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Massachusetts Pay Transparency Law Takes Effect 

on Oct. 29, 2025 

Effective Oct. 29, 2025, the Massachusetts law governing pay transparency, An Act Relative to Salary 

Range Transparency, will require covered employers in Massachusetts to disclose pay ranges in job 

postings.  

Pay Range Requirements 

The Act imposes three requirements on covered employers: 

1. Disclose the pay range for a position in any job posting;  

2. Disclose to a current employee, upon request, the pay range for their current position; and  

3. Disclose to a current employee the pay range for a new position when offered a promotion or transfer 

to such position. 

Covered Employers 

Any employer, public or private, that employs 25 or more employees in Massachusetts, is a covered 

employer. The Office of the Massachusetts Attorney General, which is responsible for enforcing the Act, 

has published guidance (AG Guidance) regarding various compliance questions. With respect to out-of-

state employers, the AG Guidance provides that an employee’s primary place of work is the location where 
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the employee does most of their work for the employer. This is consistent with the definition the attorney 

general utilizes in interpreting the Massachusetts Earned Sick Time Law.  

Employees 

An “employee,” as defined by the Act, is “[a]ny person who performs services for an employer for wage, 

remuneration, or other compensation.” This includes all full-time, part-time, seasonal, and temporary 

employees.  

Calculating Headcount 

The AG Guidance states that employers should calculate their headcount once per year, as an average over 

all of the payroll periods of that year. Employers should do this by adding the number of employees, 

including full-time, part-time, seasonal, and temporary employees, on the payroll during each pay period 

of the year and dividing by the number of pay periods. If the average for the year is 25 or more employees, 

the employer is a covered employer and must comply with the pay range transparency requirements. Out-

of-state remote employees, whose primary place of work is Massachusetts, count toward a Massachusetts 

employer’s headcount. 

Calculating Pay Range 

The Act defines the “pay range” as “the annual salary range or hourly wage range that the employer 

reasonably and in good faith expects to pay for such a position at that time.” In stating the minimum and 

maximum annual salary or hourly wage for a position, the range “may extend from the lowest to the 

highest annual salary or hourly wage the employer reasonably and in good faith believes at the time of the 

posting it would pay for the advertised job, promotion or transfer opportunity.” 

Job Postings 

A posting is defined as “any advertisement or job posting intended to recruit job applicants for a 

particular and specific employment position, including, but not limited to, recruitment done directly by a 

covered employer or indirectly through a third party.” The requirement applies to postings that are for 

jobs where the primary place of work is Massachusetts. 

Pay Information to Current Employees 

A pay range must be disclosed to current employees in two circumstances. First, upon request, a pay 

range must be provided for a “particular and specific” position to an incumbent employee holding such 

position even if there is no vacancy in that role. Second, without any requirement for a request, a pay 

range must be provided for a “particular and specific” position to an employee who is offered a promotion 

or transfer to a new position with different job responsibilities. 

Penalties 

A covered employer who violates the requirements of the Act is subject to the following penalties: 

• warning for the first offense; 

• a fine of not more than $500 for the second offense; 

• a fine of not more than $1,000 for the third offense; and 
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• a fourth or subsequent offense shall be subject to fines up to $25,000, and other remedies set forth in 

G.L.c. 149, §27C. 

There is a one-year grace period. Until Oct. 29, 2026, covered employers will have two business days to 

cure defects upon receipt of a Notice to Cure letter from the Massachusetts Attorney General’s Office.  

It is unlawful for an employer to retaliate against an employee because the employee requests a salary 

range under the Act. 

Employer Considerations 

• In determining covered employer status, employers may wish to confirm the location of all employees, 

notably remote employees, to determine employees’ primary place of work. 

• Employers may consider conducting an internal analysis to determine appropriate pay ranges. 

• Companies may wish to train human resources and recruiting staff on updating job postings and 

responding to employee requests for their position’s pay range. 
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