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Thank you for the opportunity to submit this testimony on behalf of the National
Women’s Law Center. NWLC has been working since 1972 to secure and defend women’s legal
rights and opportunities, and to help women and families achieve economic security. A large part
of our work involves supporting local and state elected officials across the country in their efforts
to pass laws that will help close gender and racial wage gaps.
Salary range transparency is a top equal pay policy priority right now and a trend we are
seeing sweep the country. We submit this testimony in opposition to Int. No. 134 because its
employer carve outs and exemptions would undermine the law’s effectiveness as a tool to close
NYC’s racial and gender wage gaps.
1. Secrecy around salary ranges perpetuates gender and racial wage gaps
When an employer asks a job applicant what their salary expectations are without
providing the applicant any information about the pay for the position, women and people of
color lose out. Studies show that women often ask for less when they negotiate than men, even
when the women applicants are otherwise equally qualified.1 That may be, in part, 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, nonHispanic men, 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. Since
employers tend to anchor salary negotiations, consciously or subconsciously, on the job
applicant’s first salary request, providing applicants with a salary range that the employer is
willing to pay helps level the negotiating playing field and reduces gender and racial wage gaps.
2. Salary range transparency helps narrow gender wage gaps
Research shows that when job applicants are clearly informed about the context for
negotiations, including the salary range, women are more willing to negotiate, more successful in
negotiating, and the gender wage gap narrows.3
Providing applicants and employees with salary range information also helps employees
evaluate whether they are being paid fairly and work with their employers to resolve pay
disparities. And salary range transparency provides companies with an opportunity to proactively
review and evaluate their compensation practices and address any unjustified disparities between
employees.
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The much narrower wage gap in the public sector, where agencies typically have
transparent and public pay structures, further proves that greater salary range transparency helps
reduce wage disparities. Nationally, the gender-based wage gap for all full-time workers, based
on median earnings, is 18 percent. However, in the federal government, where pay rates are
publicly available, the gender-based wage gap in 2017 was 7 percent.4
3. Salary range transparency helps businesses more effectively and efficiently hire and set
pay
We are seeing more and more businesses—small and large alike—voluntarily implement
salary range transparency not only because it helps employers avoid wage gaps and in turn,
litigation and liability, but because it helps them more efficiently and effectively attract and
match with interested candidates and avoid wasting time interviewing candidates who won’t
ultimately be interested in the position.5 Indeed, a recent study found that the number of job
postings that include salary ranges has been on the rise this year, given the increasingly tight
labor market.6 Candidates are increasingly expecting more transparency from employers and
looking for salary ranges in job announcements.7 In addition, providing employees with
compensation information is shown to promote employee loyalty and productivity, which is
good for employers’ bottom line.8
4. States are increasingly enacting and considering salary range transparency
requirements
Seven states have enacted laws requiring employers to provide job applicants the salary
range for a position at some point in the hiring process—four in just the last year: Colorado,
Washington, Rhode Island, Connecticut, Nevada, Maryland, and California. And this year, at
least a dozen states from California to Indiana have been considering legislation to require salary
range transparency from employers.
Colorado’s salary range transparency requirement, like New York City’s, requires salary
ranges be posted in the job announcement and, importantly, applies to all size employers. Salary
range information is important no matter where you work and it is a simple measure to
implement. Even if an employer doesn’t have established pay ranges, all employers must budget
an amount for the position for which they are hiring. Salary range transparency laws just ask
employers to be open about that amount or range.
Conclusion
Requiring employers to provide salary ranges to applicants is a crucial step towards
closing the wage gap. And since the wage gap has barely budged in more than a decade, we must
act now. We urge the members of this Committee to show up for working people in New York
City by opposing Int. 134.
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