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Introduction
Thank you to the Chairman, OPP, and the rest of our FTC staff who worked so hard to put
together this workshop. I also want to thank the advocates and academics—including those
participating today—who have raised awareness about and contributed both research and new
ideas to the discussion concerning non-compete provisions in employment contracts. State
attorneys general and their staff have also been at the forefront of this issue by investigating and
initiating legal action to end unjustified and anticompetitive non-compete clauses in employment
contracts.
Finally, I want to thank those in the labor community who advocate day in and day out to
improve the plight of workers in our country. You play a critical role in the antitrust law and
policy community and we appreciate your expertise on this issue and others that lie at the
intersection of labor and antitrust.
The principal message I hope to convey with my remarks is that while antitrust enforcement and
competition policy initiatives will not be a panacea for the struggles facing American workers,
ensuring competitive labor markets is a key ingredient of the recipe for improving economic
justice for workers.
Importance of Antitrust Law to Workers
We are gathered here today, a little more than a week after ringing in a new decade. It is a time
when we celebrate renewed hope and reflect upon what we can individually or collectively do to
better the lives of others.
Competitive markets are a cornerstone of our economy, entrepreneurism, and the American
dream. Antitrust and competition law has long been focused on the effect anticompetitive
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mergers and conduct have on products and consumers. This is important work that must
continue. It ensures that all of us are protected from harms such as paying higher prices for lower
quality and less innovative goods and services.2
But the market of goods and services for consumers is not the only one to which antitrust law is
attuned; a competitive market for labor benefits workers through higher wages and better
benefits and other terms of employment.3 Workers suffer when competition for their labor is
chilled and employers are insulated from competition. Job opportunities become more limited,
and workers are less able to negotiate better pay, benefits, or working conditions. It is fitting that
we are here today, at the dawn of a new decade, to discuss non-compete provisions in
employment contracts and whether the FTC should initiate a rulemaking to address unfair or
anticompetitive use and enforcement.
Real World Impact of Non-Competes
Today’s first panel provided useful insight regarding the legal issues surrounding non-compete
provisions. I would like to follow this by taking a step back to talk about why we are here in the
first place—American workers and their ability to reap the benefits from fair and open
competition for their labor.
And before I dive in, I want to make a brief note about word choice. Non-compete clauses are
often referred to by folks across the ideological spectrum as “non-compete agreements.” But you
may notice that throughout my remarks I refrain from using the term “agreements” to refer to
these provisions, since agreements refer to a willing meeting-of-the-minds between parties. One
of the concerns that I have about these provisions is that they rarely represent real agreements
and are instead restrictions unilaterally imposed upon workers by their employers.
So to return to the substance, non-compete provisions have been around for many years;
recently, thanks to the work of journalists, labor and antitrust advocates, and others, many
examples have come to light of non-compete provisions that restrict workers who lack any
bargaining power in employment negotiations and who tend to have no other choice than to
accept a non-compete in order to secure employment. Even if a worker had the wherewithal to
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try to negotiate over such a provision in her employment contract, 30 to 40 percent of employees
are asked to sign after accepting employment, often on the first day of work.4
Surveys have estimated that 16 to 18 percent of all U.S. workers are currently covered by a noncompete provision, meaning that they have restrictions on where they can work after they leave,
lose, or are let go from their current job. This includes 12 percent of workers who earn less than
$20,000 per year and 15 percent of those who make $20,000 to $40,000 per year.5
Sandwich makers at Jimmy John’s sandwich shops were prevented for a period of two years
from working at competing businesses that earn 10 percent of their revenue from selling
sandwiches. One Jimmy John’s assistant manager left her job and transitioned to a completely
different industry, where she did not make as much money as she could have in the restaurant
business, out of fear that Jimmy John’s would sue her over the non-compete.6 Illinois Attorney
General Madigan sued and obtained a settlement where Jimmy John’s agreed to eliminate this
indefensible non-compete provision in its employment contracts, which notably applied not only
to the three mile radius around the Jimmy John’s where the worker was employed but also to any
sandwich business located within three miles of any Jimmy John’s shop anywhere in the
country.7
While it would be impossible to know how many workers have been prevented in practice from
leaving or seeking to leave a job due to a non-compete, we know that all it takes to chill workers
from seeking a better opportunity is a manager waiving a non-compete provision or threatening
to sue them if they get a new job. Illinois Attorney General Madigan and Jane Flanagan, one of
our panelists today, wrote about how several employees of a spa and hair salon said that their
employer “bragged” about threatening lawsuits against anyone who left for a rival salon. The
employer even went so far as to threaten a former employee by brandishing court papers. They
also cite instances of employers mentioning non-compete provisions during reference checks for
their former employees.8
Non-competes can strike fear into workers. A public comment in this proceeding was filed by an
accountant who has a one-year non-compete clause in his employment contract with his former
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employer. After being fired from that job and finding a new job, he is frightened that his old firm
will sue him and his family for regaining employment in the accounting field for which he was
trained.9
These non-compete provisions are sometimes boiler plate provisions in contracts with all of a
firm’s employees without any regard to whether there may a legitimate justification or a lessrestrictive means of protecting trade secrets or proprietary business information. New York and
Illinois brought suit against WeWork, which prevented workers at all levels—from executives to
baristas to cleaners—from working for competitors.10 The settlement exempted all but 100
executive-level leaders at WeWork from the non-compete restrictions. Similarly, Illinois
investigated a childcare provider that required the same non-compete for all of its employees,
including kitchen staff, bus drivers, housekeepers, teachers, and landscapers.11
And we know that non-compete clauses can limit employee mobility and competition even in
states where non-compete clauses are legally unenforceable. One study found that 40 percent of
workers reported turning down a job offer from a competitor because of a non-compete, even
though they worked in states where such provisions were entirely unenforceable.12 Overly broad
non-competes can make it difficult for entrepreneurs to start new businesses and can make it a
challenge for those start-ups to find qualified employees.13
The examples of how non-competes affect people’s livelihoods and ability to earn a living go on
and on—a Florida security guard was blocked from working as a security guard in all of
Florida,14 summer camp counselors couldn’t work for competing camps,15 an hourly laborer
shoveling dirt for an environmental drilling company was prevented from seeking a higher
paying job at competing firm,16 low-level customer service employees at a check-cashing
business were bound by non-competes,17 and coffee shop baristas couldn’t work for another
coffee shop within a 10 mile radius for 18 months.18 Non-competes have even been applied to
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interns.19 As Professor Lobel mentioned earlier, disturbing statistics show that non-compete
restrictions may disproportionately harm women, who tend to have less geographic mobility and
are often less likely to negotiate employment terms.20
Non-competes have been found to impact wages as well as job mobility. A study of an Oregon
ban on non-competes for low-wage workers found that relative to control states, the non-compete
ban increased average hourly workers’ wages by 2–3%, rising to 6% five years after the ban was
implemented. The study also confirmed the relationship to job mobility, finding that the Oregon
ban raised job-to-job mobility and increased the proportion of salaried workers without affecting
hours worked.21 Finally, it found that female workers in occupations where non-compete
provisions are more common benefited more from the ban.22
In addition to harming workers, non-competes can also harm consumers. Take the example of
home healthcare aides, where non-competes have become common in contracts between aids and
healthcare staffing agencies. A long-time healthcare aide wanted to switch agencies to follow a
client, but the employer threatened to sue the aide for $4,000 for violating the non-compete
provision. The company relented only when the client wrote a letter in support of the home
health aide’s transition to the new company.23
Physicians are also increasingly being subject to non-competes, which means patients can lose
their long-time and preferred doctors. According to one survey, approximately 45 percent of
primary care physicians are subject to a restrictive covenant that prohibits them from taking
patients to a new competing practice.24 With hospital consolidation continuing and more
physicians becoming employees of large health care systems, this may result in greater
bargaining leverage for the hospital systems and less bargaining leverage for physicians and
other healthcare providers to fairly bargain over the non-compete clause.25 One of the public
comments filed for this proceeding emphasizes this concern on behalf of both patients and
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doctors.26 While some argue that they serve a legitimate business interest, this raises the question
of whether such a business interest is being promoted at the expense of patients.
Addressing Non-Competes and Other Labor Competition Issues
A handful of states have exhibited great leadership in enforcing against unjust non-compete
restrictions and legislating to limit their usage and enforcement. This is significant and important
work, but it is still only a patchwork solution to a problem that is rampant throughout much of
the country.
Proposed federal legislation, particularly the bill introduced by Senators Murphy and Young, is a
positive development, but we need not wait for legislation to tackle this issue head-on.
The workshop we are having today is a valuable mechanism for the FTC to gather information
and learn more about the impact non-compete provisions have on firms, workers, and the
economy. But information gathering should not be the end of this exercise; we should also take
action.
Without prejudging the outcome of a rulemaking proceeding on non-competes, I strongly
support the FTC’s undertaking such an endeavor. And I want to acknowledge and express
gratitude to Commissioner Chopra for his white-paper calling for the FTC to take advantage of
our statutory authority to engage in rulemaking on unfair methods of competition.27 I also want
to credit the many advocacy groups who came together to petition the Commission to undertake
a non-compete rulemaking specifically.
I want to conclude my remarks by mentioning a few other ways I believe the Commission should
increase its focus on workers beyond a rulemaking process on non-competes. We should also
give consideration to a rulemaking on no-poach agreements between franchises and their
franchisees that unduly hamper the competitive marketplace for workers’ labor. And it is worth
considering whether other contracting terms applied to workers (such as mandatory arbitration
requirements) may be appropriate subjects for rulemaking.
In addition, labor market concentration ought to be a greater focus in merger review. I am
pleased that the Chairman and the leadership of the Bureau of Competition have acknowledged
the potential for labor monopsony concerns in mergers and I am hopeful that such theories of
harm will increasingly be considered as part of our merger review.28 Similarly, the Commission
should make it a priority to examine and investigate other conduct and potential restraints that
may be inhibiting competition for labor.
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Finally, I share the concern that has been expressed by many labor law experts about the
misclassification of gig economy and other workers as independent contractors.29 Classifying
workers as independent contractors allows firms to avoid the obligations and requirements
associated with treating these workers as employees while insulating the firms from the labor
protections and rights afforded to employees to collectively bargain. I think that workers who fall
into those categories should at a minimum have the benefit of the antitrust exemption for labor
organizing. While I think this would be most effectively achieved through legislation, I believe
as an intermediate step that the FTC should not use its limited resources to bring enforcement
actions against such collective action by workers.
I look forward to the rest of the day’s presentations and panels, and now have the pleasure of
introducing our next speaker, Ryan Nunn.
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