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THE FAIR WAGES AND HEALTHY FAMILIES ACT

Earned Paid Sick Time

Minimum Wage:
$15.15

Tipped Minimum Wage:

$3.00

THE FAIR WAGES AND
HEALTHY FAMILIES ACT

Effective January 1, 2026, Arizona's Minimum Wage

s $15.15per hour

The Fair Wages and Healthy Families Act (the “Act”) does not apply
to any person who is employed by a parent or a sibling; any person
who is employed performing babysitting services in the employer's
home on a casual basis; any person employed by the State of
Arizona or the United States government; or any person employed in
a small business that grosses less than $500,000 in annual revenue,
if that small business is exempt from having to pay a minimum

EXEMPTIONS:

EXEMPTIONS: The Fair Wages and Healthy Families Act (the “Act”) does not apply to any
person who is employed by a parent or a sibling; any person who is employed
performing babysilling services in the employer’s home on a casual basis; or

any person emploved by the State of Arizona or the United States government,

ENTITLEMENT
AND AMOUNT:

Beginning July 1, 2017, emplovees are entitled (o earned paid sick lime and
accrue a minimum of one hour of camed paid sick time for every 30 hours
waorked, subject o the following limitations:
» Employees whose employers have less than 15 employees may only
acerue or use 24 hours of camed paid sick time per year.
s Employees whose employers have 15 or more employees may only
accrue or use 40 hours of earned paid sick time per vear.
Fmployers are permitted to seleet higher acerual and use limits,

TERMS OF USE:

SMOKE
FREE
ARIZON

Farned paid sick time may be used for the following purposes: (1) medical
carc or mental or physical illness, injury, or health condition; or (2) a public
health emergency; and (3) absence due to domestic violence, sexual violence,
abuse, or stalking. Employees may use eamned paid sick time for themselves
or for family members. See Arizona Revised Statutes § 23-373 for more
information.

RETALIATION &
DISCRIMINATION
PROHIBITED:

Emplovers are prohibited from discriminating against or subjecting any person
to retaliation for: (1) asserting any claim or right under the Act, including
requesling or using earned paid sick lime; (2) assisling any person in doing so;
or (3) informing any person of their rights under the Act.
ENFORCEMENT: Fach cmployee has the night to file a complaint with the Industrial
Commission’s Labor Department alleging that an employer hag violated the
Act. Certain time limits apply. A civil action may also be filed as provided in
the Act. Violations of the Act may result in penaltics,

INFORMATION: For additional information regarding the Act, vou may refer to the Industrial
Comimission’s website al www.azicagov or contact the Indusirial
Commission’s Labor Department: 800 W. Washington, Phoenix, Arizona
85007-2022; (602) 542-4515.

NOTICE TO EMPLOYEES

RE: ARIZONA WORKERS' COMPENSATION LAW

All amployees are hereby notified that this employsr has complisd with the provisions of the
Arnzona Workers® Compensation Law [Title 23, Chapter 6, Arizona Revised Statutes) as amended,
and all the rules and regulations of The Industrial Commission of Arizona made in pursuance
thereof, and has secured the payment of compensation to employees by insuring the payment of
such compensation with:

All employees are hereby further notified that in the event they do not specifically reject the
provisions of the said compulsory law, they are deemed by the laws of Arizona to have accepted
the provisions of said law and to have elected to accept compensation under the terms thereof; and
that under the terms thereof employees have the right to reject the same by written notice thereof
prior to any injury sustained, and that the blanks and forms for such notice are available to all
employees at the office of this employer.

Know Your Rights:

Thank you for not smoking.

Notice to Employees

You Are Covered By Unemployment Insurance (Ul)

For an explanation of what this insurance means to you, visit our website at
www.azui.com for a copy of the pamphlet A Guide to Arizona Ul Benefits. You
may cbtain additional information from the Unemployment Insurance office by
calling (602) 364-2722 in the Phoenix area, (520) 791-2722 in the Tucson area,
or toll free at 1-877-600-2722.

If you become unemployed, you may be eligible for unemployment benefits if
your:

« Open or recpen a claim by going online at www.azui.com. If you do not have
internet access, go to your nearest Arizona Department of Economic Security
(ADES) Employment Service (ES) office for assistance.

* Were separated from your last job for a non-disqualifying reason.
To report a violatiun or Ble 3 complaint:

smokefreearizona.ory

1-87T7-4-AZNOSMOKE
1-877-429-6676

Erwka- Fran Arrn e Al ARG

* Meet the wage requirements established by law.

« Are registered for work with Arizona Job Connection — DES will attempt to
register you based on the information you provide when your claim is filed.

= Actively seek work and remain available and able to accept suitable
employment.

« Meet all other eligibility requirements.

You may receive partial unemployment insurance payments if your hours and
wages are reduced.

CONSTRUCTIVE DISCHARGE

- - - Notification of A.R.S. §23-1502 - - -
CONSTRUCTIVE DISCHARGE

NOTICE

An employee is encouraged to communicate to the employer whenever the employee believes
working conditions may become intolerable to the employes and may cause the employee to resign. Under
section 23-1502, Arizona Revised Statutes, an employee may be required to notify an appropriate
representative of the employer in writing that a working condition exists that the employee believes is
intolerable, that will compel the employee to resign or that constitutes a constructive discharge, if the
employee wants to preserve the right to bring a claim against the empleyer alleging that the working
condition forced the employes to resign.

Under the law, an employee may be required to wait for fifteen calendar days after providing written
notice before the employee may resign if the employee desires to preserve the right to hbring a
constructive discharge claim against the employer. An employee may be entitled to paid or unpaid leave of
absence of up to fifteen calendar days while waiting for the employer to respond ta the employee’s written

communication about the employees working condition.
July 2013

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

The Department of Labor’s Office of Federal Contract Compliance
Programs (OFCCP) enforces the nondiscrimination and affirmative
action commitments of companies doing business with the
Federal Government. If you are applying for a job with, or are an

Protected Veteran Status

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974,
as amended, 38 U.5.C. 4212, prohibits employment discrimination

TIPS AND
GRATUITIES:

RETALIATION &
DISCRIMINATION
PROHIBITED:

ENFORCEMENT:

INFORMATION:

wage under section 206(a) of title 29 of the United States Code.

For any employee who customarily and regularly receives tips or
ratuities, an employer may pay tipped employees a maximum of
.00 per hour less than the minimum wage if the employer can
establish by its records that for each week, when adding tips
received to wages paid, the employee received not less than the
minimum wage for all hours worked. Certain other conditions must
be met.

Employers are prohibited from discriminating against or
subjecting any person to retaliation for: (1) asserting any claim or
right under the Act; (2) assisting any person in doing so; or (3)
informing any person of their rights under the Act.

Any person or organization may file a complaint with the
Industrial Commission’s Labor Department alleging that an
employer has violated the Act. Certain time limits apply. A civil
action may also be filed as provided in the Act. Violations of the
Act may result in penalties.

For additional information regarding the Act, you may refer to the
Industrial Commission’s website at www.azica.gov or contact the
Industrial Commission’s Labor Department: 800 W. Washington,
Phoenix, Arizona 85007-2022; (602) 542-4515.

WORK EXPOSURE TO BODILY FLUIDS

NOTICE TO EMPLOYEES

Re: Human Immunodeficiency Virus (HIV),
Acquired Immune Deficiency Syndrome (AIDS) & Hepatitis C

Employees are notified that a claim may be made for a condition, infection, disease, or
disability involving or related to the Human Immunaodeficiency Virus (HIV), Acquired Immune
Deficiency Syndrome (AIDS), or Hepatitis C within the provisions of the Arizona Workers’
Compensation Law, and the rules of The Industrial Commission of Arizona. Such a claim shall
include the occurrence of a significant exposure at work, which generally means contact of an
employee’'s ruptured or broken skin or mucous membrane with a person’s blood, semen,
vaginal fluid, surgical fluid(s) or any other fluid(s) containing blood. AN EMPLOYEE MUST
CONSULT A PHYSICIAN TO SUPPORT A CLAIM. Claims cannot arise from sexual activity or

illegal drug use.

Certain classes of employees may more easily establish a claim related to HIV, AIDS, or
Hepatitis C if they meet the following requirements:

1. The employee's regular course of employment involves handling or exposure to
blood, semen, vaginal fluid, surgical fluid(s) or any other fluid(s) containing blood. Included in
this category are health care providers, forensic laboratory workers, fire fighters, law
enforcement officers, emergency medical technicians, paramedics and correctional officers.

2. NO LATER THAN TEN (10) CALENDAR DAYS after a possible significant
exposure which arises out of and in the course of employment, the employee reports in writing
to the employer the details of the exposure as provided by Commission rules. Reporting forms
are available at the office of this employer or from the Industrial Commission of Arizona, 800 W.
Washington, Phoenix, Arizona 85007, (602) 542-4661 or 2675 E. Broadway, Tucson, Arizona

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you've been discriminated against at work or in applying for a

job, the EEOC may be able to help.

Who is Protected?

* Employees (current and
farmer}, including managers
and temporary employees

* Union members and
applicants for membership
in a union

» Job applicants

What Types of Employment Discrimination
are lllegal?

Under the EEQC’s laws, an employer may not discriminate against
yau, regardless of your immigration status, on the bases of:

What Organizations are Covered?

» Most private employers = Educational institutions

* State and local governments (as employers)

{as employers) * Unions

» Staffing agencies

What Employment Practices can be Challenged
as Discriminatory?
All aspects of employment, including:

* Discharge, firing, or lay-off * QObtaining or disclosing

* Race

= Color
Religion
National arigin
Sex (including pregnancy,
childbirth, and related
medical conditions,
sexual orientation, or
gender identity)
Age (40 and older)
Disahility
Genetic information
(including employer requests
for, or purchase, use, or
disclosure of genetic tests,
genetic services, or family
medical history)

« Retaliation for filing
a charge, reasonably
opposing discrimination,
or participating in a
discrimination lawsuit,
investigation, or proceeding
Interference, coercion, or
threats related to exercising
rights regarding disability
discrimination or pregnancy
accommodation

* Harassment (including
unwelcome verbal or
physical conduct)

Hiring or promation
Assighment

Pay (unequal wages or
compensation)
Failure to provide reasonable
accammodation for a
disability; pregnancy,
childbirth, or related medical
condition; or a sincerely-held
religious belief, observance
or practice

* Benefits

* Jab training

s Classification

genetic information
of employees

Requesting or disclosing
medical information
of employees

Conduct that might
reasonably discourage
someone from opposing
discrimination, filing a
charge, or participating in an
investigation or proceeding
Conduct that coerces,
intimidates, threatens, or
interferes with someone
exercising their rights,

or someane assisting or
encouraging someone else
to exercise rights, regarding

disability discrimination
{including accommodation) or
pregnancy accommodation

» Referral

What can You Do if You Believe Discrimination has Occurred?

Contact the EEQC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge
of discrimination {180 or 300 days, depending on where you live/work). You can reach the EEQC in any of the following ways:

Submit an inquiry through the EEOC’s public portal:
https.//publicportal.eeoc.gov/Portal/Login.aspx

call  1-800-669-4000 (toll free)
1-800-669-6820 (TTY)
1-844-234-5122 (ASL video phone)

Visit an EEOC field office (information at
www.eeoc.gov/field-office)

E-Mail info@eeoc.gov

Additional information about the EEQC,
including information about filing a charge of
discrimination, is available at www.eeoc.gow.

employee of, a company with a Federal contract or subcontract,
you are protected under Federal law from discrimination on the
following bases:

Race, Color, Religion, Sex, Sexual Orientation,
Gender Identity, National Origin

Executive Order 11246, as amended, prohibits employment
discrimination by Federal contractors based on race, color,
religion, sex, sexual orientation, gender identity, or national origin,
and requires affirmative action to ensure equality of opportunity
in all aspects of employment.

Asking About, Disclosing, or Discussing Pay

Executive Order 11246, as amended, protects applicants and
employees of Federal contractors from discrimination based on
inguiring abaout, disclosing, or discussing their compensation or
the compensation of ather applicants or employees.

Disability

Section 503 of the Rehabilitation Act of 1973, as amended,
protects qualified individuals with disabilities fram discrimination
in hiring, promaotion, discharge, pay, fringe benefits, job training,
classification, referral, and other aspects of employment by
Federal contractors. Disability discrimination includes not making
reasanable accommodation to the known physical or mental
limitations of an otherwise qualified individual with a disahility
who is an applicant or employee, barring undue hardship to the
employer. Section 503 also requires that Federal contractors take
affirmative action to employ and advance in employment qualified
individuals with disabilities at all levels of employment, including
the executive level.

against, and requires affirmative action ta recruit, employ, and
advance in employment, disabled veterans, recently separated
veterans (i.e., within three years of discharge or release from
active duty), active duty wartime or campaign badge veterans, or
Armed Forces service medal veterans.

Retaliation

Retaliation is prohibited against a person who files a complaint of
discrimination, participates in an OFCCP proceeding, or otherwise
oppases discrimination by Federal cantractors under these
Federal laws.

Any person who believes a contractor has violated its
nondiscrimination or affirmative action obligations under OFCCP’s
authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP)
U.S. Department of Labor

200 Constitution Avenue, N.W.

Washington, D.C. 20210

1-800-397-6251 (toll-free)

If you are deaf, hard of hearing, or have a speech disability, please
dial 7-1-1 to access telecommunications relay services. OFCCP may
alsa he contacted by submitting a question online to OFCCP’s Help
Desk at https://ofccphelpdesk.dol.gov/s/, ar by calling an OFCCP
regional or district office, listed in most telephone directories under
U.S. Government, Department of Labor and on OFCCP’s "Contact Us”
webpage at https.//www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex

In addition to the protections of Title VI of the Civil Rights Act
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as
amended, prohibits discrimination on the basis of race, color or
national origin in programs or activities receiving Federal finan-
cial assistance. Employment discrimination is covered by Title VI
if the primary objective of the financial assistance is provision of
employment, or where employment discrimination causes or may
cause discrimination in providing services under such programs.
Title IX of the Education Amendments of 1972 prohibits employ-
ment discrimination on the basis of sex in educational programs
or activities which receive Federal financial assistance.

Individuals with Disabilities

Section 504 of the Rehabilitation Act of 1973, as amended, prohibits
employment discrimination on the basis of disability in any program
or activity which receives Federal financial assistance. Discrimination
is prohibited in all aspects of employment against persons with
disabilities who, with cr without reasonable accommodation, can
perform the essential functions of the job.

If you believe you have been discriminated against in a program
of any institution which receives Federal financial assistance, you
should immediately contact the Federal agency providing such
assistance.

(Revised 6/27/2023)

WORK EXPOSURE TO METHICILLIN-RESISTANT STAPHYLOCOCCUS
AUREUS (MRSA), SPINAL MENINGITIS, OR TUBERCULOSIS (TB)

Notice to Employees

85716, (520) 628-5181. If an employee chooses not to complete the reporting form, that
employee may be at risk of losing a prima facie claim.

EMPLOYEE SAFETY AND
HEALTH PROTECTION

The Arizona Crocupational Safety and Health Act of 1972 (Act), provides safety and health protection
for employees in Arizona. The Act requires each employer to furmish his employees with a place of
employment free from recognized hazards that might cause serious injury or death. The Act further
requires that employers and employees comply with all workplace safety and health standards, roles
and regulations promulgated by the Indusgtrial Cammigsion. The Arizona Division of Oceupational
Safety and Health (ADOSH), a division of the Industdal Commission of Arzona, adminislers and
enforces the requirements of the Act.

3. NO LATER THAN TEN (10) CALENDAR DAYS after the possible significant
exposure the employee has blood drawn, and NO LATER THAN THIRTY (30) CALENDAR
DAYS the blood is tested for HIV OR HEPATITIS C by antibody testing and the test results are
negative.

Employees are notified that a claim may be made for a condition, infection, disease or
disability involving or related to MRSA, spinal meningitis, or TB within the prowvisions of
the Arizona Workers' Compensation Law. (A.R.S. § 23-1043.04) Such a claim shall
include the occurrence of a significant exposure at work, which is defined to mean an
exposure in the course of employment to aerosolized MRSA, spinal meningitis or TB
bacteria. Significant exposure also includes exposure in the course of employment to

MRSA through bodily fluids or skin.

4, NO LATER THAN EIGHTEEN (18) MONTHS after the date of the possible
significant exposure at work, the employee is retested and the results of the test are HIV
positive or the employee has been diagnosed as positive for the presence of HIV, or NO LATER
THAN SEVEN (7) MONTHS after the date of the possible significant exposure at work, the
employee is retested and the results of the test are positive for the presence of Hepatitis C or
the employee has been diagnosed as positive for the presence of Hepatitis C.

HAZARD NOTICE

ARIZONA DIVISION OF OCCUPATIONAL SAIVETY AND LIFALTIL

As an employee, you have the following rights:
Certain classes of employees (as defined below) may more easily establish a claim

related to MRSA, spinal meningitis or TB by meeting the following requirements: You have the right to notify your employer or ADOSH about workplace haz-

ards. You may ask ADOSH to keep your name confidentlal.

1. The employee’s regular course of employment involves handling or exposure to
MRSA, spinal meningitis or TB. For purposes of establishing a claim under this
section, “employee” is limited to firefighters, law enforcement officers,
correction officers, probation officers, emergency medical technicians and
paramedics who are not employed by a health care institution:

You have the right to request that ADOSH conduct an inspection if you believe
there are unsafe and/or unhealthful conditions in your workplace. You or your

Seraber 10.3000 representative may participate in the inspection.
ctober 10, 2

If you believe you have been discriminated against for making safety and
health complaints, or for exercising your rights under the Act, you have a right
to file a complaint with ADOSH within 30 days of the discriminatory action.
You are also afforded protection from discrimination under the Federal
Occupational Safety and Health Act and may file a complaint with the U.S.
Secretary of Labor within 30 days of the discriminatory action.

Potential exposure to hantavirus and other rodent-borne discascs when removing
rodent infestations trom vehicles.

Mo later than thirty (30) calendar days after a possible significant exposure, the

The Arizona Division of Occupational Safety and Health (ADQSH) is issuing this Hazard Notice E.‘I"I"Ip|D},."EE reports in Wl‘itil‘lg to the EI"I"IP|D'1.I’EI" the details of the Exposure,

to warn cmployers and employces who service motor vehicles of the potential exposure to
rodent-borne diseases when their nests are encountered. Tn certain paris of the country, il is not
uncommon to encounter a rodent nest underneath vehicles that have been idle or infrequently
used for long periods of time. a.

3. A diagnosis is made within the following time-frames:

For a claim involving MRSA, the employee must be diagnosed with
MRSA within fifteen (15) days after the employee reports pursuant to
Item No. 2 above;

You have the right to see any citations that have been issued to your employ-
er. Your employer must post the citations at or near the location of the alleged

Idle vehicles provide opportunities lor rodents (o build their nests. When the vehicles are violation.

returned to service, they are often taken to service centers for inspections and/or repairs. It is
during this servicing that technicians can be exposed to potential viruses, such as hantavirus, if
contacl is made with the nest or associaled debris. Il il is necessary 10 remove or otherwise
contact these nests, ADOSH recommends that employees be furnished and required to wear the
following personal protective equipment (PPL):

You have the right to protest the time frame given for correction of any viola-

For a claim involving spinal meningitis, the employee must be diagnosed tion.

with spinal meningitis within two (2) to eighteen (18) days of the possible

significant exposure; and You have tha right to obtain copies of your medical records or records of your

A NIOSII approved, N100 negative pressure respirator with LLEPA filters; exposure to toxlc and harmful substances or conditions.
Safety glasses
Gloves (latex or similarly protective)

Tyvek©@ full-body suit

For a claim involving TB, the employee is diagnosed with TB within

twelve (12) weeks of the possible significant exposure. Your employer must post this notice In your workplace.

The Industrial Commission and ADOSH do not cover employers of household domestic labor, those
in maritime: activiies (coverad by OSHA)Y, thase in atamic energy activities (covered by the Atamic
Energy Commission) and those in mining activities (covered by the Arizona Mine Inspector's office).
To file & complaint, report an emergency or seek advice and assistance from ADOCSH, contact the
rearest ADOSH office:

Expenses for post-exposure evaluation and follow-up, including reasonably required
prophylactic treatment for MRSA, spinal meningitis, and TB is considered a medical
benefit under the Arizona Workers’ Compensation Act for any significant exposure that
arises out of and in the course of employment if the employee files a claim for the
significant exposure or the employee reports in writing the details of the exposure.
Providing post-exposure evaluation and follow-up, including prophylactic treatment,
does not, however, constitute acceptance of a claim for a condition, infection, disease or
disability involving or related to a significant exposure.

All waste material should be carctully placed into a plastic bag and then scaled prior to
placement in a dumpster.

Hantavirus and other rodent-borne diseases can be serious. Possible symptoms of exposure
include latigue, lever and muscle aches. There may also be accompanying symploms such as
headaches, dizziness and abdominal problems. Late symptoms include coughing and shortness
of breath. Severe cases may result in death.

Tucson:

2675 East Broadway
Tucson, AZ. 85716
520-628-54T8
Tell free: B55-268-5251

Fhoenix:

B West Washington
Phoenix AZ. 85007
G02-542-5T95
Toll free: B55-268-5251

The ADOSH consultation section is available (o assist employers and emplovees with
occupational safety and health issues, including those mentioned in this [lazard Notice. lor
additional information, contact the consultation section listed below or visit the Center for

Disease Control’s web site at www.cdc.gov. Industrial Commissiaon wab sita:

Emnployers wnst post s nolice in g conspieuous place nexl o he Workers® Compensation Nolice Lo Euplovees.




