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I. INTRODUCTION
On October 9, 2025, the Committee on Civil and Human Rights, chaired by Council Member Nantasha Williams, will hold a vote on Int. 982-A, sponsored by Council Member Cabán, in relation to pay data reporting by private employers, and Int. 984-A, sponsored by Council Member Farías, in relation to a study on pay equity for private employees. Previous versions of both bills were heard on December 12, 2024. 
 
II. BACKGROUND
The New York City Human Rights Law (NYCHRL) provides a range of protections against discrimination in the workplace. Employers and prospective employers may not discriminate against employees on a prohibited basis, which under varying circumstances may include on the basis of a person’s actual or perceived age, race, creed, color, national origin, gender, disability, marital status, partnership status, caregiver status, sexual and reproductive health decisions, sexual orientation, uniformed service, height, weight, immigration or citizenship status, or history of justice involvement.[footnoteRef:2] Such protections apply with regard to advertising job opportunities, hiring and firing decisions, and determining compensation or conditions of employment.[footnoteRef:3] In addition, employers are required to make reasonable accommodations for employees with disabilities and for employees whose religious beliefs may conflict with their work duties, which would enable those employees to perform their essential responsibilities on the job.[footnoteRef:4] Employees are protected from retaliation for seeking to protect or exercise their rights under the NYCHRL.[footnoteRef:5] In addition, under certain circumstances employers may be liable for discriminatory conduct by employees—for example, where an employer knew of an employee’s discriminatory behavior and failed to take corrective action.[footnoteRef:6] The NYCHRL also prohibits employer policies or practices that disparately impact protected persons.[footnoteRef:7]  [2:  See NYC Ad. Code §§ 8-107.1–8-107.3, 8-107.10–11-a.]  [3:  Id.]  [4:  Id. at §§ 8-107.3(b), 8-107.15.]  [5:  Id. at § 8-107.7.]  [6:  Id. at § 8-107.13.b.]  [7:  Id. at § 8-107.17 (with limited exceptions).] 

a. Recent amendments to New York City’s Human Rights Law
Since its inception in 1965,[footnoteRef:8] the NYCHRL’s employment protections have been expanded several times, most recently in 2024.[footnoteRef:9] Local Law 4 of 2021, enacted on January 10, 2021, prohibits discrimination based on one’s arrest record, pending criminal accusations or criminal convictions.[footnoteRef:10] This extends to the context of employment and requires employers to make an individualized assessment of the relationship between the charged conduct and the job, similarly to what is required for consideration of an individual’s conviction history.[footnoteRef:11] [8:  Commission’s History, CCHR. Available at: https://www.nyc.gov/site/cchr/about/commissions-history.page#:~:text=In%201962%2C%20the%20Commission%20on,the%20City%20of%20New%20York. ]  [9:  See: Committee on Civil and Human Rights, Calendar: Session 2022-2023, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/DepartmentDetail.aspx?ID=36493&GUID=559CC905-3846-4587-A181-C55A4427FE19&Search= ]  [10:  See: Local Law 2021/004, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3786108&GUID=4A060880-19DB-443B-8F74-D3F567F64A9F&Options=&Search= ]  [11:  See: Local Law 2021/004, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3786108&GUID=4A060880-19DB-443B-8F74-D3F567F64A9F&Options=&Search=] 

Enacted on August 25, 2021, Local Law 88 of 2021 extends employment protections to domestic workers.[footnoteRef:12] Previously, employees of employers with fewer than four employees total were not protected by the prohibitions against discrimination in employment, apprentice training programs, religious observance in the employment context, unemployment status, disparate impact discrimination in the employment context, and unlawful discrimination against victims of domestic violence, sex offenses or stalking.[footnoteRef:13]  [12:  See: Local Law 2021/088, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3332139&GUID=9531B93E-8D47-48B6-8516-523D03EC932F&Options=&Search= ]  [13:  See: Local Law 2021/088, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3332139&GUID=9531B93E-8D47-48B6-8516-523D03EC932F&Options=&Search=] 

Local Law 32 of 2022, enacted on January 15, 2022, prohibits employers from posting job listings without minimum and maximum salary information, making it an unlawful discriminatory practice to post job listings that do not include the minimum and maximum salary offered for any position located within New York City.[footnoteRef:14] The range for the listed minimum and maximum salary would extend from the lowest salary to the highest salary that the employer in good faith believes it would pay for the advertised job, promotion or transfer.[footnoteRef:15] On May 12, 2022, the salary disclosure law was revised to include clarifications[footnoteRef:16] and extended the effective date to November 1, 2022.  [14:  See: Local Law 2022/032, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3713951&amp;GUID=E7B03ABA-8F42-4341-A0D2-50E2F95320CD&amp;Options=ID%7CText%7C&amp;Search=32]  [15:  See: Local Law 2022/032, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3713951&amp;GUID=E7B03ABA-8F42-4341-A0D2-50E2F95320CD&amp;Options=ID%7CText%7C&amp;Search=32]  [16:  See: Local Law 2022/59, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=5528005&GUID=4544EE38-4659-44F6-9092-19D965A680AE&Options=&Search= ] 

Enacted on March 6, 2023, Local Law 31 of 2023 expands the definition of victim of domestic violence to include economic abuse thus extending protections for domestic violence victims to those who have experienced economic abuse, including behavior that controls, obstructs, or interferes with a person’s ability to use or maintain economic resources to which they are entitled or to acquire economic resources, including coercion, deception, fraud, or manipulation,[footnoteRef:17] thereby also extending the employment protections within the NYCHRL to these victims. [17:  See: Local Law 2023/31, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=5555441&GUID=0ADE9406-815C-4071-B96E-ADF9A03A7EF7&Options=&Search= ] 

Local Law 13 of 2024 amends the City’s Charter to require the Chief Equity Officer to create an interactive anti-racism training for employees of human services contractors who directly render services to the public, as well as their supervisors.[footnoteRef:18] The trainings must be completed at least once annually, and the Chief Equity Officer must provide certificates of completion to employees who do so.[footnoteRef:19] As an alternative, human services contractors would be able to meet this requirement by offering their own anti-racism training curriculum to employees, where approved by the Chief Equity Officer. Such alternative trainings must meet the same statutory requirements as apply to the City-developed trainings.[footnoteRef:20] [18:  See: Local Law 2024/13, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267708&GUID=C53E563B-8C72-4EAA-9374-BE5FA1BF3829&Options=&Search= ]  [19:  See: Local Law 2024/13, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267708&GUID=C53E563B-8C72-4EAA-9374-BE5FA1BF3829&Options=&Search=]  [20:  See: Local Law 2024/13, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267708&GUID=C53E563B-8C72-4EAA-9374-BE5FA1BF3829&Options=&Search=] 

Local Law 14 of 2024 amends the City’s Administrative Code to require the Department of Citywide Administrative Services (DCAS), in consultation with the Mayor’s Office of Equity (MOE) and CCHR, to create an interactive anti-racism and anti-racial discrimination training for agency employees.[footnoteRef:21] Trainings may be tailored to the various work duties and environments of different groups of agency employees.[footnoteRef:22] Agencies may also design their own trainings that meet these requirements, provided that they obtain approval from DCAS every five years and each employee of the City would be required to complete such training annually.[footnoteRef:23] [21:  See: Local Law 2024/14, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267709&GUID=23B4C0EC-70FB-423F-A9F4-A0EECD853DFA&Options=&Search= ]  [22:  See: Local Law 2024/14, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267709&GUID=23B4C0EC-70FB-423F-A9F4-A0EECD853DFA&Options=&Search=]  [23:  See: Local Law 2024/14, The Council of the City of New York. Available at: https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6267709&GUID=23B4C0EC-70FB-423F-A9F4-A0EECD853DFA&Options=&Search=] 

Lastly, Local Law 62 of 2024 makes unenforceable and void any new or existing provision of any employment agreement that purports to shorten the statute of limitations for filing a complaint or claim with CCHR concerning an alleged violation of the NYCHRL. Under Title 8 of the Administrative Code, people have one year to file a complaint with CCHR for an unlawful discriminatory practice or act of discriminatory harassment or violence and three years to file a claim of gender-based harassment. In addition, they may commence a civil action within three years. Under this law, a court may not enforce any provision of an employment contract that purports to shorten those timelines, including for existing contracts already in force at the time of the law’s effective date. This law does not apply to agreements that do not pertain to terms of employment, such as a post-employment settlement agreement, or to agreements that do not seek to shorten a statute of limitations under the NYCHRL,[footnoteRef:24] such as an agreement to waive a right to file a claim altogether.  [24:  As set forth in NYC Admin. Code §§ 8-109(e) or 8-502.d.] 

b. Trends in workplace discrimination and enforcement by CCHR
CCHR releases an annual report detailing their work across the fiscal year.[footnoteRef:25] Despite all of these employment protections in the NYCHRL, discrimination in the workplace remains widespread.  A majority of Commission-initiated complaints across the previous 5 years (Fiscal Years 2020-2024) are consistently employment-related.[footnoteRef:26] Inquiry- and complaint-related data across Fiscal Years 2020-2024 is as follows: [25:  Annual Reports, the NYC Commission on Human Rights. Available at: https://www.nyc.gov/site/cchr/media/reports/annual-reports.page ]  [26:  CCHR, “Commission-Related Complaints,” updated Aug. 19, 2024, https://www.nyc.gov/site/cchr/enforcement/commission-initiated.page (accessed Dec. 10, 2024). ] 

2020[footnoteRef:27]  [27:  Fiscal Year 2020 Annual Report, NYC Commission on Human Rights. Available at: https://www.nyc.gov/assets/cchr/downloads/pdf/publications/CCHR_Annual_Report_FY20.pdf ] 

· Inquiries: 10,844 (1,648 in employment)
· Pre-complaint interventions: 539 (117 in employment)
· Commission initiated complaints across all jurisdictions[footnoteRef:28]: 151 (96 in employment) [28:  Some complaints filed on behalf of an individual claimant are across multiple jurisdictions. This number represents all complaints across all jurisdictions, not the total number of claimants.] 

· Total complaints filed across all jurisdictions: 529 (343 in employment)
2021[footnoteRef:29] [29:  Fiscal Year 2021 Annual Report, NYC Commission on Human Rights. Available at: https://www.nyc.gov/assets/cchr/downloads/pdf/publications/CCHRAnnualReport2021.pdf ] 

· Inquiries: 9,983 (1,373 in employment)
· Pre-complaint interventions: 256 (47 in employment)
· Commission initiated complaints across all jurisdictions: 75 (35 in employment)
· Total complaints filed across all jurisdictions : 1,195 (840 in employment)
2022[footnoteRef:30]  [30:  Fiscal Year 2022 Annual Report, NYC Commission on Human Rights. Available at: https://www.nyc.gov/assets/cchr/downloads/pdf/publications/CCHRAnnualReportFY2022.pdf ] 

· Inquiries: 11,924 (2,378 in employment)
· Pre-complaint interventions: 169 (17 in employment)
· Commission initiated complaints across all jurisdictions: 52 (31 in employment)
· Total complaints filed across all jurisdictions: 636 (456 in employment)
2023[footnoteRef:31] [31:  Fiscal Year 2023 Annual Report, NYC Commission on Human Rights. Available at: https://www.nyc.gov/assets/cchr/downloads/pdf/publications/AnnualReport2023.pdf ] 

· Inquiries: 12,900 (1,620 in employment)
· Pre-complaint interventions: 200 (8 in employment)
· Commission initiated complaints across all jurisdictions: 46 (27 in employment)
· Total complaints filed across all jurisdictions: 1,076 (678 in employment)
2024[footnoteRef:32] [32:  Fiscal Year 2024 Annual Report, NYC Commission on Human Rights. Available at: https://www.nyc.gov/assets/cchr/downloads/pdf/publications/AnnualReport2024.pdf ] 

· Inquiries: 13,630 (1,221 in employment)
· Pre-complaint interventions: 336 (6 in employment)
· Commission initiated complaints across all jurisdictions: 85 (59 in employment)
· Total complaints filed across all jurisdictions: 601 (421 in employment)

The City Comptroller has also created a dashboard to track and analyze employment-related violations in New York City.[footnoteRef:33] The Comptroller’s Employer Violations Dashboard, which currently displays violations from 2020 to 2023 (the most recent full year of data available), is the first-ever transparency and accountability tool to track and analyze workplace violations in the five boroughs across federal, state, and city government enforcement agencies. Each section of the dashboard covers a key labor protection (including those that extend beyond CCHR’s anti-discrimination mandate), provides a brief explanation of the laws and agencies involved, and highlights the employers with the most significant violations based on metrics specific to each section. The dashboard is intended to advance corporate accountability, protect taxpayers, empower workers, and create a level playing field for responsible employers.[footnoteRef:34] Its discrimination and harassment section highlights settlements secured by CCHR for employer discrimination and harassment, hiring violations, and workplace violations, broken down to show which protected category was involved.[footnoteRef:35]  [33:  NYC Comptroller, “Employer Violations Dashboard,” https://comptroller.nyc.gov/services/for-the-public/employer-violations-dashboard/about-the-dashboard/ (accessed Dec. 10, 2024). ]  [34:  Id.]  [35:  Id. at “Discrimination and Harassment,” https://comptroller.nyc.gov/services/for-the-public/employer-violations-dashboard/violations/discrimination-harassment/ (accessed Dec. 10, 2024). ] 

The Comptroller also created an “Employer Wall of Shame” to highlight the top violators by number of allegations, largest amount of employee compensation affected or largest settlement secured, among other key metrics.[footnoteRef:36] Out of over 225,000 private employers in New York City, the Employer Wall of Shame highlights the top ten labor rights violators, taking into account a broad swathe of violations that reflect a combination of city, state, and federal enforcement efforts.[footnoteRef:37] The Wall of Shame follows similar models from other New York City agencies, such as the Public Advocate’s Worst Landlord list,[footnoteRef:38] and other jurisdictions, such as New Jersey’s The WALL (Workplace Accountability in Labor List) and Suffolk County’s Wall of Shame, and similarly aims to improve enforcement and compliance by publicizing violations.[footnoteRef:39] [36:  Id.  at “Employer Wall of Shame,” https://comptroller.nyc.gov/services/for-the-public/employer-violations-dashboard/employer-wall-of-shame/ (accessed Dec. 10, 2024).]  [37:  Id.]  [38:   https://www.landlordwatchlist.com/landlords]  [39:  NYC Comptroller, “Employer Wall of Shame,” https://comptroller.nyc.gov/services/for-the-public/employer-violations-dashboard/employer-wall-of-shame/ (accessed Dec. 10, 2024); Matthew S. Johnson, Regulation by Shaming: Deterrence Effects of Publicizing Violations of Workplace Safety and Health Laws, June 2020,
 https://www.aeaweb.org/articles?id=10.1257/aer.20180501. ] 

III. LEGISLATIVE ANALYSIS
a. Int. 982-A – A Local Law to amend the administrative code of the city of New York, in relation to pay data reporting by private employers
This bill would require private employers with at least 200 employees working in the City to submit a pay data report to a designated agency in order improve wage transparency. The report would include demographic and occupational information. Employer reports would be submitted annually via a fillable, electronic form. 
Since introduction, this bill has been amended as follows: it would give the Mayor discretion to designate which agency would collect pay information, and conduct the pay equity study; it would cover only those employers with at least 200 employees; it would allow covered employers to anonymously submit their pay data; and it would require the data that covered employers would submit in the pay report to include the same information as the EEO-1 component 2 reporting requirement from reporting years 2017 and 2018.
b. Int. 984-A – A Local Law to amend the administrative code of the city of New York, in relation to a study on pay equity for private employees
This bill would require a designated agency, in coordination with the Commission on Gender Equity and other relevant agencies, to conduct an annual pay equity study on private employers with 200 or more employees. The study would use the pay data information submitted by employers to evaluate whether there are disparities in compensation based on gender and race or ethnicity. The agency would be required to submit to the Mayor and the Speaker of the Council a report on the findings of the study. The agency would also publish the information contained in the pay reports submitted by covered employers.
Since introduction, this bill has been amended so that it would correspond with the amendments in Int. 982-A. The pay equity study would rely on the data submitted by covered employers in Int. 982-A.














Int. No. 982-A

Council Members Cabán, Farías, Brooks-Powers, Restler, Hanif, Ossé, Hudson, Krishnan, Avilés, Sanchez, Banks, Won, Williams, Louis, Marte, Nurse, Hanks, Gutiérrez, De La Rosa, Schulman, Stevens, Brannan, Narcisse and Brewer

..Title
A Local Law to amend the administrative code of the city of New York, in relation to pay data reporting by private employers
..Body

Be it enacted by the Council as follows:


12

15

Section 1. Chapter 2 of title 12 of the administrative code of the city of New York is amended by adding a new section 12-208.2 to read as follows:
§ 12-208.2 Pay equity analysis of the private workforce. a. Definitions. As used in this section, the following terms have the following meanings:
Designated agency. The term “designated agency” means the department, office or other administrative body that is designated by the mayor pursuant to subdivision b of this section. 
Covered employer. The term “covered employer” means an employer with 200 or more employees. In determining the number of employees working for an employer, all employees performing work for compensation on a full-time, part-time or temporary basis shall be counted, provided that where the number of employees who work for an employer for compensation per week fluctuates, employer size may be determined by counting the highest total number of employees concurrently employed at any point during the reporting year.
Employee. The term “employee” means any “employee” as defined in subdivision 2 of section 190 of the labor law who is employed for hire within the city of New York, but not including  those who are employed by (i) the United States government; (ii) the state of New York, including any office, department, independent agency, authority, institution, association, society or other body of the state including the legislature and the judiciary; or (iii) the city of New York or any local government, municipality or county or any entity governed by section 92 of the general municipal law or section 207 of the county law.
Employer. The term “employer” means any “employer” as defined in subdivision 3 of section 190 of the labor law, but not including (i) the United States government; (ii) the state of New York, including any office, department, independent agency, authority, institution, association, society or other body of the state including the legislature and the judiciary; or (iii) the city of New York or any local government, municipality or county or any entity governed by general municipal law section 92 or county law section 207.
b. Pay report. 1. No later than 1 year after the effective date of the local law that added this section, the mayor shall designate an agency that shall conduct a pay equity study of the private workforce, which shall include the creation and execution of a system to collect the information required under this section from covered employers.
2. No later than 1 year after an agency is designated to conduct the pay equity study pursuant to paragraph 1 of this subdivision, such agency shall develop a standardized fillable form, which may be electronic or web-based, for covered employers to submit pay reports pursuant to paragraph 3 of this subdivision. The designated agency shall design the form such that all required fields must be completed prior to submission. The designated agency shall provide an option for covered employers to submit the form anonymously, provided however that the signed statement required pursuant to subdivision c of this section shall identify such covered employer.
3. No later than 1 year after the designated agency publishes the standardized form pursuant to paragraph 2 of this subdivision, and annually thereafter, all covered employers shall submit to the designated agency a pay report. Such pay report shall include current information corresponding with the categories of information required by the equal employment opportunity commission in the EEO-1 component 2 reporting requirements for reporting years 2017 and 2018, provided however that the designated agency may adopt modifications including but not limited to inclusion of reporting options accounting for different gender identities. Such pay report shall also include an option for a covered employer to provide explanatory remarks regarding any of the information contained in the report. No such pay report shall require the covered employer to provide an individual employee’s personal information to the designated agency.
c. Statement of accuracy of information. Each covered employer shall separately submit to the designated agency a signed statement by an authorized agent of the covered employer confirming the submission of the pay report and the accuracy of the information contained in such report.
d. Publication. The designated agency shall publish annually on its website a list of the covered employers that are not in compliance with subdivision c of this section, provided that the designated agency shall not publish on such list a name of any covered employer who was not first notified of their noncompliance and provided at least 30 days to comply.
e. Reserved.
f. Reserved.
g. Reserved.
h. Penalties. 1. Any covered employer who violates subdivision c of this section shall be liable for a civil penalty as follows:
(a) For the first offense, a covered employer that violates subdivision c of this section shall be subject to a written warning for such violation if such employer provides, within 30 days of the service of summons, documentation indicating that such violation has been cured. For such first offense, an employer shall be subject to a civil penalty of $1,000 if such employer does not provide such documentation within 30 days of the service of summons.
(b) For any subsequent offense, a covered employer that violates subdivision c of this section shall be subject to a civil penalty of $5,000.
§ 2. This local law takes effect immediately.
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Int. No. 984-A

By Council Members Farías, Cabán, Brooks-Powers, Williams, Menin, Restler, Ung, Hanif, Brannan, Ossé, Hudson, Krishnan, Brewer, Avilés, Sanchez, Banks, Schulman, Won, Louis, Marte, Nurse, Zhuang, Hanks, Gutiérrez, De La Rosa, Steves, Narcisse

..Title
A Local Law to amend the administrative code of the city of New York, in relation to a study on pay for private employees
..Body

Be it enacted by the Council as follows:


1

18

Section 1. Subdivisions e, f and g of section 12-208.2 of the administrative code of the city of New York, as added by a local law for the year 2025 amending the administrative code of the city of New York, relating to pay data reporting by private employers, as proposed in introduction number 982-A for the year 2024, are amended to read as follows:
e. [Reserved] Study. No later than 1 year after covered employers submit their pay reports to the designated agency pursuant to paragraph 3 of subdivision b of this section, and annually thereafter, the designated agency, in collaboration with the commission on gender equity and other relevant agencies, shall conduct a pay equity study. Such study shall evaluate the data contained in the pay reports submitted by covered employers pursuant to this section in order to evaluate whether there are disparities in compensation among employees based on gender and race or ethnicity, and if so, identifying industries where disparities may be prevalent and any trends in occupational segregation based on gender and race or ethnicity.
f. [Reserved] Findings. 1. No later than 6 months after the designated agency conducts a pay equity study pursuant to subdivision e of this section, the designated agency shall deliver the findings of the study required by subdivision e to the mayor and the speaker of the city council. Such findings shall include, at a minimum:
(a) An analysis of the data collected pursuant to such study, including but not limited to a statement of any disparities identified through such study;
(b) A description of every statistical methodology used to analyze such data; and
(c) Recommendations regarding employer action plans for addressing any disparities identified through such study.
2. The designated agency shall make public the recommendations provided under subparagraph c of paragraph 1 of this subdivision.
 	g. [Reserved] The designated agency shall publish the data contained in the pay reports submitted by covered employers in the aggregate, and only in a manner that does not reveal any particular covered employer’s or employee’s identifying information.
§ 2. This local law takes effect on the same date that a local law amending the administrative code of the city of New York, relating to pay data reporting by private employers, as proposed in introduction number 982-A for the year 2024, takes effect.
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