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Thank you for the opportunity to submit this testimony on behalf of the National Women'’s Law Center
(“NWLC”). Since 1972, NWLC has fought for gender justice—in the courts, in public policy, and in our
society—working across the issues that are central to the lives of women and girls and LGBTQI+ people.
NWLC works closely with state policymakers across the country to strengthen laws for closing racial and
gender wage gaps.

I HB 649/SB 525 makes Maryland’s current pay transparency law work better for
businesses, workers, and the economy

Maryland took an important step towards greater pay transparency in 2020 by requiring employers to
provide job applicants with the pay range for a position upon request.

Since that time, a rapidly growing chorus of states and localities have passed or enacted laws specifically
requiring pay ranges be included in job postings: Colorado; lllinois; New York; Washington; Hawaii;
California; New York City; Ithaca, NY; Westchester County, NY; and Jersey City, NJ. Washington D.C. and
Massachusetts recently passed their own pay range transparency laws which are awaiting Congressional
review and signature by the governor, respectively. Each chamber of the Virginia legislature has passed
pay range transparency bills this session which are now working their way through the opposite
chamber.

We are seeing pay range posting laws take off across the country not just because research suggests pay
range transparency can help close gender and racial wage gaps, but because employers and lawmakers
are noticing how including pay ranges in job postings helps businesses attract and retain talent and save
time and costs in hiring.

Marylanders are increasingly demanding this type of transparency: recent NWLC polling shows that
nearly three in four (74%) Marylanders support implementing pay range transparency practices at their
own jobs and 68% of Marylanders say seeing a pay range included with a job posting has a positive
impact on their overall interest in applying for a posted job.'

Maryland businesses are already accustomed to having to provide job applicants with pay ranges for a
position under current law. But Maryland’s current law doesn’t provide employers with the recruiting
edge, cost savings, or other efficiency gains (described below) that come when employers must include
pay ranges in job announcements. Nor does it as effectively help close gender and racial wage gaps.
HB649/SB 525 will change that by specifically requiring employers to include pay ranges in job
announcements and will be a win-win for employers and Maryland working people alike.



Pay range transparency can also help the state’s economy. A study from Recruitonomics found that after
Colorado's law went into effect in 2021, the labor force participation rate increased 1.5% relative to
Utah’s, a nearby state without such a law that had similar economic and demographic characteristics.!
Recruitonomics found that "effectively, those out of the workforce felt better about applying to jobs in a
jurisdiction that mandated pay ranges."

1l Pay range transparency can help reduce gender and racial wage gaps

We all want to feel confident that we are being paid fairly. But when pay is set in a black box,
discrimination can easily seep in, and women, especially women of color, lose out. Maryland women
overall stand to lose over $392,200 to the wage gap over a 40-year career; Black women specifically
stand to lose nearly $1 million to the wage gap.™ Secrecy around pay allows the devaluation of women’s
work to often go unchecked and bias and wage gaps to grow.

Requiring employers to be publicly transparent about pay ranges shines a light on employer pay
practices, increasing accountability on employers to set fair, non-exploitative wages and encouraging
employers to proactively review and evaluate their compensation practices and address any unjustified
disparities between employees.

Research also suggests that public pay range transparency may help raise wages for low-paid workers in
particular—workers who are disproportionately women—as it reduces the information leverage
employers have over workers and helps employers learn from the market wages about the market value
of the job and adjust their pay to attract talent." Indeed, a study of Colorado’s pay range transparency
law, enacted in 2019, found that posted salaries increased by about 3.6% on average following the new
law, suggesting that greater transparency spurs more worker-friendly pay.’ In addition, pay range
transparency can help end the pay secrecy and informality in low-paid piece rate and tipped industries
that fuel exploitation by some employers, including offering wages below the minimum wage rate.

Pay range transparency also holds promise for addressing occupational gender segregation because
posted ranges help workers get information on which industries pay better and encourages workers to
seek jobs in higher-paying industries or positions.

Adding pay ranges to job announcements can also help level the negotiating playing field which is
notoriously unfavorable to women. Women are often assumed to be less likely than men to ask for
higher pay, but emerging research has shown that’s not necessarily true." However, women are likely to
be treated worse in negotiations, and women who negotiate are perceived negatively and as
aggressive."! Fortunately, research shows that when job applicants are clearly informed about the
context for negotiations, like the range of pay, these gender differences in negotiation outcomes are
reduced.”™

Given these biased perceptions of women in the hiring process, a law like Maryland’s current law that
puts the onus on a job applicant to ask for the pay range risks allowing disparities to persist as women
may be perceived more negatively when they ask for the pay range and thus may be more reluctant to
ask.

A growing line of research points to a reduction in gender pay gaps and increased wages for women after
states and/or employers have enacted pay transparency policies.* The much narrower wage gaps in



unionized and public sector positions where pay structures are typically transparent provide further
evidence that greater pay transparency helps reduce wage disparities.

1. Including pay ranges in job announcements helps businesses attract and retain talent, save
time and costs in hiring

The Society for Human Resource Management (“SHRM”) found that 70% of organizations that list pay
ranges on job postings say that doing so has led to more people applying to their postings, and nearly
two-thirds (66%) say that doing so has increased the quality of applicants they’re seeing.*

Survey after survey has shown that an overwhelming majority of job candidates prefer to work at a
company that discloses pay information and one survey from Monster.com found that nearly all workers
(98%) believe an employer should disclose pay ranges in job announcements .

Pay range transparency is especially crucial for attracting Gen Z talent. While workers from all
generations support pay range transparency, Adobe’s Future Workforce Study of upcoming college
seniors and recent college grads revealed 85% are less likely to apply for a job if the company does not
disclose the salary range in the job posting.

Pay transparency is also shown to promote employee trust, loyalty, and productivity, which helps retain
talent and is good for employers’ bottom line. "

In addition, including pay ranges in job announcements helps employers avoid wasting time culling
through applications and interviewing candidates who would not accept the position because the pay
does not align with their expectations. Research shows that it also helps reduce online recruiting costs.”

We’ve heard from small businesses that don’t have an HR team that pay range transparency helps them
save costs and time in hiring, which is crucial given they have limited resources and time available to
hire. Not surprisingly, research found that many small businesses in Colorado already tended to share
ranges before the pay range transparency law was passed in their state.*' Smaller businesses also
appreciate when pay range transparency laws, like HB 649/SB 525, require employers to provide a
“general description of benefits and other compensation offered for the position” as it allows them to
give a fuller picture of what they can offer beyond pay.

Pay range transparency is easy for businesses to comply with. Colorado, the first state to pass a pay
range transparency law, saw a high rate of compliance among its 50 largest employers right after the
law’s passage and nearly three years later continues to enjoy high rates of compliance. Ninety-nine
percent of employers who were sent a notice of noncompliance have come into compliance just after
receiving the notice.™ Employers know from their budgets and from their sense of market rates what
they are able and willing to offer. Pay range transparency laws simply ask employers to be transparent
about what they are willing to pay and what they are hoping to pay for the position.

Conclusion

We urge the members of this Committee to show up for Maryland businesses and working people by
supporting HB 649/SB 525.
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