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The Partnership for New York City is submitting written testimony to the Committee on Civil 

Rights to reflect the concerns of employers regarding Int. No. 1253. The Partnership is a nonprofit 

organization of business leaders dedicated to maintaining the city’s position as the pre-eminent 

global center of commerce, innovation and economic opportunity.  

The Partnership opposes Int. No. 1253 as an inappropriate intervention by municipal government 

into the relationship between private employers and their prospective employees. At the same 

time, employers are overwhelmingly supportive of the goal of achieving gender pay equity in the 

workplace. New York’s employers are competing intensely for talent and skills, regardless of 

gender. They appreciate the value of a diverse workforce. They support the advancement of 

women through mentor opportunities, affinity groups and a variety of educational programs. 

The basis for determining compensation typically involves a combination of job responsibilities, 

applicant qualifications and market conditions. During the hiring process, an employer seeks to 

match a prospective employee’s skills, experience and compensation expectations with company 

and industry standards. Understanding an applicant’s salary history early in the hiring process 

is critical to an efficient and fair recruiting and hiring process. It also helps employers direct 

applicants to appropriate positions and decreases the chances of a mismatch in expectations. If 

salary history is not disclosed, it will increase result in a longer, more expensive and less precise 

hiring process that benefits no one.  

Information about salary history also contributes to employer understanding of the labor market 

and develop appropriate compensation packages for new employees. Employers require data on 

salaries in their markets to make competitive offers, ensuring they can attract the best talent. Often 

this data is developed through the hiring process. In addition, many employers want to ensure 

that new employees or those being promoted are offered some incremental premium over their 

previous salary, which requires disclosure. This is further complicated when dealing with job 

candidates whose previous compensation packages exceeded market rates and for highly 

specialized candidates for whom employers cannot easily find market reference points. 
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Employers also may want to verify applicants’ claims about their prior salaries or other 

compensation as the basis of new compensation packages. Two common cases illustrate the 

problem that would be caused by Int. No. 1253’s prohibition on employer’s requesting or relying 

on salary history: 

 For a position that pays commission, an employer will want to make an offer based on a 

calculation of the revenue an applicant will produce. It is in the interest of both the 

employer and the applicant to be able to verify claims about previous success and to 

understand the potential portfolio of clients and revenue an applicant would be able to 

bring with them to the new employer. 

 

 Where an applicant must give up accumulated stock interests when leaving a company, 

a new employer will be expected to compensate the applicant for that loss. The new 

employer needs to be able to ask the applicant about the value of those stock interests, 

including as a percentage of the total compensation, and rely on that information to 

determine the new compensation package to offer. 

Finally, it is important to note that many of the city’s largest employers operate on a national, if 

not global, scale and addition of locally imposed regulation creates inconsistency across an 

organization. For example, Massachusetts recently enacted a law concerning salary history that 

is very similar to, but not the same as, Int. No. 1253. The Massachusetts law allows an employer 

to confirm an applicant’s salary history after an offer of employment has been made, whereas the 

city’s bill would prohibit asking about or relying on salary information at “any stage of the 

employment process.” The existence of different laws in different jurisdictions will add to the 

burden of compliance for private employers.  

New York City employers are increasingly frustrated by local government’s interference in their 

relationships with their employees when it comes to hiring, compensation and other workplace 

decisions. Employers see no recognition on the part of local government of the challenges and 

costs of compliance with dozens of new laws and regulations. The Partnership urges the City 

Council not to add to this burden by moving forward with this legislation. 

Thank you.  



Testimony before the NYC Council Committee on Civil Rights 

In support of Intro 1253 

December 13, 2016 

Submitted by Miriam Altman, CEO & Co-Founder of Kinvolved 

 

Kinvolved is building a movement that elevates student attendance, one of our youth’s most 

critical Civil Rights. By supporting districts, schools, and nonprofits in creating a community 

that is inclusive of students, parents, and families of varied backgrounds, research proves that 

more students attend school.  

Kinvolved’s mobile and web app, Kinvo, enables K-12 school staff and families to engage 

through real-time, translated, text messaging. Through open communication and access to simple 

attendance data, communities work together to ensure students attend school everyday. 

As a female CEO and Co-founder of a women-owned, growing business, my cofounder, 

Alexandra Meis, and I have experienced inequities that many other women also face leaders and 

small business owners also face.  

 

These inequities are represented in a number of facets of our daily work responsibilities and 

interactions. However, here, I'll focus on fundraising, an important responsibility of most startup 

CEOs.  

 

In my role, one of my responsibilities is to ensure that the company has the capital it needs as a 

start up to test our model and grow our customer base. While we are a proud revenue-generating 

business, we, like many other start up businesses in tech, have needed to raise financing upfront 

to develop our product, KiNVO. Fundraising has been one of my greatest professional 

challenges. 

  

Here are some numbers that might suggest why my experience is not unique among female 

founders: 

 

Today's venture capital environment clocks some 305 active funds over $100 million. These 

funds collectively put $114 billion to work. Ninety percent of it never sees a female founder. 

(inc.com) 

 

Ninety-four percent of decision makers at venture capital funds are male. (inc.com) 

 

Companies with female founders on the team are 63% more likely to be successful than all male 

teams. (Forbes.com) 

 

My company has raised about $1.5M in funding over four years, which pales in comparison to 

the multimillion dollar rounds of financing that some of my white, male peers founding CEOs 

have raised. While some of the male-led companies have never earned a dime in revenues, and 

some have yet to even launch products or prove themselves in the market, Kinvolved has been 

generating revenues for three years, and has shown more than 50% growth in users and revenues 

http://kinvolved.com/
http://kinvolved.com/
https://www2.ed.gov/datastory/chronicabsenteeism.html
http://bit.ly/KinvoDemo
http://inc.com/
http://inc.com/


each year since 2014. We have decided to take the path of raising less money and pushing 

revenue generation, a path I believe is the smartest for us. However, I have also been pushed 

down this path because it has been so incredibly challenging to raise financing. 

 

While we've bootstrapped along in the early years, my co-founder and I have taken a major 

salary hit compared with many male leaders of our peer companies. In the past, we've had to 

justify paying ourselves a minimal salary. Now, we've taken matters into our own hands, 

working tirelessly to grow the business so we can determine our own salaries and those of our 

team members. 

 

As business owners, we are privileged to have the power to fight every day for our wages and to 

be able to pay ourselves based on the merits of our business and our hard work. However, we 

know that inequities for women in the workforce span from leadership to entry level roles, from 

small startups to large corporations. 

 

The fact that New York City is a leading offender of pay inequity is unacceptable. Women need 

legislation that breaks the cycle of inequity because this change won't happen organically. 

Intro 1253 is a necessary piece of legislation that gives our city the opportunity to instead be a 

leading proponent of equal pay for all, regardless of gender or race. 

 

Fair pay for equal work means not just a stronger social fabric, but also a more robust economy 

for us all. 

 

My co-founder and I strongly support this legislation, and we commend the efforts of the Public 

Advocate, Ms. James, in her efforts to fight these injustices for women. 
 
 
 

MIRIAM ALTMAN 

CEO & Co-Founder 
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Learn more about Kinvolved in  
The New York Times 
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