for workers’ compensation must be sent. Conn. Gen. Stat. § 31-294c. 

 

B. Retaliation Is Prohibited 

Connecticut’s Workers’ Compensation Act provides compensation for injuries and 

protection from retaliation and discrimination. Specifically, no employer may discharge or 

discriminate against any employee because the employee filed a claim for workers’ compensation 

benefits. Conn. Gen. Stat. § 31-290a. 

  (Last updated March 1, 2019) 
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