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In the past, most discussions about compensation were largely confined to the specific instances of either a job offer or 

the once-a-year “pay discussion” between manager and subordinate. Outside of these circumstances, the topic was 

generally not viewed as a subject for polite conversation.  

 

In recent years, society has been pushing organizations to be more transparent when it comes to disclosure of salary 

information during the job application process or even in the workplace. According to a study conducted by Visier in 

2022, 79% of employees want some form of pay transparency, 68% say they would switch employers for greater pay 

transparency, and 32% want total transparency. 

 

The legal requirement for employer pay transparency was started by the state of Colorado in 2021. It was the first state 

to require employers to disclose salary ranges within all job advertisements. Since that time, seven states and six 

localities have passed legislation establishing pay transparency requirements for employers within their jurisdiction. 

Additionally, 21 states and 20 localities now have established statewide bans on requesting current salary or salary 

history from job applicants. This trend will likely grow in the future. (Please note this information is current as of 

February 2023. Please stay abreast of changes in the future. State pay transparency laws can be found on state 

department of labor websites. For localities, the best place to stay up to date would be on each city’s official website.) 

 

The balance of this article outlines the most common pay transparency requirements adopted by various 

states/localities. Organizations would be well advised to carefully review this information to assess their readiness to 

comply with the types of information that are being made public. 

 

Ban on Asking Job Applicant’s Current Salary 

The first, and most widely established, pay transparency requirement is the ban on requesting salary history. Although 

all state/local laws have their unique provisions, salary history bans generally prohibit employers from asking job 

applicants and current employees questions regarding their salary history and/or current salary. Salary history bans 

have been put in place in hopes of reducing pay disparity and to encourage diversity among workforces.  

 

Below is a list of the states/localities that have current salary history bans in place: 

State Statewide and/or Locality 

Alabama Statewide 

California Statewide & San Francisco 

Colorado Statewide 

Delaware Statewide 

District of Columbia District-wide 

Georgia Atlanta 

Hawaii Statewide 

Illinois Statewide & Chicago 

Kentucky Louisville 

https://assets.ctfassets.net/lbgy40h4xfb7/1syomfc7rV3ta2l00Y4YpM/cbb69babc37b3b6310febee8f6dfa48f/Visier-Pay-Transparency-Report.pdf
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State Statewide and/or Locality 

Louisiana New Orleans 

Maine Statewide 

Maryland Statewide & Montgomery County 

Massachusetts Statewide 

Mississippi Jackson 

Missouri Kansas City & St. Louis 

Nevada  Statewide 

New Jersey Statewide 

New York Statewide, New York City, Albany County, Suffolk County & Westchester County 

North Carolina Statewide 

Ohio Cincinnati & Toledo 

Oregon Statewide 

Pennsylvania Statewide, Philadelphia & Pittsburgh 

Rhode Island Statewide 

South Carolina Columbia & Richland County 

Utah Statewide 

Vermont Statewide 

Virginia  Statewide 

Washington Statewide 

  

Disclosure of Pay Rate to Job Applicant 

Counting Colorado as the first, seven states and six localities have now established unique laws surrounding employer 

pay transparency. The most common criteria included in these pay transparency laws is the requirement to disclose 

salary ranges in all job advertisements. This includes, but may not be limited to, disclosing the job’s target salary. 

Some jurisdictions require disclosure of the minimum and maximum salary range amounts or minimum and maximum 

hourly wage amounts. 

 

Salary transparency and salary disclosures have been put in place to help foster higher levels of trust between 

employers and job seekers and to show organizational commitment to workplace pay equity. According to the Society 

for Human Resource Management, “91% of ‘employees’ who believe that their organization is transparent about how 

pay decisions are made also said that they trust their organization pays people equally for equal work regardless of 

gender, race and ethnicity.” 

 

Below is a list of states/localities that have salary disclosure requirements along with the states/localities that have 

established salary minimum and maximum disclosure requirements: 

Location Requires Salary Disclosure Requires Minimum and Maximum 

Salary Ranges to Be Disclosed 

California X  

Cincinnati X  

Colorado X  

Ithaca, NY X X 

Jersey City, NJ X  

Maryland X  

Nevada X  

New York X X 

New York, NY X X 

Toledo, OH X  

Washington X X 

Westchester County, NY X X 
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Disclosure of Pay Rates to Employees 

Another commonly included pay transparency requirement is disclosure of salary ranges to current employees. This 

can include a requirement to disclose salary ranges to employees up for promotion or transfer, and the requirement to 

disclose current salary ranges to employees who ask for the range for their current position. This internal reporting 

requirement is intended to encourage transparency at all levels of employment. This allows for employees to be aware 

of their position’s current salary expectations from the perspective of their current employer.  

 

Below is a list of the states/localities that have established internal salary disclosure guidelines: 

State City or Statewide 

Colorado Statewide 

Connecticut Statewide 

Nevada  Statewide 

New Jersey Jersey City 

New York Statewide & Ithaca 

Rhode Island  Statewide 

 

Of course, these disclosure requirements, regardless of the specific information involved, presume that your 

organization can readily supply the information and has a formalized program from which this information is secured. It 

would not be unreasonable to assume that as information is released to the public, there will be occasions where 

follow-up inquiries are made to provide more information and the process used to develop it. Now would be an 

excellent time to consider your organization’s preparedness for these disclosures or potential inquiries. 
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