
As an employee or job seeker, how am 

I protected by the three parts of the 

Equal Pay Law? 

PART 1: Comparable Work 

 As an employee, it is now much easier for you to argue that you are performing “comparable” work to 
your better-paid counterpart and that you deserve a pay raise under the law. 

 First, your job must be “comparable” to your colleague’s job. This means that you perform a substan-
tially similar job with substantially similar skills, effort, and responsibility—and that your job is per-
formed under similar working conditions.  

 If you have worked at a company for the same amount of time as your colleague, earned the same ac-
colades, and met the same quotas—and you live in the same geographic region and have the same level 
of education and experience—you cannot be paid less on account of your gender. Under these circum-
stances, being paid less now meets the legal definition of discrimination and you have legal recourse to 
demand fair compensation. 

PART 2: Ban on Salary History 
 As a job seeker, you are now protected from being offered a salary based on how much money you 

made at a previous job.  

 A potential employer cannot run a salary history prior to requesting an interview; nor can they ask you 
to report any previous salary history as a condition for receiving an interview or being considered for a 
position. 

 A potential employer cannot make a formal request to your previous employer regarding your salary 
history before they make you a formal offer for employment that includes compensation. They also 
must receive your written consent to make such a request. 

PART 3: Transparency 
 As an employee, your employer can no longer prohibit you from discussing your salary with other em-

ployees. You are allowed to talk to your colleagues about how much money you make and how much 
they make.  

 Not only are you allowed to have such conversations, but your employer cannot discipline you or retali-
ate against you if you do. 


