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Welcome
The 2015-2016 Employee Experience Benchmarking Report 
summarizes the data and survey results Sequoia collects 
around employee benefits, company culture, and other  
factors that contribute to the overall employee experience.  
Our mission with this report is to illuminate trends and provide 
insightful context that will help our clients make better decisions 
as employers.

Now in our third year of administering this survey, we are excited 
to present results that shed light on the investments companies 
are making to hire the best talent, retain high-performing 
employees, and build a happier, healthier place to work.
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About the Survey 
The data for the 2015-2016 Employee Experience 
Benchmarking Report was collected from the Sequoia 
Consulting Group client database and from six distinct open 
surveys between March and September of 2015. Each survey 
focused on a specific component of the employee experience. 
We received responses from 429 unique companies, 
representing a mix of companies who currently work with 
Sequoia and those who work with other brokers.

Participants in the survey receive an exclusive first release  
of the full survey report. To participate and learn more, go to:  
www.sequoia.com/benchmark

For full copyright and disclaimer information, see back cover.

Software 46.9%
e-Commerce 9.6%
Other 9.6%
Analytics 5.4%
Gaming 5.1%
Social 3.9%
Clean technology 3.6%
Telecommunications 3.3%
Hardware 2.7%
Security 2.7%
Biotechnology 2.1%
Internet of Things 2.1%
Devices/Wearables 1.5%
Data storage 1.2%
Robotics 0.6%

Financial Services 20.2%
Business Services 17.0%
Healthcare 12.8%
Non-Profit 9.6%
Other 9.6%
Manufacturing 8.5%
Retail 8.5%
Education 7.4%
Communications 3.2%
Undisclosed 2.1%
Construction 1.1%

Technology Sector
335 total companies

Company Size (by employee count)

Non-Technology Sector 
94 total companies

< 5
0

50 – 99

10
0 –

 499

500 –
 999

 1,
000+

Private – Not VC-backed 8.2%
Seed and angel funding 1.3%
Early stage funding (Series A) 6.4%
Later stage funding             
(Series B onward)                  48.9%
Public 6.4%
Undisclosed 28.8%

Funding

27%
(118) 21%

(95)

9%
(34) 6%

(26)

37%
(156)

WELCOME
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Today’s companies leverage a wide variety of human capital 
management strategies, each one customized to the employee 
population it serves. While there are no magic formulas to fostering a 
creative, productive, happy workforce, Sequoia does see common 
practices that are utilized by highly successful companies.

From systems to policies, performance management to employee 
engagement, all these factors help keep a company running smoothly. 
Human Resources departments handle a wide range of responsibilities 
with lean resources. Even as employees are added to a company’s roster 
at an exponential rate, the growth of the HR department rarely keeps 
pace. This often means that the HR team relies on technology to 
compensate.

Introduction “What kinds of 
systems are other 
companies using to 
manage their 
workforce? How are 
time-off policies 
handled by other 
companies like mine?

1.1

HUMAN CAPITAL MANAGEMENT



PAGE 6

Team Structure
As companies scale, the ratio of HR employees to total employees remains around 1 
for every 100 employees. However, regardless of the size of the HR team, they own 
the majority of touch points that determine the overall employee experience.

Systems and Technology
While new entrants have entered the market in recent years, a large majority of 
respondents remain dependent on traditional market-leading systems:

Because HR teams juggle a wide array of job responsibilities, systems are a critical 
component to the team. From executing payroll to managing employee information, 
HR managers look to technology to streamline processes while employees expect an 
improved user experience over the traditional, and often outdated, technology they 
may have used at previous companies. These needs have given birth to a host of 
new players in the HR technology market, a reason why many of the original market 
leaders have begun to refresh their platforms in order to compete.

Payroll

ADP

Paychex

TriNet

ADP

Paychex

TriNet

1

2

3

47%
8%
7%

1

2

3

Benefits Enrollment

ADP

Other*

Benetrac

24%
16%
15%

1

2

3

PTO

No formal system 

Internal Systems (Excel, Google Docs, etc.) 

ADP

32%
16%
13%

1

2

3

21%
15%
9%

HRIS
ADP 

Bamboo 

Workday

*Write-in responses for "Other" were composed of 11 niche vendors

HUMAN CAPITAL MANAGEMENT

An average of 1% of employees are HR

H
R 

Em
pl

oy
ee

s

Total Employees

<100 100-500 500-1000 1000+

1-2

3-5

8-10

~1 per
100
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HUMAN CAPITAL MANAGEMENT

Time Off
Companies in the technology space continue to pioneer the way employee personal 
time off is handled, but company-wide holidays still follow a standard procedure,  
with the only variation being the number of holidays observed.

Also, our survey showed a near 50/50 split between companies that offer separate 
vacation and sick time and companies offering one bucket of personal time off, or 
PTO. In both cases, 15 days annually is the most common amount (55.4%) of time  
off granted to a first-year employee. The majority of survey respondents (80.2%)  
offer the same amount of time off to all employees, regardless of position.

16%

12 days

15%

11 days

35%

10 days

14%

9 days

8%

8 days

6%

7 days

6%

6 days

HCM.5 10 company-wide holidays is most common

5 days 10 days 15 days 20 days other

4%

31%
42%

4%

18%

5 days 10 days 12 days 15 days Unlimited Other

22% 18%
9%

2%

27%
22%

Separate Vacation and Sick Time

Sick
Days

Vacation
Days

0% 4%
14% 14%

69%

5 days 10 days 15 days 20 days other

Single PTO Bucket

Sick
Days

Vacation
Days +

Ten company-wide holidays is most common Total time off granted to first-year employees
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Unlimited PTO
The technology space has been a pioneer in implementing 
dramatic changes in the way companies handle employee time 
off, including a policy where employees’ time away from work is 
unlimited. This kind of policy comes with many advantages for 
both the employer and employee. 

In the San Francisco Bay Area, Sequoia has seen year-over-year 
increases in “unlimited PTO” policies since 2013. 

However, the prevalence of unlimited time off policies in the Bay 
Area is a sharp contrast to the nationwide statistic of less than 
1% of companies who have similar policies. As the Silicon Valley 
is one of the major tech hubs in the country, unlimited time off 
may be a new standard of the tech startup culture. 

Employees
They feel a sense of 
empowerment to manage 
their own work and personal 
time.

With the proper preparation, 
longer trips or time away are 
more possible.

Companies
Alleviates the time and 
administrative burden of 
tracking employee time off 
from HR teams

Excellent recruitment tool 
for new talent

�

�

�

�

Everyone can benefit from unlimited PTO policies

all companies

non-tech companies

tech companies

all companies

non-tech companies

tech companies

all companies

non-tech companies

HCM.7-8 Driven by tech companies, unlimited PTO policies on the rise

2013

1%

12%
21%

30%

51%
55%

2014 2015

tech companies non-tech companies

Driven by tech companies, unlimited PTO policies on the rise

HUMAN CAPITAL MANAGEMENT
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HUMAN CAPITAL MANAGEMENT

Employees
Different teams with varying 
amounts of work may feel an 
inequality due to not being able to 
take time off because of workload.

When employees leave a company, 
there will be no “bank” of PTO to 
cash out. 

Companies
Though the administrative burden is 
lessened, management will need to 
take time and educate employees on 
what “unlimited” really means in 
terms of business needs.

Transitioning from a tracked time-off 
policy to an untracked can be 
difficult, both in terms of employee 
adoption and legal perspectives.

�

�

�

�

Potential Drawbacks to Unlimited PTO
As with any policy, there can be drawbacks to not tracking 
employee time off. 

Companies concerned with employees abusing this flexibility 
should be aware that of all the respondents, only one company 
reported that they discontinued an unlimited PTO policy due to 
employee misuse. 

The most important thing to remember is that no policy is 
“one-size-fits-all,” including unlimited PTO. Managerial 
education and training is required in order to ensure success. 

Unlimited PTO policies should be carefully vetted to ensure success



From formal review meetings to casual check-ins by team leads,  
it’s clear that companies are still using many tools and processes  
to assess employee performance. As one respondent reported, 
performance management is really about evaluating “anything 
deemed relevant to successes or failures,” with the ultimate goal  
to realign all members of the team on key company metrics as  
well as individual goals.

Performance 
Management

“What kinds of tools 
should my company 
be using to assess  
the performance  
of our employees?  
How often is enough?”

1.2

HUMAN CAPITAL MANAGEMENT
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Larger companies rely more heavily on  
performance management processes

under 100
employees

51%

over 100
employees

100-499
employees

91%

500-999
employees

78%

1000+
employees

100%90%

Processes
Smaller companies with fewer than 100 employees tend to 
forego formal performance management processes, such as 
goal-setting and management reviews. Instead, they generally 
allow individual departments, business units, or managers to 
determine the best way to conduct these kinds of assessments, 
maintaining the flexibility and nimbleness that smaller 
companies are known for.

HUMAN CAPITAL MANAGEMENT

The majority of companies evaluate performance in multiple dimensions

Individual goals

Competency

Values/culture alignment

94%

63%

42%
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SuccessFactors

Reflektive

7geese

TribeHR

Namely

Workday

Work.com

ADP

Halogen

Cornerstone
OnDemand

Don’t 
Know/

Not Sure

Ultipro

Oracle Cloud HCM

CultureAmp

UltimateSoftware

FairSail

ReviewSnap

Paylocity

PulseHR

ClearCompany

under 50
employees

41%

50-99
employees

29%

100-499
employees

32%

500-999
employees

22%

1000+
employees

20%

Assessment Tools
Of the respondents who do have formal performance 
management assessments in place, the majority of 
respondents (45.5%) utilize internally-developed resources, 
such as electronic forms in Word or PDF format, Google Docs  
or Google Sheets, or some other digital file to gather feedback 
from employees and managers. 

The remaining respondents utilize a number of third-party 
platforms, shown in the graphic to the right.

While the general trend is for companies to adopt third-party 
platforms for performance management as they grow in size, a 
handful of large companies over 500 employees still 
successfully use internally-developed systems.

Platforms used vary greatly depending on company needs

Companies still use internally-developed platforms

HUMAN CAPITAL MANAGEMENT
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Frequency and Criteria
While informal one-on-one check-ins between employees  
and managers can occur quite frequently, as often as once a 
week, formal reviews generally take place either annually or 
semi-annually across all sizes of companies. 

In these formal reviews, individual goals are the most common 
evaluation criteria (93.6%), and this category includes:

• Personal development objectives
• Career and skills development
• Project completion rate and workload
• Work samples

Also evaluated during performance reviews are core 
competencies (63.2%) and company values assessments 
(41.6%). 

Methods of Evaluation
While there are many variations on the methods of evaluation, 
most are based on the narrative style of gathering feedback 
from employees and managers. We focused on three specific 
processes in our survey this year: 360 degree feedback, stack 
ranking, and rating scales. 

19.2%
1.6% Quarterly

Semi-Annually

Annually

other

40%
40%

Most companies assess employee  
performance once or twice a year The three methods of evaluation

HUMAN CAPITAL MANAGEMENT

Stack 
ranking

10%
Rating 
scales

61%
360 degree 
feedback

46%
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Domestic 
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2.1

Introduction
Employer-sponsored health benefits have taken center stage in  
the past few years with various aspects of the Affordable Care  
Act taking effect. One of the most common questions Sequoia’s 
consultants answer when meeting with clients is, “How do my 
benefits compare to other companies in my space?” 

Ultimately, we see companies wanting to be in line with their peers 
who are competing for the same talent pool. 

We are seeing more and more companies treat the richness of their 
benefits package as less of a differentiator and more of mandatory 
offering in terms of recruitment and retention. Particularly in the Bay 
Area, employers want to measure up to the employee benefits 
benchmarks to meet employee expectations. Often, the bar is set 
very high.

DOMESTIC BENEFITS

“How do my benefits 
compare to other 
companies in my space? 
What trends are 
emerging in healthcare 
that I should know 
about?”
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DOMESTIC BENEFITS

Preferred Provider Organizations (PPOs)
Traditional PPOs continue to dominate employee benefits packages, with 93.2% of 
companies offering at least one such plan design. 56.5% reported offering one PPO 
plan, while 35.7% offered 2 or three. Please note that these PPOs are not considered 
HSA-eligible high deductible plans, which are covered in a separate section.

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

Copay 
(Primary / Specialist care)

30-day prescription drugs 
(generic/preferred/non-preferred)

$250 / $750 $500 / $1500 

10% 20%

$2,250 / $4,500 $3,500 / $7,000

$20 / $20 

$10 / $20 / $40 $5 / $30 / $50

$30 / $30

Most popular

PPO
2nd most popular

The most popular PPO plan designs have the following in-network criteria:
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High-Deductible Health Plans (HDHPs)
High-deductible health plans, HDHPs, paired with HSAs are currently offered by 
51.2% of companies, a significant 10% increase from 2014. 

When companies offer HDHPs, the vast majority (89%) only offer one option.  
The most popular plan design is broken down below.

HDHPs are eligible for health savings accounts, and companies often help employees 
manage their high upfront costs by contributing to their HSAs. 

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

30-day prescription drugs 
(generic/preferred/non-preferred)

Company Contribution

$2,500 / $5,000

0% 
(after deductible is met)

$3,500 / $7,000

$10 / $30 / $50

$1,250 / $2,500 

Most popular

HDHP

25.4% of employers do not contribute 
to employee HSAs. 

63.2%
74.6%

2015
2014

$1,376 
The average amount 

employers contribute to 
employee HSAs

More companies are contributing to employee HSAs

HSA Employer contributions

The most popular HDHP plan designs have the following in-network criteria:

DOMESTIC BENEFITS
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DOMESTIC BENEFITS

Health Maintenance Organizations (HMOs)
64.7% of companies offer at least one HMO option, including Kaiser plans, to their employees, making it second in popularity 
after PPOs in a company’s portfolio of medical plans. Though strictly speaking, Kaiser is an HMO plan, it operates under a more 
specific set of network access rules, so we have broken out the most popular Kaiser plan details separately.

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

Copay 
(Primary / Specialist care)

30-day prescription drugs 
(generic/preferred/non-preferred)

none none

none none

none none

none none

Most popular

Top 2 Non-Kaiser HMO
 Plan Designs

2nd most popular

$1,500 / $3,000

$20 / $20

$10 / $25 $5 / $30

$30 / $30

$3,000 / $6,000

Most popular 2nd most popular

Top 2 Kaiser HMO
 Plan Designs

$1,500 / $3,000 $2,000 / $4,000

$10 / $10 $20 / $30

$10 / $20 / $40 $15 / $30 / $50

The most popular plan designs have the following criteria:
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Dental Benefits
Though once considered ancillary benefits, dental plans have 
become a critical offering to round out an employee’s 
comprehensive benefits package. From last year, we have seen 
a 2% increase from historically high levels in the number of 
companies that offer employees at least one dental plan.

Though we have seen the popularity of dental HMOs decrease 
year after year, 11% of companies still offer HMOs as part of 
their portfolio of benefits for employees to choose from. 

The most common plan design has stayed the same from 2014 
with one exception: coverage for orthodontia has increased 
from 60% of respondents in 2014 to 78.4% in 2015.

97%
 of companies offer 

dental benefits in 2015

Deductible

Annual maximum the plan 
will pay 

Diagnostic coverage

Basic coverage

Major coverage

$50 $25

$1,500 $2,000

Most popular 2nd most popular

100% 100%

90% 80%

60% 50%

Dental Plan

The most popular dental plan designs have the following criteria:

DOMESTIC BENEFITS

78%
 of companies offer

orthodontia
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Vision Benefits
Similar to dental coverage, vision benefits saw a surge in 
popularity, increasing by 8.5% from 2014. 

Plan designs for vision coverage are typically much simpler 
than medical and dental, employing fixed copays for services 
rather than a percentage of costs.

95%
 companies offer 

vision benefits 
in 2015

Exams copay

Exams frequency

Materials

Lenses frequency calendar year

Frames frequency other 
calendar year

$10 $20

Every 12 months

Every 12 months

Every 24 months

Every calendar
year

Every calendar
year

Every other 
calendar year

Most popular 2nd most popular

$25 $20

Vision Plan

The most popular vision plan designs have the following criteria:

DOMESTIC BENEFITS
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Disability Insurance
Disability benefits correlate directly with how many employees a company 
has. For both short-term and long-term disability benefits, we saw 
consistency in coverage amounts. Short-term disability benefits were 
offered at 60% of the employee’s salary for 12 weeks with a maximum  
of $2,500 a week. Long-term disability benefits were also capped at 60% 
of the employee’s salary, but there was an almost-even split between 
$10,000 and $12,000 as the maximum monthly amount.

Yes NoLong-term disability

< 50 employees

50-99 employees

100-499 employees

500+ employees

62%

73%

93%

92%

38%

27%

7%

8%

Yes NoShort-term disability

< 50 employees

50-99 employees

100-499 employees

500+ employees

38%

59%

82%

100%

62%

41%

18%

0%

As companies grow larger, disability insurance becomes essential

DOMESTIC BENEFITS
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401(k) Retirement
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4.1

Introduction
As the government scales back on retirement aid programs, employer-
sponsored 401(k) plans, more than any other retirement vehicle, have 
risen to fill the void. For example, 93% of companies who participated in 
our survey offer an employer-sponsored 401(k) plan, a stark contrast  
to the 2.4% offering a traditional pension plan. 

401(k) plans are the primary, and sometimes only, savings vehicle used 
by employees to constructively build adequate financial security after 
retirement. 401(k) plans have become such an essential component of 
employees’ financial wellbeing that our survey showed all companies 
with over 500 employees offering such a retirement vehicle.

401(k) RETIREMENT PLANS
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Recordkeepers
401(k) plan recordkeepers keep track of employee contributions, 
employer contributions, withdrawals, loans, statements, and 
often manage plan-level compliance and participant support, 
making recordkeeper selection one of the company’s most 
crucial decisions when managing a 401(k) program. 

Of the companies we surveyed, we found 21 different 
recordkeepers in use, but five vendors emerged as dominant 
players. Key factors cited for deciding on a specific 
recordkeeper included payroll integration and employee 
experience. 

Satisfaction with these recordkeepers ranged from neutral to 
positive.

ADP 401(k) 

21.4%
Fidelity

20.5%

Ascensus/
Vanguard 

(small market)

17.1%
Paychex 401(k)

Great West

6.8% 5.1%

0 1 2 3 4 5

Fidelity

Ascensus

ADP

Paychex

Great West

4.09

3.45

3.16

2.88

2.83

Top five 401(k) plan recordkeepers

Fidelity leads in user satisfaction scores (5-point scale; 5 = highest satisfaction)

401(k) RETIREMENT PLANS
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Eligibility
Fortunately for employees starting new jobs, more than half of companies 
who responded to our survey do not impose a waiting period, meaning 
employees can make 401(k) contributions starting with their first paycheck.

For potential employees looking to join a company, knowing that they will 
not have to put their retirement saving on pause is an added incentive to 
make the move.

Immediate eligibility is the most common policy

Immediate eligibility

After 1 month of service

After 3 months of service

First of the month following start date

Other

56%
17%

11%

8%

9%

401(k)

401(k) RETIREMENT PLANS
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5.1

Introduction
Bay Area tech companies are regularly highlighted in nationwide 
publications for the kinds of employee perks they offer, such as 
personal travel stipends and on-site laundry services. Not only  
do these perks attract top-tier talent, in conjunction with strong 
compensation and employer-sponsored health benefits, but they 
prove the investment a company is willing to make in its employees. 

In addition, these kinds of ancillary benefits act as a demonstration 
of the values a company tries to instill in its culture. Most 
importantly, they are meant to keep employees happy and make 
their lives easier, both at work and at home.

Technology companies continue to broaden their experimentation 
with new and innovative perks, from on-site personal services such 
as dry cleaning and haircuts, to concierge doctor’s office visits and 
fitness programs.

COMPANY PERKS AND CULTURE
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5.2

Wide Variety of 
Perks to Entice 
Employees
The most common perks cited by companies included casual 
attire and flexible working hours, both of which contribute to the 
blurring lines of work and personal life. It is important to highlight 
how technology companies are driving the availability and variety 
of these perks. For example, 68.9% of tech companies offer some 
kind of on-site recreational activity, such as ping pong or a dart 
board, compared to only 17% of non-tech companies.

Casual attire

Flexible working hours

Company-branded swag

Company-sponsored 
happy hours

On-site recreational activities 
(pool table, ping-pong)

Off-site recreational activities 
(softball leagues, sports clubs)

Pet-friendly office

Game nights

Tech Non-tech companies

On-site personal services 
(dry cleaning, haircuts)

82%

83%

83%

71%

69%

17%

9%

41%

36%

39%

0%

0%

35%

15%

96%

26%

83%

39%

Tech companies are leading the way with company perks

COMPANY PERKS AND CULTURE
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Working From Home
Technology makes working remotely much easier than 
it was even 10 years ago. Whether to handle personal 
business or ease the commuting pressure of Bay Area 
traffic, working from home offers ultimate flexibility and 
promotes trust amongst management and employees. 
As one respondent reported, “As long as the work gets 
done, employees can work from home as needed with 
no prior approval.” 

Also, as more and more companies implement flexible 
hours and untracked PTO policies, working in an office 
setting versus working at home becomes a gray area. 
Employees are often checking email remotely, whether 
at home or in transit, and they also often have the 
flexibility to take time during the day to address 
personal needs such as doctor appointments.

84.2% of all companies surveyed allow employees  
to work remotely, with no significant difference between 
company industry or size. Most companies, 62.6%,  
do require prior approval from a manager, however.

Interestingly, for companies that do have a work-from-
home policy in place, fewer employees actually utilize 
this benefit.

< 50
employees

50-99
employees

100-499
employees

500-999
employees

1000+
employees

up to 1/4 of employees work from home

1/4-1/2 of employees work from home

over 1/2 of employees work from home

68%

19%

13%

71%

16%

13%

62%

32%

6%

80% 75%

20%

0% 25%

0%

Employees who work from home, by company size

COMPANY PERKS AND CULTURE
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Holiday party

Summer picnic

Employee off-sites or retreats

Employee “life events” celebrations

Company anniversary event

89%
67%

60%

50%

26%

Percentage of companies hosting employee events

5.3

Company-Wide 
Events
To further assist with team-building and promote a harmonious 
company culture, many organizations host a variety of all-
employee events. Results are consistent across all company 
sizes. Some events are large-scale, annual events, which can take 
significant resources and planning, but many companies hold 
smaller celebrations, such as off-sites or parties for employee 
milestones, and these happen more frequently throughout the 
year with less impact on the budget.

COMPANY PERKS AND CULTURE
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Volunteer Programs
In addition to building an environment where employees can 
thrive, many companies reach further to help employees build a 
thriving community. Though formal volunteer programs and 
policies are still in the minority, there has been a sharp jump from 
data collected in 2014.

Volunteer programs take on a few different forms, with company-
wide volunteer opportunities being the most popular at 48.8%. 
This type of program serves two purposes: to participate in the 
local community, and to bring employees together to serve a 
short-term common goal, thus building morale and camaraderie.

Other policies surrounding volunteerism include:

• Additional time off specifically for volunteer work – 20.7%
• Company-wide “drives” for food, school supplies, and other 

donations – 18.6%
• Company matches on charitable employee donations – 7.3%

49%

22%
2014

2015

Companies that have volunteer programs - 2014 vs 2015

COMPANY PERKS AND CULTURE
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ABOUT SEQUOIA

About Sequoia 
Sequoia Consulting Group is a national brokerage firm that is modernizing 
the benefits, retirement, and insurance experience for today’s fast-growing 
companies and their employees. We focus on the industry disruptors, the 
paradigm shifters, and the market leaders that are pushing their respective 
industries forward. We deliver a broad range of options and evolution 
paths to over 600 clients to help them continue to grow and reach new 
levels of employee engagement. www.sequoia.com

“Sequoia exists to come through 
for people who put their trust  
in us – no matter what.” 

 Greg Golub 
 CEO & Founder 
 Sequoia Consulting Group
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Christina Andrade | Jaya Singh | Brittany Cowing | Paul O’Connor 

Kim Bubnis | Wes Yee | Vibha Salgamay | Kaveh Soofi  

Carl Van Fossen | Alison Oldford

We would like to thank all the people and companies who 
participated in our survey this year, as well as all the Sequoia 
team members who contributed to this program.

Interested in benchmarking your current plans against your peers? 
Email Sequoia at benchmarking@sequoia.com 

Copyright and disclaimer
By opening the 2015-2016 Employee Benchmarking Experience Report (the “Report”), you hereby 
agree as follows:

Sequoia Benefits and Insurance Services, LLC (“Sequoia”) is the exclusive copyright owner of  
this Report. This publication may not be reproduced, stored in a retrieval system or transmitted  
in whole or in part, in any form or by any means, electronic, mechanical, photocopying, recording  
or otherwise, without the prior written permission of Sequoia. 

The information in this Report does not constitute legal or tax advice and must not be relied on  
as an alternative to legal, financial or tax advice from an appropriately qualified professional. Any 
specific questions about any legal, financial or tax matter should be directed to an appropriately 
qualified professional. 

Sequoia does not represent, warrant or guarantee that the use of information in this report will lead 
to any particular outcome or result. Sequoia will not accept responsibility for any errors or omissions 
or any liability resulting from the use or misuse of any such information. 

This Report is confidential and has been prepared based on data collected through the 2015-2016 
Benchmarking survey series. This report was prepared carefully by Sequoia; please contact us and 
let us know of any information that may need correction.

Looking for the freshest benchmarking 
on private company compensation? 

Visit: advanced-hr.com

https://www.advanced-hr.com/

