Discrimination 1s Illegal

Connecticut law prohibits discrimination in

EMPLOYMENT

On the basis of

age
ancestry

color

genetic information

learning disability

marital status

past or present history of mental disability
intellectual disability

national origin

physical disability

race

religious creed

sex, including pregnancy, sexual harassment,
transgender status, gender identity or expression,
sexual orientation or civil union status

workplace hazards to reproductive systems
criminal record (in state employment and licensing)

Connecticut law prohibits discrimination in

HOUSING & PUBLIC
ACCOMMODATIONS

On the basis of
age
ancestry
breastfeeding in a place of
public accommodation
color
familial status (in housing)
lawful source of income
learning disability
marital status
mental disability
intellectual disability
national origin
physical disability
race
religious creed
sex, transgender status,, gender identity

Connecticut law prohibits discrimination in

CREDIT TRANSACTIONS

On the basis of
age
ancestry
blindness
color
learning disability
marital status
intellectual disability
national origin
physical disability
race
religious creed
sex, transgender status, gender
identity or expression, sexual
orientation or civil union status
Veteran status
In

or expression, sexual orientation or loans

Veteran status civil union status mortgages
In .. use of a guide dog/training a guide dog any credit transactions

recruiting Veteran status

h1r1ng In

refemn.g services rendered the public

;lrisnsllg:;'gg rentals and sales of public and private housing

advertising

discharging

training

laying off

compensating . . . S . . .

terms and conditions  1f you believe you have experienced illegal discrimination, the CT Commission on Human Rights will
By investigate without cost to you. It is illegal for anyone to retaliate against you for filing a complaint.

employers For assistance contact:

employment agencies

labor organization

Southwest Region
West Capitol Region
Capitol Region
Eastern Region

Connecticut Commission on Human Rights & Opportunities

350 Fairfield Avenue, Bridgeport, CT 06604

55 West Main Street, Suite 210, Waterbury, CT 06702
450 Columbus Blvd Suite 2, Hartford, CT 06103

100 Broadway, Norwich, CT 06360

Telephone

203-579-6246
203-805-6579
860-566-7710
860-886-5703
860-541-3400

TDD

203-579-6246
203-805-6579
860-566-7710
860-886-5707
860-541-3459

FAX

203-579-6950
203-805-6559
860-566-1997
860-886-2550
860-246-5419

Administrative Office 450 Columbus Blvd Suite 2, Hartford, CT 06103
website: www.state.ct.us/chro

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



AVISO

Leyes Generales del Estado de Connecticut §§ 31-57r - 31-57w - Licencia por enfermedad con goce de

sueldo

Los empleadores con 50 6 mas empleados, con base en el numero de empleados que existan en la nomina de la semana que tenga el 1 de
octubre, proporcionaran licencia por enfermedad con goce de sueldo anualmente a cada uno de sus trabajadores de servicios en el estado.
La licencia por enfermedad con goce de sueldo se acumulara a partir del 1° de enero de 2012 para empleados actuales, o para un
trabajador de servicios contratado después del 1° de enero de 2012, comenzando en la fecha de contratacion del empleado.

Acumulacién
La acumulacion es a razon de una hora de licencia por enfermedad
con goce de sueldo por cada cuarenta horas trabajadas por un
trabajador de servicios hasta un maximo de cuarenta horas por afio del
calendario (el empleador deberd elegir el periodo de 365 dias a usarse
para calcular los beneficios del trabajador a pagarse por la licencia por
enfermedad).

e Ningln trabajador de servicios tendra derecho a usar mds del

numero maximo de horas acumuladas.

Remanente

Cada trabajador de servicios tendra derecho a transferir hasta cuarenta
horas no usadas de licencia por enfermedad con goce de sueldo del
periodo del afio del calendario actual al siguiente periodo del afio del
calendario.

Uso de licencia por enfermedad con goce de sueldo
Un trabajador de servicios tendra derecho al uso de la licencia por
enfermedad acumulada al cumplir el trabajador de servicios
seiscientos ochenta horas de empleo.
e apartir del 1° de enero de 2012, para trabajadores de
servicios actuales, o
e sies contratado después del 1° de enero de 2012, al
cumplimiento de seiscientos ochenta horas de empleo por el
trabajador de servicios desde la fecha de contratacion, a menos
que el empleador conceda una fecha mas temprana.

Un trabajador de servicios no tendrd derecho al uso de licencia por
enfermedad con goce de sueldo si dicho trabajador no hubiese trabajado un
promedio de diez o mas horas por semana para el empleador durante el
mas reciente trimestre completo del calendario.

Remuneracion
Cada empleador pagara a cada trabajador de servicios la licencia por
enfermedad a una tasa salarial igual al mayor de, ya sea:
° el salario normal por hora de dicho trabajador de servicios, o
. la tasa del salario minimo justo bajo la seccioén 31-58 de las
leyes generales vigentes para el periodo de pago durante el
cual el empleado utilizo la licencia por enfermedad con goce
de sueldo.

Razones para el uso de licencia
Un trabajador de servicios puede usar licencia por enfermedad con
goce de sueldo para las siguientes circunstancias personales:
e enfermedad, lesion o condicion de salud;
e ¢l diagnoéstico, atencion o tratamiento de su enfermedad
mental o fisica, lesion o condicion de salud
atencion médica preventiva; o
dia de la concienciacion de las enfermedades mentales

Un trabajador de servicios puede usar licencia por enfermedad con goce de
sueldo para las siguientes circunstancias de un hijo o conyuge:
e enfermedad, lesion o condicion de salud;
e ¢l diagndstico, atencion o tratamiento de una enfermedad
mental o fisica, lesion o condicion de salud; o
e atencién médica preventiva

Un trabajador de servicios puede usar licencia por enfermedad con
goce de sueldo si el trabajador de servicios o si el hijo o pupilo es
victima de violencia familiar o agresion sexual:
e para atencion médica o consejeria psicologica o de otro
tipo por heridas fisicas o psicoldgicas o discapacidad.

para obtener servicios de una organizacion de servicios a
victimas;

para mudarse debido a tal violencia familiar o agresion sexual,
para participar en cualesquier procedimientos civiles o criminales
relacionados con, o resultantes de tal violencia familiar o agresion
sexual.

Notificacion
Si la licencia es previsible, el empleador puede exigir notificacion previa.

Si la licencia es imprevisible, el empleador puede exigir notificacion lo
mas pronto practicable.

Documentaciéon razonable
Documentacion para licencia por enfermedad con goce de sueldo de tres
o mas dias laborales consecutivos puede ser requerida.

Documentacion firmada por un proveedor de servicios de salud
que esté tratando al trabajador de servicios o al hijo o conyuge del
trabajador de servicios indicando la necesidad para el nimero de
dias de dicha licencia se considerara documentacion razonable.

Un acta de tribunal o documentacion firmada por un trabajador de
servicios o voluntario trabajando para una organizacion de
servicios a victimas, un abogado, un agente de policia u otro
consejero que esté interviniendo con el trabajador de servicios o el
hijo o pupilo se considerara documentacion razonable para una
victima de violencia familiar o agresion sexual.

Prohibicion de represalia o discriminacion
Ningun empleador tomara accion de personal en represalia ni discriminara
contra un empleado debido a que el empleado:

hubiese solicitado o usado licencia por enfermedad con goce de
sueldo en conformidad con la ley; o

en conformidad con las propias normas del empleador sobre
licencia por enfermedad con goce de sueldo, segin sea el caso;
0

hubiese registrado una queja con el Comisionado de Trabajo
alegando una violacion de la ley de parte del empleador.

Negociacion colectiva

Nada en la Ley disminuird ningun derecho concedido a cualquier empleado
o trabajador de servicios bajo un acuerdo de negociacion colectiva, ni
reemplazard ni invalidara los términos de cualquier acuerdo de negociacion
colectiva vigente antes del 1° de enero de 2012.

Pr

a

Cualquier empleado con motivo de queja por una violacion de las
provisiones de la ley puede registrar una queja con el Comisionado de
Trabajo. Al recibir tal queja, dicho comisionado podra programar una
audiencia. Después de una audiencia, el Comisionado podra imponer una
multa civil o conceder otro alivio.

Esta no es la Ley de Licencia por Enfermedad con Goce de

Sueldo completa.

Por favor comuniquese con Recursos

Humanos para informacion adicional.

Fecha de vigencia: 10/1/2023




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).
e 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" hour of
employment
e from January 1, 2012, for current service workers, or
e if hired after January 1, 2012, upon the completion of the
service worker's 680" 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
e the normal hourly wage for that service worker, or
e 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:
e llness, injury or health condition;
e the medical diagnosis, care or treatment of his or her mental
iliness or physical illness, injury or health condition;
e  preventative medical care; or
e mental health wellness day

A service worker may use paid sick leave for a child's or spouse's:
e illness, injury or health condition; the medical diagnosis,
e care or treatment of a mental or physical iliness, injury or
health condition; or
e  preventative medical care

A service worker may use paid sick leave if the service worker or the
service worker’s child or ward is a victim of family violence or sexual
assault:
o for medical care or psychological or other counseling for
physical or psychological injury or disability;

Notice

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.

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 or service worker’s child or ward 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
toJanuary 1, 2012.

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.

This is

not the complete Paid Sick Leave law. Please contact

your Human Resources office for additional information.

Effective 10/1/23




NOTIFICACION
Secciones 46a-60(a), (b)(7), (d)(1) de las Leyes Generales de Connecticut
Discriminacion por embarazo y adaptacion en el lugar de trabajo

Empleadores contemplados en estas leyes

Cualquier empleador que tenga mas de 3 empleados debe cumplir
estas leyes antidiscriminacion y de adaptacidn razonable relativas al
embarazo, parto o condiciones relacionadas —incluida la lactancia—
de una empleada o solicitante de empleo.

Se prohibe la discriminacion

Ningun empleador puede discriminar a una empleada o solicitante de
empleo debido a su embarazo, parto u otras condiciones relacionadas
(por ej., amamantar a su bebé o extraerse leche materna en el
trabajo).

La conducta discriminatoria prohibida incluye:

e La terminacién del empleo debido a embarazo, parto o
condicion relacionada

e Negar un permiso de ausencia razonable por discapacidad
debido a embarazo (por ej., que el médico haya recetado
descanso en cama durante el periodo de recuperacién de 6 a 8
semanas después del parto)*

e Negar las prestaciones por discapacidad o por permiso de
ausencia acumuladas conforme a los planes que el empleador
mantenga

e No reincorporar a la empleada a su puesto de trabajo original o
a un puesto equivalente después de su ausencia

e Limitar, segregar o clasificar a la empleada de forma tal que la
prive de oportunidades de empleo

e Establecer términos o condiciones de empleo que discriminen a
la empleada

*Nota: No hay requisito alguno de que la empleada deba prestar sus
servicios al empleador durante un cierto periodo antes de que se le
otorgue el permiso de ausencia con proteccién del empleo de acuerdo
con esta ley.

Adaptacion razonable

El empleador debe proporcionar una adaptacién razonable a una
empleada o solicitante de empleo debido a su embarazo, a su parto
0 a que necesite amamantar a su bebé o extraerse leche materna en
el trabajo.

Ejemplos de adaptaciones razonables incluyen, entre otros:

e Permitirle estar sentada mientras trabaja

¢ Pausas mas frecuentes o mas largas

¢ Descanso periddico

¢ Ayuda con el trabajo manual

e Reestructuracién del trabajo [“Asignaciones de trabajo ligero

¢ Horarios de trabajo modificados

* Transferencias temporales a tareas menos extenuantes o menos
peligrosas

e Tiempo libre para recuperarse del parto (recetado por un
médico, por lo general entre 6 y 8 semanas)

¢ Pausas e instalaciones adecuadas (no en un bafio)
para extraerse leche materna

Negacidn de la adaptacion razonable

Ningun empleador habra de discriminar a una empleada o solicitante
de empleo negadndole una adaptacidn razonable debido a su
embarazo.

La conducta discriminatoria prohibida incluye:

® No proporcionar una adaptacién razonable (y que no represente una
penuria excesiva para el empleador)**

Negar oportunidades de trabajo a una empleada o solicitante de empleo
debido a la peticidn de contar con una adaptacién razonable Forzar a la
empleada o solicitante de empleo a que acepte una adaptacion razonable
cuando ella no tiene una limitacién conocida relacionada con el embarazo
o cuando no se necesita tal adaptacion para que realice las tareas
esenciales de su trabajo

® Ppedirle a una empleada que acepte un permiso de ausencia cuando en
vez de ello se le pudo haber provisto una adaptacidn razonable

** Nota: Para demostrar una penuria excesiva, el empleador debe
presentar evidencia de que la adaptacion supondria una dificultad o
gasto considerables tomando en cuenta sus circunstancias.

Se prohibe tomar represalias
Los empleadores tienen prohibido tomar represalias contra una empleada
debido a la peticidn de disponer de una adaptacion razonable.

Requisitos de la notificacion

Los empleadores deben publicar o proporcionar esta notificacién a todas las
empleadas a mas tardar el 28 de enero de 2018, a cualquier empleada dentro
de los 10 dias posteriores al momento en el que notifique al empleador de su
embarazo o condiciones relacionadas, y a las nuevas empleadas cuando inicien
su relacion laboral.

Procedimiento de presentacion de quejas

CHRO

Cualquier empleada perjudicada por la inobservancia de estas leyes podra
presentar una queja ante la Comision de Derechos Humanos y Oportunidades
(Commission on Human Rights and Opportunities, CHRO) de Connecticut. Las
denunciantes tienen 180 dias a partir de la fecha del presunto acto de
discriminacion, o a partir del momento en el que se dé cuenta de manera
razonable de la discriminacidn, para presentar una queja. Es ilegal que alguien
tome represalias contra usted por presentar una queja.

Numero principal de la CHRO: 860-541-3400

Sitio web de la CHRO: www.ct.gov/chro/site/default.asp

Enlace de la CHRO sobre “Cédmo Presentar una Queja

por Discriminacién”:

http://www.ct.gov/chro/taxonomy/v4 taxonomy.asp?DLN=45570&chroNav=|
45570

DOL

Ademas, las mujeres a las que se les niegue el derecho a amamantar o
extraerse leche materna en el trabajo, o que se vean expuestas a
discriminacidn o represalias por hacerlo, podran presentar una queja ante el
Departamento del Trabajo (Department of Labor, DOL) de Connecticut.

Numero telefénico del DOL: 860-263-

6791 Formulario de presentacién de

quejas ante el DOL:

Eninglés:
http://www.ctdol.state.ct.us/wgwkstnd/forms/DOL-80%20fillable.doc

En espariol:
http://www.ctdol.state.ct.us/wgwkstnd/forms/DOL-805%20fillable-Spa.doc



http://www.ct.gov/chro/taxonomy/v4_taxonomy.asp?DLN=45570&chroNav=|45570|
http://www.ct.gov/chro/taxonomy/v4_taxonomy.asp?DLN=45570&chroNav=|45570|
http://www.ctdol.state.ct.us/wgwkstnd/forms/DOL-80%20fillable.doc
http://www.ctdol.state.ct.us/wgwkstnd/forms/DOL-80S%20fillable-Spa.doc

NOTICE

Connecticut General Statutes §§ 46a-60(a), (b)(7), (d)(1)
Pregnancy Discrimination and Accommodation in the Workplace

Covered Employers

Each employer with one or more employees must comply with
these anti-discrimination and reasonable accommodation laws
related to an employee or job applicant’s pregnancy, childbirth
or related conditions, including lactation.

Prohibition of Discrimination

No employer may discriminate against an employee or job
applicant because of her pregnancy, childbirth or other related
conditions (e.g., breastfeeding or expressing milk at work).

Prohibited discriminatory conduct includes:

e Terminating employment because of pregnancy,
childbirth or related condition

e Denving reasonable leave of absence for disability due to
pregnancy (e.g., doctor prescribed bed rest during 6-8
WEEK recovery perioa arter oirtn) ™

e Denying disability or leave benefits accrued under plans
maintained by the employer

e Failing to reinstate employee to original job or equivalent
position after leave

e Limiting, segregating or classifying the employee in a
way that would deprive her ot employment
opportunities

e Discriminating against her in the terms or conditions
of employment

*Note: There is no requirement that the employee be employed
for a certain length of time prior to being granted job protected
leave of absence under this law.

Reasonable Accommodation

An employer must provide a reasonable accommodation to an
employee or job applicant due to her pregnancy, childbirth

or needing to breastfeed or express milk at work.

Reasonable accommodations include, but are not limited to:

e Being permitted to sit while working

e More frequent or longer breaks

e Periodic rest

® AssISTance witn manual lanor

e Job restructuring

e Light duty assignments

e Modified work schedules

e Temporary transfers to less strenuous or less
hazardous work

e Time off to recover from childbirth (prescribed by a
Doctor, typically 6-8 weeks

e Break time and appropriate facilities (not a bathroom)
for expressing milk

Denial of Reasonable Accommodation
No employer may discriminate against employee or job applicant
by denying a reasonable accommodation due to pregnancy.

Prohibited discriminatory conduct includes:
e Failing to make reasonable accommodation (and is not
an undue hardship)**
e Denying job opportunities to employee or job applicant
because of request for reasonable accommodation

e Forcing employee or job applicant to accept a reasonable
accommodation when she has no known limitation related
to pregnancy or the accommodation is not required to perform
the essential duties of job

e Requiring employee to take a leave of absence where a reasonable
accommodation could have been made instead

** Note: To demonstrate an undue hardship, the employer must show
that the accommodation would require a significant difficulty or
expense in light of its circumstances.

Prohibition of Retaliation
Employers are prohibited from retaliating against an employee because
of a request for reasonable accommodation.

Notice Requirements

Employers must post or provide this notice to all existing employees by
January 28, 2018; to an existing employee within 10 days after

she notifies the employer of her pregnancy or related conditions; and to new
employees upon commencing employment.

Complaint Process

CHRO

Any employee aggrieved by a violation of these statutes may file a complaint
with the Connecticut Commission on Human Rights and Opportunities
(CHRO). Complainants have 300 days from the date of the alleged act of
QISCriminNation, or Trom tne Tme tnat you reasonaply Decame aware or tne
discrimination, in which to file a complaint. Itis illegal for anyone to retaliate

against you for filing a complaint.

CHRO main number: 860-541-3400

CHRO website: https://portal.ct.gov/CHRO

CHRO link “How to File a Discrimination Complaint”:
https://portal.ct.gov/CHRO/Complaint-Process/Complaint-Process/How-to-

File-a-Discrimination-Complaint

DOL

Additionally, women who are denied the right to breastfeed or express milk
at work, or are discriminated or retaliated against for doing so, may also file a
complaint with the Connecticut Department of Labor (DOL).

DOL phone number: 860-263-6791
DOL complaint form:
https://www.ctdol.state.ct.us/wgwkstnd/forms-wwslnstruct.htm




State of Connecticut
COMMISSION ON HUMAN RIGHTS AND OPPORTUNITIES

Promoting Equality and Justice fon all People

SEXUAL HARASSMENT IS ILLEGAL

and is prohibited by
The Connecticut Discrimination Employment Practices Act, and
Title VII of the Civil Rights Act of 1964

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 explicitly or implicitly a term or
condition of an individual's employment;

(2) Submission to or rejection of such conduct by an individual is used as the basis
for employment decisions affecting such individual; or

(3) 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.”

Individuals who engage in acts of sexual harassment may be subject to civil and
criminal penalties.

Examples of Sexual Harassment Remedies For Sexual Harassment
e Unwelcome sexual advances e (Cease and desist orders
e Suggestive or lewd remarks e Back pay
e Unwanted hugs, touches, or kisses e Compensatory damages
e Requests for sexual favors e Hiring, promotion or reinstatement
e Retaliation for complaining about e Emotional distress damages
sexual harassment
e Derogatory or pornographic posters,
cartoons or drawings

Connecticut law requires that a written complaint be filed with the Commission within 300
days of the date the alleged harassment for events occurring on or after October 1, 2019. For
harassment occurring before October 1, 2019, complaints must be filed within 180 days of the
harassment.

If you feel you have been discriminated against, contact the Connecticut
Commission on Human Rights and Opportunities at 860-541-3400, CT Toll Free
1-800-477-5737, or online at www.ct.gov/CHRO



TO EMPLOYEES

State of Connecticut Workers’ Compensation Commission Revised 10-01-2021

The Workers’ Compensation Act (Connecticut General Statutes Chapter 568) requires your employer,

to provide benefits to you in case of injury or occupational disease in the course of employment.

Section 31-294b of the Workers’ Compensation Act states “Any employee who has sustained an injury
in the course of his employment shall immediately report the injury to his employer, or some person
representing his employer. If the employee fails to report the injury immediately, the administrative
law judge may reduce the award of compensation proportionately to any prejudice that he finds the
employer has sustained by reason of the failure, provided the burden of proof with respect to such
prejudice shall rest upon the employer.”

An injury report by the employee is NOT an official written notice of claim for workers’ compensation
benefits; the Workers’ Compensation Commission’s Form 30C is necessary to satisfy this requirement.

NOTE: You must comply with P. A. 17-141 (see next box, below) when filing a compensation claim.

The INSURANCE COMPANY or SELF-INSURANCE ADMINISTRATOR is:

Name

Address Telephone

City/Town State

Approved Medical Care Plan | | Yes | | No

The State of Connecticut Workers’ Compensation Commission office for this workplace is located at:

Address Telephone

City/Town State Zip Code

Public Act 17-141 allows an employer the option to designate and post — “in the workplace location
where other labor law posters required by the Labor Department are prominently displayed” and on
the Workers’ Compensation Commission’s website [wcc.state.ct.us] — a location where employees
must file claims for compensation.

If your employer has listed a location below, you MUST file your compensation claim there.
When filing your claim, you are also required — by law — to send it by certified mail.

If blank below, ask your employer where to file your claim.

Employer Name

Address Telephone

City/Town State Zip Code

THIS NOTICE MUST BE IN TYPE OF NOT LESS THAN TEN Any questions as to your rights under the
POINT BOLD-FACE AND POSTED IN A CONSPICUOUS law or the obligations of the employer or
PLACE IN EACH PLACE OF EMPLOYMENT. FAILURE TO
POST THIS NOTICE WILL SUBJECT THE EMPLOYER TO .
STATUTORY PENALTY (Section 31-279 C.G.S.). to the employer, the insurance company, or

the Workers’ Compensation Commission

Date Posted: (1-800-223-9675).

insurance company should be addressed




