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THE “SALARY HISTORY” BILL 
 
KEY TO CLOSING THE WAGE GAP AND STRENGTHENING MARYLAND 
BUSINESSES AND ECONOMY

The Salary History bill is a simple, straightforward measure 
that will help stop practices that are harming Maryland 
employees and businesses by (1) ensuring that employers 
no longer rely on job applicants’ salary history in hiring and 
setting pay and (2) requiring employers provide the wage 
range for a position if the applicant applying for the position 
requests it. 

Relying on applicants’ salary history to set pay and keeping 
salary ranges secret harms many types of job applicants, 
but it particularly hurts women and people of color by 
forcing them to carry discriminatory wage gaps from job to 
job. Fortunately, research shows that legislation like the 
Salary History bill helps to narrow wage gaps, as does the 
practice of providing job applicants the wage range for a 
position.  Given that Black women in Maryland are paid only 
69 cents on the dollar paid to white, non-Hispanic men and 
Latinas are paid only 46 cents—the 4th largest wage gap for 
Latinas in the country—Maryland lawmakers have an urgent 
obligation to Maryland women, families, and the state 
economy to pass this legislation.

Thirteen states have enacted salary history 
legislation—all with bipartisan support 

•	 Since just 2016, Delaware, New Jersey, New York, Illinois, 
Massachusetts, Connecticut, Vermont, Maine, Oregon, 
Hawaii, California, Colorado and Washington, have passed 
legislation—all with bipartisan support—prohibiting 
employers from relying on applicants’ salary history.

•	 State agencies in New Jersey, New York, Pennsylvania, 
North Carolina, Michigan, and the District of Columbia 

have also stopped seeking job applicants’ salary histories.

•	 Colorado, Washington, and California have passed 
legislation requiring employers to either provide the salary 
range for a position in the job announcement or provide it 
to the job applicant if they request it. 

Stopping reliance on salary history is a good 
business practice  

•	 Businesses like Amazon, American Express, Bank of 
America, Cisco Systems, Facebook, Google, GoDaddy, 
Progressive, Starbucks, and Wells Fargo have all recently 
announced that they are no longer asking applicants to 
provide their salary history, recognizing that doing so 
perpetuates gender and racial wage gaps.

•	 Stopping reliance on salary history can help businesses 
attract and retain a diverse workforce by ending a practice 
that limits the talent pool, hurts an employer’s brand, and 
can drive the best candidates away.

•	 Ending reliance on salary history also helps employers 
decrease their exposure to costly pay discrimination 
litigation from relying on a practice that unjustifiably 
perpetuates gender wage gaps.

•	 Under this bill, employers can still negotiate with 
applicants and ask them what they hope to make and 
applicants can choose to offer their salary history in a 
negotiation.
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The Salary History bill will help ensure Marylanders 
are compensated based on relevant factors like 
their experience, skills, track record, and the 
responsibilities they will be assuming, not on race, 
gender, or what they happened to be paid in their 
past job 

•	 The Salary History bill recognizes that salary history is not 
a neutral, objective, or accurate measure by which to set 
pay or evaluate an applicant, especially for those whose 
salary history doesn’t reflect their current qualifications or 
interests because they temporarily left the job market to 
care for children or parents, or those who moved from the 
public sector to the private sector.

•	 The bill is a proactive measure that will help Maryland 
businesses close gender wage gaps; in a recent study, 
a significant percentage of employers who conduct pay 
equity audits found that relying on applicants’ salary 
history is a key driver of gender wage gaps within their 
company. 

•	 Women often ask for less when they negotiate than 
men, even when they are otherwise equally qualified.  By 
giving applicants the right to ask for the salary range for 
a position, the bill will further help level the negotiating 
playing field. 

For more information or to get involved, contact Andrea 
Johnson at ajohnson@nwlc.org

“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 

“I’m a small business owner who also worked 
for five years in human capital consulting, and 
I don’t use salary history in hiring because 
I know it can inadvertently perpetuate 
discrimination and it isn’t the most effective 
way for us to bring the best people onto our 
team.” 

Meg McNeill  

  McNeill  Independent Spirit  Creators, LLC 

  Mount Airy, MD


