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Senator Kushner, Representative Sanchez, Senator Sampson, Representative Weir,
and honorable rank & file members of the Labor and Public Employees Committee. Our
names are Kate Dias and Joslyn DelLancey, President and Vice President of the
Connecticut Education Association (CEA) which represents educators in over 150
school districts across the state.

SB 345 AAC Breastfeeding in the Workplace, Pre- and Post-Shift Hours and
Establishing a Task Force to Study Workplace Safety Heat Standards

CEA supports SB 345.

Specifically, we support section 1 regarding breastfeeding support. We believe the
Committee has done important work in addressing workplace gender imbalances,
particularly with regard to breastfeeding in the workplace. Current law, however, limits
the timing of expressing milk in ways that are not conducive to the scheduling realities of
educators in public schools.

Teachers spend the vast majority of their day overseeing children. Teachers cannot take
break times at times of their choice. They cannot choose when to take lunch, and lunch
periods are usually only 30 minutes long and often spent tending to administrative tasks
or with students looking for guidance or company. What little available time teachers do
have, such as prep periods, is determined based on master scheduling of the student
day, which often conflicts with the timeliness for expressing milk.

SB 345 helps address barriers to expressing milk in the workplace that educators face.
It does this by providing flexibility in the timing and frequency for employees to express
milk.

SB 345 would help our school districts accomplish three important objectives: (1)
promoting equity for mothers; (2) retaining and extending the public health benefits of
breastfeeding; and (3) aiding the fiscal health of school districts and the state as
employers and providers of health insurance.

SB 345 moves the state statute in a more intentional anti-discriminatory direction, while
ensuring that nursing mothers and their infants may reap the benefits of breastfeeding
and expressing breastmilk. As cited in the Journal of Public Health Policy, this includes
reduced risk of various infections for infants, a s well as a reduced risk of ovarian and
breast cancer, high blood pressure and type 2 diabetes among mothers.!

Employers also stand to gain through reduced employee absenteeism and turnover
when providing space and time for nursing school employees. Insufficient workplace

T Hilliard, E., & Schneidermann, A. (2020). Prevalence of ‘Mother/Infant Friendly Worksite Designations’ and state
laws regulating workplace breastfeeding support in the United States. Journal of Public Health Policy, 41(1), 70-83.



policies can result in a “lack of social support from co-workers and employers,
inappropriate places to express milk, insufficient break time to express milk, and lack of
other support services.”2 Such lack of support can negatively impact retention. More
affirmative statutory language is needed to remove such barriers, and SB 345 helps to
do just that.

Additionally, a comprehensive review of studies in the International Journal for Equity in
Health demonstrated a substantial positive impact by providing breastfeeding support
and separate lactation spaces in the workplace.® Connecticut school districts could also
benefit from reduced health insurance costs associated with such support.4

SB 345 would constitute a step towards making schools more family friendly for
educators and students alike, supporting academic success and bolstering teacher
retention. Furthermore, schools should serve as models for employer best practices
regarding anti-discrimination, public health, and fiscal responsibilities.

We believe that the proposed language addresses the concerns we raised, and we
thank the committee for bringing it forward for public hearing .

Section 3 of the bill proposes a Task Force to Study Workplace Heat Safety Standards.
We support the committee’s continued efforts to address heat related iliness in the
workplace and applaud you for the recent progress we have made through the Indoor
Air Quality Working Group.

Heat related illness is a concern in the classroom, as it is in the workplace. Students’
health and academic performance are adversely affected by extreme heat and cold
temperatures. A comprehensive review of research on long-term heat exposure
demonstrates significant negative impacts on student academic performance and
learning capacity.® We also know that extreme heat can worsen asthma symptoms and
have been known to contribute to an increase in sick days for students and faculty alike.
We support the establishment of a Task Force to Study Workplace Heat Safety
Standards and ask that school facilities be included as one of the working group’s
requirements.

2 Hilliard, E., & Schneidermann, A. (2020). Prevalence of ‘Mother/Infant Friendly Worksite Designations’ and state
laws regulating workplace breastfeeding support in the United States. Journal of Public Health Policy, 41(1), 70-83.
3 Vilar-Compte, M., Hernandez-Cordero, S., Ancira-Moreno, M., Burrola-Méndez, S., Ferre-Eguiluz, I., Omana, I., &
Pérez Navarro, C. (2021). Breastfeeding at the workplace: a systematic review of interventions to improve workplace
environments to facilitate breastfeeding among working women. International journal for equity in health, 20(1), 110.
https://doi.org/10.1186/s12939-021-01432-3

4 Business Case for Breastfeeding: https://womenshealth.gov/breastfeeding/breastfeeding-home-work-and-
public/breastfeeding-and-going-back-work/business-case

5 Vasilakopoulou K, Santamouris M (2025) Cumulative exposure to urban heat can affect the learning capacity of
students and penalize the vulnerable and low-income young population: A systematic review. PLOS Climate 4(7):
€0000618. https://doi.org/10.1371/journal.pcim.0000618



The IAQ Working Group attempted to address extreme temperatures in schools by
requiring the Connecticut Department of Public Health to establish guidelines to support
an “optimal thermal comfort range” of 65 to 80 degrees Fahrenheit for school facilities .
This measure, though well intended, has fallen short by not establishing enforceable
temperature standards governing appropriate use of school facilities in the event of
extreme tem peratures.

While it is necessary to establish standards and protocols for extreme temperatures in
the workplace, we must ensure that the health of our members is protected in their
workplace. Further, we have a commitment- both t o the health and safety and the
academic success- of our students. We urge this committee to follow through on its
efforts to improve school environmental quality by including school facilities in this bill.

SB 351 AA Establishing a Just Cause Standard for Teacher Termination Decisions
and Requiring Termination Hearings to Be Before a Neutral Arbitrator

HB 5003 AAC Workforce Development and Working Conditions in the State

CEA strongly supports SB 351 and HB 5003 and appreciates the opportunity to provide
testimony in support of these critical bills. Both SB 351 and HB 5003 include long
overdue improvements to due process for teachers in disciplinary proceedings that
ensure the rights of Connecticut’s teachers are clear, consistent, and in line with the
rights afforded to other public employees.

Unlike all other public employees, the termination process for teachers is governed by
state statute (CGS 10-151) rather than through collective bargaining. For example,
when a municipality terminates a police officer or firefighter, that individual has the right
to a hearing before a neutral arbitrator whose decision is legally binding. If either party
wishes to appeal, they may pursue a motion to vacate the decision. This structure
ensures that outcomes are based on facts and determined by an appropriately trained,
neutral professional, not by a political entity.

For most state and public employees, discipline is based on the recognized legal
standard of “just cause.” This standard ensures a fair process, proportionate discipline,
and thoughtful consideration of the evidence and circumstances surrounding an
employee’s dismissal. This standard is absent from CGS 10-151. In addition, certified
teachers may currently be terminated for six statutory reasons, including “due and
sufficient cause,” a broad and undefined term that has led to inconsistent and
sometimes arbitrary interpretations. Incidents that were minor or unfounded have
resulted in superintendents labeling teachers as distractions and threatening
termination. Without a fair and consistent process that evaluates policy, intent, and
impact, personal bias or political discomfort can become grounds for dismissal.
Teachers too often resign rather than attempt to navigate a process that does not
meaningfully ensure fairness (please see the attached comparison graphic).



Under current law, teachers facing termination may request a hearing before a neutral
hearing officer, but the officer’s decision is only a recommendation. The local board of
education, not a neutral party, makes the final decision. In practice, boards almost
always affirm the superintendent’s recommendations. In short, while noncertified board
of education employees have access to a disciplinary process that ensures fairness and
justice, certified educators face a process in which politics and bias frequently
overshadow due process.

This climate of uncertainty contributes to fear and instability in many school districts.
Teachers, like any other public employees, deserve a fair and predictable process that
protects them from retaliation or political targeting in the workplace. In today ’s
increasingly charged environment, ensuring educators’ right to due process is essential.
We are not asking for more rights than those afforded to other board of education
employees or our colleagues in law enforcement. We are simply asking for the same
opportunity to defend ourselves before losing our livelihood.

HB 5003 provides additional important protection for educators and other workers that
CEA appreciates and supports.

Section 2 of this bill ensures that educators injured in the course of their job
receive their full workers’ compensation as the law intended. When educators are
injured at work, they deserve full compensation and fair treatment, not loopholes
that allow districts to deny care and benefits based on narrow legal definitions.

Section 15 protects all educators’ rights to bargain over payroll deductions. This
protection is essential to ensuring that decisions about payroll systems are made
collaboratively rather than imposed unilaterally. Stable, bargained payroll
deductions allow unions and professional organizations to function effectively and
continue providing vital support and advocacy for educators. In several states,
efforts to restrict payroll deduction rights have been used to weaken workers’
voices and undermine labor protections. Connecticut must continue to stand
firmly against those types of attacks on labor rights and maintain its strong
tradition of supporting collective bargaining. At a time when educators need
strong representation, it is critical that our state reinforce, rather than chip away
at, the structures that protect worker rights.

Passage of HB 5003 and SB 351 would establish a fair and predictable termination
process, ensure that discipline is proportionate and appropriate, and align certified
educators’ rights with those of other public employees. These changes will strengthen
school climate, make the profession more attractive to aspiring educators, and help
retain experienced teachers.

SB 353 AA Concerning Reasonable Accommodations in the Workplace for
Conditions Related to Menopause

CEA supports SB 353.



SB 353 recognizes that menopause-related symptoms can affect a person’s ability to
work comfortably and effectively. With roughly three of every four educators in
Connecticut being female, providing reasonable accommodations to address the
symptoms of menopause can positively impact teaching and learning. Additionally, for
sectors like public schooling that rely heavily on experienced female professionals,
addressing perimenopausal and menopausal working conditions is an issue of equity.
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