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Tucson, Arizona enacts Minimum Wage Act: raises the minimum wage 
and imposes other wage payment rules  
 
As a result of Arizona voter passage of Proposition 206, and effective April 1, 2022, the new Tucson 
Minimum Wage Act (TMWA) increases the city’s minimum wage and imposes other requirements affecting 
how Tucson employees are paid.   
 
Following are some of the provisions that apply.  
 
Minimum wage  
 
The minimum wage that applies to full-time, part-time, or temporary employees who perform at least 5 hours of 
work per pay cycle within the City of Tucson’s boundaries is as follows:  

• $13.00 by April 1, 2022 
• $13.50 by January 1, 2023 
• $14.25 by January 1, 2024 
• $15.00 by January 1, 2025 

Beginning January 1, 2026 and each January thereafter, the minimum wage may increase to the nearest $0.05 
based on the rate of inflation, depending on the rate of inflation, and will be announced no later than November 1 
of the previous year.  If the federal minimum wage is higher than the Tucson minimum wage, the federal minimum 
wage will apply.  

Limitations on direct deposit and pay cards  
 
Employers are prohibited from paying employees with a pay card, reloadable debit card or similar payment method 
that requires the employee to have a valid Social Security number (SSN).   
 
Note that Arizona law does not include this SSN provision.  State law requires that employees provide their written 
consent for electronic wage payments, but this is not specifically required under the TMWA.  

mailto:debera.salam@ey.com
https://www.linkedin.com/groups/4307305
https://tucsonfightfor15.com/wp-content/uploads/2021/03/02.27.2021-Tucson-Min-Wage-Ordinance-14-inch-format-II.pdf
https://www.tucsonaz.gov/minimumwage
https://www.tucsonaz.gov/minimumwage
https://www.azleg.gov/viewdocument/?docName=https%3A%2F%2Fwww.azleg.gov%2Fars%2F23%2F00352.htm


 

 
Scheduling pay   
 
Employers that averaged at least 26 employees (full-time, part-time, or temporary) during the last quarter of the 
previous year are required to pay a minimum of three hours at no less than the city’s minimum wage when (1) an 
employee is scheduled to work at least three hours; the employee timely reports for duty; the employee is able to 
work the entire shift; and the employer engages the employee for fewer than three hours, or (2) an employee is 
scheduled to work at least three hours and the employer cancels the employee’s shift with less than 24 hours’ 
notice.  

 
Prohibited payroll deductions  
 
In congruence with the federal Fair Labor Standards Act, employers are prohibited from taking deductions from 
wages if doing so will result in the employee’s receiving less than the city’s minimum wage, including but not 
limited to amounts deducted for employer-provided meals and damaged, lost, or spoiled goods. 

 

Employer resources   

Links to these employer resources are available: 

• Workplace Poster for Employees in English 

• Workplace Poster for Employees in Spanish 

• MapTucson GIS page - check here if you are unsure if your business is in the City of Tucson 

 

Ernst & Young LLP insights  
 
Employers should consider discussing these new provisions with their wage-hour advisors, in particular 
how pay cards and similar payment methods can apply to employees without an SSN given that the SSN is 
a required element of employment verification and to comply with other federal and Arizona state laws 
(e.g., Form W-2 reporting, state unemployment insurance).  
 
 
 

 

 

 

 

 

 

 

https://www.tucsonaz.gov/files/pdfs/COT_Minimum_Wage_Ltr-Poster-Eng_4.1.22_Updated.pdf
https://www.tucsonaz.gov/files/pdfs/COT_Minimum_Wage_Ltr-Poster-Spn_4.1.22_Updated.pdf
https://maps2.tucsonaz.gov/Html5Viewer/?viewer=maptucson
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The information contained herein is general in nature and is not intended, and should not be construed, as legal, 
accounting or tax advice or opinion provided by Ernst & Young LLP to the reader. The reader is also cautioned that this 
material may not be applicable to, or suitable for, the reader's specific circumstances or needs, and may require 
consideration of non-tax and other tax factors if any action is to be contemplated. The reader should contact his or her 
Ernst and Young LLP or other tax professional prior to taking any action based upon this information. Ernst & Young LLP 
assumes no obligation to inform the reader of any changes in tax laws or other factors that could affect the information 
contained herein. Copyright 2022. Ernst & Young LLP. All rights reserved. No part of this document may be reproduced, 
retransmitted or otherwise redistributed in any form or by any means, electronic or mechanical, including by 
photocopying, facsimile transmission, recording, rekeying, or using any information storage and retrieval system, without 
written permission from Ernst & Young LLP. 

 

Contact us for more information 

mailto:kristie.lowery@ey.com
mailto:Kenneth.hausser@ey.com
mailto:debera.salam@ey.com

