ARIZONA PAID SICK LEAVE POLICY
Coastal Hospitality provides paid sick time in accordance with Arizona’s Fair Wages and Healthy Families Act.
Eligibility
All employees are eligible for paid sick time.
Accrual and Usage
At the commencement of employment, employees will accrue one hour of paid sick time for every 30 hours
worked. Employees who are exempt from the federal Fair Labor Standards Act's overtime requirements (e.g.,
salaried exempt managers, professionals ,administrative employees, or outside salespeople) are presumed to
work 40 hours per week for accrual purposes, except for weeks in which they work less than 40 hours, in which
case their paid sick time accrues based on the actual number of hours worked.
Employees may only accrue or use 40 hours of paid sick time per year. Employees may use accrued paid sick time 90
calendar days after the start of employment. Unused paid sick time hours may be carried from one year to the next
(rolled over), however, the maximum number of paid sick time hours an employee is entitled to take each calendar year
(January 1st – December 31st) is forty (40). Paid sick time may not be used in advance of being granted the hours (no
borrowing ahead). Unused paid sick time will not be paid out at the end of the year or at the termination of
employment. Paid sick time hours forfeited at termination will be reinstated for a former employee who returns to
service within nine (9) months of cessation of employment.

Paid sick time may be used for the following purposes when on or scheduled for an assignment:
•

•

An employee's (or for an employee to care for a family member's) mental or physical illness, injury or
health condition; need for medical diagnosis, care, or treatment of a mental or physical illness, injury or
health condition; or need for preventive medical care.
A public health emergency; and
Absence due to domestic violence, sexual violence, abuse, or stalking.

•

NOTE: Coastal Hospitality does not have vacation time.

•

Family members include:
• Children of any age (including biological, adopted, or foster children, legal wards, children of a
domestic partner, or children for whom the employee stands in loco parentis);
• Parents (including biological, foster, stepparents or adoptive parents or legal guardians of the
employee or the employee's spouse or domestic partner, including persons who stood in loco
parentis when the employee or employee's spouse or domestic partner was a minor child);
• Spouses or domestic partners;
• Grandparents, grandchildren, or siblings (including foster, adoptive, or step relationships) of
the employee or the employee's spouse or domestic partner; or
• Any other individual related by blood or affinity whose close association with the employee is
the equivalent of a family relationship.
Carryover
Unused paid sick time is carried over to the next year.

Notice
If the need for paid sick time is foreseeable, an employee must make a good faith effort to provide advance notice
at least seven (7) days prior to scheduled leave in a manner that does not unduly disrupt the employer's
operations. Where the need for leave is unforeseeable, employees should provide notice at least four (4) hours
before the scheduled shift is to begin. In the event of an actual medical emergency notice should be provided as
soon as practicable. A request to use paid sick time may be made orally, in writing, or by electronic means. The
request must include the expected duration of the absence.
Where paid sick time is used on three of more consecutive work days, Coastal Hospitality requires
reasonable documentation that the paid sick time was used for purposes permitted by Arizona law.
Payroll/Human Resource Department will confirm available time with payroll records before paid sick time is paid.
An employee must be on an assignment to use paid sick time.

Reasonable documentation includes documentation signed by a health care professional indicating that the
paid sick time is necessary. In the case of domestic violence, sexual violence, abuse or stalking, the following
documents are considered reasonable:
• A police report;
• A protective order, injunction against harassment, general court order, or other evidence from a
court or prosecuting attorney;
• A signed statement from a domestic violence or sexual violence program, or victim services
organization affirming that the employee or employee's family member is receiving services related to
domestic violence, sexual abuse, or stalking;
• A signed statement from a witness advocate concerning services from a victim services organization
affirming that the employee or employee's family member is receiving services related to domestic
violence, sexual abuse, or stalking;
• A signed statement from an attorney, member of the clergy, or a medical or other professional
affirming that the employee or employee's family member is receiving services related to domestic
violence, sexual abuse, or stalking; or
• An employee's legible, written statement concerning status of the employee or the employee's family
member as a victim of domestic violence, sexual violence, abuse, or stalking that signals the employee's
identity and (if applicable) relationship to the family member.
Retaliation
Coastal Hospitality will not retaliate against an employee requesting or using paid sick leave in accordance
with this policy.
Additional Information
For additional information about this policy, please contact our Human Resources department at 855.967.5422.

