
Who is covered?

All workers have a right to a good, stable job that pays them 
a living wage and treats them with respect. Jobs should be a 
source of pride and opportunity- not anxiety, fear, or exploitation.
Throughout Connecticut, hundreds of thousands of low wage 
hourly workers, many earning poverty wages, struggle to earn a 
stable income because of unpredictable work schedules.
H.B. 5353, The Fair Workweek Bill will ensure that they have 
access to a stable job that respects them and their families and 
gives them a path to opportunity.

CT Fair WorkWeek Bill
H.B. 5353

Standards created by the act

What the bill does
Hourly workers at any retail, food 
service, and hospitality businesses 
with more than 500 employees 
globally. Restaurants must have at 
least 30 locations. Franchises are 
included.

These industries are by far the 
worst offenders regarding on-call 
scheduling. 

Rationale

Good Faith 
Estimate of Work 

Schedule

Requires employers to provide a 
nonbinding but fact-based estimate 
of average weekly hours and days 
and times of shifts at the time of hire. 
Estimates must be revised when 
significant shift changes occur. 

Allows employees to evaluate at the 
time of hire whether a job will match 
their needs.

14-day Advance 
Notice of 
Schedules

Requires employers to provide a 
nonbinding but fact-based estimate 
of average weekly hours and days 
and times of shifts at the time of hire. 
Estimates must be revised when 
significant shift changes occur. 

Setting a schedule in advance is an 
easy and commonsense practice 
that many employers already follow. 
It allows people enough time to plan 
for medical appointments, childcare 
and family time.

Consent to Last-
Minute Additions

Allows employees to decline any 
hours not included in their original 
posted schedule, without retaliation. 
Employees can accept additional 
hours by consenting in writing.

This provision protects employees 
from last-minute added hours 
that might interfere with other 
responsibilities such as childcare or 
going to school. 



Overtime pay for 
working during 

rest period

Standards created by the act

An employee can decline to work 
those hours, or they can choose 
voluntarily to work during the rest 
period as well. However, employers 
would have to pay overtime wages 
(1.5 x regular pay rate) for any hours 
worked within the 11 hour window.

Rationale

Right to Request 
a Flexible Working 

Arrangement

Employees can request specific 
scheduling accommodation, such as 
limiting their availability. Employers 
cannot retaliate against workers for 
seeking input into their work hours 
but may grant or deny the request for 
legitimate business reasons. 

We all have obligations outside 
of work, including care for family 
members, schooling and second 
jobs. Employees shouldn’t face 
negative consequences for asking 
their employer to accommodate their 
other commitments.

Right to Rest 
between Shifts - 

11 hours

Guarantees employees adequate 
rest by allowing workers to decline 
to work with less than 11 hours’ rest 
between shifts and earn overtime 
for hours worked with less than 11 
hours’ rest.

Employees need enough time to eat, 
commute and sleep between shifts. 
These basic work-hour standards are 
healthier for families and better for 
business because employees will be 
alert on the job.

Predictability Pay For schedule changes with less 
than seven days’ notice, employers 
must pay half of the scheduled but 
unworked hours when they cancel or 
shorten a shift, and one hour of pay 
for other employer-initiated changes 
to the posted work schedule. 
Does not apply to shift swaps or 
employee requests (e.g., to leave 
early or take time off), or business 
closures due to safety threats or 
natural disasters. 

Predictability pay compensates 
employees for their flexibility when 
accommodating their employer’s 
changes and creates an incentive for 
employers to plan and limit changes 
that throw working families’ lives into 
turmoil. 
Employees deserve minimum 
compensation when hours they were 
counting on are canceled.

  Enforcement

Requires employers to offer extra 
shifts to current part-time employees 
before hiring additional staff. The 
employer has the discretion to 
distribute the shifts to qualified 
workers. The employer is never 
required to offer overtime.

Instead of offering full-time work, 
many employers spread hours 
among many part-time staff and hire 
new employees but offer them few or 
no hours. 

Promoting 
Opportunities for 

Full-Time Work

Empowers the Dept. of Labor to 
seek compensatory damages and 
equitable relief on behalf of workers. 
DOL is also authorized to collect civil 
penalties for the state. 
DOL and impacted workers may also 
bring a civil action in court to recover 
damages, equitable relief, and civil 
penalties. 

A law on the books won’t protect 
workers unless it can be enforced. 
Tough penalties for violations will 
encourage employers to obey 
the law and employees will be 
compensated when their rights are 
violated.


