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The Wage History and Wage Range bill (HB 634/SB 738) 
addresses a practice that Marylanders recognize as unfair 
and unnecessary: relying on job applicants’ salary history in 
hiring and setting pay. It also requires employers to provide 
a job applicant the wage range for a position upon request. 
This bill will help ensure that employees are paid based on 
factors like their experience, skills, and the responsibilities 
they are assuming, instead of their salary history—a factor 
that perpetuates gender and racial pay disparities and harms 
Maryland families, businesses, and the state economy.  And it 
will ensure employees have the information they need in salary 
negotiations.

“What is your current salary?” is a question that many 
job applicants dread, with good reason 

Relying on applicants’ salary history in setting pay or in 
screening and evaluating applicants:

•  forces women and people of color, who face bias in the 
workplace and are typically paid less than white, non-
Hispanic men, to carry lower earnings and pay discrimination 
from job to job; 

•  penalizes individuals who reduced their hours or left their 
prior job to care for children or other family members, 
and whose prior salary, consequently, doesn’t reflect their 
qualifications or current market conditions;

•  depresses wages for individuals who have previously worked 
in the public sector or in nonprofits and are moving into the 
private sector;

•  deprives older individuals with higher salaries who are 
looking to change jobs or re-enter the workforce the 
opportunity to be considered for lower paying jobs they 
might seek.

Employers are increasingly recognizing that salary history 
is not a neutral, objective factor by which to set pay or 
determine an applicant’s interest in or qualification for a 
position; it is often influenced by discriminatory forces and 
is not an accurate measure of a candidate’s skill, knowledge, 
experience, or fit for the job. When employers rely on salary 
history in hiring or setting pay, it can block qualified talent 
from employment opportunities and perpetuates gender 
and racial wage disparities throughout Marylanders’ careers, 
Maryland workplaces, and the broader Maryland economy.

When salary range information is secret, women lose 
out

Women often ask for less when they negotiate than men, 
even when they are otherwise equally qualified.1 That may 
be because it is a common practice for job applicants to 
ask for an amount that is a 10 to 20 percent increase over 
their prior salary.2 Given that women and people of color are 
typically paid less than white, non-Hispanic men in the same 
occupations, they would have to request a particularly large 
percentage increase over their current pay for their request to 
be on par with their white, non-Hispanic male counterparts.
Fortunately, studies show that when job applicants are clearly 
informed about the context for negotiations, including the 
range and types of compensation and benefits available, 
women are more successful at negotiation, reducing gender 
wage gaps.3 

Many employers already recognize that relying on  
salary history is neither a necessary nor a good  
business practice

This legislation will end a practice that a growing number 
of businesses are choosing to discard as bad for business.  
Amazon, American Express, Bank of America, Cisco Systems, 
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Facebook, Google, GoDaddy, Progressive, Starbucks, and 
Wells Fargo have all announced that that they are no longer 
asking applicants to provide their salary history. In ending 
this practice, many of these companies acknowledge that 
asking for salary history perpetuates race and gender wage 
gaps, and that employees should be paid based on their 
experience, skills, track record, and the responsibilities they 
will be assuming, not on what they happened to be paid 
in their past job. State agencies in New Jersey, New York, 
Pennsylvania, Michigan, and the District of Columbia have 
also stopped seeking salary histories from job applicants.

Ending reliance on salary history can also help businesses 
attract and retain diverse and qualified talent. As a human 
resources professional stated in Forbes, the practice of 
seeking salary history from job applicants is “intrusive 
and heavy-handed . . . It’s a Worst Practice . . . It hurts an 
employer’s brand and drives the best candidates away.”4  
Moreover, a recent study showed that employers are limiting 
their talent pools when they rely on salary history. When 
salary history information was taken out of the equation, the 
employers studied ended up widening the pool of applicants 
under consideration and interviewing and ultimately hiring 
individuals who had made less money in the past.5

The “Wage History and Wage Range” bill will stop 
practices that are harming Maryland employees and 
businesses

The “Wage History and Wage Range” bill is a simple, straight-
forward measure that:

  1)  prohibits employers from seeking and relying on job 
applicants’ salary history in screening and considering 
applicants for employment and in setting their pay, and 
2)  requires employers to provide the salary range for a 
position if the applicant applying to the position requests it. 

Under the bill, a job applicant can still volunteer her salary 
history—in a salary negotiation, for example—and an 
employer can rely on that information to offer the applicant 
a higher salary. Moreover, nothing in the bill prevents an 
employer from asking applicants for their salary requirements 
or expectations.

This bill will help ensure that job applicants are evaluated and 
compensated based on their experience and skills, not their 
gender, race, or other factors that may have been relevant 
to a previous employer but are unrelated to an applicant’s 
fit for the new job. It ensures that employers pay employees 
for their new job, not their old one. And it will help level the 
playing field for negotiating pay to ensure that women and 
people of color are paid a fair salary based on what the job is 
worth. 

A rapidly growing number of states and localities 
have enacted similar legislation

Since 2016, there has been a groundswell of support across 
the country for legislation prohibiting reliance on salary 
history. Legislation has passed in Massachusetts, Connecticut, 
Delaware, Vermont, Oregon, Hawaii, and California—all with 
bipartisian support—and in many localities, including Kansas 
City, Missouri; Louisville, Kentucky; New York City, Pittsburgh, 
and San Francisco.  In addition, in 2017, California passed 
a bill requiring employers to provide the salary range for a 
position upon an applicant’s reasonable request.  This year, 
legislatures across the country are poised to consider similar 
legislation because lawmakers and the public understand 
these are commonsense, simple, yet high-impact steps 
toward fairness. As a leader on equal pay, Maryland should 
join the movement.

“As a headhunter, I was trained to ask every 
candidate for their current salary. What I’ve learned 
is that this practice perpetuates gender bias in 
hiring and salary decisions that disproportionately 
hurts women, especially women of color, and 
contributes to the continuing pay gap women face. 
I no longer ask the question. Querying a candidate 
about what their salary expectations are provides 
the information an employer needs to make sure the 
candidate and the position’s salary are a fit.”

- Diana Rubin, Commissioner, Montgomery County 
Commission for Women and managing director of a 
national legal recruiting and staffing firm
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