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2025 CBPR

The 2025 Compensation Best Practices survey gathered 

3,595 responses from November–December 2024 with a 

completion rate of 55%. A breakdown by organization size, 

industry, and other firmographics are available in the 

methodology at the end of the report.
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Where is your organization headquartered?
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Other industries

Telecommunications

Arts, Entertainment, & Recreation

Pharmaceuticals & Biotechnology

Real Estate, Rental, & Leasing

Engineering & Science

Government

Agencies & Consultancies

Energy & Utilities

Transportation & Warehousing

Foods, Beverage, & Hospitality

Business Services

Education

Retail & Customer Service

Nonprofits

Construction

Finance & Insurance

Technology

Healthcare & Social Assistance

Manufacturing

What is your primary industry?



The challenge

Yes
47%

No
40%

Unsure
13%

Is your organization experiencing increased tension between 
ensuring fair pay for employees and optimizing spend on 

compensation in current market conditions?
About Stitch Fix

Industry Retail and technology

Size 4000+

HQ San Francisco

Workplace type Corporate remote with 

fulfillment centers on site

Country US-only

Comp team Total Reward VP, Sr. Comp 

Manager, and three analysts 

as direct reports

Maturity level Developing

Focus Comp strategy, pay 

structures, leveling, rewards
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Ad-hoc

Emerging

Developing

Advancing

Optimizing

Compensation maturity model

Which of the following best describes your organization’s 

current compensation management maturity level?

We mainly worry about 

compensation at time 

of hire, haven’t begun 

standardized 

compensation 

processes, and rely 

exclusively on free 

data sources.

We have begun 

developing a few key 

compensation 

processes and 

consistent approaches 

when using salary data 

for market pricing.

We have standardized 

our approach to 

accessing and 

managing salary data 

and are working on 

creating a compensation 

strategy and processes 

with supportive 

tools/technology around 

compensation planning 

and management.

We have a reliable, 

standardized approach 

to managing salary data 

sources that is 

strategically tailored to 

our organization, a 

strong compensation 

strategy, and processes 

and tools that help us 

manage pay.

We are confident in our data 

sources, compensation 

strategy, and structures, and 

are in position to 

continuously optimize our 

approach and be the 

standard for compensation 

best practices.

10%

20%

30%

23%

17%
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Compensation Strategy



Compensation strategy

In 2024, the organization had a new 

team in place and began to assess 

their market competitiveness and 

how to shift from a fixed-pay 

structure to a range-based structure 

that rewards performance. 

32%

61%

39%

26%
23%

8%7%
5%

2020 2025

Does your organization have a formal compensation strategy?

Yes

No, but we are working
on one

No, and we are not
working on one

Unsure

2025 Compensation Best Practices Report



Poll: Does your organization have a formal 
compensation strategy?

A. Yes

B. No, but we are working on one

C. No, and we are not working on one

D. Unsure



Components of a compensation strategy

Stitch Fix adopts the following components as part 

of their compensation strategy:

2%

22%

22%

24%

24%

26%

29%

30%

31%

35%

36%

45%

51%

54%

Other

Market adjustments strategy

Cost-of-living strategy

Geographic pay strategy

Pay transparency strategy

Pay range progression strategy

Skills differentials

Pay equity strategy

Promotion strategy

Pay increase strategy

Target percentile

Pay philosophy

Market pricing strategy

Formal pay structures

What does your compensation strategy include 
(multiple answer choices allowed)
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• Pay increases

• Promotions

• Pay equity

• Geo-based pay

• Pay structures

• Market pricing

• Philosophy

• Percentiles



Salary data & market pricing



Data sources

52%

52%

49%

29%

27%

22%

21%

21%

21%

13%

13%

3%

2%

2%

Free or open online data

Salary survey daya from traditional publishers

HR-reported aggregate market data in…

Salary sdata from job board postings

Closed-network HR-reported salary data

Trade/industry association surveys

Paid employee-reported salary data

Government data

Historical salary data from employee records

Compensation consultants

Personalized competitor intelligence including…

Unsure

Other

We don't compare our jobs to market

Which sources do you use to obtain market data
(multiple answer choices allowed)

Stitch Fix uses traditional survey 

data from Radford and Empsight 

for market pricing. 
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Market pricing

Stitch Fix rewards at the 50th percentile using fixed pay by job and levels benchmarked to Radford surveys. 

5%

6%

17%

13%

43%

17%

Unsure

We do not have a market strategy

Our strategy has different targets for different jobs

We target pay below the market (<50th percentile)

We target pay at the middle of the market (50th percentile)

We target pay above the market (> 50th percentile)

Which of the following best describes your market strategy?
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Pay structures, levels, & 
geographic pay premiums



Shifting structures

Stitch Fix manages pay for corporate workers and 

distribution centers, which have different structures. 

• The corporate offices (700-800 EEs) were using a 

fixed pay structure where people in the same job 

and job level were paid the same.

• The distribution centers were utilizing a step 

structure with progression based on tenure. 

The organization has changed the corporate pay 

structure to job-based pay ranges with progression 

along the pay range to reward tenure and create a 

high-performance culture to advance competitiveness.

15%

53%

27%

27%

65%

21%

46%

33%

35%

32%

13%

50%

15%

17%

41%

Unsure

Job-based pay ranges

Step structure

Broadbands

Traditional pay grades

How does your organization structure pay?
(Multiple answer choices allowed)

Current and Future Future Target Current
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Job leveling 

Stitch Fix has a job architecture 

with 17 levels for jobs. 

They are in process of reviewing 

the architecture in context of the 

new pay structures and pay range 

progression strategy to determine 

whether it needs to change. 

59%

21%

16%

4%

Yes

No, but we are working on one

No, and we are not working on one

Unsure

Does your organization have a job architecture?

Size Yes

1-99 EEs 42%

100-749 EEs 54%

750-4,999 EEs 74%

5,000-9,999 EEs 70%

10,000-49,999 EEs 73%

50,000+ EEs 85%
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Poll: How many levels do you have?

A. 1-5

B. 6-10

C. 11-15

D. 16-20

E. 21-25

F. 25+

G. Unsure

H. We don't use levels



Pay by location

Stitch Fix is a remote organization headquartered in San 

Francisco with employees throughout the U.S. Geo tiers are 

used to pay by location, which adds/subtracts a differential:

• Geo A: Top-tier metros (e.g. San Francisco, NYC)

• Geo B: Mid-tier metros (e.g. Los Angeles)

• Geo C: Low-tier metros (e.g. Oklahoma City)

Example: An employee in Geo A in the job of Business 

Analyst / CX System Lead at Level 7 is paid $150K/year. 

Under the new structure, $150K is the midpoint in a $130K – 

180K pay range to reward EEs for tenure and performance.

42%

25%

15% 14%

5%

Treat it the
same

irrespective
of location

Apply
differentials
by location

Mixed
approach

Apply
differentials

by geo-zones
(tiers)

Other

What is your approach to differentiating 
pay by location
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Pay communications



Pay transparency

20%

29%

21%

10%

13%

8%
7%

22%
23%

16%

20%

13%

None Required Individual (1:1) Department (1:few) Organization (1:many) Public (1:all)

Describe your organization’s current position and 2025 target on the pay transparency spectrum
 

Current 2025 Target

Pay ranges and 

methodology are 

not shared

Pay ranges and 

methodology are shared 

as required by law

Pay ranges and methodology 

are shared with individual 

employees for their role 

and/or adjacent roles

Pay ranges and 

methodology are shared 

withing departments for 

active, incumbent roles

Pay ranges and 

methodology are shared 

across the organization for 

all active, incumbent roles

Pay ranges and 

methodology are 

shared publicly
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of organizations share pay 

ranges in the job posting 
56%



Poll: Are you confident in your organization’s level of 
transparency? 

A. Yes

B. Mostly

C. No

D. Unsure



Pay communications

Stitch Fix conducts pay communications training in 

the following ways:

• Annual manager training

• Annual employee training 

• Change management training 

• Recordings and comp resources on the intranet 

• Pulse engagement surveys 

Outcome: Employees are more motivated and 

engaged and merit increases have the potential to be 

more exciting than in years past when pay was fixed. 

49%

40%

11%

51%

39%

10%

59%

34%

7%

Yes No Unsure

Does your organization train managers on how to 
pay conversations with employees?

2023

2024

2025
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Q&A
Feel free to ask any questions in the 
Q&A section of your dashboard!

Interested in a demo of 

Payscale’s compensation 

management solutions and data?

Let us know in the poll currently 

open in the polling tab and the team 

will be in touch!
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