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During this session, we will discuss:

• Pay communication legislation (past, present, future)

• Its impact on employers and employees

• How to respond and prepare



Would you rather ask your colleague…



Would you rather ask your colleague…

Leveling the playing field for pay equity



You need to decide how transparent you will be

Pay trans•par•en•cy
1. The degree to which employers are open about and 

communicate pay information internally and externally

Pay 
confidentiality

Pay 
transparency

No information is shared with 
employees except their own pay 
amount

1

Information on how their 
pay is determined is shared 
with individual employees

2

Salary range data for current 
role is shared with individual 
employees

3

Managers facilitate meaningful 
conversations about pay

4

Salary ranges are 
shared publicly5



Legislation



Pay’s not so secret anymore

National Labor 

Relations Act (1935)

All private sector 

employees have the 

right to communicate 

with coworkers about 

wages

Salary history bans

August 2016: 

Massachusetts was first 

state to pass this. To 

date there are 29 states 

(plus Washington D.C) 

with salary history bans

Pay transparency 

during job interviews

January 2018:

California was first state 

to pass a law about pay 

transparency during 

interview process law

Pay transparency in 

job advertisements

January 2021: Colorado 

was first state to pass a 

law about pay 

transparency in 

job advertisements



Three buckets of legislation



Pay transparency is 
coming to a state near you



Pay Transparency Legislation Proposed in 2023



Pay Transparency Legislative Landscape

1 in 4 workers live in a 

state that has some form 

of pay transparency 

legislation



Pay transparency legislation in job postings

Jan. 1, 2021

Colorado

April 13, 2022

Jersey City, 
NJ

Sept. 1, 2022

Ithaca, NY

Nov. 1, 2022

NYC, NY

Nov. 6, 2022

Westchester 
County, NY

Jan. 1, 2023

Washington 
State

Jan. 1, 2023

California

Sept. 17, 2023

New York 
State

Jan. 1, 2024

Hawaii

Jan. 1, 2025*

Illinois



Pay Communication Legislative Landscape



Salary Transparency Act 
Proposal (H.R. 1599)

Must provide employee the wage range for 

their role upon hire and at least annually 

and upon the employee’s request.



EU Pay 

Transparency 
Directive

• Average pay levels, broken down by sex, for 

categories of employees doing the same 

work or work of equal value

• The criteria used to determine pay and 
career progression, which must be objective 

and gender neutral

Right to information 

for employees





Impact



Employees who work for a 

very opaque organization are

183% more likely to leave 

relative to a highly transparent organization.

Payscale’s Fair Pay Impact Report



66% of orgs

that include pay ranges on job 

postings say that doing so has 

increased the quality of 

applicants they are seeing.

SHRM Research: Pay Transparency, March 2023

65% of orgs
that include pay ranges on job 

postings say that doing so

 makes them more competitive 

in attracting top talent.



43.7 % 70 %

73 % 66 % 1 in 4

The pay transparency landscape: by the numbers

of current job postings

 include salary ranges

- Hiring Lab

of organizations that post salary 

ranges say it has generated 

more applicants 

- SHRM

of US workers are more likely to 

trust organizations that provide 

a salary range in job postings

- SHRM

Americans live in a state with 

pay transparency laws

- Marketplace

of organizations that post salary 

ranges say it has increased the 

quality of applicants 

- SHRM



Pay transparency 
has a positive impact 
on retention overall, 
especially when 
combined with comp 
strategy, pay 
communications, 
and pay equity.

Pay transparency decreases likelihood of seeking 

a new job by 30 percent (varies by generation)

Payscale’s 2023 Retention Report



Response



You need to decide how transparent you will be

Pay trans•par•en•cy
1. The degree to which employers are open about and 

communicate pay information internally and externally

Pay 
confidentiality

Pay 
transparency

No information is shared with 
employees except their own pay 
amount

1

Information on how their 
pay is determined is shared 
with individual employees

2

Salary range data for current 
role is shared with individual 
employees

3

Managers facilitate meaningful 
conversations about pay

4

Salary ranges are 
shared publicly5



What employees want to know about pay

What is my pay and total 

reward offering?

How was my pay 

determined?

How does my pay compare 

to that of others?

How can I progress my pay? 



What is my pay and total reward offering?

Payscale's 2023 Compensation Best Practices Report



What employees want to know about pay

What is my pay and total 

reward offering?

How was my pay 

determined?

How does my pay compare 

to that of others?

How can I progress my pay? 



How HR and comp teams can empower managers

• Managers have a critical role to 

play in pay communications. 

• When they feel confident, 

employees will feel confident. 

• Your investment in coaching them 

to navigate pay conversations will 

help you achieve your pay 

communication goals.



What’s getting in the way of communicating pay 
internally?

• "We aren’t confident in our pay ranges"

• "We need to invest in a pay communication platform"

• "We need to train our managers to have pay 

conversations"

• "We want to conduct a pay equity analysis first"

• "We don’t have time"

• "Internally communicating pay is not a priority"

• Something else



Resources

https://www.payscale.com/research-and-insights/texas-total-rewards-2023/

https://www.payscale.com/research-and-insights/texas-total-rewards-2023/


Your pay transparency checklist

Ensure you have the job architecture and competitive pay structures to 

allow for appropriate comparisons between groups of employees

Get buy-in for and commit to building transparent and consistent pay 

practices with a compensation philosophy that embeds fair pay

Understand the relevant factors that impact pay in your organization and 

make sure these are part of your compensation philosophy and pay policies

Train managers and other stakeholders to have effective conversations 

with employees about pay

Conduct proactive pay equity analysis to understand the impact of wage 

gaps and biases





Q & A



Thank you
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