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Shining a

The working talent of the New York City region has spoken and salary transparency is what they want. In partnership with survey
institute Leger Marketing, Talent.com surveyed job seekersin and around NYC because of Senate Bill S9427A obligingemployers

on salaries

to disclose salaries on job offers. Alaw of which 70% of respondents were unaware... there’s a lot to unpack!

What’'s mostimportantto job
seekers?

77% place salary as a top factor of
consideration during the job
search, 98% want to know salary
before applying,and 68% say
salary discussions at the job
interview are...easy?

The state of transparency

Almost 60% of survey respondents
believe mostemployers are
transparent..butare they really?

Mind the gap

Pay discriminationreportedly
experienced by one-third of
respondents—more than half of
them women.Where are wein the
fightto close the wage gap?

o A New York case study
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mostimportant?

Most employers have diversified and amplified the
perks they offer, especially since the pandemic.
While this is important and works well to attract
and retain talent, for most people (3/4 of
respondents), salary remains the most important
factor when considering an offer, followed by
insurance and flexible working conditions.

Salary

Benefits [ Insurance
Flexible working conditions
Geographic location
Inspiring work environment
Number of days off
Company culture

Training and development

When looking for a job, what's

77%

58%

o A New York case study
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Priorities differ by gender

Salary

78%
76%

Benefits [ Insurance
59% While the top three choicesfor men and women are the same,

57% upon closerlook women place even more importance than men

on all three of the top factors, especially flexible working

Flexible working conditions

e conditions. This is not surprisingas women often take on more

responsibility for non-professional activities and household

47%

management.

@ oren @ ver

o A New York case study 2022
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The age divide

A little more nuance within the importance of salary
Benefits
: : : : 52%

When speaking with candidates from different age

brackets, these survey results will help recruiters focus on

Flexible

the aspects of work in which these job seekers are most 53%
interested. Flexible

48%
Special note, those working in occupations that fall under Location

Professionals (86%), Services (83%), and Manual workers S5

(81%), were most interestedin salary as a key driver for PG :

finding a job. o aa Benefits
64%

L

o A New York case study 2022
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Salary at the job search
levelis key

“How importantis it for you to know the salary of a job before you apply?”

2% Not important

While 77% place salary as the top consideration when searching for a job, 98% of respondents (and 100% of
respondentsin the "manual worker" occupation category!) say it is important to know the salary of a job before
applying. This is especially interesting because, as of the publication of this report, only 12% of job offers in the US on
the Talent.com platforminclude salaryinformation.

o A New York case study 2022
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At first glance, salary negotiations
are easy for almost 7 in 10!

"For me, discussing salary during a job interviewis...”

Edsy (net) 68% Manual workers and "Mcmagers/Admin/Owners" feel most
comfortable (77%) discussing salary among the different

occupations.

Very easy 32%
Somewnhat easy 36% Only 57% of those unemployed, however, find salary
discussions easy.

o @ o o As job seekers navigate a post-pandemic, tight labor
Difficult (net) 32% il = il market, tools like the Talent.com salary calculator can help
somewhat difficult 28% & & with these discussions.

Very difficult 4%

o A New York case study 2022
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A closer look at the supposed ease
of job interview salary discussions

“For me, discussing salary during a job interviewis...”

Very easy Somewhat difficult

28%

34%

36% 23%

Somewhat easy Very difficult

33%

6%
3%

39%
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Research shows that salary negotiations are often infected with a lot
of bias: Women are perceived negatively for negotiating compared to
their male counterparts. They're seen as more greedy, or not a team
player, so women end up with a lower offer. And these biased
perceptions, historical gender pay gaps, and pay secrecy mean that
women often ask for less than their male counterparts, even when

equally qualified.

—Andrea Johnson, Director of State Policy, Workplace Justice & Cross-Cutting

Initiatives for the National Women's Law Center (NWLC)

2022
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Discussing salary with family and friends,
much easier than with colleagues

“To what extent do you agree with the following statements

about discussing salary?”

| feel comfortablediscussing salary with... Here is a further breakdown of who strongly
and somewhat agrees with feeling

comfortable discussing salary with

My family 69%
colleagues:
My friends 56%
48% of men
M Il 44%
yERlisEig s 41% of women

2022
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How much transparency is
therereally?

Almost 60% of respondents think employers are transparent about salary
ranges, with men and 18-34-year-olds feeling this most strongly.

This is a slightly surprising majority when only 12% of US job postings on the
Talent.com platform currently disclose salary information. Furthermore, with the
NYC Senate Bill S9427A and others like it coming down the pipeline, perhaps

employersalary transparency is not as widespread as it is perceived.

Survey Question:In your opinion, how transparent would you say most employers are
about their salary ranges?

57% (Very transparent + Somewhat transparent)

43% (Not very transparent + Not at all transparent)

o A New York case study 2022
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How do you define salary

transparency?

30%

“Make detailed salary ranges of positionsin the

company you work for available internally”

“Make salary ranges of the company you

work for available internally”

o A New York case study

24%

“Make detailed salary ranges of positionsin the

company you work for public”

The most common understanding of salary transparency is that the
detailed salary ranges of the positions within the company you work for

will be available internally.

For the purpose of the survey, salary transparency was defined as how
visible a company’s compensationis to the public and those who work

there.

3.1/ 7
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What states are working to make
pay equity a reality?

| »%

' AC;;‘ States or cities where employers must publish
x r % their salary ranges in their job offers
* *

. States or cities where employers are
prohibited from asking for salary history

' *This is not an exhaustive representation. Some other states and cities have salary history
bans in place for federal positions. Other laws are in development. This information is
provided forinformational purposes only and not as a substitute of legal advice.

o A New York case study 2022
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Support for salary transparency

runs high!

"Do you think employers should be required to
disclose salaryrangesin job descriptions?”

................... > 8% don't know

5> 1% NO

"New York City may soon pass a law requiringemployers
to disclose salary rangesin job postings. Before today,
had you heard of this law?”"

................... > 8% don't know

------- > 23% YES

70% NO -

o A New York case study
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"Why would someone want to take time out of their schedule to
interview for a job that doesn’t pay them what they want?”

"This is important to know for many reasons. You avoid the guessing
game, you know exactly what salary is to make a decision and if the
outcome will support living habits. | also feel it is important to know in
the beginning it avoids gender and race discrimination.

— Survey responses from job seekers

o A New York case study 2022
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Mind the —gap

One-third of respondents report having
experienced pay discrimination

"Do you believe that you personally have Of those who said yes, more than half

experienced any form of pay discrimination?” are women

e ——wee 88888
. 16% Don’t know 41% men 1 l 1 1
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Arbitrary decisions and/or being a

womadadn.
®
| have been paid less than othersin my
field being black and awoman.
| found out during training for my last
position that| was offered a lower base

Less pay / benefits than colleagues (e.g. for salary compared to another trainee,

The top two reasons for pay discrimination cited by respondents
when describing their experiences:

despite us both having the same
same work, for more work)

experience and skills.”

“I| worked for a clothing company and

everyone they hired when they first opened
'Iso/ As a woman [ Being a woman with the same all made a different salary even though we
o 5

: all had the same experience and told
credentials

everyone thatif they talked wages they

would be fired.”

o A New York case study 2022
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Salary transparency helps close

the wage gap

"To what extentdo you agree with the following

statements about salary transparency?”

Salary transparency will help close the gender pay gap

70% agree

Salary transparency will increase pay equity for racial

minorities

o A New York case study

“We've been following salary transparency laws for atleast 5 years
now.They dre at the cutting edge of tools to use to close gender and

racial wage gaps. It really makes a difference.

Thisis where the working world and the hiring world is going, towards

transparency.”

—Andrea Johnson, NWLC

2022
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How much impact does
transparency have? On who?

"Whatkind of impactdo you think this law will have on..."
82% A A Women
79% S 8E4 Racial minorities

78% 44 B4 Younger adults (< 40 years)

. Very positive + Somewhat positive impact

. No impact

66% 30% 4% You perSO na ”y . Somewhat negative + very negative impact

76% b B8 Workers in your industry

0 A New York case study 2022



Salary Transparency 5.4 [ 7

Salary transparency is one of the leading tools for closing wage gaps, because of the
employeraccountability it creates and the worker power it provides. For worker power,

it ensures that when somebody entersinto negotiations about their salary, they’'re on a
more level playing field with the employer and less likely to lose out. The people who are
usually losing out are women and people of color.

We want to see employerleadership on this issue becauseit’'s in their control to close
wage gaps. We shouldn’t be putting the burden of curing pay inequities on the working
mom who was pushed out of the workforce during covid and who's done all the
research to figure out what she should generally be paid as she re-enters the workforce,
but can only hope that her employer will not perceive her in pay negotiations as
aggressive or greedy because she is a woman. That is not her burden to bear.

—Andrea Johnson, Director of State Policy, Workplace Justice & Cross-Cutting

Initiatives for the National Women's Law Center (NWLC)

o A New York case study 2022
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and good for alli

Salary transparency: important

"To what extentdo you agree with the following statements about salary transparency?”

Salary transparencyis important

T a1

Salary transparencyis a good thing
I 78%

Salary transparency will have a positive impacton my job
seeker experience

. 5

Transparency creates a fairer environment forme and my colleagues

76%

Salary transparency will have a positive impacton my professional life

I 70%

| would feel comfortable knowing my position's salary information
can be obtained or made available to othersin my organization

_ 64%

o A New York case study
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Transparency, good for HR
professionals too

@ Increases transparency / Right to know C& Sets expectations in advance @ Aids recruitment

@ Positive impact on staff motivation [ performance CC? Helpful (e.g. to applicants, to everyone)

would have a positive impacton their work and 15% believe “It will help employees pick jobs based on their financial needs, if our

Of the 6% of respondents who answered that they work as HR We would have more people apply if they knew our starting rates
professionals, a majority (65%) believe salary transparency and benefits.”

there would be no impact. So few felt opposed that further salary is good people will apply.”
study of a larger sample would be requiredto fully report on

o “It would ensure that speaking about money would no longer be
their views.

difficult.”

“It would help everyoneinvolved”

o A New York case study 2022
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Key takeaways

77% select salary as one of the top considerationsin
the job hunt

98% say it's importantto know the
salary before applying

57% say employers are
transparent

12% of US jobs on Talent.com
disclose salary info

Efforts to achievewage equality are still needed

7in 10 say salary discussions are easy, but women
find it harderthan men

One-third stillreportexperiencing relatively overt
pay discrimination and over half are women

Salary transparencyis a great tool for

Job seekersto feelempowered

Recruitersto attract andretain
talent

Employersto use to close the wage
gap

o A New York case study
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An 8-minuteonline survey was conducted by Talent.com
in collaboration with Leger Marketing. It was sentout in
English,in the US over a few weeks in May and June 2022.

The surveysampleincluded 2,000 respondents and
responseswere weighted by age and genderto ensure
they were representative of the population of the country.

To be eligiblefor this case study surroundingthe New York
City law on salary disclosure, all respondents had to be:

« Residentsof New York, New Jersey, or Pennsylvania
« Currentlyemployed or looking for employment

- Employedin NYC, or would consideremploymentby a
NYC employer

« 18+ yearsold

18-34

35-54

55+

NJ

NY

PA

Survey methodology

Age group Gender

36%

51% 47%

Non-binary 1%
Prefer not to answer 1%

Region

22%
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