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New Jersey has become the latest state to enact a new pay transparency law for employers, following Gov. Phil Murphy’s

signature enacting SB 2310. As detailed below, the bill requires pay range disclosures in job postings for new jobs and transfer

opportunities.

Covered employers

The law applies to any employer with 10 or more employees over 20 calendar weeks that also conducts business, employs
persons or takes applications for employment within the state. Employment agencies, such as job placement and referral agencies,

are included as employers if they meet these requirements.

Job posting requirements

Covered employers must disclose in each job posting for new jobs and transfer opportunities:

1. The hourly wage or salary, or range of hourly wage or salary.

2. A general description of benefits and other “compensation programs” for which the employee would be
eligible.

In addition, an employer is free to increase the wages, benefits or compensation when making an offer of employment to an

applicant.

Temporary help service firms and consulting firms registered with the New Jersey Division of Consumer Affairs in the Department
of Law and Public Safety are not required to provide the salary range and benefit information in postings that are “posted for the
purpose of identifying qualified applicants for potential future job openings” — though they are required to provide that information to

an applicant for temporary employment at the time of interview or hire for a specific job opening.

Promotional opportunities notification

Covered employers also must make “reasonable efforts” to announce, post or otherwise make known opportunities for promotion
that are advertised internally within the employer or externally. This notification must be made to “all current employees in the
affected department or departments of the employer’s business” and must be made before making a promotion decision. The law
broadly defines a “promotion” as a “change in job title and an increase in compensation,” but excludes promotions for employees
based on years of experience or performance. In addition, the law does not prohibit employers from making promotions “based on
an emergency basis due to an unforeseen event,” though it does not define what constitutes such an “emergency basis,” nor does it

define what “reasonable efforts” may satisfy compliance under the law.


https://legiscan.com/NJ/text/S2310/2024
https://legiscan.com/NJ/text/S2310/2024

Violations

Employers violating the law will be subject to a civil penalty of up to $300 for the first violation and $600 for each subsequent
violation. However, an employer’s failure to comply with the law for one promotion, job opening or transfer opportunity will be

considered a single violation of the law, regardless of the number of postings or listings made for the opportunity.

Next steps

The Garden State has joined several states that have recently enacted pay transparency laws. In addition to New Jersey, states
with laws going into effect in 2025 alone include lllinois (effective January 1, 2025), Minnesota (effective January 1, 2025),
Massachusetts (effective February 1, 2025) and Vermont (effective July 1, 2025).

New Jersey employers should be mindful of local pay transparency requirements that may pose more onerous pay transparency

obligations — such as Jersey City’s pay transparency law, enacted in 2022. Under the law, employers with five or more

employees or independent contractors in Jersey City must disclose the minimum and maximum base salary or hourly wage for all
jobs, promotions and transfer opportunities for a Jersey City position, whether the employment, promotion or transfer is temporary

or permanent. Employers also must include a description of benefits. The penalty for noncompliance is a fine of up to $2,000.

Employers can get ahead of the statewide June 2025 compliance date by determining the pay ranges and benefits for affected
positions. In addition, employers should identify what “reasonable efforts” they can utilize to meet the law's compliance
requirements on making known opportunities for promotions. Employers also should train human resources and recruiting teams on
the law’s requirements, particularly with respect to handling promotional opportunities. If not already done, employers also may wish
to conduct a pay equity audit in conjunction with legal counsel to take advantage of legal safe harbors afforded to employers that
run such audits. Legal counsel can assist with making applicable adjustments and communicating those adjustments to employees

and external stakeholders.

If you have any questions about the New Jersey law or pay transparency issues more generally, please contact the Cooley

employment team or one of the lawyers listed below.

This content is provided for general informational purposes only, and your access or use of the content does not create an
attorney-client relationship between you or your organization and Cooley LLP, Cooley (UK) LLP, or any other affiliated practice or
entity (collectively referred to as “Cooley”). By accessing this content, you agree that the information provided does not constitute
legal or other professional advice. This content is not a substitute for obtaining legal advice from a qualified attorney licensed in
your jurisdiction and you should not act or refrain from acting based on this content. This content may be changed without notice. It
is not guaranteed to be complete, correct or up to date, and it may not reflect the most current legal developments. Prior results do
not guarantee a similar outcome. Do not send any confidential information to Cooley, as we do not have any duty to keep any
information you provide to us confidential. This content may be considered Attorney Advertising and is subject to our legal

notices.

Key Contacts

Gerard O'Shea goshea@cooley.com
New York +1212 479 6704



https://www.cooley.com/news/insight/2023/2023-08-28-illinois-pay-transparency-requirements-take-effect-january-1-2025
https://www.cooley.com/news/insight/2024/2024-08-06-massachusetts-pay-transparencydata-reporting-law-imposes-new-compliance-obligations-beginning-february-2025
https://www.jerseycitynj.gov/residentresources/inclusion/paytransparency
https://www.cooley.com/legal-notices

Joseph Lockinger
Washington, DC

jlockinger@cooley.com
+1 202 776 2286

Anna Matsuo

amatsuo@cooley.com

New York +1 212 479 6827
Selin Akkan sakkan@cooley.com
Palo Alto +1 650 843 5076

Daniel Bernard
New York

dbernard@cooley.com
+1 212 479 6469

Sharon Davidov
New York

sdavidov@cooley.com
+1212 479 6079

Erika Freeman
New York

efreeman@cooley.com
+1212 479 6367

Carly E. Gibbons
Chicago

cgibbons@cooley.com
+1 312 881 6613

Amis Pan
Palo Alto

apan@cooley.com
+1 650 843 5024

This information is a general description of the law; it is not intended to provide specific legal advice nor is it intended to create an

attorney-client relationship with Cooley LLP. Before taking any action on this information you should seek professional counsel.

Copyright © 2023 Cooley LLP, 3175 Hanover Street, Palo Alto, CA 94304; Cooley (UK) LLP, 22 Bishopsgate, London, UK EC2N
4BQ. Permission is granted to make and redistribute, without charge, copies of this entire document provided that such copies are

complete and unaltered and identify Cooley LLP as the author. All other rights reserved.



	Garden State Employers Have New Pay Transparency Obligations Effective June 1, 2025
	Covered employers
	Job posting requirements
	Promotional opportunities notification
	Violations
	Next steps
	Key Contacts


