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Thank you for the opportunity to submit this testimony on behalf of the Women 
Lawyers On Guard Action Network. Women Lawyers On Guard Action Network is an 
affiliated organization of Women Lawyers On Guard Inc., a national network of women 
and men harnessing the power of the law in conjunction with other non-profit 
organizations, to protect and defend equality, justice, and equal opportunity for all, 
while supporting research, education of the public, advocacy, litigation, amicus briefs, 
and its volunteer matching program.

Our organization’s focus on gender pay equity issues leads us to offer strong support 
of Maryland’s attempts, over the last several years, to level the playing field for all 
women in the workplace, including those in both the public and private sectors. We 
believe that the Salary History Bill provides a key to closing the wage gap for all 
women employees, while strengthening Maryland’s businesses and economy. 
Therefore, for the following reasons, we are writing to urge the members of this 
Committee to support SB 217.

Relying on a potential employee’s salary history to set pay, and keeping salary ranges 
secret, harms many types of job applicants. Employers’ requests for an applicant’s 
salary history during the hiring process, and reliance on that information to determine 
compensation, force women to carry lower earnings and pay discrimination with them 
from job to job. And, because women systematically are paid less than men, 
employers that rely on salary history to select job applicants and to set new hires’ pay 
will tend to perpetuate gender-based disparities in their workforce.1  
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Stopping reliance on salary history is a good business practice. In ending the practice 
of seeking salary histories from job applicants, many companies understand that this 
practice perpetuates discriminatory wage gaps, and acknowledge that employees 
should be paid based on their experience, skills, track record, and the responsibilities 
they will be assuming, and not on what they happened to be paid in their past job.2 

SB 217 is a proactive measure that will help Maryland businesses close gender wage 
gaps, recognizing that salary history is not a neutral objective, or an accurate measure 
by which to set pay or evaluate an applicant. This is particularly true for those whose 
salary history does not reflect their current qualifications or interests because they may 
have left the job market to care for family or those persons who moved from the public 
to the private sector.

Since 2016, some 13 States3 have passed legislation, all with bipartisan support, 
prohibiting employers from relying on applicants’ salary history. Thus, this is the right 
time for Maryland lawmakers to act now and pass SB 217, thereby fulfilling Maryland’s 
obligation to its women, families, and the state economy, especially 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.

Salary range transparency also helps close the wage gap.  When an employer asks 
job applicants what their salary expectations are without providing applicants any 
information about the pay for the position, women lose out. This secrecy around salary 
ranges has been known to affect even women in higher paying positions, including 
women lawyers.4 Disclosing salary ranges thus will help level the playing field on 
negotiations, and helps applicants and employees detect and remedy any unjustified 
pay disparities.

Pay transparency also promotes employee loyalty and productivity, which is good for 
employers’ bottom line5 and, indeed, all employers and working people should benefit 
from pay transparency measures, no matter where they live and work.

In conclusion, ending employers’ reliance on salary history is an important step in 
closing the wage gap. We believe that asking for salary history perpetuates pay 
discrimination from job to job, and allows employers to use salary history and lack of 
transparency in salary ranges to disadvantage workers in both the public and private 
sectors. For these reasons, the Women Lawyers On Guard Action Network urges this 
Committee to pass SB 217, the Salary History Bill.
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