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Connecticut Enacts Omnibus Workforce Law: What Employers Need to Know

Connecticut has recently enacted a broad workforce bill, An Act Concerning Workforce Development and Working Conditions in the
State, significantly expanding employer compliance obligations across several areas of employment law.

The law includes significant changes relating to pay transparency, training repayment agreements, disability accommodation notices,
lactation accommodations, construction wage liability, and service worker retention. Many of the Act's major employer-related
provisions take effect October 1, 2026, with certain provisions becoming effective July 1, 2027, and others phasing in throughout 2027.

What's New: Pay Transparency and Clarity of Pay Codes

Connecticut already required disclosure of a wage range in all job postings. Effective October 1, 2026, employers must also disclose the
available benefits, including “health insurance benefits, retirement benefits, fringe benefits, paid leave and any other compensation
other than wages to be offered with a position.”

The same wage range and benefit summary must be provided to employees at hire, when an employee’s position is changed, or upon
request, reinforcing the idea that transparency is baked into the hiring and promotional cycle. The amendment applies not only to
Connecticut employees, but also to outZoflZistate employees who report to a ConnecticutZbased supervisor, office, or worksite.

On top of posting-level transparency, the bill imposes a pay code guide requirement for certain covered employers.

Employers with 100 or more employees must create a guide for pay codes used for overtime and the employer’s most commonly used
pay differentials, which may include shift differentials, on-call pay, hazard pay, call-back pay, holiday or weekend pay, and geographical
pay differentials. If applicable, the guide must include at least ten pay codes.

The guide generally must be posted on the employer's website in English, Spanish, and other common languages spoken by the
workforce, and the website address must be provided to new employees at hire and included on each record of hours furnished to
employees. Employers that do not maintain a website are not required to create one, and employers may comply by providing a written
copy of the guide at hire in English and the employee's primary language.

For employers, the effect is operational: payroll vendors, HRIS templates, and offer letter language will need to be aligned with this new
layer of pay transparency and wage disclosure compliance so that wage statements don'’t just show codes but are understandable.

Training-Repayment and “Stay or Pay” Restrictions

The law significantly tightens the rules on training repayment or “stay or pay” agreements. For decades, Connecticut has prohibited
employers from, as a condition of employment, requiring employees or applicants to sign instruments, such as employment promissory
notes, that condition continued employment on repaying money for training if the employee leaves before a specified period.
Previously, the law only applied to employer with more than 25 employees. Under the new law, it applies to all employers, regardless of
size.


https://legiscan.com/CT/text/HB05003/id/3430758

The law further renders such agreements unenforceable, subject to several statutory exceptions, including:

e Sums advanced to the employee.
¢ Property the employer has sold or leased to the employee.

¢ Collectively bargained programs and certain sabbatical-style arrangements for education-related personnel.

The legislation reflects increased scrutiny of training repayment arrangements that may function as retention mechanisms tied to
continued employment.

Expanded Disability, Lactation, and ADA Notice Obligations

Several key provisions in the bill will intersect with existing disability and leave-of-absence policies. The law requires employers to
provide written notice concerning employees’ rights to disability-related reasonable accommodations, at hire, upon disability disclosure,
and within a defined timeframe for existing employees.

The bill also expands and reinforces lactation accommodation obligations, requiring employers to provide reasonable break times (in
addition to an employee’s scheduled breaks) and a private, shielded space, other than a toilet stall, for employees to express milk, along
with certain related accommodation requirements. Employers should review their existing policies and practices to ensure compliance
with the expanded protections.

For many employers, this will mean revising or supplementing onboarding materials, EAP communications, internal HR handbooks, and
lactation accommodation policies to make disability and lactation accommodation obligations more explicit.

Construction Wage and Service Worker Protections

Although not strictly “human-resources-only,” two significant pieces of the bill will affect how contractors and large facility employers
manage their workforce:

Joint wage liability for construction: The law establishes joint and several liability for contractors for unpaid wages owed by
subcontractors in certain construction contract contexts, with contractor-level damages and fee-shifting rules phasing in on January 1,
2027.

Service worker retention requirements: Effective July 1, 2027, the law imposes 90-day service worker retention rules for successor
employers at covered locations, with written job-offer requirements before the transition period, just-cause restrictions during the
retention period, and an obligation to offer continued employment after the 90-day retention period if the employee's performance is

satisfactory.

These provisions are particularly relevant for multi-state contractors, property managers, and service contract employers who also
operate in Connecticut, since they layer state-level protections on top of federal wage-and-hour obligations.

What Employers Should Do Now

Even though many of the core employment-related provisions do not take effect until October 1, 2026, now is the time to:



o Audit job posting templates and offer letter language to ensure compliance with the new pay range and benefit disclosure
obligations.

Start evaluating codes used for pay differentials and prepare compliant guide.

Review and re-engineer any training repayment, promissory note, or “stay or pay” arrangements, and develop alternative
retention and investment protection strategies.

Draft a compliant ADA notice and educate human resources staff and managers of the new notice requirements.

Review lactation accommodation policies, train managers about employees’ rights and ensure appropriate lactation space.

For multi-state employers, Connecticut may become an important bellwether jurisdiction: firms that design a “Connecticut plus”
playbook for pay transparency, disability notices, lactation, and construction wage liability obligations will be better positioned to
manage parallel reforms in other jurisdictions.
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