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DPW Statement of Mission

Our mission at DPW is to be the leader in providing quality
facilities and in delivering cost-effective, responsive and timely
services to state agencies in the areas of planning, design,
construction, facilities management, leasing, property
acquisition and disposition, and statewide security.

Our Vision

To create for and with our client state agencies innovative and
responsive physical environments which support and enhance
accomplishment of their workplace missions in serving their
customers.

Raeanne V. Curtis
Commissioner
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Affirmative Action Policy

It is the policy and practice of the Department of Public Works to ensure that no person will be discriminated
against or be denied the benefits of any activity, program or employment process receiving public funds, in
whole or in part, in the areas of recruiting, advertising, hiring, upgrading, promoting, transferring, demoting,
layoffs, terminations, rehiring, rates of pay, benefits, discipline and service ratings. The Department pledges to
affirmatively provide services and programs in a fair and impartial manner.

The Department of Public Works is an Affirmative Action/Equal Opportunity Employer and is strongly
committed to all policies which will afford equal employment opportunity to all qualified persons without
regard to race, color, religious creed, age, sex, marital status, national origin, sexual orientation, ancestry,
political belief, learning disability, physical disability or blindness, present or past history of mental disability,
mental retardation, genetic information or criminal record. While equal employment opportunity is the purpose
and need of affirmative action, the Affirmative Action Plan represents positive action undertaken with
conviction and effort to overcome the present effects of past practices, policies or barriers to equal employment
opportunity, and to achieve full and fair participation of protected groups. The Department views affirmative
action and equal employment opportunities as immediate and necessary Department objectives.

The difference between affirmative action and equal opportunity employment is that while equal employment
opportunity means employment of individuals without consideration of race, color, religious creed, age, sex,
marital status, national origin, sexual orientation, ancestry, political belief, learning disability, physical
disability or blindness, present or past history of mental disability, mental retardation or criminal record, unless
the provisions of Section 46a-60(b), 46a-80(b) or 46a-81 of the Connecticut General Statutes are controlling or
there is a bona fide occupational qualification excluding persons in one of the above protected groups,
affirmative action is the positive action undertaken with conviction and effort, to overcome the present effects
of past practices, policies or barriers to equal employment opportunity and to achieve the full and fair
participation of women, Blacks and Hispanics and any other protected group found to be underutilized in the
workforce and affected by policies or practices having an adverse impact.

The Department of Public Works in addition to the above mentioned protected group members recognizes the
hiring difficulties experienced by persons with physical disabilities, developmental disabilities, and by many
older persons, and sets goals for affirmative action to overcome the present effects of past discrimination, if
any, to achieve the full and fair utilization of such persons in the workforce.

My commitment and support to this policy of affirmative action is and will continue to be applied to all aspects
of the employment process.
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Affirmative Action plays a role in each stage of the employment process. These stages include:

a.

Advertising/Recruiting: Ensuring that there is an available pool of protected class members for
vacancies.

Employment Applications, Job Qualifications, Job Specifications and Personnel Practices: Are
reviewed periodically to ensure that there are no artificial barriers set to prevent qualified
applicants from employment.

Orientation: All new employees are given a copy of the Department’s Affirmative Action Policy
during the orientation session.

Training:  Opportunities are made available by voluntary request and participation of the
employee.

Counseling: The Equal Employment Opportunity Specialist for the Department is available to
counsel employees regarding Affirmative Action issues and assist them in pursuing the agency
grievance procedure if applicable.

Service Ratings: Based solely on job performance. They are reviewed and signed by the
individual’s immediate supervisor as well as the next level supervisor, human resources, and the
employee in order to ensure the absence of bias in the evaluation process.

Lay Off:  Are consistent with the State regulations and applicable collective bargaining
contracts.

Terminations: The Equal Employment Opportunity Specialist is advised of all dismissals. This
ensures that the termination is a result of just cause and absent of discrimination due to protected
class membership.

In order to ensure that all aspects of the Affirmative Action Plan are adhered to and to carry out the
responsibilities as outlined in the Affirmative Action Plan, Johnette D. Tolliver is the agency’s Equal
Employment Opportunity Specialist. She is located in the Small Agency Resource Team Unit, 5™ Floor, East,
165 Capitol Avenue, Hartford, CT 06106 and can be reached at (860) 713-5394.

All supervisory personnel and staff are directed to adhere to this policy and to familiarize themselves with the
Department of Public Works Affirmative Action Plan.

Any employee wishing to review and comment on the agency’s plan should contact Johnette D. Tolliver at the
above telephone number.

Raeanne V. Curtis June 5, 2008

Raeanne V. Curtis, Commissioner Date
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Americans with Disabilities Act

The Department of Public Works is committed to providing and promoting equal opportunities in all of its
programs and services. This commitment includes adhering to the mandates of the Americans with Disabilities
Act (ADA) of 1990, which makes it unlawful to discriminate against a qualified person with a disability in all
aspects of the employment process and in the provision of services and benefits.

The ADA utilizes a three-pronged definition of disability. An individual with a disability is: any person that
(1) has a physical or mental impairment that substantially limits one or more major life activities, (2) has a
record of such an impairment, or, (3) is perceived or regarded as having such an impairment.

The Department of Public Works is also committed to providing reasonable accommodations to qualified
persons with disabilities. This will ensure the full and fair participation of all employees and the public in all
Department programs and activities.

The Americans with Disabilities Act enables society to benefit from the skills and talents of individuals with
disabilities, similar to those provided by Title VII of the Civil Rights Act of 1964, as amended, which prohibits
discrimination on the basis of race, color, sex, national origin, and religion and Section 504 of Rehabilitation
Act of 1973 which is the foundation for the Americans with Disabilities Act.

This policy is posted and distributed annually to all employees of the Department.

As with each civil rights legislation, every employee is expected to comply with the provisions of the
Americans with Disabilities Act. It is also expected that all departments and employees will support our
agency efforts and programs, which are designed to promote and to achieve the principles of the Americans
with Disabilities Act.

Bruce Bockstael is the ADA Coordinator for DPW facility-related complaints. Any questions or concerns may
be addressed to his attention at (860) 713-5630. Employment-related ADA concerns should be addressed to
Timothy J. Geary, Human Resources Specialist, at (860) 713-5307 or Johnette D. Tolliver, Equal Employment
Opportunity Specialist, at (860) 713-5394.

Raeanne V. Curtis May 30, 2009

Raeanne V. Curtis, Commissioner Date
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Attendance Policy

POLICY OBJECTIVE

To provide guidelines for evaluating employee attendance and procedures for implementing
periodic reviews and employee recognition or corrective action as appropriate.

POLICY STATEMENT

It is the policy of the Department of Public Works that regular attendance at work is a prerequisite for
continued employment. Regular attendance includes being at the prescribed work site on time,
remaining for the duration of the shift, and adhering to the time frames established for meal periods
and rest breaks. Frequent absenteeism reduces the level of service provided by the Department,
places an extra burden on management and co-workers, and increases operational costs.

This agency is most concerned with unscheduled absences which allow little or no time for
alternative planning. Thus the absenteeism referred to and dealt with in this policy will include any
failure to report for or remain at work as scheduled, regardless of the reason or duration.

Each employee must be responsible for maintaining a good attendance record. Each supervisor is
charged with consistently enforcing this policy within the work unit by monitoring each employee’s
complete attendance record including any unique circumstances that may exist. All parties will be
evaluated on their performance of these responsibilities.

PROCEDURE

SUPERVISOR Provides all employees in the unit with name(s) and telephone number(s) to
contact when unable to report to work.

EMPLOYEE Notifies immediate supervisor or designee within one half (1/2) hour of the start
of his/her work shift and indicates the reason(s) for the absence.

Notifies immediate supervisor or designee AGAIN if the absence lasts longer than originally
indicated.

Submits self service timesheets on CORE, with backup by the supervisor.
SUPERVISOR Determines who is at work and time of arrival for attendance purposes.
Maintains a record which lists the reasons for employee absences, the exact time of notification, and

a summary of any discussions held with the employee.

Approves all absences submitted on the CORE biweekly time sheets.

DPW Employee Policy Handbook
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Notifies human resources to provide a medical certificate to any employee who is absent due to
illness in excess of four (4) working days.

HUMAN RESOURCES Sends out medical certificate as necessary.

EMPLOYEE Returns completed medical certificate to human resources.

HUMAN RESOURCES  Notifies supervisor and payroll of receipt of medical certificate.
PAYROLL OFFICE Confirms for human resources any absences requiring a medical certificate.

SUPERVISOR Monitors employee leave usage and determines if follow-up action is required.
Consults with human resources to initiate appropriate steps of progressive discipline.

HUMAN RESOURCES Upon written request, HR will supply attendance records to ensure
consistent enforcement of attendance guidelines.

NOTE: PLEASE REFER TO “GUIDELINES ON ATTENDANCE.” CONTACT HUMAN
RESOURCES FOR FURTHER ASSISTANCE.

GUIDELINES ON ATTENDANCE

Department of Public Works employees are responsible for maintaining a good attendance record.
When it is not possible for an employee to come to work due to an iliness, he/she should seek
appropriate medical attention and take the steps necessary to ensure a swift return to work. It is
imperative that each employee not let minor inconveniences cause him or her to be absent from
work.

While the thrust of the attendance policy is on prevention and correction of problems, the Department
is also establishing guidelines to assist supervisors in dealing with employees who persist in having
poor attendance. Employees with problem absenteeism must be counseled by their supervisors and
encouraged to improve their records. Supervisors will also explain and offer the Employee’s
Assistance Program to these employees. In addition, supervisors should feel free to call upon
human resources for counseling assistance.

Although our main intent is to encourage employees to improve their attendance records, we will not
hesitate to take appropriate action in cases where the records clearly show continuing abuse of leave
privileges. The following guidelines should normally be adhered to by ALL supervisors for ALL
employees. However, each supervisor should consider all the facts relating to an individual
employee’s attendance.

PLEASE NOTE: These steps are progressive. No matter how many occasions of absence
have occurred, the first step is always counseling. Prior to taking any action beyond
counseling, a supervisor should first consult with human resources.
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DEFINITIONS

1. COUNSELING - Meeting with the employee to apprise him/her of perceived deficiencies
for the purpose of achieving improved performance. Counseling is not considered discipline and
records of counseling should be retained only as supervisor’s notes.

2. DISCIPLINE - A formal action taken by an employer toward an employee after
counseling (except in cases of gross misconduct) has not produced desired results.

3. MEDICAL CERTIFICATE REQUIREMENT -A step in the progressive discipline process
wherein an employee is required to provide a medical certificate to substantiate all sick leave usage.
Medical certificates may also be required for non-disciplinary reasons.

4, OCCASION - An unscheduled absence of any duration for one specific reason.

5. TANDEM OCCASION - An unscheduled absence of two (2) days or less immediately
prior to or following a regularly scheduled day off (weekend, vacation, holiday, etc.)

6. TARDINESS - Being late reporting to work, returning from breaks (including meal breaks), or
leaving work early.

7. OCCASIONAL TARDINESS - Tardiness occurring three (3) times or less in a ninety (90) day
period.

8. HABITUAL TARDINESS - Tardiness occurring more than three (3) times in a ninety (90) day
period.

STEPS

1. Employees with excellent attendance records should be rewarded by their supervisors with an
indication of “excellent” on their performance appraisals. Any employee with no occasions as
defined above within a six-month period will have a letter of commendation placed in his/her
personnel file.

2. Vacation and personal leave requests must be made in accordance with agency policy and with
current collective bargaining agreements which cover each employee. Supervisors should
monitor and document all “emergency” use of vacation and personal leave. Excessive and/or
repeated call-ins of this nature should not be tolerated and the employee so advised.

3. An employee who fails to call in to report his/her absence, without reasonable cause, will be
charged with an unauthorized leave of absence (LU) and will be advised of this in writing.

4. An employee will not be charged for occasional instances of tardiness for time periods of less
than thirty (30) minutes.

Occasional instances of tardiness which equal or exceed thirty (30) minutes will be charged to
the employee’s vacation or personal leave or deducted from the employee’s pay.

5. An employee who is tardy for the third time within a ninety (90) day period should be counseled.
The counseling session should be documented by the “Supervisor's Record of Formal Oral
Counseling.”

NOTE: Extenuating circumstances should ALWAYS be considered prior to taking any
disciplinary action. Instances of tardiness due to inclement weather or delays in mass
transit are NOT to be included. Contact human resources if you have any questions.
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6.

10.

11.

12.

An employee who is tardy for the fourth time should receive a written warning from the supervisor
that is issued after consulting with human resources. This warning will advise the employee that
his/her attendance needs improvement and that failure to do so will result in further action being
taken. A copy of this warning will be signed by the employee or his/her union steward and placed
in the employee’s personnel file.

An employee who is tardy for the fifth time should receive a written reprimand from the supervisor
that is issued after consulting with human resources. In addition, the time lost from work due to
tardiness for this and all future occasions will be deducted to the minute from the employee’s pay.
This docking procedure will remain in effect until the habitually tardy employee has no instances
of tardiness for twelve (12) consecutive weeks beginning on the date of the fifth occasion.

Upon the fifth occasion of habitual tardiness, a rating of “fair’ may be given to an employee on
his/her performance appraisal. Continued tardiness beyond this point should result in counseling
and may result in the issuance of an “unsatisfactory” performance appraisal. Failure to correct
the tardiness problem should result in a second “unsatisfactory” performance appraisal and
dismissal from state service.

An employee who has three occasions of unscheduled absence from work during a three (3)
month period should normally be counseled. The supervisor and the employee should discuss
the absences, any contributing problems, and possible corrective actions.

An employee who has five occasions of unscheduled absence within a twelve (12) month period
should normally be counseled. This counseling should not be intended to penalize an employee
for utilizing sick leave, but rather to advise him/her that unscheduled leave should only be taken
in true emergencies or in cases when illness prevents working. The supervisor should document
this counseling session with the “Supervisor’'s Record of Formal Oral Counseling.”

On the seventh occasion of unscheduled absence, the supervisor must normally discuss the
record with the employee and a written warning will be issued by the supervisor after consulting
with human resources. This warning should serve as notice to the employee that his/her
attendance record indicates a need for improvement and that failure to improve will result in
further disciplinary action being taken. A copy of this warning must be signed by the employee or
his/her union steward and will be placed in the employee’s personnel file.

On the ninth occasion of unscheduled absence, the employee will normally receive a written
reprimand from the supervisor that is issued after consulting with human resources. The
employee will be placed on a medical certificate requirement. Signed copies of the reprimand
and the medical certificate requirement notice will be placed in the employee’s personnel file.

If an employee exceeds nine occasions of unscheduled absence within a 12-month period,
his/her supervisor will notify human resources that disciplinary action may be appropriate. This
action will normally be a suspension, but the employee’s work record, pattern of absenteeism,
any evidence of efforts to improve attendance, and any extenuating circumstances that may be
relevant will be taken into account.

In addition, in all but the most unusual cases, an employee with more than nine occasions should
receive a rating of “fair” in attendance on his/her performance appraisal.

In all but the most unusual cases, an employee with more than 10 occasions of absence within a
12-month period should receive an “unsatisfactory” rating in attendance on his/her performance
appraisal.
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An “unsatisfactory” rating should also be issued if seven or more occasions of absence are in
tandem with scheduled days off.

13. If an employee’s attendance record does not improve after these progressive steps of discipline,
dismissal proceedings will be undertaken by the Agency. NOTE: Please consult with human
resources when this course of action is anticipated.

14. Supervisors should follow the preceding guidelines for their employees in the P-5, (Administrative
and Residual) Unit with the exception that “fair” or “unsatisfactory” ratings are NOT to be given
solely on the employee’s attendance record. Supervisors should contact human resources for
guidance when this situation arises.

Raeanne V. Curtis September 20, 2008

Raeanne V. Curtis, Commissioner Date
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Code of Ethics Policy *

*This policy is under revision. For updated information, see A Guide to the Code of Ethics for

Public Officials and State Employees 2009, issued by the State of Connecticut Office of State
Ethics: http://www.ct.gov/ethics/lib/ethics/publications/public_officials_guide 09 final.pdf

No employee of the Connecticut Department of Public Works shall, either individually (or as a
member of a group), directly or indirectly, solicit, or accept any gift of gratuity from any person or
organization with whom the Department has, has had, or may expect to have, a business
relationship which could cause, or create the appearance of, a conflict with or influence the
performance of the employee’s duties with the Department.

Any gift or gratuity must be refused or returned with a copy of the letter concerning our Code of
Ethics Policy which has been sent to the concerns doing business with the Department of Public
Works. The only exception recognized is for advertising matter which has negligible monetary value
and which is widely distributed or generally available without charge.

No employee of the Connecticut Department of Public Works shall, either individually (or as a
member of a group), directly or indirectly, solicit the sale of tickets for a charitable event or accept
any gift for the benefit of a charitable organization from any person or organization with whom the
Department has, has had, or may expect to have, a business relationship which would cause, or
create the appearance of, a conflict with or influence the performance of the Department.

No employee of the Connecticut Department of Public Works shall use or distribute State information
or use state equipment or materials for other than State business purposes.

No employee of the Connecticut Department of Public Works shall allow any private obligation of
employment or enterprise to take precedence over his/her responsibility to the Department.

No employee of the Connecticut Department of Public Works shall accept employment with any
consultant, contractor, appraiser, or any other organization or individual which is under contract or
agreement with the State of Connecticut, nor shall any employee of the Connecticut Department of
Public Works have, directly or indirectly, a financial interest in any business, firm or enterprise doing
business with the State of Connecticut, which could cause, or create the appearance of, a conflict
with or influence the performance of the employee’s duties with the Department.

In addition to the above, all employees of the Department of Public Works are to comply with
Sections 1-79 through 1-89 of the Connecticut General Statues, as amended, entitled Code of Ethics
for Public Officials.

DPW Employee Policy Handbook
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A GUIDE TO THE

CODE OF ETHICS FOR
PUBLIC OFFICIALS AND
STATE EMPLOYEES

1999

NOTE: This guide summarizes only the main points of the code. For the full text, with all conditions
and exceptions, consult Connecticut General Statutes, Chapter 10, Part I. For interpretations of the
code contact the Ethics Commission.

WHO MUST COMPLY: All state officials and employees (except judges), plus sheriffs and deputy
sheriffs. NOTE: all officials and employees of the state's quasi-public agencies are included in the
code's definitions of "public official" or "state employee", and are subject to the code. The provisions
on the last page apply to former public officials and state employees.

WHAT STANDARDS DOES THE CODESET: The ethical rules are contained in Connecticut General
Statutes 881-84 through 1-86. Basically, these sections are intended to prevent one from using
public position or authority for personal financial benefit. The principal provisions of 81-84 prohibit:

-acceptance of outside employment which will impair independence of judgment as to official duties
or require or induce disclosure of confidential information gained in state service. (Generally outside
employment is barred if the private employer can benefit from the state servant's official actions. For
example, the individual in his or her state capacity has regulatory or contractual authority over the
private entity. A state servant is not prohibited, however, from using his or her expertise for private
gain, as long as no provision of the Code is violated in the process);

-use of public position or confidential information gained in state service for the financial benefit of
the individual, his or her family (spouse, child, child's spouse, parent, brother or sister), or an
"associated business" (defined to include any entity through which business for profit or not for profit
is conducted in which the state servant, or

an immediate family member, is a director, officer or owner) (NOTE: There is an exception to this
definition, however, for unpaid service as an officer or director of a non-profit entity.);

-representation of another for compensation, or being a member of a business which represents a
client for compensation, before: Banking Department; Connecticut Siting Council; Department of
Environmental Protection; Claims Commissioner; office within Consumer Protection Department
which carries out duties of the former Department of Liquor Control; Connecticut Real Estate
Commission; Department of Public Utility Control; Department of Motor Vehicles; Insurance
Department; State Insurance Purchasing Board; Gaming Policy Board; Division of Special Revenue;
and Office of Health Care Access. (Excepted from this prohibition are members of boards,
commissions, and quasi-public agencies who receive no compensation other than per diem,
expenses, or both, and teaching or research professional employees of public institutions of higher
education provided their actions are not otherwise in violation of the Code of Ethics.);

solicitation or acceptance of anything of value based on an understanding that one's official action
will be influenced thereby. (Prohibition applies to candidates and to anyone offering or giving the
thing of value);

entering into contracts with the state valued at $100 or more, unless the contract has been awarded
through an open and public process. (Ban extends to immediate family and associated businesses
but excepts executive branch and quasi-public agency officials who receive no compensation except
per diem, expenses, or both, unless official has control over subject matter of contract. Contracts of
employment as a state employee and contracts made by court appointment are exempt from the
provision.) Additionally, no executive head of an agency; no executive head of a quasi-public agency;
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and no member of such individual's immediate family or a business with which he is associated may
enter into any contract with that agency or quasi-public agency;

-acceptance of any gift or gifts from one known to be a registered lobbyist or lobbyist's
representative. (Limitation also applies to candidates, immediate family and staff members. "Gift"
does not include food and drink totaling less than fifty dollars per person in a calendar year, if
consumed on occasions at which the lobbyist, or a representative of the lobbyist, furnishing the food
and drink is in attendance. Among the other items excluded from the term are presents given by
individuals incident to "major life events”, ceremonial awards costing less than one hundred dollars,
benefits costing less than ten dollars per person per occasion up to fifty dollars total in a calendar
year, and gifts to the state.);

-acceptance of any gift or gifts from any person doing business with, seeking to do business with or
directly regulated by the state servant's agency or department. (NOTE: the same exceptions to the
lobbyist gift provision listed above also apply to this gift limitation.)

-acceptance of any fee or honorarium given in return for a speech or appearance made or article
written in one's official capacity. (Acceptance of the individual's necessary expenses is permissible,
however.);

-interference with or solicitation of lobbying contracts for any person.

Section 1-85 (substantial conflict) and 81-86 (potential conflict) are distinct but related provisions to
consider when a possible conflict is identified:

(1) If faced with taking official action which you can expect will directly affect your financial interests,
distinct from others in your occupation or group (e.g., taking official action on the awarding of a
contract to a private business you own) you have a substantial conflict of interest under §1-85 and
may not act under any circumstances.

However, if your financial interest is shared by the other members of your profession, occupation, or
group (e.g., a public official/teacher acting on a matter that will result in a uniform financial benefit to
all teachers) you proceed under the rules of §1-86. Specifically: (A) if one is a member of a
regulatory agency, one must either be excused upon request or prepare, under penalty of false
statement, a written statement (to be placed in the minutes of the individual's agency, copy to the
Ethics Commission) describing the potential conflict and stating why, despite the situation, one can
act fairly, objectively and in the public interest; or (B) if not a member of a regulatory agency, the
individual must prepare a written statement, under penalty of false statement, which describes the
potential conflict. The individual must deliver the statement to his or her superior, who will assign the
matter to another who is not subordinate to the individual with the conflict. (If one has no immediate
superior, deliver the statement to the Ethics Commission for guidance on how to proceed.)

(3) Under 81-86, if the financial effect on you, a family member, or an associated business is
insignificant (i.e. less than $100 in a calendar year), or no different than that of a substantial segment
of the general public (e.g., a regulatory official approving an increase in residential electric rates), you
may act without having to follow §1-86 procedures.

FINANCIAL DISCLOSURE: Certain public servants in significant positions in the legislative and
executive branches of state government and the state's quasi-public agencies must file annually with
the Ethics Commission by May 1 statements of financial interests held during the previous year.

Additionally, each state servant must disclose to the Commission, within thirty days, any "necessary
expense" payments which the individual receives in his or her capacity as a public official or state
employee if lodging and/or out-of-state travel is included, unless provided by the federal government
or another state government.
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Also, whenever a gift to the state incidentally benefits a public official or state employee in the
amount of fifty dollars or more and is donated by an individual or entity regulated by, doing business
with, or seeking to do business with the recipient agency, the individual's superior, shall certify in
writing to the Ethics Commission, prior to the acceptance of the benefit, that the gift, in fact, facilitates
state action or functions and is sanctioned by the recipient agency, notwithstanding any potential
conflict of interests. An example of such a gift to the state is when a regulated entity pays the cost for
a state regulatory employee to take a course relevant to his or her area of expertise.

ENFORCEMENT PROCEDURES, PENALTIES: Enforcement of the code is initiated by a complaint,
filed by the Commission or any member of the public. (In most instances, a Commission complaint is
preceded by a confidential staff evaluation.) A two-stage process follows: (1) confidential
investigation and probable cause hearing; (2) if probable cause is found, a public hearing to
determine if the code has been violated. (At any stage of the process the Commission and
respondent may negotiate a settlement.) After a finding or admission of a violation, the Commission
can order the respondent to comply with the code in the future, file any required report or statement,
and pay a civil penalty of up to $2,000 per violation.

Alternatively, for failure to file a report, statement, or other information required by the code the
Commission can, after a single hearing, impose a civil penalty of up to $10 per day, the aggregate
penalty for any one violation not to exceed $2,000.

If the Commission concludes a violation was intentional, it can refer the matter to
the chief state's attorney for action. An intentional violation of the code is a misdemeanor punishable
by a fine of up to $2,000, a jail term of up to one year, or both.

The attorney general may sue for up to three times the economic gain received through knowingly
committing or knowingly profiting from a violation of the code.

The Commission is authorized to protect and keep confidential the identity of any individual who
provides information regarding a possible violation of the code.

IF YOU HAVE A QUESTION ABOUT THE CODE: Anyone s