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ARGUMENT(S)

Applicant previously owned, by assignment, a registration for the word mark SALARY.COM® which issued on
February 2, 2010 under Registration No. 3744781 claiming first use since August 1, 2000 for providing “online non-
downloadable software for enabling user access to data and services relating to employee compensation and performance ”
(the “Registration”). That Registration issued  on the Principal Register under Section 2(f) after the then owner, Salary.com,
Inc., successfully argued with supporting evidence that the mark had acquired distinctiveness by virtue of the fact that (a)
prospective and actual purchasers in the relevant market recognized SALARY.COM as a trademark; (b) the SALARY.COM
mark had received extensive publicity; (c) the Applicant had extensively invested in promoting and advertising the mark as an
indicator of source; (d) the sales of the SALARY.COM service and the size of the Applicant were significant; (e) the
SALARY.COM services had received extensive favorable recognition and acceptance; (f) the mark had been in continuous use
over a period exceeding six and one-half years; and (g) to the extent the examiner had any doubt on the question of
descriptiveness, the issue must resolved in the Applicant’s favor. Applicant Salary.com, LLC acquired that Registration by
assignment on December 21, 2015 as evidenced by the document submitted with its Response to Office Action filed August
17, 2017 in connection with the present application. Through an inadvertent oversight, Applicant missed the deadlines for
filing its Section 8 Affidavit of Continued Use for the Registration and it was cancelled on September 9, 2016. At no time was
use of the SALARY.COM mark discontinued.

 
PREVIOUSLY SUBMITTED EVIDENCE AND ARGUMENTS
 
Applicant submits herewith and incorporates herein by reference the evidence and arguments that were submitted to the

Trademark Office by its predecessor-in-interest on March 27, 2007 and that were accepted as sufficient to establish at that time
that the mark SALARY.COM had acquired distinctiveness under Section 2(f).

 
The SALARY.COM Mark Has Acquired Secondary Meaning Because Prospective and Actual Purchasers in the Relevant
Market Recognize SALARY.COM as a Trademark

1.

 
Secondary meaning is achieved if a significant number of prospective purchasers in the relevant market

recognize a symbol as a trademark.  The high level of recognition in the marketplace of SALARY.COM as a trademark
in 2007 is demonstrated by Exhibit A, the MyMetrix Media Trend Report for the period August 2005 through October 2006. It



shows that the SALARY.COM service was at that time ranked tenth out of 176 in total traffic of career resources sites on the
Internet in October 2006, with almost 27 million total visits from August 2005 through October 2006. The MyMetrix Key
Measures Report for February 2007 shows that the SALARY.COM service increased its rank to seventh in total traffic of
career resources sites on the Internet with over 1.4 million unique visitors per month.

 
The high level of market recognition of the mark in 2007 is further evidenced by information provided in

the Affidavit of the then Chief Marketing Officer of Salary.com, Inc. attached hereto as Exhibit B (the “Applicant Affidavit”),
which attests to the following:

 
The Company in 2007 had approximately 555,000 subscribers to its various SALARY.COM-branded newsletters.

The Company’s consumer-facing SALARY.COM-branded site at that time had generated over 1.4 million unique
visitors per month and syndicated its content to over 500 partners comprising a network of over 2,000 sites including
AOL, Yahoo and Monster.com.  The total Salary.com network generated over three million unique visitors per month as
of March 2007.

The Company had more than 30,000 paying subscribers for its combined services in 2007.

In 2007, nearly 1,900 enterprise customers depended on SALARY.COM software products, with approximately 18% of
those ranked in the Fortune 1000.

The Company’s small and medium sized business offerings had over 2,000 paying subscribers and over 31,000
registered customers in 2007.

The SALARY.COM Salary Wizard and related content was syndicated in 2007 to over 500 distinct partners representing
more than 2,000 partner websites.

 
Evidence of the association of the SALARY.COM mark with the Applicant’s services was further evidenced by

the evidence provided in the affidavits attached hereto as Exhibit C by Patrick Berry, Director of Compensation of
UnitedHealth Group, Inc., and Chad Genac, the Compensation Manager for a large public company with 2006 sales in excess
of $5.5 billion, respectively, each of whom attests to the fact that his company associates the SALARY.COM mark with the
Applicant.

 
Given the high level of recognition in the marketplace of SALARY.COM as a trademark of the Applicant, it is evident

that the mark had acquired secondary meaning as early as 2007.
 

The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Publicity It Has Received1.

 
References to a mark in third party publications is relevant evidence supporting registration under

Section 2(f).  See McCarthy, § 15:44 at 15-63 (“. . . it might be said of proving consumer association, that ‘any publicity is
good publicity.’”).  Due in large part to the extensive investment the Applicant has made in marketing, advertising and public
relations (as discussed below),  numerous articles in third-party publications  discuss or cite the SALARY.COM
service, demonstrating that the SALARY.COM mark had acquired secondary meaning at least as early as 2007.  For
example, in 2006 the mark generated at least 43 million print impressions and 50 million broadcast impressions. With
local affiliate coverage it is likely that the broadcast impressions are at least 50% higher than the foregoing figures.
From January of 2005 to August 2007, the mark generated at least 65 million print impressions and 61 million
broadcast impressions. The mark achieved 1,455 distinct print placements from January of 2005 to August 2017. This
means that for 92 weeks the mark had received an average of 16 print placements per week or three stories per
day.  The Applicant’s initial public offering of its common stock in February 2007 under the Salary.com name also



generated extensive publicity for the SALARY.COM mark and further linked the SALARY.COM mark with the
products and services provided by the Applicant.  For example, a Google search for “SALARY.COM” and “initial
public offering” in 2007 resulted in over 10,000 hits (See  Exhibit D).

 
By 2007, the SALARY.COM mark appeared in virtually all major newspapers and national broadcast outlets. For

example, the coverage appearing as a result of the Applicant’s then Mother’s Day public relations initiative alone included
the following newspapers and broadcast outlets (where applicable accompanied by the number of readers or viewers of the
newspaper or broadcast outlet):

 
ABC News  7.3 million
All Headline News
Arizona Daily Star   101K
Asbury Park Press  75K
Atlanta Journal Constitution  382K
Benefitnews.com
Boston Globe (2 articles)  450K X 2 stories
Cape Times, South Africa
CBS News   7.4 million
Chicago Sun Times   484K
Christian Science Monitor  83K
Cleveland Plain Dealer  365K
CNN Headline News  431K
CNN International
CNN Live Today
CNNMoney.com   214K
CRI, China
Daily Press, VA
Daily Record
Detroit News   227K
Family in Focus
Financial Express, India
FOX News  820K
Fresno Bee   183K
Gannett Newswire
Globe and Mail, Canada  309K
Greater Milwaukee Today
Guardian Unlimited (UK)
Hartford Courant  185K
Independent Online, South Africa
Indianapolis Star  249K
International Herald Tribune
Investors’ Business Daily  276K
Kansas City Star (2 articles)  267 X 2
Lansing State Journal  75K
Los Angeles Daily News  178K
Monterey County Herald  34K
Motley Fool  3.8 Million
MSNBC  242K
Nashua Telegraph  27K
New York Post  652K
NorthJersey.com  277K
NPR Morning Edition  13 million
Oregonian   334K
Orlando Sentinel   257K



Parents.com  324K
PBS Nightly Business Report
Reuters  5.4 million
Salem News  36K
Scripps Howard News Service
Seattle Times  231K
Shreveport Times  63K
SHRM Magazine  333K monthly visits
Times of India  7 million
Today Show   6 million
Toronto Star  640K
United Press International  1.0 million
US News and World Report  2 million
USA Today (2 articles)  2.1 million X 2
Ventura County Star  90K
Wall Street Journal  2.1 million
Washington Post  733K

 
Another of the Applicant’s public relations initiatives, the SALARY.COM “Salary Value Index” aimed at

national media with a focus on the “best and worst” U.S. cities based on cost-of-living and average salaries in each
city, also resulted in widespread coverage, with placements in broadcast on ABC-TV’s Good Morning America,
CNN, MSNBC, BusinessWeek TV, Bloomberg TV and several hundred local television stations around the country. In
addition, several high profile articles appeared in Reuters, Associated Press, Dow Jones, New York Times and more than 100
newspapers around the country. CNN and Money Magazine columnist Jeanne Sahadi wrote a story about the SALARY.COM
Salary Value Index that has been widely spread among bloggers.

 
In another example, the Applicant’s public relations team arranged for a Salary.com executive to talk with a reporter at

the Associated Press for an article on “How to Ask for Pay Raise.” The resulting story prominently featured the
SALARY.COM mark and appeared in syndication in more than 100 newspapers and online sites.

 
Additionally, during 2005-2006, the Applicant, together with America Online, published the SALARY.COM

“Wasted Time at Work” survey. Each survey resulted in hundreds of stories.  These surveys have an unusual
persistence in the media – more than a year after the first survey was released the story was still being cited in media
stories.  A blogger wrote a short piece about the first release and 2,593 other bloggers linked to this piece.  A Google
search then for “SALARY.COM and wasting time and 2.09 hours” resulted in 674 hits (See  Exhibit E).

 
In addition, during year-and-half prior to the August 2017 response filing, SALARY.COM appeared on:
 

Fox News Live
The View
CNN Sunday Morning
Countdown with Keith Olberman
Good Morning America

 
In addition, SALARY.COM had been included in 177 newspaper editorials and in opinion pieces by columnists

that appeared in 355 newspapers. The mark also appeared in Reuters, Business Week, New York Times, Inc., Charlotte
Observer, Forbes, Fortune, NPR, Baltimore Sun, Entrepreneur, “Dear Abby,” U.S. News and World Report, and
Associated Press. For a small sampling of the articles during this time referring to SALARY.COM, see the summary
and the articles attached hereto as Exhibit F. 

 
The fact that most, if not all, of the articles and mentions referred to above were available on a national



level, further emphasizes the fact that the mark has acquired secondary meaning, since “[w]ith national
advertising, secondary meaning in an initially non-distinctive mark can be established much more quickly than in
the old days of limited geographical markets and limited advertising.”   Id. § 15:50 at 15-74. 

 
Moreover, many of these articles are found in professional journals (See, e.g., Exhibit G). If a symbol is

used as a mark in professional circles, it is logical to infer that the buyer class is also using the symbol in that
sense, thus militating a finding of secondary meaning.  Id. § 15:43 at 15-66.

 
As a result of the extensive publicity the mark has received, including publicity on a national level and within

professional services, it is evident that the SALARY.COM mark has acquired secondary meaning.
 

The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Investment the Applicant Has
Made In Promoting and Advertising the Mark as an Indicator of Source

1.

 
Evidence of the amount of money spent in promotion and advertising of a mark is relevant to the issue of

secondary meaning. Id. § 15:51 at 15-80. As noted above, the mark has obtained significant exposure and publicity.  This is
largely due to the extensive investment the Applicant and its predecessors-in-interest made and have made in promoting and
advertising the mark as an indicator of source. In support thereof, Applicant’s Affidavit of its Chief Marketing Officer in 2007
attests to the following marketing expenditures in 2006-2007:

 
  FY 06 (2005) FY 07 (2006) (estimate)
 

Search Marketing $0 $240,000
Partner Marketing $226,600.00 $240,000
Marketing Materials $2,005.00 $150,000
Marketing Programs $86,338.04 $300,000
Marketing Public Relations $192,050.55 $246,000
Marketing Trade Shows $33,579.33 $100,000
Marketing Travel $2,256.31 $10,000

 $    542,829.23  $    1,286,000.00
 
In addition to its substantial financial investments in marketing, promotion and advertising, the Applicant devoted

substantial personnel resources. From January 2005 to August 2007 alone, company executives had participated in at least 150
interviews.

 
The mark has become “familiar or known to a particular segment of the purchasing public as a result of sales or

constant exposure through advertising and promotion.”   Aloe Crème Laboratories, Inc. v. Aloo 99, Inc., 188 U.S.P.Q.
316.  Accordingly, the SALARY.COM mark has acquired secondary meaning.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Sales of the SALARY.COM
Service and the Size of the Applicant

1.

 
The size of a company and its sales figures are relevant evidence from which to infer the existence

of secondary meaning. The logical inference is this: The larger a company and the greater the sales, the
greater the number of people who have been exposed to the symbol used as a trademark, and the greater
the number of people who may associate the symbol with the company or source with which they should
be familiarized. Therefore, it is a logical inference that these buyers should associate the symbol with the
company with which they are familiar. McCarthy § 15:49 at 15-78.



 
The Applicant’s 2007 Affidavit provides evidence of the size and sales of the Applicant in 2007. The Applicant then

had approximately 250 employees. The revenue realized by Applicant in 2005-2006 (as a result in large part of the
Company’s marketing, advertising and public relations expenditures) is as follows:

 
Fiscal Year End Total Revenues Gross Profits

March 31, 2006 $15,299,370.00 $12,191,481.00

March 31, 2005 $9,975,578.00 $8,144,706.00

Total $25,274,948.00 $20,336,187.00

     

 
As previously mentioned, the Applicant in 2007 had a significant number of customers and subscribers:
 

In 2005, more than 35 million people used a SALARY.COM product.
In 2007, Applicant had more than 30,000 paying subscribers for its combined services.
In 2007, over 1,400 enterprise customers depended on SALARY.COM software products, with roughly 20% of those
ranked in the Fortune 1000.
In 2007, Applicant’s small and medium sized business offerings had over 2,000 paying subscribers and 50,000 registered
customers.
In 2007, Applicant had approximately 560,000 subscribers to its various SALARY.COM-branded newsletters.
 
As is evidenced by the above information, the size and sales of the Applicant have been substantial.  Accordingly, it is
appropriate to infer that the SALARY.COM mark has acquired secondary meaning.
 
 

The SALARY.COM Mark Has Acquired Secondary Meaning Due to the Extensive Favorable Acceptance the
SALARY.COM Services Have Received

1.

 
Favorable acceptance has been held to increase the likelihood of public familiarity and association and thus

secondary meaning.  Id. § 15:44 at 15-67. As of 2007, the SALARY.COM service had been nominated for and had
received numerous highly-coveted industry awards.  See, e.g., Exhibit H. Thus, due to the public familiarity with the mark as a
result of such awards, the mark has acquired secondary meaning.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Due to its Continuous Use Over a Period Exceeding Six
and One-half Years

1.

 
Section 2(f) of the Lanham Act provides that proof of continuous use of a mark for five years may be accepted as 

prima facie evidence of secondary meaning. Applicant’s 2007 Affidavit provides evidence of continued use of the
SALARY.COM mark in connection with the described services for a period at that time of over six and one-half years,
well in excess of the Act’s 5-year presumption period. The SALARY.COM mark has acquired secondary meaning by
virtue of Applicant’s ongoing use and extensive promotion of the mark over a period of years such that prospective
purchasers view SALARY.COM as identifying the Applicant. Section 2(f) of the Act. Accordingly, it is appropriate to
presume the SALARY.COM mark has acquired secondary meaning.

 
To the Extent the Examiner Has Any Doubt on the Question of Descriptiveness, He Must Resolve Such Doubt in the
Applicant’s Favor

1.



 
To the extent that there remains in the mind of the examining attorney any doubt whatsoever as to whether the mark is

merely descriptive or suggestive of Applicant’s services, in accordance with the policy of the Trademark Office such doubt
must be resolved in favor of the applicant:

 
A “merely descriptive” term requires the Board to take cognizance of appellant's evidence of secondary
meaning.  “[E]very mark sought to be registered by taking advantage of §2(f) involves descriptiveness to some
degree.”   In re Ideal Industries, Inc., 508 F.2d 1336, 1339, 184 USPQ 487, 489 (CCPA 1975).  It is
incumbent on the Board to balance the evidence of public understanding of the mark against the degree of
descriptiveness encumbering the mark, and to resolve reasonable doubt in favor of the applicant, in
accordance with practice and precedent.   See In re Aid Laboratories, Inc., 221 USPQ 1215, 1216 (TTAB
1983) (in deciding whether PEST PRUF for animal shampoo with insecticide is suggestive or merely
descriptive, doubt is resolved in favor of applicant in holding the term merely suggestive of a possible end
result of the use of applicant's goods);  In re Gourmet Bakers, Inc., 173 USPQ 565 (TTAB 1972) (any doubt in
determining the registrability of THE LONG ONE for bread is resolved in favor of applicant “on the theory
that any person who believes that he would be damaged by the registration will have an opportunity ... to
oppose the registration of the mark and to present evidence, usually not present in the ex parte application, to
that effect.”).   In re Merrill Lynch, Pierce, Fenner, and Smith, Inc., 828 F.2d 1567, 1571, 4 U.S.P.Q.2d 1141
(C.A.Fed.,1987).
 

Accord, In re Distribution Codes (“Our decision is assisted by the fact that we have no information that anyone will be
damaged by the registration of the mark but that anyone who would be injured will have an opportunity to file a notice of
opposition and to develop a factual record upon which any question of descriptiveness could be adjudicated with more
confidence than it can be on the basis of a priori assumptions.”);  In Re Waverly (deciding that MEDICINE for “medical
journals” is not generic:  “For those reasons, applicant contends, a doubt is raised about the registrability of MEDICINE, and
that doubt must be resolved in favor of applicant and publication of the mark sought to be registered.”) ; In re
Women’s Publishing (“Finally, and in accordance with precedent, we must resolve any reasonable doubt in favor of
applicant in these kinds of cases.” (citing  In re Merrill Lynch, Pierce, Fenner, and Smith Inc.).

Applicant has always contended that the SALARY.COM mark is not merely descriptive of online non-downloadable
software, but to the extent that there remains doubt in the mind of the examiner, such doubt must be resolved in favor of the
Applicant.

 
The SALARY.COM Mark Has Acquired Secondary Meaning, Therefore It Is Registrable1.

 
By virtue of the fact that (a) prospective and actual purchasers in the relevant market recognize SALARY.COM as a

trademark; (b) the SALARY.COM mark has received extensive publicity; (c) the applicant has extensively invested in
promoting and advertising the mark as an indicator of source; (d) the sales of the SALARY.COM service and the size of the
applicant are large; (e) the SALARY.COM services have received extensive favorable acceptance; (f) the mark has been in
continuous use over a period exceeding six and one-half years; and (g) to the extent the examiner has any doubt on the
question of descriptiveness, he must resolve such doubt in the Applicant’s favor, Applicant’s predecessor-in-interest argued
successfully in 2007 that the SALARY.COM mark had acquired secondary meaning. That status has only strengthened in the
last ten years as indicated by the evidence discussed below.

 
NEW, UPDATED EVIDENCE AND ARGUMENTS

 
In addition to relying upon the arguments and evidence that were deemed sufficient in 2007 to allow registration of the

mark SALARY.COM on the Principal Register under Section 2(f), Applicant hereby supplements those submissions with



additional and current evidence demonstrating that secondary meaning in the mark SALARY.COM has only strengthened with
time.

 
The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to the Extensive Increased
Investment Applicant Has Made in Promoting and Advertising the Mark as an Indicator of Source

1.

 
          Evidence of the amount of money spent in promoting and advertising a mark is highly relevant to the issue of secondary
meaning. A comparison of Exhibit B, filed in 2007, and Exhibit I, the Declaration of the current Chief Marketing Officer of
Applicant, demonstrates the significant increase in advertising and marketing expenditures for the brand over the last several
years. The estimated marketing and advertising revenues from 2006 of $1, 286,000 has increased in 2018 to $9,832,922.
 

Fiscal Year Budget
2016 $      7,752,084.00
2017 $      8,193,697.06
2018 $      9,832,922.00

 
This dedication of such significant resources to brand advertising and promotion is indicative of the significant value and
goodwill associated with the SALARY.COM brand and that it has significant secondary meaning.
 

The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to the Significant Increase in
Sales of the Various SALARY.COM Services

1.

 
          A company’s size and its sales figures are relevant evidence from which to infer secondary meaning. The more the
public is exposed to the mark, the higher the sales due to the increased recognition of the brand by third parties. The notoriety
generated by all these efforts has created a strong, source identifying brand in SALARY.COM. Again, a comparison of the
revenue and profit figures in Exhibit B with those in Exhibit I show a more than threefold increase in revenues and profits over
the last several years.
 

Fiscal Year Total Revenue Gross Profits

2017
 $      
31,594,531.54  $        27,219,449.91

2016
 $      
33,359,347.88  $        28,470,965.37

 
These numbers are significant and clearly indicative of the growing strength and widespread recognition of the
SALARY.COM brand and the services provided thereunder. There is no doubt that the secondary meaning previously
recognized in the mark has significantly grown over time.
 

The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to Recognition by the Public of
SALARY.COM as a Brand Identifier

1.

 
          The entire concept of secondary meaning revolves around the recognition by the relevant purchasing public of a
“symbol” as a source identifying brand. The SALARY.COM trademark has functioned in this capacity for more than a
decade. The level of market recognition that was documented in 2007 in Exhibit B has been exceeded by leaps and bounds in
recent years. As the current Chief Marketing Officer attests in Exhibit I:
 

Applicant's consumer-facing SALARY.COM-branded site generates over 3.5 million unique visitors per month. Such



sites are linked to by over 750 third party websites including nytimes.com, cnn.com, washingtonpost.com, latimes.com,
forbes.com, time.com, usatoday.com, cbsnews.com, and businessinsider.com as well as hundreds of other third party
sites.
Applicant syndicates its SALARY.COM content to over 150 partners resulting in over 2.1 million additional page views
and over 250,000 unique visitors annually.
Applicant has more than 5,000 paying customers for its combined services with nearly 2,700 enterprise customers and
2,500 SMB customers.
Applicant serviced more than 33.5 million users of its free consumer product(s) on its SALARY.COM branded sites in
2017.
Nearly 2,700 enterprise companies utilize and depend on SALARY.COM software products, with approximately 17% of
Fortune 1000 companies depending on SALARY.COM software products.
 

These statistics undeniably demonstrate that the SALARY.COM mark continues to function as a well-recognized and highly
respected brand in the relevant market, and has developed and continues to possess very strong secondary meaning.
 

The SALARY .COM Mark Has Been Used as a Trademark on Applicant’s Web Site Since, at Least, 1998.1.

 
          The domain name registration for “salary.com” was first created in 1995. As Exhibit J indicates, it is currently owned
by Applicant following its acquisition of the business several years ago. Information and data obtained from the Wayback
Machine web site shows that the SALARY.COM website has been in operation since 1998, and screenshots from the Wayback
Machine site show use of the SALARY.COM mark in word and logo format on the site since, at least, 2001 and continuing
uninterrupted to the present. See Exhibit J. This uninterrupted use of the mark on the website which, as indicated in Exhibit I ,
attracts 3.5 million visitors a month has undoubtedly established the source identifying function and brand recognition and
identity necessary for secondary meaning to exist.
 

Google News and Google Trends Further Demonstrate a Very High Level of Public Recognition of SALARY.COM as a
Source Identifying Brand

1.

 
Further evidence that secondary meaning has been firmly established in the SALARY .COM mark are in the results that

appear in searches on Google under “salary.com.” Exhibit K shows the first page of Google News searches of “salary.com”
from 2007-2017. These results demonstrate consistent notoriety, relevance, and third-party recognition of the SALARY.COM
brand.
 

Similarly, the screenshots from searches on Google Trends for each year from 2007 to 2017 in Exhibit L indicate the
interest that has been shown in the search term “salary.com” over this decade. The numbers represent relative interest
compared to the highest point/greatest interest during a given period. A value of 100 is the peak popularity for “salary .com”
in the given time, and the value of 50 means that “salary.com” is half as popular versus the popular area peak time during the
given. As these statistics show, the interest level has always been extremely high and has remained high consistently over time.
This, too, is a strong indicator of existing and continuous brand recognition and established secondary meaning.

 
The SALARY.COM Mark Has Continuously Been the Subject of Extensive Third Party Press1.

 
The SALARY.COM mark has continued over the years to generate significant third-party recognition, press, and coverage

in a variety of media. A sampling of the numerous different types of press recognition that SALARY.COM has received over
the past 10 years is included in Exhibit M. These include articles and publications by industry analysts, daily newspapers,
online news sources, and other forms of media. This third-party coverage of Applicant at national and international levels and
within specific industry markets is strong evidence of the continuing strength and secondary meaning that exists in the
SALARY.COM mark.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Due to its Continuous Use over a Period Exceeding 17
Years

1.

 



Section 2(f) of the Lanham Act states that proof of continuous use of a mark for five years may be accepted as prima
facie evidence that the mark has acquired secondary meaning. Applicant has not only used its mark for at least five years, but,
in fact, has itself and through its predecessors-in-interest used the mark continuously and exclusively for over 17 years. Its
ongoing and extensive use and promotion of the mark for approaching two decades has created a very strong and valuable
brand with a high level of public recognition and significant goodwill. This fact combined with the significant amount of
evidence Applicant has provided more than adequately demonstrates that the SALARY.COM mark has achieved and
maintained over many years the secondary meaning required for registration on the Principal Register.

 
Applicant Has Demonstrated Its Mark SALARY.COM Has Acquired Secondary Meaning, and Any Doubt on the Issue
of Descriptiveness Must Be Resolved in Applicant’s Favor

1.

 
As has been stated previously, it is the policy of the US Trademark Office to resolve any doubt on the issue of

descriptiveness in favor of an applicant. Applicant believes it has provided adequate evidence to demonstrate that its
SALARY.COM mark acquired secondary meaning many years ago and that this acquired distinctiveness has only grown
stronger and more valuable over time. Accordingly, Applicant respectfully requests that the refusal of Registration under
Section 2(e)(1) be withdrawn and that Applicant’s mark be registered on the Principal Register under Section 2(f).
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Request for Reconsideration after Final Action
To the Commissioner for Trademarks:

Application serial no. 87254642 SALARY.COM (Stylized and/or with Design, see https://tmng-al.uspto.gov/resting2/api/img/87254642/large)
has been amended as follows:

ARGUMENT(S)
In response to the substantive refusal(s), please note the following:

Applicant previously owned, by assignment, a registration for the word mark SALARY.COM® which issued on
February 2, 2010 under Registration No. 3744781 claiming first use since August 1, 2000 for providing “online non-
downloadable software for enabling user access to data and services relating to employee compensation and performance ”
(the “Registration”). That Registration issued  on the Principal Register under Section 2(f) after the then owner, Salary.com,
Inc., successfully argued with supporting evidence that the mark had acquired distinctiveness by virtue of the fact that (a)
prospective and actual purchasers in the relevant market recognized SALARY.COM as a trademark; (b) the SALARY.COM
mark had received extensive publicity; (c) the Applicant had extensively invested in promoting and advertising the mark as an
indicator of source; (d) the sales of the SALARY.COM service and the size of the Applicant were significant; (e) the
SALARY.COM services had received extensive favorable recognition and acceptance; (f) the mark had been in continuous use
over a period exceeding six and one-half years; and (g) to the extent the examiner had any doubt on the question of

../RFR0407.JPG


descriptiveness, the issue must resolved in the Applicant’s favor. Applicant Salary.com, LLC acquired that Registration by
assignment on December 21, 2015 as evidenced by the document submitted with its Response to Office Action filed August 17,
2017 in connection with the present application. Through an inadvertent oversight, Applicant missed the deadlines for filing its
Section 8 Affidavit of Continued Use for the Registration and it was cancelled on September 9, 2016. At no time was use of the
SALARY.COM mark discontinued.

 
PREVIOUSLY SUBMITTED EVIDENCE AND ARGUMENTS
 
Applicant submits herewith and incorporates herein by reference the evidence and arguments that were submitted to the

Trademark Office by its predecessor-in-interest on March 27, 2007 and that were accepted as sufficient to establish at that time
that the mark SALARY.COM had acquired distinctiveness under Section 2(f).

 
The SALARY.COM Mark Has Acquired Secondary Meaning Because Prospective and Actual Purchasers in the Relevant
Market Recognize SALARY.COM as a Trademark

1.

 
Secondary meaning is achieved if a significant number of prospective purchasers in the relevant market recognize a

symbol as a trademark.  The high level of recognition in the marketplace of SALARY.COM as a trademark in 2007 is
demonstrated by Exhibit A, the MyMetrix Media Trend Report for the period August 2005 through October 2006. It shows that
the SALARY.COM service was at that time ranked tenth out of 176 in total traffic of career resources sites on the Internet in
October 2006, with almost 27 million total visits from August 2005 through October 2006. The MyMetrix Key Measures Report
for February 2007 shows that the SALARY.COM service increased its rank to seventh in total traffic of career resources sites on
the Internet with over 1.4 million unique visitors per month.

 
The high level of market recognition of the mark in 2007 is further evidenced by information provided in

the Affidavit of the then Chief Marketing Officer of Salary.com, Inc. attached hereto as Exhibit B (the “Applicant Affidavit”),
which attests to the following:

 
The Company in 2007 had approximately 555,000 subscribers to its various SALARY.COM-branded newsletters.

The Company’s consumer-facing SALARY.COM-branded site at that time had generated over 1.4 million unique visitors
per month and syndicated its content to over 500 partners comprising a network of over 2,000 sites including AOL, Yahoo
and Monster.com.  The total Salary.com network generated over three million unique visitors per month as of March 2007.

The Company had more than 30,000 paying subscribers for its combined services in 2007.

In 2007, nearly 1,900 enterprise customers depended on SALARY.COM software products, with approximately 18% of
those ranked in the Fortune 1000.

The Company’s small and medium sized business offerings had over 2,000 paying subscribers and over 31,000 registered
customers in 2007.

The SALARY.COM Salary Wizard and related content was syndicated in 2007 to over 500 distinct partners representing
more than 2,000 partner websites.

 
Evidence of the association of the SALARY.COM mark with the Applicant’s services was further evidenced by

the evidence provided in the affidavits attached hereto as Exhibit C by Patrick Berry, Director of Compensation of UnitedHealth
Group, Inc., and Chad Genac, the Compensation Manager for a large public company with 2006 sales in excess of $5.5 billion,
respectively, each of whom attests to the fact that his company associates the SALARY.COM mark with the Applicant.

 



Given the high level of recognition in the marketplace of SALARY.COM as a trademark of the Applicant, it is evident
that the mark had acquired secondary meaning as early as 2007.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Publicity It Has Received1.

 
References to a mark in third party publications is relevant evidence supporting registration under Section

2(f).  See McCarthy, § 15:44 at 15-63 (“. . . it might be said of proving consumer association, that ‘any publicity is
good publicity.’”).  Due in large part to the extensive investment the Applicant has made in marketing, advertising
and public relations (as discussed below),  numerous articles in third-party publications  discuss or cite the
SALARY.COM service, demonstrating that the SALARY.COM mark had acquired secondary meaning at least as early as
2007.  For example, in 2006 the mark generated at least 43 million print impressions and 50 million broadcast
impressions. With local affiliate coverage it is likely that the broadcast impressions are at least 50% higher than the
foregoing figures. From January of 2005 to August 2007, the mark generated at least 65 million print impressions and 61
million broadcast impressions. The mark achieved 1,455 distinct print placements from January of 2005 to August 2017.
This means that for 92 weeks the mark had received an average of 16 print placements per week or three stories per
day.  The Applicant’s initial public offering of its common stock in February 2007 under the Salary.com name also
generated extensive publicity for the SALARY.COM mark and further linked the SALARY.COM mark with the products
and services provided by the Applicant.  For example, a Google search for “SALARY.COM” and “initial public
offering” in 2007 resulted in over 10,000 hits (See  Exhibit D).

 
By 2007, the SALARY.COM mark appeared in virtually all major newspapers and national broadcast outlets. For

example, the coverage appearing as a result of the Applicant’s then Mother’s Day public relations initiative alone included the
following newspapers and broadcast outlets (where applicable accompanied by the number of readers or viewers of the
newspaper or broadcast outlet):

 
ABC News  7.3 million
All Headline News
Arizona Daily Star   101K
Asbury Park Press  75K
Atlanta Journal Constitution  382K
Benefitnews.com
Boston Globe (2 articles)  450K X 2 stories
Cape Times, South Africa
CBS News   7.4 million
Chicago Sun Times   484K
Christian Science Monitor  83K
Cleveland Plain Dealer  365K
CNN Headline News  431K
CNN International
CNN Live Today
CNNMoney.com   214K
CRI, China
Daily Press, VA
Daily Record
Detroit News   227K
Family in Focus
Financial Express, India
FOX News  820K
Fresno Bee   183K
Gannett Newswire
Globe and Mail, Canada  309K



Greater Milwaukee Today
Guardian Unlimited (UK)
Hartford Courant  185K
Independent Online, South Africa
Indianapolis Star  249K
International Herald Tribune
Investors’ Business Daily  276K
Kansas City Star (2 articles)  267 X 2
Lansing State Journal  75K
Los Angeles Daily News  178K
Monterey County Herald  34K
Motley Fool  3.8 Million
MSNBC  242K
Nashua Telegraph  27K
New York Post  652K
NorthJersey.com  277K
NPR Morning Edition  13 million
Oregonian   334K
Orlando Sentinel   257K
Parents.com  324K
PBS Nightly Business Report
Reuters  5.4 million
Salem News  36K
Scripps Howard News Service
Seattle Times  231K
Shreveport Times  63K
SHRM Magazine  333K monthly visits
Times of India  7 million
Today Show   6 million
Toronto Star  640K
United Press International  1.0 million
US News and World Report  2 million
USA Today (2 articles)  2.1 million X 2
Ventura County Star  90K
Wall Street Journal  2.1 million
Washington Post  733K

 
Another of the Applicant’s public relations initiatives, the SALARY.COM “Salary Value Index” aimed at

national media with a focus on the “best and worst” U.S. cities based on cost-of-living and average salaries in each city,
also resulted in widespread coverage, with placements in broadcast on ABC-TV’s Good Morning America, CNN,
MSNBC, BusinessWeek TV, Bloomberg TV and several hundred local television stations around the country. In
addition, several high profile articles appeared in Reuters, Associated Press, Dow Jones, New York Times and more than 100
newspapers around the country. CNN and Money Magazine columnist Jeanne Sahadi wrote a story about the SALARY.COM
Salary Value Index that has been widely spread among bloggers.

 
In another example, the Applicant’s public relations team arranged for a Salary.com executive to talk with a reporter at

the Associated Press for an article on “How to Ask for Pay Raise.” The resulting story prominently featured the SALARY.COM
mark and appeared in syndication in more than 100 newspapers and online sites.

 
Additionally, during 2005-2006, the Applicant, together with America Online, published the SALARY.COM “Wasted

Time at Work” survey. Each survey resulted in hundreds of stories.  These surveys have an unusual persistence in the media –
more than a year after the first survey was released the story was still being cited in media stories.  A blogger wrote a short piece
about the first release and 2,593 other bloggers linked to this piece.  A Google search then for “SALARY.COM and wasting



time and 2.09 hours” resulted in 674 hits (See  Exhibit E).
 
In addition, during year-and-half prior to the August 2017 response filing, SALARY.COM appeared on:
 

Fox News Live
The View
CNN Sunday Morning
Countdown with Keith Olberman
Good Morning America

 
In addition, SALARY.COM had been included in 177 newspaper editorials and in opinion pieces by columnists

that appeared in 355 newspapers. The mark also appeared in Reuters, Business Week, New York Times, Inc., Charlotte
Observer, Forbes, Fortune, NPR, Baltimore Sun, Entrepreneur, “Dear Abby,” U.S. News and World Report, and
Associated Press. For a small sampling of the articles during this time referring to SALARY.COM, see the summary and
the articles attached hereto as Exhibit F. 

 
The fact that most, if not all, of the articles and mentions referred to above were available on a national level,

further emphasizes the fact that the mark has acquired secondary meaning, since “[w]ith national advertising,
secondary meaning in an initially non-distinctive mark can be established much more quickly than in the old days
of limited geographical markets and limited advertising.”   Id. § 15:50 at 15-74. 

 
Moreover, many of these articles are found in professional journals (See, e.g., Exhibit G). If a symbol is used

as a mark in professional circles, it is logical to infer that the buyer class is also using the symbol in that sense, thus
militating a finding of secondary meaning.  Id. § 15:43 at 15-66.

 
As a result of the extensive publicity the mark has received, including publicity on a national level and within professional

services, it is evident that the SALARY.COM mark has acquired secondary meaning.
 

The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Investment the Applicant Has
Made In Promoting and Advertising the Mark as an Indicator of Source

1.

 
Evidence of the amount of money spent in promotion and advertising of a mark is relevant to the issue of

secondary meaning. Id. § 15:51 at 15-80. As noted above, the mark has obtained significant exposure and publicity.  This is
largely due to the extensive investment the Applicant and its predecessors-in-interest made and have made in promoting and
advertising the mark as an indicator of source. In support thereof, Applicant’s Affidavit of its Chief Marketing Officer in 2007
attests to the following marketing expenditures in 2006-2007:

 
  FY 06 (2005) FY 07 (2006) (estimate)
 

Search Marketing $0 $240,000
Partner Marketing $226,600.00 $240,000
Marketing Materials $2,005.00 $150,000
Marketing Programs $86,338.04 $300,000
Marketing Public Relations $192,050.55 $246,000
Marketing Trade Shows $33,579.33 $100,000
Marketing Travel $2,256.31 $10,000

 $    542,829.23  $    1,286,000.00
 
In addition to its substantial financial investments in marketing, promotion and advertising, the Applicant devoted



substantial personnel resources. From January 2005 to August 2007 alone, company executives had participated in at least 150
interviews.

 
The mark has become “familiar or known to a particular segment of the purchasing public as a result of sales or

constant exposure through advertising and promotion.”   Aloe Crème Laboratories, Inc. v. Aloo 99, Inc., 188 U.S.P.Q.
316.  Accordingly, the SALARY.COM mark has acquired secondary meaning.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Because of the Extensive Sales of the SALARY.COM
Service and the Size of the Applicant

1.

 
The size of a company and its sales figures are relevant evidence from which to infer the existence of

secondary meaning. The logical inference is this: The larger a company and the greater the sales, the greater
the number of people who have been exposed to the symbol used as a trademark, and the greater the number
of people who may associate the symbol with the company or source with which they should be
familiarized. Therefore, it is a logical inference that these buyers should associate the symbol with the
company with which they are familiar. McCarthy § 15:49 at 15-78.

 
The Applicant’s 2007 Affidavit provides evidence of the size and sales of the Applicant in 2007. The Applicant then had

approximately 250 employees. The revenue realized by Applicant in 2005-2006 (as a result in large part of the Company’s
marketing, advertising and public relations expenditures) is as follows:

 
Fiscal Year End Total Revenues Gross Profits

March 31, 2006 $15,299,370.00 $12,191,481.00

March 31, 2005 $9,975,578.00 $8,144,706.00

Total $25,274,948.00 $20,336,187.00

     

 
As previously mentioned, the Applicant in 2007 had a significant number of customers and subscribers:
 

In 2005, more than 35 million people used a SALARY.COM product.
In 2007, Applicant had more than 30,000 paying subscribers for its combined services.
In 2007, over 1,400 enterprise customers depended on SALARY.COM software products, with roughly 20% of those
ranked in the Fortune 1000.
In 2007, Applicant’s small and medium sized business offerings had over 2,000 paying subscribers and 50,000 registered
customers.
In 2007, Applicant had approximately 560,000 subscribers to its various SALARY.COM-branded newsletters.
 
As is evidenced by the above information, the size and sales of the Applicant have been substantial.  Accordingly, it is
appropriate to infer that the SALARY.COM mark has acquired secondary meaning.
 
 

The SALARY.COM Mark Has Acquired Secondary Meaning Due to the Extensive Favorable Acceptance the
SALARY.COM Services Have Received

1.

 
Favorable acceptance has been held to increase the likelihood of public familiarity and association and thus

secondary meaning.  Id. § 15:44 at 15-67. As of 2007, the SALARY.COM service had been nominated for and had received



numerous highly-coveted industry awards.  See, e.g., Exhibit H. Thus, due to the public familiarity with the mark as a result of
such awards, the mark has acquired secondary meaning.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Due to its Continuous Use Over a Period Exceeding Six and
One-half Years

1.

 
Section 2(f) of the Lanham Act provides that proof of continuous use of a mark for five years may be

accepted as prima facie evidence of secondary meaning. Applicant’s 2007 Affidavit provides evidence of continued use
of the SALARY.COM mark in connection with the described services for a period at that time of over six and one-half
years, well in excess of the Act’s 5-year presumption period. The SALARY.COM mark has acquired secondary meaning
by virtue of Applicant’s ongoing use and extensive promotion of the mark over a period of years such that prospective
purchasers view SALARY.COM as identifying the Applicant. Section 2(f) of the Act. Accordingly, it is appropriate to presume
the SALARY.COM mark has acquired secondary meaning.

 
To the Extent the Examiner Has Any Doubt on the Question of Descriptiveness, He Must Resolve Such Doubt in the
Applicant’s Favor

1.

 
To the extent that there remains in the mind of the examining attorney any doubt whatsoever as to whether the mark is

merely descriptive or suggestive of Applicant’s services, in accordance with the policy of the Trademark Office such doubt must
be resolved in favor of the applicant:

 
A “merely descriptive” term requires the Board to take cognizance of appellant's evidence of secondary
meaning.  “[E]very mark sought to be registered by taking advantage of §2(f) involves descriptiveness to some
degree.”   In re Ideal Industries, Inc., 508 F.2d 1336, 1339, 184 USPQ 487, 489 (CCPA 1975).  It is
incumbent on the Board to balance the evidence of public understanding of the mark against the degree of
descriptiveness encumbering the mark, and to resolve reasonable doubt in favor of the applicant, in
accordance with practice and precedent.   See In re Aid Laboratories, Inc., 221 USPQ 1215, 1216 (TTAB 1983)
(in deciding whether PEST PRUF for animal shampoo with insecticide is suggestive or merely descriptive, doubt
is resolved in favor of applicant in holding the term merely suggestive of a possible end result of the use of
applicant's goods);  In re Gourmet Bakers, Inc., 173 USPQ 565 (TTAB 1972) (any doubt in determining the
registrability of THE LONG ONE for bread is resolved in favor of applicant “on the theory that any person who
believes that he would be damaged by the registration will have an opportunity ... to oppose the registration of the
mark and to present evidence, usually not present in the ex parte application, to that effect.”).   In re Merrill Lynch,
Pierce, Fenner, and Smith, Inc., 828 F.2d 1567, 1571, 4 U.S.P.Q.2d 1141 (C.A.Fed.,1987).
 

Accord, In re Distribution Codes (“Our decision is assisted by the fact that we have no information that anyone will be
damaged by the registration of the mark but that anyone who would be injured will have an opportunity to file a notice of
opposition and to develop a factual record upon which any question of descriptiveness could be adjudicated with more
confidence than it can be on the basis of a priori assumptions.”);  In Re Waverly (deciding that MEDICINE for “medical
journals” is not generic:  “For those reasons, applicant contends, a doubt is raised about the registrability of MEDICINE, and
that doubt must be resolved in favor of applicant and publication of the mark sought to be registered.”) ; In re
Women’s Publishing (“Finally, and in accordance with precedent, we must resolve any reasonable doubt in favor of applicant in
these kinds of cases.” (citing  In re Merrill Lynch, Pierce, Fenner, and Smith Inc.).

Applicant has always contended that the SALARY.COM mark is not merely descriptive of online non-downloadable
software, but to the extent that there remains doubt in the mind of the examiner, such doubt must be resolved in favor of the
Applicant.

 



The SALARY.COM Mark Has Acquired Secondary Meaning, Therefore It Is Registrable1.

 
By virtue of the fact that (a) prospective and actual purchasers in the relevant market recognize SALARY.COM as a

trademark; (b) the SALARY.COM mark has received extensive publicity; (c) the applicant has extensively invested in promoting
and advertising the mark as an indicator of source; (d) the sales of the SALARY.COM service and the size of the applicant are
large; (e) the SALARY.COM services have received extensive favorable acceptance; (f) the mark has been in continuous use
over a period exceeding six and one-half years; and (g) to the extent the examiner has any doubt on the question of
descriptiveness, he must resolve such doubt in the Applicant’s favor, Applicant’s predecessor-in-interest argued successfully in
2007 that the SALARY.COM mark had acquired secondary meaning. That status has only strengthened in the last ten years as
indicated by the evidence discussed below.

 
NEW, UPDATED EVIDENCE AND ARGUMENTS

 
In addition to relying upon the arguments and evidence that were deemed sufficient in 2007 to allow registration of the

mark SALARY.COM on the Principal Register under Section 2(f), Applicant hereby supplements those submissions with
additional and current evidence demonstrating that secondary meaning in the mark SALARY.COM has only strengthened with
time.

 
The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to the Extensive Increased
Investment Applicant Has Made in Promoting and Advertising the Mark as an Indicator of Source

1.

 
          Evidence of the amount of money spent in promoting and advertising a mark is highly relevant to the issue of
secondary meaning. A comparison of Exhibit B, filed in 2007, and Exhibit I, the Declaration of the current Chief Marketing
Officer of Applicant, demonstrates the significant increase in advertising and marketing expenditures for the brand over the last
several years. The estimated marketing and advertising revenues from 2006 of $1, 286,000 has increased in 2018 to $9,832,922.
 

Fiscal Year Budget
2016 $      7,752,084.00
2017 $      8,193,697.06
2018 $      9,832,922.00

 
This dedication of such significant resources to brand advertising and promotion is indicative of the significant value and
goodwill associated with the SALARY.COM brand and that it has significant secondary meaning.
 

The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to the Significant Increase in Sales
of the Various SALARY.COM Services

1.

 
          A company’s size and its sales figures are relevant evidence from which to infer secondary meaning. The more the
public is exposed to the mark, the higher the sales due to the increased recognition of the brand by third parties. The
notoriety generated by all these efforts has created a strong, source identifying brand in SALARY.COM. Again, a
comparison of the revenue and profit figures in Exhibit B with those in Exhibit I show a more than threefold increase in
revenues and profits over the last several years.
 

Fiscal Year Total Revenue Gross Profits

2017
 $      
31,594,531.54  $        27,219,449.91



2016
 $      
33,359,347.88  $        28,470,965.37

 
These numbers are significant and clearly indicative of the growing strength and widespread recognition of the SALARY.COM
brand and the services provided thereunder. There is no doubt that the secondary meaning previously recognized in the mark has
significantly grown over time.
 

The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to Recognition by the Public of
SALARY.COM as a Brand Identifier

1.

 
          The entire concept of secondary meaning revolves around the recognition by the relevant purchasing public of a “symbol”
as a source identifying brand. The SALARY.COM trademark has functioned in this capacity for more than a decade. The level of
market recognition that was documented in 2007 in Exhibit B has been exceeded by leaps and bounds in recent years. As
the current Chief Marketing Officer attests in Exhibit I:
 

Applicant's consumer-facing SALARY.COM-branded site generates over 3.5 million unique visitors per
month. Such sites are linked to by over 750 third party websites including nytimes.com, cnn.com, washingtonpost.com,
latimes.com, forbes.com, time.com, usatoday.com, cbsnews.com, and businessinsider.com as well as hundreds of other third
party sites.
Applicant syndicates its SALARY.COM content to over 150 partners resulting in over 2.1 million additional page views
and over 250,000 unique visitors annually.
Applicant has more than 5,000 paying customers for its combined services with nearly 2,700 enterprise customers and
2,500 SMB customers.
Applicant serviced more than 33.5 million users of its free consumer product(s) on its SALARY.COM branded sites in
2017.
Nearly 2,700 enterprise companies utilize and depend on SALARY.COM software products, with approximately 17% of
Fortune 1000 companies depending on SALARY.COM software products.
 

These statistics undeniably demonstrate that the SALARY.COM mark continues to function as a well-recognized and highly
respected brand in the relevant market, and has developed and continues to possess very strong secondary meaning.
 

The SALARY .COM Mark Has Been Used as a Trademark on Applicant’s Web Site Since, at Least, 1998.1.

 
          The domain name registration for “salary.com” was first created in 1995. As Exhibit J indicates, it is currently owned
by Applicant following its acquisition of the business several years ago. Information and data obtained from the Wayback
Machine web site shows that the SALARY.COM website has been in operation since 1998, and screenshots from the
Wayback Machine site show use of the SALARY.COM mark in word and logo format on the site since, at least, 2001 and
continuing uninterrupted to the present. See Exhibit J. This uninterrupted use of the mark on the website which, as
indicated in Exhibit I, attracts 3.5 million visitors a month has undoubtedly established the source identifying function and brand
recognition and identity necessary for secondary meaning to exist.
 

Google News and Google Trends Further Demonstrate a Very High Level of Public Recognition of SALARY.COM as a
Source Identifying Brand

1.

 
Further evidence that secondary meaning has been firmly established in the SALARY .COM mark are in the results

that appear in searches on Google under “salary.com.” Exhibit K shows the first page of Google News searches of
“salary.com” from 2007-2017. These results demonstrate consistent notoriety, relevance, and third-party recognition of the
SALARY.COM brand.
 

Similarly, the screenshots from searches on Google Trends for each year from 2007 to 2017 in Exhibit L indicate the
interest that has been shown in the search term “salary.com” over this decade. The numbers represent relative interest compared



to the highest point/greatest interest during a given period. A value of 100 is the peak popularity for “salary .com” in the given
time, and the value of 50 means that “salary.com” is half as popular versus the popular area peak time during the given. As these
statistics show, the interest level has always been extremely high and has remained high consistently over time. This, too, is a
strong indicator of existing and continuous brand recognition and established secondary meaning.

 
The SALARY.COM Mark Has Continuously Been the Subject of Extensive Third Party Press1.

 
The SALARY.COM mark has continued over the years to generate significant third-party recognition, press, and

coverage in a variety of media. A sampling of the numerous different types of press recognition that SALARY.COM has
received over the past 10 years is included in Exhibit M. These include articles and publications by industry analysts, daily
newspapers, online news sources, and other forms of media. This third-party coverage of Applicant at national and international
levels and within specific industry markets is strong evidence of the continuing strength and secondary meaning that exists in the
SALARY.COM mark.

 
The SALARY.COM Mark Has Acquired Secondary Meaning Due to its Continuous Use over a Period Exceeding 17 Years1.

 
Section 2(f) of the Lanham Act states that proof of continuous use of a mark for five years may be accepted as prima facie

evidence that the mark has acquired secondary meaning. Applicant has not only used its mark for at least five years, but, in fact,
has itself and through its predecessors-in-interest used the mark continuously and exclusively for over 17 years. Its ongoing and
extensive use and promotion of the mark for approaching two decades has created a very strong and valuable brand with a high
level of public recognition and significant goodwill. This fact combined with the significant amount of evidence Applicant has
provided more than adequately demonstrates that the SALARY.COM mark has achieved and maintained over many years the
secondary meaning required for registration on the Principal Register.

 
Applicant Has Demonstrated Its Mark SALARY.COM Has Acquired Secondary Meaning, and Any Doubt on the Issue of
Descriptiveness Must Be Resolved in Applicant’s Favor

1.

 
As has been stated previously, it is the policy of the US Trademark Office to resolve any doubt on the issue of

descriptiveness in favor of an applicant. Applicant believes it has provided adequate evidence to demonstrate that its
SALARY.COM mark acquired secondary meaning many years ago and that this acquired distinctiveness has only grown
stronger and more valuable over time. Accordingly, Applicant respectfully requests that the refusal of Registration under Section
2(e)(1) be withdrawn and that Applicant’s mark be registered on the Principal Register under Section 2(f).
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Applicant previously owned, by assignment, a registration for the word mark 

SALARY.COM® which issued on February 2, 2010 under Registration No. 3744781 

claiming first use since August 1, 2000 for providing "online non-downloadable 

software for enabling user access to data and services relating to employee 
compensation and performance" (the "Registration"). That Registration issued on the 

Principal Register under Section 2(f) afi:er the then owner, Salary.com, Inc., 

successfully argued with supporting evidence that ihe mark had acquired distinctiveness 

by virtue of the fact that (a) prospective and actual purchasers in the relevant market 

recognized SALARY.COM as a trademark; (b) the SALARY.COM mark had received 

extensive publicity; ( c) the Applicant had extensively invested in promoting and 

advertising the mark as an indicator of source; (d) the sales of the SALARY.COM 

service and the size of the Applicant were significant; (e) the SALARY.COM services 
had received extensive favorable recognition and acceptance; (f) the mark had been in 

continuous use over a period exceeding six and one-half years; and (g) to the extent the 

examiner had any doubt on the question of descriptiveness, the issue must resolved in 

the Applicant's favor. Applicant Salary.com, LLC acquired that Registration by 

assignment on December 21 , 2015 as evidenced by the document submitted with its 

Response to Office Action filed August 17, 2017 in connection with the present 

application. Through an inadvertent oversight, Applicant missed the deadlines for filing 

its Section 8 Affidavit of Continued Use for the Registration and it was cancelled on 

September 9, 2016. At no time was use of the SALARY.COM mark discontinued. 

PREVIOUSLY SUBMITTED EVIDENCE AND ARGUMENTS 

Applicant submits herewith and incorporates herein by reference the evidence 

and arguments that were submitted to the Trademark Office by its predecessor-in

interest on March 27, 2007 and that were accepted as sufficient to establish at that time 

that the mark SALARY.COM had acquired distinctiveness under Section 2(f). 

1. The SALARY.COM Mark Has Acquired Secondary Meaning Because Prospective 

and Actual Purchasers in the Relevant Market Recognize SALARY.COM as a 

Trademark 

Secondary meaning is achieved if a significant number of prospective purchasers 
in the relevant market recognize a symbol as a trademark. The high level of recognition 

in the marketplace of SALARY.COM as a trademark in 2007 is demonstrated 



by Exhibit A, the MyMetrix Media Trend Report for the period August 2005 through 
October 2006. It shows that the SALARY.COM service was at that time ranked tenth 
out of 176 in total traffic of career resources sites on the Internet in October 2006, with 

almost 27 million total visits from August 2005 through October 2006. The MyMetrix 
Key Measures Report for February 2007 shows that the SALARY.COM service 
increased its rank to seventh in total traffic of career resources sites on the Internet with 
over 1.4 million unique visitors per month. 

The high level of market recognition of the mark in 2007 is further evidenced by 
information provided in the Affidavit of the then Chief Marketing Officer of 
Salary.com, Inc. attached hereto as Exhibit B (the "Applicant Affidavit"), which attests 

to the following: 

• The Company in 2007 had approximately 555,000 subscribers to its various 
SALARY.COM-branded newsletters. 

• The Company's consumer-facing SALARY.COM-branded site at that time had 
generated over 1.4 million unique visitors per month and syndicated its content 
to over 500 partners comprising a network of over 2,000 sites including AOL, 
Yahoo and Monster.com. The total Salary.com network generated over three 
million unique visitors per month as of March 2007. 

• The Company had more than 30,000 paying subscribers for its combined services 
in 2007. 

• In 2007, nearly 1,900 enterprise customers depended on SALARY.COM 
software products, with approximately 18% of those ranked in the Fortune 1000. 

• The Company's small and medium sized business offerings had over 2,000 
paying subscribers and over 31 ,000 registered customers in 2007. 

• The SALARY.COM Salary Wizard and related content was syndicated in 2007 
to over 500 distinct partners representing more than 2,000 partner websites. 

Evidence of the association of the SALARY.COM mark with the Applicant' s 
services was further evidenced by the evidence provided in the affidavits attached 
hereto as Exhibit C by Patrick Berry, Director of Compensation of UnitedHealth Group, 
Inc., and Chad Genac, the Compensation Manager for a large public company with 
2006 sales in excess of $5 .5 billion, respectively, each of whom attests to the fact that 
his company associates the SALARY.COM mark with the Applicant. 



Given the high level of recognition in the marketplace of SALARY.COM as a 
trademark of the Applicant, it is evident that the mark had acquired secondary meaning 
as early as 2007. 

2. The SALARY.COM Mark Has Acquired Secondary Meaning Because of the 
Extensive Publicity It Has Received 

References to a mark in third party publications is relevant evidence supporting 
registration under Section 2(f). See McCARTHY, § 15 :44 at 15-63 (" ... it might be said 
of proving consumer association, that 'any publicity is good publicity."'). Due in large 
part to the extensive investment the Applicant has made in marketing, advertising and 

public relations (as discussed below), numerous articles in third-party publications 
discuss or cite the SALARY.COM service, demonstrating that the SALARY.COM 
mark had acquired secondary meaning at least as early as 2007. For example, in 2006 
the mark generated at least 43 million print impressions and 50 million broadcast 
impressions. With local affiliate coverage it is likely that the broadcast impressions are 
at least 50% higher than the foregoing figures. From January of 2005 to August 2007, 
the mark generated at least 65 million print impressions and 61 million broadcast 
impressions. The mark achieved 1,455 distinct print placements from January of 2005 
to August 2017. This means that for 92 weeks the mark had received an average of 16 
print placements per week or three stories per day. The Applicant' s initial public 
offering of its common stock in February 2007 under the Salary.com name also 
generated extensive publicity for the SALARY.COM mark and further linked the 
SALARY.COM mark with the products and services provided by the Applicant. For 
example, a Google search for "SALARY.COM" and "initial public offering" in 2007 
resulted in over 10,000 hits (See Exhibit D). 

By 2007, the SALARY.COM mark appeared in virtually all major newspapers 
and national broadcast outlets. For example, the coverage appearing as a result of the 
Applicant's then Mother's Day public relations initiative alone included the following 

newspapers and broadcast outlets (where applicable accompanied by the number of 
readers or viewers of the newspaper or broadcast outlet): 

ABC News 7.3 million 
All Headline News 

Arizona Daily Star 101 K 



Asbury Park Press 75K 
Atlanta Journal Constitution 382K 
Benefitnews.com 
Boston Globe (2 articles) 450K X 2 stories 

Cape Times, South Africa 
CBS News 7.4 million 
Chicago Sun Times 484K 
Christian Science Monitor 83K 

Cleveland Plain Dealer 365K 
CNN Headline News 43 lK 

CNN International 
CNN Live Today 

CNNMoney.com 214K 
CRI, China 

Daily Press, VA 
Daily Record 

Detroit News 227K 
Family in Focus 
Financial Express, India 
FOX News 820K 

Fresno Bee 183K 
Gannett Newswire 
Globe and Mail, Canada 309K 
Greater Milwaukee Today 

Guardian Unlimited (UK) 
Hartford Courant l 85K 
Independent Online, South Africa 
Indianapolis Star 249K 

International Herald Tribune 

Investors' Business Daily 276K 
Kansas City Star (2 articles) 267 X 2 
Lansing State Journal 75K 

Los Angeles Daily News l 78K 
Monterey County Herald 34K 
Motley Fool 3.8 Million 
MSNBC 242K 

Nashua Telegraph 27K 
New York Post 652K 
NorthJersey.com 277K 
NPR Morning Edition 13 million 

Oregonian 334K 



Orlando Sentinel 257K 
Parents.com 324K 
PBS Nightly Business Report 

Reuters 5.4 million 
Salem News 36K 
Scripps Howard News Service 
Seattle Times 23 lK 
Shreveport Times 63K 

SHRM Magazine 333K monthly visits 
Times of India 7 million 
Today Show 6 million 
Toronto Star 640K 

United Press International 1.0 million 
US News and World Report 2 million 
USA Today (2 articles) 2 .1 million X 2 
Ventura County Star 90K 

Wall Street Journal 2.1 million 
Washington Post 733K 

Another of the Applicant's public relations initiatives, the SALARY.COM 
"Salary Value Index" aimed at national media with a focus on the "best and worst" U.S. 

cities based on cost-of-living and average salaries in each city, also resulted in 
widespread coverage, with placements in broadcast on ABC-TV's Good Morning 

America, CNN, MSNBC, Business Week TV, Bloomberg TV and several hundred local 
television stations around the country. In addition, several high profile articles appeared 
in Reuters, Associated Press, Dow Jones, New York Times and more than 100 
newspapers around the country. CNN and Money Magazine columnist Jeanne Sahadi 

wrote a story about the SALARY.COM Salary Value Index that has been widely spread 
among bloggers. 

In another example, the Applicant's public relations team arranged for a 
Salary.com executive to talk with a reporter at the Associated Press for an article on 
"How to Ask for Pay Raise." The resulting story prominently featured the 

SALARY.COM mark and appeared in syndication in more than 100 newspapers and 
online sites. 



Additionally, during 2005-2006, the Applicant, together with America Online, 
published the SALARY.COM "Wasted Time at Work" survey. Each survey resulted in 
hundreds of stories. These surveys have an unusual persistence in the media - more 

than a year after the first survey was released the story was still being cited in media 
stories. A blogger wrote a short piece about the first release and 2,593 other bloggers 
linked to this piece. A Google search then for "SALARY.COM and wasting time and 
2.09 hours" resulted in 674 hits (See Exhibit E) . 

In addition, during year-and-half prior to the August 2017 response filing, 
SALARY.COM appeared on: 

Fox News Live 
The View 
CNN Sunday Morning 
Countdown with Keith Olberman 
Good Morning America 

In addition, SALARY.COM had been included in 177 newspaper editorials and 
in opinion pieces by columnists that appeared in 355 newspapers. The mark also 
appeared in Reuters, Business Week, New York Times, Inc., Charlotte Observer, 
Forbes, Fortune, NPR, Baltimore Sun, Entrepreneur, "Dear Abby," U.S. News and 

World Report, and Associated Press. For a small sampling of the articles during this 
time referring to SALARY.COM, see the summary and the articles attached hereto 
as Exhibit F. 

The fact that most, if not all, of the articles and mentions referred to above were 

available on a national level, further emphasizes the fact that the mark has acquired 
secondary meaning, since " [ w ]ith national advertising, secondary meaning in an 
initially non-distinctive mark can be established much more quickly than in the old days 
of limited geographical markets and limited advertising." Id.§ 15:50 at 15-74. 

Moreover, many of these articles are found in professional journals (See, e.g., 

Exhibit G). If a symbol is used as a mark in professional circles, it is logical to infer that 
the buyer class is also using the symbol in that sense, thus militating a finding of 
secondary meaning. Id. § 15:43 at 15-66. 



As a result of the extensive publicity the mark has received, including publicity 
on a national level and within professional services, it is evident that the 
SALARY.COM mark has acquired secondary meaning. 

3. The SALARY.COM Mark Has Acquired Secondary Meaning Because of the 
Extensive Investment the Applicant Has Made In Promoting and Advertising the 
Mark as an Indicator of Source 

Evidence of the amount of money spent in promotion and advertising of a mark 
is relevant to the issue of secondary meaning. Id.§ 15:51at15-80. As noted above, the 
mark has obtained significant exposure and publicity. This is largely due to the 

extensive investment the Applicant and its predecessors-in-interest made and have 
made in promoting and advertising the mark as an indicator of source. In support 
thereof, Applicant's Affidavit of its Chief Marketing Officer in 2007 attests to the 
following marketing expenditures in 2006-2007: 

Search Marketing 
Partner Marketing 
Marketing Materials 
Marketing Programs 
Marketing Public Relations 
Marketing Trade Shows 
Marketing Travel 

I FY 06 (2005) FY 07 (2006) (estimate) 

$0 
$226,600.00 

$2,005.00 
$86,338.04 

$192,050.55 
$33,579.33 

$2,256.31 
$ 542,829.23 

$240,000 
$240,000 
$150,000 
$300,000 
$246,000 
$100,000 

$10,000 
$ 1,286,000.00 

In addition to its substantial financial inveshnents in marketing, promotion and 
advertising, the Applicant devoted substantial personnel resources. From January 2005 
to August 2007 alone, company executives had participated in at least 150 interviews. 

The mark has become "familiar or known to a particular segment of the 
purchasing public as a result of sales or constant exposure through advertising and 
promotion." Aloe Creme Laboratories, Inc. v. Aloo 99, Inc., 188 U.S.P.Q. 

316. Accordingly, the SALARY.COM mark has acquired secondary meaning. 



4. The SALARY.COM Mark Has Acquired Secondary Meaning Because of the 
Extensive Sales of the SALARY.COM Service and the Size of the Applicant 

The size of a company and its sales figures are relevant evidence from which to 
infer the existence of secondary meaning. The logical inference is this: The larger a 
company and the greater the sales, the greater the number of people who have been 
exposed to the symbol used as a trademark, and the greater the number of people who 
may associate the symbol with the company or source with which they should be 
familiarized. Therefore, it is a logical inference that these buyers should associate the 
symbol with the company with which they are familiar. McCarthy § 15:49 at 15-78. 

The Applicant's 2007 Affidavit provides evidence of the size and sales of the 
Applicant in 2007. The Applicant then had approximately 250 employees. The revenue 
realized by Applicant in 2005-2006 (as a result in large part of the Company's 
marketing, advertising and public relations expenditures) is as follows: 

Fiscal Year End Total Revenues Gross Profits 

March 31 , 2006 $15,299,370.00 $12,191,481.00 

March 31 , 2005 $9,975,578.00 $8,144,706.00 

Total $25,274,948.00 $20,336, 187 .00 

As previously mentioned, the Applicant m 2007 had a significant number of 
customers and subscribers: 

• In 2005, more than 35 million people used a SALARY.COM 
product. 

• In 2007, Applicant had more than 30,000 paying subscribers 
for its combined services. 

• In 2007, over 1,400 enterprise customers depended on 
SALARY.COM software products, with roughly 20% of those 
ranked in the Fortune 1000. 

• In 2007, Applicant's small and medium sized business 
offerings had over 2,000 paying subscribers and 50,000 
registered customers. 



• In 2007, Applicant had approximately 560,000 subscribers to 
its various SALARY.COM-branded newsletters. 

As is evidenced by the above information, the size and sales of the Applicant 
have been substantial. Accordingly, it is appropriate to infer that the SALARY.COM 
mark has acquired secondary meaning. 

5. The SALARY.COM Mark Has Acquired Secondary Meaning Due to the Extensive 
Favorable Acceptance the SALARY.COM Services Have Received 

Favorable acceptance has been held to increase the likelihood of public 
familiarity and association and thus secondary meaning. Id. § 15:44 at 15-67. As of 
2007, the SALARY.COM service had been nominated for and had received numerous 
highly-coveted industry awards. See, e.g., Exhibit H. Thus, due to the public familiarity 
with the mark as a result of such awards, the mark has acquired secondary meaning. 

6. The SALARY.COM Mark Has Acquired Secondary Meaning Due to its 
Continuous Use Over a Period Exceeding Six and One-half Years 

Section 2(f) of the Lanham Act provides that proof of continuous use of a mark 
for five years may be accepted as prima facie evidence of secondary meaning. 
Applicant's 2007 Affidavit provides evidence of continued use of the SALARY.COM 

mark in connection with the described services for a period at that time of over six and 
one-half years, well in excess of the Act's 5-year presumption period. The 
SALARY.COM mark has acquired secondary meaning by virtue of Applicant's 

ongoing use and extensive promotion of the mark over a period of years such that 
prospective purchasers view SALARY.COM as identifying the Applicant. Section 2(/) 

of the Act. Accordingly, it is appropriate to presume the SALARY.COM mark has 
acquired secondary meaning. 

7. To the Extent the Examiner Has Any Doubt on the Question of Descriptiveness, He 
Must Resolve Such Doubt in the Applicant's Favor 

To the extent that there remains in the mind of the examining attorney any doubt 
whatsoever as to whether the mark is merely descriptive or suggestive of Applicant's 



services, in accordance with the policy of the Trademark Ofiice such doubt must be 
resolved in favor of the applicant: 

A "merely descriptive" term requires the Board to take cognizance of 
appellant's evidence of secondaiy meaning. "[E]very mark sought to be 
registered by taking advantage of §2(f) involves descriptiveness to some 
degree." In re Ideal Industries, Inc., 508 F.2d 1336, 1339, 184 USPQ 
487, 489 (CCPA 1975). It is incumbent on the Board to balance the 
evidence of public understanding of the mark against the degree of 
descriptiveness encumbering the mark, and to resolve reasonable doubt in 
favor of the applicant, in accordance with practice and precedent. See In 

re Aid Laboratories, Inc., 221 USPQ 1215, 1216 (TTAB 1983) (in 
deciding whether PEST PRUF for animal shampoo with insecticide is 
suggestive or merely descriptive, doubt is resolved in favor of applicant 
in holding the term merely suggestive of a possible end result of the use 
of applicant's goods); In re Gourmet Bakers, Inc. , 173 USPQ 565 (TTAB 
1972) (any doubt in determining the registrability of THE LONG ONE 
for bread is resolved in favor of applicant "on the theory that any person 
who believes that he would be damaged by the registration will have an 
opportunity ... to oppose the registration of the mark and to present 
evidence, usually not present in the ex parte application, to that 
effect. "). In re Merrill Lynch, Pierce, Fenner, and Smith, Inc., 828 F.2d 
1567, 1571, 4 U.S.P.Q.2d 1141 (C.A.Fed.,1987). 

Accord, In re Distribution Codes ("Our decision is assisted by the fact that we have no 
information that anyone will be damaged by the registration of the mark but that anyone 

who would be injured will have an opportunity to file a notice of opposition and to 
develop a factual record upon which any question of descriptiveness could be 
adjudicated with more confidence than it can be on the basis of a priori 
assumptions."); In Re Waverly (deciding that MEDICINE for "medical journals" is not 
generic: "For those reasons, applicant contends, a doubt is raised about the 

registrability of MEDICINE, and that doubt must be resolved in favor of applicant and 
publication of the mark sought to be registered."); In re Women's Publishing ("Finally, 

and in accordance with precedent, we must resolve ai1y reasonable doubt in favor of 
applicant in these kinds of cases." (citing In re Merrill Lynch, Pierce, Fenner, and Smith 

Inc.). 



Applicant has always contended that the SALARY.COM mark is not merely 
descriptive of online non-downloadable software, but to the extent that there remains 
doubt in the mind of the examiner, such doubt must be resolved in favor of the 

Applicant. 

8. The SALARY.COM Mark Has Acquired Secondary Meaning, Therefore It Is 
Registrable 

By virtue of the fact that (a) prospective and actual purchasers in the relevant 
market recognize SALARY.COM as a trademark; (b) the SALARY.COM mark has 
received extensive publicity; ( c) the applicant has extensively invested in promoting 
and advertising the mark as an indicator of source; (d) the sales of the SALARY.COM 
service and the size of the applicant are large; (e) the SALARY.COM services have 
received extensive favorable acceptance; (f) the mark has been in continuous use over 
a period exceeding six and one-half years; and (g) to the extent the examiner has any 
doubt on the question of descriptiveness, he must resolve such doubt in the Applicant's 
favor, Applicant's predecessor-in-interest argued successfully in 2007 that the 
SALARY.COM mark had acquired secondary meaning. That status has only 
strengthened in the last ten years as indicated by the evidence discussed below. 

NEW, UPDATED EVIDENCE AND ARGUMENTS 

In addition to relying upon the arguments and evidence that were deemed 
sufficient in 2007 to allow registration of the mark SALARY.COM on the Principal 
Register under Section 2(f), Applicant hereby supplements those submissions with 
additional and current evidence demonstrating that secondary meaning in the mark 

SALARY.COM has only strengthened with time. 

9. The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning 
Due to the Extensive Increased Investment Applicant Has Made in Promoting and 
Advertising the Mark as an Indicator of Source 

Evidence of the amount of money spent in promoting and advertising a mark is 
highly relevant to the issue of secondary meaning. A comparison of Exhibit B, filed in 
2007, and Exhibit I , the Declaration of the current Chief Marketing Officer of 

Applicant, demonstrates the significant increase in advertising and marketing 



expenditures for the brand over the last several years. The estimated marketing and 
advertising revenues from 2006 of $1, 286,000 has increased in 2018 to $9,832,922. 

Fiscal Year Budget 
2016 $ 7,752,084.00 
2017 $ 8,193,697.06 
2018 $ 9,832,922.00 

This dedication of such significant resources to brand advertising and promotion is 
indicative of the significant value and goodwill associated with the SALARY.COM 
brand and that it has significant secondary meaning. 

10. The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning 
Due to the Significant Increase in Sales of the Various SALARY.COM Services 

A company's size and its sales figures are relevant evidence from which to infer 

secondary meaning. The more the public is exposed to the mark, the higher the sales 
due to the increased recognition of the brand by third parties. The notoriety generated 
by all these efforts has created a strong, source identifying brand in SALARY.COM. 
Again, a comparison of the revenue and profit figures in Exhibit B with those in Exhibit 

I show a more than threefold increase in revenues and profits over the last several years. 

Fiscal Year Total Revenue Gross Profits 
2017 $ 31 ,594,531.54 $ 27,219,449.91 
2016 $ 33,359,347.88 $ 28,470,965.37 

These numbers are significant and clearly indicative of the growing strength and 
widespread recognition of the SALARY.COM brand and the services provided 
thereunder. There is no doubt that the secondary meaning previously recognized in the 
mark has significantly grown over time. 

11. The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning 
Due to Recognition by the Public of SALARY.COM as a Brand Identifier 

The entire concept of secondary meaning revolves around the recognition by the 
relevant purchasing public of a "symbol" as a source identifying brand. The 



SALARY.COM trademark has functioned in this capacity for more than a decade. The 
level of market recognition that was documented in 2007 in Exhibit B has been 
exceeded by leaps and bounds in recent years. As the current Chief Marketing Officer 
attests in Exhibit I: 

• Applicant's consumer-facing SALARY.COM-branded site generates 
over 3.5 million unique visitors per month. Such sites are linked to 
by over 750 third party websites including nytimes.com, cnn.com, 
washingtonpost.com, latimes.com, forbes.com, time.com, 
usatoday.com, cbsnews.com, and businessinsider.com as well as 
hundreds of other third party sites. 

• Applicant syndicates its SALARY.COM content to over 150 partners 
resulting in over 2.1 million additional page views and over 250,000 
unique visitors annually. 

• Applicant has more than 5,000 paying customers for its combined 
services with nearly 2, 700 enterprise customers and 2,500 SMB 
customers. 

• Applicant serviced more than 33 .5 million users of its free consumer 
product(s) on its SALARY.COM branded sites in 2017. 

• Nearly 2,700 enterprise companies utilize and depend on 
SALARY.COM software products, with approximately 17% of 
Fortune 1000 companies depending on SALARY.COM software 
products. 

These statistics undeniably demonstrate that the SALARY.COM mark continues to 
function as a well-recognized and highly respected brand in the relevant market, 
and has developed and continues to possess very strong secondary meaning. 

12. The SALARY .COM Mark Has Been Used as a Trademark on Applicant's Web 
Site Since, at Least. 1998. 

The domain name registration for "salary.com" was first created in 1995. As 
Exhibit J indicates, it is currently owned by Applicant following its acquisition of 
the business several years ago. Information and data obtained from the Wayback 
Machine web site shows that the SALARY.COM website has been in operation 
since 1998, and screenshots from the Wayback Machine site show use of the 
SALARY.COM mark in word and logo fonnat on the site since, at least, 2001 and 
continuing uninterrupted to the present. See Exhibit J. This unintermpted use of the 



mark on the website which, as indicated in Exhibit I, attracts 3 .5 million visitors a 
month has undoubtedly established the source identifying function and brand 
recognition and identity necessary for secondary meaning to exist. 

13. Google News and Google Trends Further Demonstrate a Very High Level of 
Public Recognition of SALARY.COM as a Source Identifying Brand 

Further evidence that secondary meaning has been finnly established in the 
SALARY .COM mark are in the results that appear in searches on Google under 
"salary.com." Exhibit K shows the first page of Google News searches of 
"salary.com" from 2007-2017. These results demonstrate consistent notoriety, 
relevance, and third-party recognition of the SALARY.COM brand. 

Similarly, the screenshots from searches on Google Trends for each year from 
2007 to 2017 in Exhibit L indicate the interest that has been shown in the search 
tenn "salary.com" over this decade. The numbers represent relative interest 

compared to the highest point/greatest interest during a given period. A value of 
100 is the peak popularity for "salary .com" in the given time, and the value of 50 
means that "salary.com" is half as popular versus the popular area peak time during 
the given. As these statistics show, the interest level has always been extremely 
high and has remained high consistently over time. This, too, is a strong indicator 
of existing and continuous brand recognition and established secondary meaning. 

14. The SALARY.COM Mark Has Continuously Been the Subject of Extensive 
Third Party Press 

The SALARY.COM mark has continued over the years to generate significant 
third-party recognition, press, and coverage in a variety of media. A sampling of 
the numerous different types of press recognition that SALARY.COM has received 
over the past l 0 years is included in Exhibit M. These include articles and 
publications by industry analysts, daily newspapers, online news sources, and other 
forms of media. This third-party coverage of Applicant at national and international 
levels and within specific industry markets is strong evidence of the continuing 
strength and secondary meaning that exists in the SALARY.COM mark. 



15. The SALARY.COM Mark Has Acquired Secondary Meaning Due to its 
Continuous Use over a Period Exceeding 17 Years 

Section 2(f) of the Lanham Act states that proof of continuous use of a mark 
for five years may be accepted as prima facie evidence that the mark has acquired 
secondary meaning. Applicant has not only used its mark for at least five years, but, 
in fact, has itself and through its predecessors-in-interest used the mark 
continuously and exclusively for over 1 7 years. Its ongoing and extensive use and 
promotion of the mark for approaching two decades has created a very strong and 
valuable brand with a high level of public recognition and significant goodwill. 
This fact combined with the significant amount of evidence Applicant has provided 
more than adequately demonstrates that the SALARY.COM mark has achieved and 
maintained over many years the secondary meaning required for registration on the 
Principal Register. 

16. Applicant Has Demonstrated Its Mark SALARY.COM Has Acquired 
Secondary Meaning, and Any Doubt on the Issue of Descriptiveness Must Be 
Resolved in Applicant's Favor 

As has been stated previously, it is the policy of the US Trademark Office to 
resolve any doubt on the issue of descriptiveness in favor of an applicant. Applicant 
believes it has provided adequate evidence to demonstrate that its SALARY.COM 
mark acquired secondary meaning many years ago and that this acquired 
distinctiveness has only grown stronger and more valuable over time. Accordingly, 
Applicant respectfully requests that the refusal of Registration under Section 
2( e )(1) be withdrawn and that Applicant's mark be registered on the Principal 
Register under Section 2(f). 
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salary.com initial public offering 

Web Results 1 -10 of about 27,000 for filll.a.J:y_ . .QllJil initial public offering. (0.22 seconds) 

Salary.Com'S Salary.com Announces Pricing of Initial Public Offering 
WALTHAM, Mass., Feb 15, 2007 (BUSINESS WIRE)-- Salary .com, Inc. (NASDAQ:SLRY) 
today announced the pricing of its initial public offering of 5700000 shares. 
investor.salary.com/releasedetail.cfm?ReleaselD=230070 - 11k - Cached - Similar llfill§ 

Salary Com'S Salary.com TM Files for Proposed Initial Public Offering 
Salary .com™ Files for Proposed Initial Publi c Offering. WALTHAM, Mass. -November 
14, 2006 -Salary.com, Inc. announced today that it has filed a. 
investor.salary.com/releasedetail.cfm?ReleaselD=229920 - 11 k - Cached - Similar oaqes 
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AFFIDAVIT OF l\ltEREDITII A. HANRAHAN 
SALARY.COM, INC. 

I am the Chief Marketing Officer for Salary.com, Inc., the Applicant in this 
matter. The following is the true and accurate information of the Applicant: 

• The SALARY.COM mark has been in continuous use over six and one-half years 
in connection with online downloadable software for enabling user access to data 
and services relating to employee compensation and performance. 

• The Applicant has approximately 555,000 subscribers to its various 
SALARY.COM-branded newsletters. 

• The Applicant's consumer-facing SALARY.COM-branded site generates over 
1.4 million unique visitors per month and syndicates its content to over 500 
partners comprising a network of over 2,000 sites including AOL, Yahoo and 
Monster.com. The total Salary.com network generated over three million unique 
visitors per month as of March 2007. 

• The Applicant has more than 30,000 pa)ring subscribers for its combined services. 

• Nearly 1,900 enterprise customers depend on SALARY.COM software products, 
with approximately 18% of those ranked in the Fortune 1000. 

• The Applicant's small and medium sized business offerings have over 2,000 
paying subscribers and over 31,000 registered customers. 

• The Salary Wizard® and related content is syndicated to over 500 distinct partners · 
representing more than 2,000 partner websites. 

• The Applicant's total revenues and gross profits for the previous two fiscal years 
were as follows: 

Fiscal Year End Total Revenues Gross Profits 
March 31, 2006 $15,299,370 $12,191.481 
March 31, 2005 $9,975,578 $8,144,706 

• The Applicant has approximately 250 employees. 

• The Applicant's marketing expenditures over the last two fiscal years are as 
follows: 
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FY 07 (2006) 
FY 06 {2005} {estimate} 

$0 $240,000 
$226,600.00 $240,000 

$2,005.00 $150,000 
$86,338.04 $300,000 

$192,050.55 $246,000 
$33,579.33 $100,000 
$2 256.31 $10 000 

$ 542,829.23 $ 1,286,000.00 

Signed under the pains and penalty of perjury this 27th day of March, 2007. 

(NOTARY SEAL) 

~ 
Chief Marketing Officer 

Notary Public 

My Commission Expires ~n.¢ 7~1 'Jeo7 
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AFFIDAVIT OF UNITED HEAL TH GROUP INC. 

My name is Patrick Berry. I am the Director of Compensation at UnitedHealth 
Group Inc. 

My company has been a customer of Salary.com, Inc. since 2003 and has licensed 
the Job Analyzer, Survey Center, and Reporting and Analysis products and related 
services, each of which bears the SALARY.COM mark. 

My company has used the aforementioned Salary.com products and services for 
the purpose of performing market pricing, survey management salary l;Uld pay structure 
analysis within the communications and healthcare industry. 

I regard.the SALARY.COM mark, whenused in connection with compensation 
software and services available on the Internet, as a distinctive indicator that those 
products and services originate with Salary.com, Inc. and not with any other business or 
individual. 

Signed under the pains and penalty of perjury this 6th day of March, 2007. 

/~~---
Name: Patrick Berry 
Title: Director of Compensation 



AFF1DAV1T OF CHAD.GENAC 

My name is Chad Genac. I am the Compensation Mal:lager ofa public' company 
With 2006 sales u1 excess Qf.$$ .. .5 billion. 
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Salary corn™ Announces Pricing of Initial Public Offering 
Salary.com. Inc. (NASDAQ:SLRY) today announced lhe pricing of its initial public 
offering of 5700000 shares of Its common stock at $10.50 per share (before ... 
www.salary.com/ .. ./abU_default.asp?lab=abt& 
cat=cat012&ser=ser041&parl- Par590&isdefault=O - 35k - Cached - Similar~ 

Salary .Corn ™ Files For Proposed Initial Public Offering 
and Exchange Commission relating to a proposed in itial public offering of its common 
stock. Upon effectiveness of the registration statement, ... 
www.saJary.com/ .. JabU_default.asp?tab=abt& 
cal=cat012&ser=ser041 &part=Par549&isdefault=O - 34k - Cac:Mq - Similar pages 

Salary corn Stock Climbs After IPO: Financial News - Yahoo! Finance 
NEW YORK (AP)--The stock of Salary.com Inc. got a handsome raise Thursday in its . 
or 19 percent, from their initial public offering price of $10.50 . . 
blz.yahoo.com/ap/070215/salary_com_lpo.html?.v=3 - 13k - Cached - Similar pages 

Salary .corn Announces Pricing of Initial Public Offering : Financial ... 
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(BUSINESS WIRE)--Salary.com, Inc. (NASDAQ:SLRY - News) today announced the ... 
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Free Online Library: Salar y.com Announces Pricing of Initial Public Offering. by 
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Web ~ Jli®l2 ~ Ml!llli fillllil...»_ 

SALARY.COM and wasting time and 2.09 hou I Search I ~ 
The "ANO" operator Is unnecessary -- we Include all search terms by default. (~ 

Web Results 1 - 10 of about 674 for .51'J..11.fil'..CQM and wasting time and 2.09 ~. (0.16 seconds) 

Time workers waste at work - Jul. 11. 2005 
More than 10000 respondents in the online survey admitted to wasting, on average, 2.09 
hours per day. Their top t ime-wasting activities. they said, ... 
money.cnn.com/2005107/08/pf/Wastedtimejobl - 38k - Cached - S!mllfil.~ 

filQQ reading this headline and get back to work I CNET News.com 
The average worker admits to frittering away 2.09 hours per day, not counting ... to note 
that the Internet was cited as the leading time-wasting activity. 
news.com.com/Stop+reading+this+headline+and+get+back+to+work/2100-1022_3-
5783552.html - 46k - Cached - simi!ar.p_j!~ 

WaJ;ted Time At Work Costing Comganies Billions 
In fact, employees admit to wasting 2.09 hours per day. "To some bosses. mars a startling 
figure,- says Salary.corn's Senior Vice President Bill Coleman . ... 
www.sfgate.com/cgl-bln/artlcle.egi?f=/g/a/2005/07/1 1/Wastingtime.TMP - 441<- Mar 25, 
2007 -~ - Similar cages 

Virginia makes toR 10 for wast ing ti me at work- Washingtcm......... 
The survey average 2.09 hours per day costs companies $759 billion in salaries for which 
they receive no apparent benefit, America Online and Salary.com say ... 
sanjose.bizjournals.comflndustrieSlbusiness_services/ 
human_resources/2005/07/11 lwashington_daily4.html - 78k -~ - Simi!fil.WllleS 

Americans Waste More Than 2 Hou rs A Day At Work 
In fact, employees admit wasting 2.09 hOurs per day. In other words, mice spend 
significantly more time playing than cats (absent or otherwise) suppose . . 
www.salary.com/ .. ./abtl_default.asp?tab=abt& 
cat=cat012&ser=ser041 &part•Par485&isdefault=0 - 40k -~ - Sim liar pages 

IPOFJ Wasted Time At Work Costing Companies Billions 

File Format: P OF/Adobe Acrobat - View as HTML 
about twice as much time as their employers expect. Salary .com calculated that 
employers ... In fact, employees admit to wasting 2.09 hours per day . ... 
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SALARY.COM and wasting time and 2.09 hours - Google Search 

rlchinsbss.com/uploads/Wasted_Time_ALWork_Costing_Companies_Billions.pdf -
Similar ll.!!Sfill. 

Wasting Time at Work Costs Companies Billions. Productivitymme . 
July 22, 2005--The average U.S. employee spends a surprising 2.09 hours each day 
wasting time at work, not including lunch hour, according to the results of ... 
www.inc.com/criticalnews/articles/200507/workers.html - 4Bk -~Q - S.i.!Ililfilp__age_s 

Salfil}' Center: AOL Find a Job 
In fact, employees admit to wasting 1.86 hours per day. Thus, the gap between what HR 
suspects and actual time wasted at work is narrowing from 2005 to 2006 ... 
aolsvc.salary.aol.com/careersandwork/salary/articles/atcl_careeradvice.asp?ate=573 - 133k 
- Cached - Similar pages 

New Research - Time-wasting Costs Emp!Qyers Billions of Dollars 
... and Salary.com broke the news about time-frittering in July. The 10044 respondents in 
their online survey admitted to wasting, on average, 2.09 hours ... 
www.ergoweb.com/news/detail.cfm?id• 1160 - 30k -~ - Similar pages 

Career Journal I Why Are You Wasting Your Time at Work? 
The average American worker admits to wasting 2.09 hours per day at work, not counting 
lunch. So says a recent Web survey by America Online and Salary.com. 
www.careerjournal.com/myc/otticellfe/20050726-loeb.html - 64k - Wl:lM -Sirnll.aulagei; 
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Salary.Com lo The News Archive Page I of 20 

Home I Personal I Smoll Business I Enterprise I About Us I Investor 

salary<iOm .. On-demand HR data and softWare 

About Us 

7,000 Corporal• Subscribers I 10,000,000 Employees 

In The News Arch ive 

lJnderpald? HQl't'l2Jlnd out now. by Sam Grobart, MonQ~Zlna 

DATE: March 22. 2007 

Money Magazine Senior Editor Sam Grobart examines the taboo Issue of talking about your pay with 
your co- workers. He outlines how to approach discussing pay and how to use such Information to 
your benefit. 

~reer chan_gers value pas}!on over pay by Reuters 

About Us 

Investor Relations 

Methodology 

Press Room 

Contact Us 

Events 

Awards 

Prec.s Roleaeoe Archlvo 

I n The New 1 Archive 

"S1lary.com lever1ges highly reliable 

m•rk•t dal8 from more than 3,200 job 

codes to diff•rtmt1ate 11s oflerfng and 

normalizes industry and mark•t 
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DATE: March 22, 2007 

Page 2 of20 

compensation r1ends to ddv• lnd1vldua/ 

perfo1mance 1nd business outcomes." 

Reuter'a examined key findings lrom the Salary.com and MONEY Magazine survey on the Bes1 Jobsln Jason Corsello, Oh ector - Business & IT Services, 
,O.m arlca for 2007. Yankee Group 

Why woman .gel_p_ald lass by Anne Asher, Fofl une M!ga1lne 

DATE: March 22. 2007 

Even star employees oflen shy away from asking for more. Here are 6 tips for women on how to get 
a raise. 

V!Qeo llfant..lla!lhes exit pay by Josh Friedman, Los Angeles J im es 

DATE: March 21. 2007 

In a move that could Inspire 01her companies to deflate their executive golden parachutes, video 
rental giant Blockbuster Inc. Is sending ha beleaguered leader off with a slimmed-down exit package. 

CEO c avouts m av oat busted by Reuters 

DATE: March 20, 2007 

More U.S. companies may come under pressure to rein In the exit packages of lheir chief executives 
following the scaled·back payout by Blockbuster Inc. to Its outgoing CEO, salary OKperrs llke llill 
CQlernan. of Salary.com. 

Pay not top_pnority for most, surv'!)' finds by Chicago Tribune 

DATE: March t 2. 2007 

A majority of small· business employees say they'd earn a larger paycheck at a bigger company , but 
other !actors, such as a better work/life balance and less hierarchy, keep them on the job. a 
Salary.com survey found. 

BIO:CJ<,ltul)er'a bonus ballle by Rachel Beck. Associated Press 

DATE: March 6, 2007 

http://www.salary.com/aboutus/layoutscri pts/abtl_defau It .asp ?tab=abt&ca=tO I 2&ser=sertl4 I &p:trr=p:u-080 3/27(1.007 
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No wonder Blockbuste1 lnc.'a CEO Is upset. Instead of rubber stamping a fat Incentive-based bonus 
to him, the movie-rental chai n's board decided to I rim II big time. 

Democrats unveil bllUar .CEO pay vote by Jeremy Grant , Flnnnclal Times 

DATE: March 3, 2007 

Financial Times journalist Jeremy Grant examines the leglslatlve effort to curb excessive executive 
compensation and speaks with Sala1y.com's Jllil.Q9Jemnn. 

Whal Do Emplovee• Want ? Nol Always Whal HR TlHn~l by Stephen Miller, SHAM 

DATE: March 1, 2007 

HR profess1onals' beliefs about why employees stay at a job and why they leave oflen dltfar from the 
reasons employees cite. nccordlng to Salary.cam 's 2006107 Employee Satisfaction and Rotcnlion 
Survey. (,Gubscriptioo required) 

tfow ·m~ I Doill91 by Leura DeMars, CFO M~ 

DATE: February 23, 2007 

Two-thirds of compan ies believe their performance reviews are effective according 10 a recent 
Salary.com survey, but only 39 percent of employees agree. 

Is Your Compoay fu ll Of Oyhltra? by Mary Crane, Forbes.com 

DATE: February 22. 2007 

Turnover is tough to absorb al any company, but at smallof f irms, where each employee tends to 
wear many hats, !he pain can be more pronounced. Mary Crane examines the results of Salary .corn's 
200612007 Employee Job Sol lsfoctlon and Retention Survey . 

.Negotiotlng 1he Besl of Both Woflds by Mary Bien Slayter, Washington Post 

DATE: February 4, 2007 

Mory Ellen Slayter's onllne discussion about pay Issues provides tips with starling a salary negotiation 
with your current or prospective employer. 

http://www.salnry .corn/aboutus/layoutscripts/abtl_default.asp 7tab=abt&cat=cat0 12&ser=ser041 &pai1'=par080 
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Soma things beat a hefty paycheck by Jessica Dickier. CNNMonay.com 

DATE: January 29. 2007 

Big paychecks and bonuses aren't every1hlng. Some employees would prefer a better quality of me 
than a higher salary, suggests a survey released by Salary.com. 

SEC steps up KB Home options probe by Reuters. Inc. 

DATE: January 26. 2007 

KB Home, whose long- time chler stepped down followin g an Internal probe lnro stock-options awards, 
said on Friday that U.S. regulators have opened a formal Investigation into Its options practices. 

Pay for top jobs varies widely by city by G. Scott Thomas. MSNBC 

DATE: January t 6, 2007 

Study of 20 occupations rinds upscale salaries in some smaller metros. Read this article to learn how 
geographv can Impact your earning potentlal. 

New Year's resolution; Give your career a kick-start In 2007 by Dave Sanford, Boston.com 

DATE: January 2. 2007 

This Boston.com arlfcle helps those readers that make a common New Year 's resolution - landing a 
better job. 

Pay for Performance Is Working, Says New Study HR Magazine 

DATE: January 2007 

Salary.corn's Senior Vice President of Compensation Bill Coleman responds to recent survey data and 
agrees that the Black-Scholes method is flawed as a measure or CEO performance. He notes, '"If a 
company measures its performance based on return to shareholders, however, paying your CEO 
primarily with stock-based vehicles will align CEO pay with performance. When shareholder return 
goes up, CEO pay goes up; when shareholder return goes down. CEO pay goes down.• (subscription 
art icle) 

'A Review lor the new you" by Virg inia Backaltls. New York Post 

http://www.salary.com/aboutus/layoutscripts/abtl_default.asp ?tnb=abt&cat=cntO I 2&ser=ser04 l&part=par080 
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DATE: December 18, 2006 

If you're going 10 be t he CEO of 'ME INC.,' you'll need to do what all good CEOs do: fife and annual 
report argues Virginia Backaltls of the NY Post. 

"Oon't Pay Too Much Attention to Pay" by Liz Ryan, Business Week 

DATE: December 18, 2006 

Business Week Journalist Uz Ryan argues that obsessing about salary Is a waste of time, but U you 
really need to know If your compensat ion Is fair. she has a raw tips. 

"The missing pay hikes" by Chris Isidore, CNNMoney.com 

DATE: Oaeember 7, 2008 

Signs of a fairly competitive Job market are everyw here, unless you're looking for o big raise. Chris 
Isidore Interviews Salary .com's Director of Compensation Joseph Kiimartin about expected salary 
Increases in 2007. 

"Ace your year· end review" by Marshall Loeb 

DAT~ December 7, 2008 /ifMi(A.151 
With all the distractions the end of the year brings, it's easy lo neglect your day-to-day work. But 
1hls might be the most important time of year to focus on your Job and your career. Many 
organizations hold year-end performance reviews, and acing them is often your t icket 10 a pay raise 
or promotion. 

'"McGuire's big freeze M by Julle Forster, St. Paul Pioneer Press 

DATE: December 1, 2006 

Facfng investigations and lawsuits In a backdating scandal, United Health's embattled CEO steps 
down. as a judge freezes millions of dollars of his retirement benefits and slack options. 

"SMALL BUSIN!;SS; Health care al a f'lemlum" by Eve Tahmlncloglu 
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DATE: November 30. 2006 l'llt;!'W'llDoftca.tii 

Entrepreneurs have plenty of things to keep them awake at nigh t worrying: payroll, Inventory, 
pricing. compotltlon. For Jere Smith and hor husband, Don Lueders. tho main thing Is health 
Insurance. Many small·buslness owners st ruggle with the high cost of healt h Insurance, but It fs even 
more crnlcal for entrepreneurs • 

.. 17 steps to a bigger paycheck • by Dana Dratch. Bankrate.com 

DATE: November 29, 2008 

Dana Dratch provides a succinct llst to help guide any worker Int o finding their next fob. 

· construction CEOs get fattest pay raise· by Jeanne Sahadl 

DATE: November 21, 2006 ~ 
The Conference Board used data from Salary .cam's CompAnalyst Executive in its recent Top 
Executive C".nmpensnt lon Survey. Jeanne Sahadi examined the results of the survey m her article. 

"Salary Envy· by Tara Waiss 

Talking about your salary with co-workers may be among the touchiest of office taboos. Read this 
anlcle by Tara Weiss ror advice on handllng a tricky workplace situation: when a colleague with th• 
same job description earns more. 

"Your pay Is all about you" by Jeanne Sahadl 

DATE: November 6 , 2006 ~ 
In this sllde &how, CNNMoney.com senior writer Jeanne Sahadl examines pay secrets and myths, 
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"Whal We Earn· 

DATE: November 1, 2006 IUcl)monb ehnr11·Dlt141tcl) 

The Richmond Tlm e.s Dispatch examined the findings of a recent compensation survey completed by 
Salary.com and sponsored by the Titan Group LLC. The article reports on the competitiveness ol the 
Richmond job market. 

·can You He~IM Job of Your Dreams?" by Moire Herbst 

DATE: October 24. 2006 Busi rw~"'\ \'1 '( •k 
This article examines dream jobs and the pay reality. Whlle some are able to attain high salaries, 
most are left to dwell an lower pay. In her article. Moira Herbst uses Salary.com data and speaks 
with our Vice President of Compensation, Bill Coleman. 

"Small biz can lead l o big pay• by Jeanne Sahadl 

DATE: October 18, 2008 ~ 
Executives at small companies don't make as much as their Fortune 500 counterparts, but many still 
rake In six figures. CNNMoney .com Senior Writer, Jeanne Sahadl, analyzed the resulls of lhe recent 
SaJory.com Sm all Business Executive Compensation Survey. She looked and Industries and 
geographies where CEOs are able to earn the most (and least). 

·small Empleyors, B~er Paychecks· by Mary Crane 

Mary Crane at Forbes.com examines the resulls of Salary.corn 's 1ecent Small and Medium Size 
Business Exesdl.ltt_o Compensation Surv.ey. She examined the trends in small business executive pay 
and how they coirelate with the economy. 

· unltedHealth's McGuire Could Leave With $ 1. 1 Billion· by Charles Forelle and Mark Maremont 
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DATE: October 17. 2006 • 

UnitedHealth Group lnc.'s soon-to-be-former chief executive, Wllllam McGuire, could walk away from 
the company with about $1.1 billlon In stock options, retirement payouts and other benefits. 
according to an examination ol securities filings. Forelle and Maremont spoke with Salary.cam 's 
Senior Vice President of Compensation Bill Coleman. 

"For educated workers, things are looklng up .. by Diane E. lewis 

DATE: September 30, 2006 {hr llottot11f.lobr 

Diane Lewis examines the current Boston area job market and examines the trends for college 
educated job seokera and those wl1hout degrees. Thing~ ore looklng up for some workers In high 
demand industries. 

"Another Increase In Compliance Costs" by Sarah Johnson 

DATE: September 21. 2006 CFOlll 
CFO Magazine's Sarah Johnson examines the recent results of o compensation survey completed by 
Salary.com and the Ethics & Compliance Officer Association. Since last year, compensation lor 
compllance and ethics officers has risen more than 12 percent. Johnson argues that the fallout rrom 
Enron and other corporate scandals-and the advent of Sarbox- has companies coddling these 
managers. 

·small-Busines• Secrets to hiring· by Karen E. Klein 

DATE: August 14, 2006 Busirw~"\\rPk 

Bu11lneos Week's Koren Klein looko al woyo omull businesses can ollrnct end retain high performing 
employees. Her analysis looks at lhe career opportunities, work environment and compensation. 

'..Qi>tions Problem Hits McAloe· by: Red Herring 
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~ 
DATE: July 28, 2006 Mmiiiil 

Rod Herring examines the Impact ol Mc:Alee's ongoing review ol Its stock option policies and how Its 
missteps and new sec disclosure rules wlll put pressure on board compensation committees to do a 
bener job. 

"New rule to expose pay packages· by: Bliot Blair Smith 

m . 
DATE: July 27, 2006 

USA Today looks at the Impact ol disclosing top executives' pay and the fact that It could add tens ol 
mllllona of dollars 10 the compensation totals some companies report to their shareholders. 
Salary.com'• Senior Vice Prosldont provides his expectotlons for lnvoetor reaction and tho backlash 
on public companies. 

"Earning power· by: Laura Smitherman 

DATE: Juno 18, 2006 ~ balt1111oresun 

With help lrom Salary.com's database of executive compensation lnforma11on. Laura Smitherman 
evaluates Maryland's highest paid executives. Salary.com Is Iha largest provider of executive 
compensation data hem surveys and proxy fillngs for named executive officers, with over 12,000 
U.S. public companies and 50.000-+ senior executives covered · more than twice as many as the 
nearest com petitor. 

"How Much Should Dads Make for Housework?" 

A 
DATE: June 16, 2006 . 

SUMMARY: Because of the widespread popularity cf Salary.com'• 2006 "What la Mom's Job Worth" 
study, Iha com pensation experts at Salary.com decided to also evaluate Dad's worth. Good Morning 
America covered the story for Father·a Day. Dads and their famllles can also view the full What Is Dad 
Worth? study, as well as use the Dad Salary Wizard to price their dad )ob based on 1hair par11cular 
fatherly duties and geographic location. 
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"Mommy Money-Bags• by : Elizabeth Turner 

DATE: May 17 . 2006 ·~ 
SUMMARY: Elizabeth Turner of Parent's Magazine highlighls the results of Salary.cam's popular 
"What is Mom's Job Worth" study. Readers then weigh In on their take on what Stay at Home and 
Working Moms should earn In the Parents.com blog. 

"What Is Mom·s Worl< Worlhl: with Ed Gordon 

DATE: May t2. 2006 

SUMMARY: NPR's Ed Gordon interviews Salory.com's Senior VP of Compensation, Bill Coleman, about 
Salary.com"s "What Is Mom·s Job Worth" study and new Mom Salary Wizard . Coleman talks ebout 
how Salacy.com valuated what a Slay at Home and Working Mom's salary would be taking Into 
account the variety of "mom jobs" that she does. 

"Moms are Priceless at Home and Away· by : Al Neuharth. USA Today Founder 

m . 
DATE: May 11. 2008 

SUMMARY: USA Today Founder Al Nauharth takes a look at Salary.com"• valuation ol the Stay at 
Home and Working Mom and looks back on hie own working mom and what she was worth . 

.:.G!..u.Lu_pectations: by: Andrea Coombes 

SUMMARY: MarketWotch's Andrea Coombes lolks 10 Salary.com's Olroctor or Compensation Joe 
Kilmartin about what the Class of 2006 can expect to be paid In their first jobs coming out of college. 
•Twenty percent are not going to get $40,000 to $50,000 and certainly 14% are not going to get 
$50.000 to $60.000 unless they go to work lor Dad," says Kiimartin. 
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"Belnll_o Mom Could Be a Six Flgure Job" by : Jeanne Sahadl 

DATE: May 3, 2006 ~ 
SUMMARY: CNN Money's Jeanne Sahadi take• a look at Salary.com·s annual "Whal is Mom's Job 
Worth" study with Salary.corn's Senior VP of Compensation, Bill Coleman. Coleman talks about the 
duties moms perform In their Job as mom and how much they should be paid for these duties, If In 
fact moms were paid . Moms can also use the new Mom Salary Wizard to price their "mom job~ In 
lhelr particular city and based on their mix of mom jobs. 

" Few Layo ff s by Employers In Hurrican o· Hlt Areas· by : Kathy Gurchlek 

DATE: April 14. 2006 . 

SUMMARY: The Society of Human Resource Management's Kathy Gurchlek talks to Salary.corn's 
Director of Compensation , Joe Kllmartln. about results from Salary.corn's Survey of Compen:lotlon 
Practices In Areas Affected by tha 2005 Hurricanes. Tha survey showed that the majority of 
employers In the hurricane-affected areas along the Gull Coast stood by their employees. "They 
wanted to show 1helr loyalty to their employees," Kilmartin said. "They were pretty successful In 
keeping most of their employees." 

"Softw are Engineers Top List of Bast Job•" by: Bien Wulfhorsf 

DATE: April t2. 2006 REUTERS • 

SUMMARY: Ellen Wulfhorsl of Reuters takes a look al Salary.com and CNN Money's study renklng and 
prorlllng the Best Jobs In America. According to lhe llst, the job of software engineer came up# 1. 
Software engineers enjoy strong growth prospects, average pay of $60,500, and the potential for 
creativity In the workplace. 

"Softwtu e en,gineer~ .fln.LJob._ln Amerk:ar 
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DATE: Aprll 12, 2006 . 

SUMMARY: CNET prolllH a varloly of biogs discussing tho reaulta of Salary.com and CNN Money's 
study of the Bes1 Jobs In America. According to some of the biogs CNET profiled, lh• list mode some 
bloggere take a second look at their own careere. 

'..M9tLS.l.tlslled Emploven Wotk Long11• by : Rob Kelley 

DATE: April 12, 2006 ~ 
SUMMARY: CNN Money's Rob Kelley takes a deeper look at the results of Salary.com and CNN 
Money's study on the Best Jobs In America. According to the survey, the most satisfied workers In 
America are lhe workers that have an easier time scheduling time off, more telecommuting options, 
and rtexlble hours. These work•trlll Ara not only happiet . but they work longer hours than the average 
employee, making lhelr employers happy also. 

You Have an Offer From Another Company: What Do You Oo? by: Gaston F. Ceron 

DATE: Aprll 10, 2006 . 

SUMMARY: The Wall Street Journal's Gaston Ceron talks 10 Salary.com '• Senior VP of Compensation, 
Bill Coleman, about the Ins and ou ts of negotiating with your present employer when you have 
another outside olfer on the table. "I t can be done," but "it Is sort of a dicey and delicate thing 10 
deal with," soys Coleman. 

~ner wjth Joe Kilmartin" with : Steven Pomeranz 
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SUMMARY: Listen to On lhe Money host Steve Pomeranz talk to Salary.cam's Director of 
Compensation. Joe Kilmartin. regarding job growth, Job creation and the condition of the job market 
in Florida. 

"US hurricane- area firms face labor s hotlage -study" by: Ellen Wullhorst 

DATE; April~. 200& REUTERS ::t 
SUMMARY: Reuter's Bien Wulfhorst speaks to Salary.cam's Director of Compenaa1ion Joe Kilmartin 
about the results of Salsry.com's Survey of Compenoation Practices In Areas Affected by the 2005 
Hurricanes. According to the study, 1wo·thlrds or the companies said employee recruitment and 
retention was a problem since the storms. 

· survey: Of 119 Storm-Hit Companies, Most Retained Staff, Benefits" by: Alan Sayre 

DATE: April 5, 2006 · --

SI IMMARV· AP writ~r Alan Sayre discusses the resYlts ol Salary.com·s Survey of Compensation 
Practices Jn Areas AJJacted by the 2005 Hurricanes with Joe Kilmartin, Salary .cam's Director of 
Compensation . According to Kilmartin, the 2005 hurricanes taught America a 101 In lerms of 
administering compensation and benerits 10 workers who jobs are affected by catastrophes such as 
Katrina. 

~Katri n a Doesn' t Force Layoffs" 

DATE: April 5, 2006 ~ 
SUMMARY: CNN covers Salary.com '• Survey of Compensation Practices in Areas Affected by tho 2005 
Hurricanes, which reveals that the 2005 hurricanes forced layoffs In only 5 percent of companies, 
while only 2 percent of companies had lo reduce salaries. 

"Essential Components of Effective Performance Managemenr by: Bill Coleman 

DATE: March 24, 2006 
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SUMMARY: Salary.com's Senior VP of Compensation. Bill Coleman. con1ributes a byline article to 
Business Edge. Che newsleUer of che Michigan Associacion of CerClfled Public Accouncancs. According 
to Coleman, most organizations today claim that lhay pay based on performance, but while •the 
concepts, toots and management's Intentions are terrnic: the problem is widespread failure In 
execution .~ 

"How Mooe Admlt.9d Companies Fin.d..Ib.4LBUt Talent • by: Anno Fisher 

DATE: February 23. 2008 ~E 
SUMMARY: Forcuno's senior writer Anne Asher cites results from Salary.com"• 2005/ 2008 Employee 
Job Satisfaction and Retention Survey on the large number of employees who may be looking to 
leave their Jobs lhis year. Asher offers tips to employers on how lo attract and retain talent In the 
Improving job market. 

· when Does I t Make Sense To Relocate?• by: Jennifer Lawler 

DATE: February 8. 2006 
eonkmte.~ "YJlHOOt 

SUMMARY: Bank1a1e.cont reporter Jennifer Lawler lalk• to Salary.com Componoo1lon Conoullonc Gigi 
Gao aboul faccors to weigh when considering moving 10 accepl a job oiler. According 10 Gao. "You 
always wanl 10 ask: Wiii you flt In or noc? Talk to people at the piece where you'll be working. Whal 
do they do outside of work? That wlll become part of your life." Yahoo! Finance picked up Lawler's 
story. 

"Ate Bigger Paych~s_Around The Coroarr by: Chris Isidore 

DATE: February 3. 2006 ~ 
SUMMARY: CNN roporlor Chris Isidore lurns 10 Salary.com"• Senior VP of Compensation. Bill 
Coleman, for some commentary on the expectation thal wages are going to grow this year in the 
wake of the lowest unemployment rate since July 2001. Employers "know there Is a larger trend than 
In recent years for people to leave," Coleman says. "They realize that In order to meet growth goals, 
they'll have 10 pay the people they want to keep as well as to hire the people they want to lure In." 

""Are You Unde11>~0r 'Overll1led:J: by : Anne Fisher 
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DATE: February 1. 2006 ~E 
SUMMARY: Fortune's Ann e Fisher tackles the concept ol "overtlrllng" In her • Ask Annie• column 
following tho releoso of Selary.com's 2005/2008 Employea Job Satisfaction and Aetontlon Survey. 
The survey round that many employees are earning so much less than their apparent market value 
that many of them had probably been overtltled, or given a more senior job tit le than their actual Job 
description merits. 

• Are You Fairly Paid" by: Elizabeth Levin 

DATE: January 31. 2006 • 

SUMMARY; "More than 80% of workers who feel as if they are underpaid actually are not." writes 
Wall Street Journal reporter Elizabeth Levin. "lnst e3d, lhey are either overpaid, fairly paid, or holding 
job tlt le& that don·t match the work they do.· Levin looks to Salary.cam's Senior VP of Compensation, 
Bill Coleman, for some insight Into the phenomenon or '"nverthllng.'" Colemen notes that job titles are 
essentlally worthless, and lhat an employee should consult salary surveys and Industry studies to 
really get a sense of what they should be paid. 

~aid and Uoderworked?" by : Marilyn Gardner 

DATE; January 31, 2005 -

SUMMARY: Salary.corn's Olreclor of Compensation. Lena Bottos, talks to Christ ian Science Monitor 
reporter Marilyn Gardner about the results of Salary.com'& 2005/2006 Employee Job Satisfaction and 
Retention Survey. Bottos talks about the large number of employees who are looking to leave their 
jobs this year because they feel as if they are underpaid. ·Tue reallty may be, you m ight be being 
paid fairly.· says Bottos. 

·survey Finds 65 Percent of Workers Looking Around• 

DATE: January 30, 2006 'b,SoOl REUTERS ::t 
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SUMMARY: This Reuters report on Salary.com 's 2005/2006 Employee Job Satisfaction and Retention 
Survey was picked up by a large number of print, television , and radio outlela. The reporr focuses on 
the fact the! 65% of workers are either "likely" or · very likely" to leave their jobs within the next 
th ree months. Yahoo! News picked-up this report. 

"Syrvlvil!Jl A Layoff" by : Gerri Wiiiis 

DATE: January 26. 2008 mi 
SUMMARY: In another edition of 5 Tlps CNN anchor Gerri Wiii is iooks to Salary.com'• Senior VP of 
Compensation. Bill Coleman , for some advice on how workers can survive a layoff. Coleman helps out 
with some general Information about severance packages. 

"Hey, Where's My Raise?: by· Andrea Coombes 

DAT[ : Januery 23, 2006 /S!ridA l&ij 
SUMMl\RY: Marketwatch'a Andrea Coombes tackles the result s of S•lary.com's 2005/ 2006 Employee 
Job Satisfaction and Retention Survey. According to the survey. many workers hope to leave their 
jobs In the next three months because they believe they are underpaid. In reality , most of these 
workers are paid fairly relal lve to the market. Coombes looks to Salary.com's Senior VP of 
Compensation, Bill Colem an, for analysis. 

"Nontraditional Jobs Thot Pay S100K· by: John Rossheim 

••.1111111.;11111t111; 11111a11•. DATE: January 22. 2008 ••••-•••• • -

SUMMARY: Monster's John Rosshalm knows that it Is no secret that doctors, lawyers, traders. and 
senior executives typically earn she figures or more. But In this article, he en lists the help of Biii 
Coleman. Senior VP ol Compensation al Salary.com, 10 find out where the $100,000 )obs for the rest 
of us are. "'Real estate agent~ that's one of those quiet little jobs where you can make a boatload or 
money.~ notes Coleman. 

~ome Glamour Jobs Simpl)' Don'tfu" with Frank Laoglltl 
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DATE: January 20, 2006 

SUMMARY: NPR's Fronk Langfitt Interview• Salary.com'• Senior VP ot Compensation, Biii Coleman, 
about Salary .corn's Glamour Jobs Survey. Coleman talks about top voted glamour jobs such ea 
fashion designer and Interior decorator, as well as the salary ·glamour discount• workers in thi1 
profession may be taking. 

"C@reer Center: Top Career Trends" by: Marty Nemko 

DATE: January 19. 2006 

SUMMARY: Marty Namko ol U.S. News and World Report tackles the top career trends of 2006. 
Including one of Salary.com Top 10 Salary Trends For 2006, telecommuting. As gas prices rise and 
traffic thickens, telecommuting makes perfect sense In this day In age and could be more feeslble for 
employers In 2006. 

"Think You're l,Jnderpald'/ I aka a Closer Look" by: Katharine Raynolds Lewis 

DATE: January 1s. 2008 l~l~AJ 
SUMMARY: "People believe they're being cheated, which Is generally not true: says Bill Coleman, 
Senior VP of Compensation at Salary.com. Newhouse News correspondent Katherine Reynolds Lewis 
talks to Coleman about his take on tho results or Salary.com' 2005/2006 Job Satisfaction and 
Retention Survey. 

"Love Your Work" by : Jean Chatzky 

DATE: January 17, 2008 
UMLY• Nt.WS 

SUMMARY; Specfal to the New York Dally News, finance columnist Jean Chatzky cites resulls l rom 
Salary.com'e 2005/2008 Job Satisfaction and Retention Survey. According to the survey, 65% of 
workera ore dissatisfied with their Jobs. Chatzky tries to set these workera on the poth to job 
satisfaction. 
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"A Happy New Year fQI Job Seekers• by : Anne Fisher 

DATE: January 11, 2006 f()l{flJNE 

SUMMARY: Fortune's Anne Fisher cl1es Salary.com's Top 10 Salary Trends For 2008 In her "Ask 
Annie· column about job seeking In Iha new year. According to SaJary.com, one of the honest 
compensation trends for 2006 wlll be • a commitment by employers to expand their use of work-at 
home programs.· 

·worker Contracts: Be Aware• by: Margaret Price 

DATE: January 10, 200& MU.Y• Nl."WS 

SUMMARY: New York Dally News reporter Margaret Price enlists the expertise of Steve Weatherhead, 
Senior Corporate Counsel at Salary.com, for some advice to workers who are about to sign an 
employment contract. From confldontlallty agreamente to noncompete cfauHs, Weatherhead offers 
New York Dally News reade1s soma helpful lips. 

"Bought , and W ait ing fo r t he Ax to Fall" by : Matt Villano 

DATE: January s. 2006 IJ)dicwijorlca-

SUMMARY: New York Times Career Couch columnist Matt VIiiano explores what kind of options 
employees may have when they learn that t heir company Is about to be acquired and their job could 
be in danger. VIiiano turns to Salary.corn's Senior VP or Compensation, 8111 Coleman. to lend some 
advice to these worried workers. 

"Make More Money At Work" by : Gerri Wiiiis 

DATE: January 6 , 2006 ~ 
SUMMARY: CNN Money's Open House onchor Gerri Wiiiis cites Salary.com'• Peroonal Salary Report as 
a good tool to use whon trying to get o raise. Chock out Gerrl'a five tips on how 10 moko more money 
at work, or watch a clip of her report on Open House. 
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· seven No-Nos When Asking For A Raise" by: Scolt Reeves 

SUMMARY: "If you ask for a raise and don't get II , most people walk away," says Salary.com·s Senior 
VP of Compensation, 8111 Coleman. •That's just the first step. Your response shouldn't be whining, 
sulking or storming out of the oHice. You should ask your boss, 'What do I need lo do to get the raise 
I think I deserver· Cilek on Forbes reporter Scott Reeves' full artlcle to see more no-nos when asking 
tor a raise. 

·small Companies Woo Finance Staffers• by: Helen Shaw 

DATE: January 4. 2006 CFO• 
SUMMARY: Salary.com•s Senior VP of Compensation. Bill Coleman. helps CFO.com reporter Helen 
Shaw outline the challenges that small companies are going to face In retaining employees In 2006. 
Larger com ponies may be offering bigger salary Increases this year. along with 40t K matching and 
tuition reimbursement. that may lure employees away from smaller companies. This CFO.com piece 
offers suggestions on how small companies can defend against this threat. 
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A happy new year for job seekers 
A raft of new surveys says hiring will (finally) jump this year. A good time to ask 
for a raise? 

By Anno Fisher. FORTUNE 
January 11, 2006: 4:20 PM EST FORTUNE 
NEW YORK (FORTUNE) · Friends, it's that lime again, a fresh new year .. which means that just about 
every human-resources consulting firm, outplacement specialist, salary expen and career guru in sight has 
come out with brand-new predictions for the 12 months ahead. This time around, almost everybody's crystal 
ball ls bright and sunny, predicting job growth and Increased hiring. That means companies will try harder to 
retain their strus. which translates to fatter raises and more perks like telecommuting and flextime. 

Mind you, atl of this Is coming on the heels of a pretty dismal 2005. According to Chicago career
deveiopment lirm Challenger, Gray & ChriStmas, last year U.S. companies cut loose 1.012.054 emO!oyees, 
3.1 percent more than were laid off in 2004. Nonetheless, the Five O"Clock Club, a New York·based career
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coaching network, reports that In businesses like advertising, real estate, lnsuranco and ronanclat services, '---------------------' 
there are already too few applicants for the number of available jobs, and that splendid state of affairs (for 
job hunters, anyway) is likely to spread across other Industries this year. 

-rhere's enough breathing room In the economy today so that employees can now reevaluate their direction, their decisions and their salaries,' says Richard Bayer, the 
Five O'Clock Club's chief operating oflicer. "After keeping our noses to lhe grindstone through years of recession and retrenchment, 2006 will be a break·out year." 

CareerBullder"s poll ot over 1,000 hiring managers supports that notion. Says CEO Matt Ferguson, "Despite record energy costs and the destruction caused by 
hurricanes and other disaslers, the U.S. economy has managed to expand at a heallhy paco. That's paving the way for a slurdy job market In 2006." 

The GareerBuider survey says 54 percent of hiring managers plan to take on new stall this year, white only 9 percent expect to cut headcount If you're 1hinking of 
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changing jobs, act fast: Most of those managers plan to do the bulk of their recruiting during the first few months of the year. What kinds of positions will they be trying 
10 fill? Customer service Is the number one category, followed by jobs in sales, retail, accounting and linance, and health care. 

Another survey, this one by Boston·based human-capital consultants Novatlons. asked 3, 100 senior HR people about their plans and lound that fully three-quarters 
expect lo do significant hiring this year. But, says Novations president Mike Hyter, some of that hiring will be needed just to replace people who will quit. 

"Two-thirds of the organizations we surveyed expect Increased employee detections In the year ahead," Hyler notes. "And 9 percent predict 'a great many" of their 
current employees will probably leave. There's a lot of pent·up frustration In the workplace." 

Indeed. Consider what Adecco, a global staffing and coaching company, found when its researchers polled employees on their wotk-related resolutions for 2006. AbOut 
one quarter (24 percent) said they hope to make more money this year, white only 3 percent chose "build a better relationship with my boss" as one of their chief goals. 
Employees were two and hall times more likely to want a pay hike than to yeam for a promotion. 

The survey found some gender differences, too: Women more olten than men (27 percent versus 20 percent) put gelling a raise first, while men were more likely (15 
percent versus 11 percent) to want a new job. 

Employers Intent on keeping their best people from leaving may loosen the purse strings a bit this year, most experts say, but It seems that many will ofler something 
their top employees value even more than money: Time. According to Salary.com, the single hottest compensation trend for 2006 will be "a commitment by employers 
to expand their use of work-at-home programs." The Salary.com report says the reasons range from high gas prices, to concerns about balancing work and lamlly, to 
the ready availability or technology that makes telecommuting practical. 

It an adds up to this: II you've been thl11kl1111ul1e111uving some stress lrom your lite by working lrom home at least a couple ol days a week, thoro'a nover been a bolter 
time to ask .. especially II your boss can1 give you that big raise you really want. • 

Find this article at : 
hnp:l/money.cm.coml2006l0111 t/pt/o.skanrte_tortune 

0 Check lhe box IO Include the llSt of inks rat8f811C8d In 1he a111cle. 

© 2007 Cable News Nelwork LP, LLLP. 
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A REVIEW FOR THE NEW YOU 

IF YOU ' RE GOING TO BE THE CEO OF ' ME I NC.,' YOU 'LL NEED 
TO DO WHAT ALL GOOD CEOS DO: Fl LE AN ANNUAL REPORT 
By VIRGINIA BACKAITIS December 18, 2006 

MyFoxNY Video 

Re· evaluate you r personal sel f 

Bl LL was psyched for his year· end review. "This year I rocked," he'd said to his wife as he showed her 

the spreadsheet he'd prep'1red for his meeting with his boss. Next to every objective was" check mark 

indic'11ing fail accompli. 

He expected an incroaoo of :it IMsl 10 percent . and possibly " promotion. Bui while Bill's hoss concurred 

t h:it Bill had exceeded expectations, there was no mention of promotion. So what W'1S Bill's reward for 

working 

through d inner night '1fter night and missing out on telling bedtime stories to his young son? A whopping 

5 percent. 

· rhat's nothing after 1'1xes," Bill thought , as his boss spoke of milestones for 2007. 

By the time Bill got home from work that night, he felt demoralized. He'd heard !hat Bob, Iha barely 

competent '1pple·polisher, h'1d received a 15 percent Increase and an office with a huge window, '1nd that 

there'd been talk of promotion . 

"It 's not fair ," Bill S'1id to his wife, "Bob doesn't care about the work like I do. He leaves at 5 twice a week 

to ploy softball , and honds Jn sloppy-looking reports. I t's like he wins the game by ploying by an entirely 

different set of rules. · 

Bingo, Bill. Leoding career experts ond best-selling outhors agree thot showing up early , st'1ying Iota and 

doing a great job is no longer a script for success. You need to abandon the mind-set of the corporate 

drone who believes that executing one's job specs alone let:1d:t to c.:1reer growth, security and a steadily 

increosing stream of income. When you do thot, where are you left ? 

•1 n charge of your own work life," says career '1nd life coach Stephen Pollan. 

It's a change Jn attitude, not employers, that Pollan is lalking about. And it's really not a choice. With at· 

will employment the law of the land, the ball's in your court whether you want it or not. You can play 

victim or become mast er of your destiny. Eit her way, t he role of CEO of Me I nc, is now yours. 

And what do CEOs do this time of year? They gather data lo use in their companies' annual reports. They 

look not only at sales, but also at their company's position in the marketplace· its assets, liabilities and 

prospects for t he future. As a newly appointed CEO, you need to do the same. 

Take the wide-angle v iew 

Unlike your annual job review, which is narrowly focused, your career annual report should use a wide· 

angle lens. Since the average job in the United States lasts only 4 112 years, "You should th ink of your 

job as a stepping stone in your career poth ," soys Pamela Lenehon, outhor of "What You Don't Know :ind 

Your Boss Won't Tell You." 



Which means you need to ask yourself if your present set of skills is valuable not only to your current 

employer, but a lso in today's economy • and if !hat's changing. 

"If there are very few jobs like yours, you should be very nervous," she says. 

Consider your value 

Great CEOs don't cower in corners; they lake bulls by the horns :ind lake stock. It's up to you lo assess 

your present posit ion, while keeping in mind that doing a good job and getting good ratings Isn't enough 

- just ask the super-1:!.st, super-accurate, well-loved bank teller who was replaced by an ATM, or the 

genius computer programmer whose job was outsourced to India. 

Seth Godin, aulhor of "Small Is t ho Now Big" :ind nine other best-selling business books, offers a bench 

mark: "The minule your job can be put in a manual, it will be exported lo Bangalore," he says. 

Scary as thal sounds, there's no need to panic. Skills can be learned. If this weren't I rue, you'd still be 

sitting in k indergarten recillng your ABCs. 

Take stock of your assets 

CEOs can lalk for hours about their companies' assets. What are yours? If Mswering this queslion leaves 

you starting at a blank page, fry the "seven stories" exercise Iha! the Five O'clock Club in Manhatlan 

teaches. 

"We ask our clienls to lis1 all of the enjoyable accomplishments of their lives which they also d id well. 

They have lo come up with al least 25, • says David Madison, director ol the club's guild of career 

coaches. "From that list , pick seven and write a paragraph about each. What are the common threads?' 

The common l hreads you find are your assets; Madison calls !hem "motivated skills.' They are the fuel 

you can use to propel your career upward, whelher you're presently standing on solid ground or sinking 

in quicks.::and. 

Maximize your worth 

Radio personality Rush Limbaugh sometimes brags Iha! he does his job ' with half his brain l ied behind 

his back.' Chances are you've been doing that, too; if so, that's probably not a good thing. Take a look at 

your lisl of assets. Are they greatly underulilized? If yes, than as CEO you should be morlified. Imagine 

Ben & Jerry standing before a room of lnveslors explaining that lhey had a great recipe and all !he 

ingredients for a new flavor, bul lhal !hey never put !hem to any use. 

"Thal 's nol a fair comparison," you're probably lhinking. "Those guys have powerful jobs in Iha! place.' 

As the CEO of Me Inc .. so do you. I t's your responsibilily l o use your assels to maximize your company's 

stream of income, both short- and long· lerm. 

So grab your good ideas and think them through. How can !hey be besl packaged? What would you like 

to be known for? 

"Dream . Plan. Execule," says Nicholas Arelakis, aulhor of "No More Raman: The Twenl ysomelhing's 

World Survival Guide.' " And remember, your career is a maralhon, ii isn't a sprint.' 



Identify your brand 

•You are special. You are the only one like you." Do you remember Mr. Rogers singing l hese words lo 

you when you were a tot? The sweatered dude with the gentle voice was coaching you to do something 

importanl - lo nourish and celebrate your extraordinary nalure. 

And why does th is matter? Because many people can do your job. Whether you're a dlshwnsher, doctor, 

talk-show host or teacher, there will always be someone who can do the routine parl of your job fasler or 

for less. 

Should that make you worry? Not if what you do or the experience you provide is remarknble. 

• 11 you have a reputallon for being extraordinary, it will follow you: says Godin. • your phone will ring; 

people will want to buy from you. People will want lo hire you. You won't need a resume; they' ll know 

who you are." 

As the CEO of Me Inc., you need lo identify or create somelhing remarkable about your brand. What is 

It? Is It something lhat's In short supply, and thal people are willing to pay extra for? If not , Cynthia 

Shapiro, aulhor of 'Corporate Confident ial ,· offers a way lo stand ou1. 

' Act in service to others around you : she says. · volunteer for projects no one else wants or that your 

boss hates doing. Handle the hot potato. You'll become visible and indispensable." 

Consider your liabilities 

"People don't like telling themselves the truth : says Godin. But you must, because •every day you go to 

work is an audition for the future.· CEOs care deeply about the experiences their companies provide for 

their customers; they aim to make every interaction positive. So should you. 

"If someone says something critical about you, and it's true, fix 11: says Lenehan. •And if It 's not true, fix 

the perception.• 

Whal about lhe money? 

When it comes to money, "Salaries are a far less personnl malter than most people lhink." says Biii 

Coleman lhe chief compensalion officer at Salary .com . 

The first thing you should know is 1ha1 your base pay is delermined more by space (what a company 

perceives as lhe fair m arket rate for someone who does your job) than face (who you are as an 

individual.) Employers pay for the basic th ings lhey expect lo get . and not for all that you give. 

As the CEO of Me Inc., il's up to you to find out what your customer (if you're an employee, that's your 

boss) needs and what he's willing to pay for it. The best way to do that is nol by reading your job specs, 

but by sitting down wilh your boss. 

•Ask him for his definition of good work: says Coleman, •Put It down in writing, and do it. Updale your 

boss once a monlh , tell h im what you've accomplished and ask for redirection when needed." 

A boss would be hard-pressed to disoppoint you at review t ime when he's personally laid out your path to 

success and signed off on your accomplishments month afler mont h. ' I t's as close to an employment 

contraci as most people will ever see,* says Coleman. 



Cast your net 

Job hunting was something your father did on those rare occasions when he got fired or fed up with his 

job; the economic env ironment was different back then, and companies pledged to take care of their 

own. As the CEO of Me, Inc .. you need to run your business a bit like a commercial fisherman, says 

Pollan. 

"Always be job fishing . Cast and keep your lines in the water . If you get an Interesting bite, check it out , 

decide if it's a keeper. · 

12·month tuneup 

WHILE you're doing your annual review, here are a couplo of other end-of-the-year steps you can take to 

keep your career on the right path in the new year. 

Google yourself : Be assured, someone else will. It could be your boss, your hum:in resources department 

or the comp:iny where you most want to work. What will they find? Remember that rant you posted on 

SimplyFired.com about the toupee·wearing boss who laid you off two years ago? You can't clean this 

stuff up unless you know that it 's there. 

Check out your thre:ids: Just because you can wear your chilling-out clothes to work doesn' t mean you 

should. Check out wh:it t he folks two levels above you are wearing. 

Put your ear to the ground: You need to know what's going at your company, outside of your 

department. You need to know what 's going on in your industry outside of your company. Don't wait for 

CNN to break the news: knowledge is power, and t iming Is Important. 

Press the flesh : Touch m:itters. And nothing replaces face time. People are more likely to consider , return 

calls and answer e-mails from people they've met. How many meaningful, professional contacts have you 

made this year? 

Take stock of your alliances: We all need people who will go to bat for us and push our agenda when we 

ask them to. Don 't be a wandering drone when those :iround you can lead you in the r ight direction. Ask 

yoursel f: Whom can you count on to promote you professionally? 

Don ' t let tha t dream 1ob pass you by - cir ck here to s1Q11 up for Job Ale r ts 
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How to ace your year-end review - Market Watch 
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Ace your year-end review 

Advanced Sutch > 

NEW YORK (MarketWatch) -- With all the distractions the end of the year brings, It's easy to neglect your day
to-day work. Bui this might be the most important time of year lo focus on your Job and your caroer. Many 
organizations hold year-end performance reviews, and acing !hem Is oflen your ticket to a pay raise or 
promotion. 

Here's how to prepare IOt a perf0tmance review so that you can garner glowing results: 

• Be prepared. Conduct a sell-review before yOL meet with your manager. Be honest with yourself - evaluate 
how well you managed your objectives, summarize what you accomplished and give yourself an overall rating. 
Be sure to lnclUde detailed lnformallon. Did you save the company time and/or money on a certain projcct? 
Determine the numbers. It also helps to create a detailed list of everything you've accomplished since your 
last review. It's good to have collCfete Information yDL can point to when you're meeting with yDLr boss. 

• Be sure to share one or 1wo stories that illustrate how you've gone above and beyond the call of duty. This Is 
the time to remind yDLr bosses of the kinds al additional contributions you make and your dedication to the 
organization. 

• Study your weaknesses. Identify what you can do better, and have a plan prepared Illustrating how. Create 
goals f0t the upcoming year and lormulate a plan for how you will achieve them. 

• During your review meeting, take notes. It win be useful for yDL to have them so that you can follow up 
prope~y during your next review. Do not lose your composure during the review process, no matter how 
difficult It might be to accept criticism. Ask questions of your evaluator to Illustrate that you understand his or 
her concerns. 

• Keep the conversation focused on yourself, advises Erisa opmba at Salary.com. It may be tempting to talk 
about your colleagues, but don't succumb. Straying to discuss others may reflect poo~y on your own 
performance. 

• By the end of your review, try to reach some kind of consensus about your overall perf0tmance. If you can't 
agree with your supervisofs assessment, ask for more time so that you may find Information to back your 
claims, says Ojlmba . 

• 
MatshaH Loeb, former editor of Fortune, Money, and The Columbia Journalism Review, writes "Your Dollars" 
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Stronger job market pulling upward pressure on w3ges - Feb. 3, 2006 

Are bigger paychecks around the corner? 
People on Main Street would cheer, but Wal l Street and Fed are starting to worry 
about upward pressure on wages. 

By Chm;; l~idore. CNNMoney senior wtitttr 
February 3, 2005: 9 :26 AM EST 

NEW YORK (CNNMoney.com) ·All of a sudden one of fhe bigger worries for investors Is whaf average 
wor119rs have long been waiting for: bigger paychecks. 

This week brought several reports suggesting that wage growth Is finally reac!y to accelerato. 

Of course, those same reports fanned worries on Watt Street about rising labor costs that could dent 
corporate profits and lead to a pickup in inflation. 

The ~nQ!l!Q!Qy~ fell to 4.7 percent Friday, the lowest level since July 2001. just before the Sept. 
terrorist attacks. That reading helped send stock futures down in pre-market trading. 
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The same report showed the average hourly wage rose 7 cents Jn the monfh to $16.41, a 0.4 percent increase !hat was sllghlly more fhan forecast by economists. 
During the last 12 months, average wages are up 3.3 percent on a seasonally adjusted basis, the biggest t 2-month change in nearly three years. 

Friday's report follows a number of other readings and surveys suggesting the balance could be lipping to employees from employers. 

On Tuesday. the Labor Department said ~al;l.d9' jumped 0.8 percent in the fourfh quaner. the biggest gain In Its Employment Cost Index since 2002. And 
Thursday, a government reOO!\ showed a surprise drop In worker productivity, the first In five years. Strong productivity growth in fhe t 990s fhrough much of last year 
helped keep labor costs In check. 

http://cnnmoney.printthis.clickability.com/pt/cpt?action=cpt&title=Stronger+job+market+putting+upward+pressure+on+wages+-+Feb.... 3/2212007 



Stronger job market putting upward pressure on wages - Feb. 3, 2006 Page 2 of3 

Experts In lhe field say 1ha1 In many regions and across many occupations, serious labor shortages are daveloping lhat are putting upward pressure on wages. 

"We conducted a suivey of 600 hiring managers In January and found 70 percenl said worker retention Is a primary concern In 2006." said Steve Pogorzelskl, president 
al online job search firm Monsler.com. 

"The underlying reason tor the concern is escalating wages, eSPecially In occupations thal have experienced slrong demand." 

Pogorzelskl, who saw his firm's Mons1er Employment Index ot online hiring activity jump 4 percent In January, said a tight supply of job candidates is SPreading beyond 
some of lhe skHled occupations 1hal have been hot for more than a year, such as nursing and accounting. 

"We're also seeing strong pressure In lransportation and warehousing. Accommodation and food services as well as oflice and admlnistralive supporl are all in high 
demand." he said. 

Regionally, employers along lhe Gulf Coast are having a particularly lough lime finding lhe workers lhey need in the wake of lasl yeai's hurricanes. 

Employers aren'l lhe only ones nervously watching the direclion of paychecks. 

"The Fed has Intimated that ii Is concerned aboul tighlness In some labor markets." said Jeoll Hall, managing economlsl at Thomson Flnanctal. "More lhan half of 
Industries and occupatlonalcalagories are reporting lightness. 

"ll's going from pockets of labor resourco constraints 10 somolhing closer 10 a lighl national labor market." he added. 

Of course, tha1's good news for !hose hoping tor falter raises 1his year, eSPeCially wi1h energy prices rising and wage increases nol keeping up with inflatiOn aetoss 
much ot the country. 

Other surveys show employees are already figuring out what the experts are seeing. 

A survey by Salary.com released this week found that 65 percenl of U.S. workers said they are considering looking tor a job. 

Bill Colemen. vice presldenl tor compensation at Salary.com, said that the job searching by current employees Is forcing employers lo be more generous with raises. 

''They know there ls a larger trend then In recent years for people 10 leave," Coleman said. ''They realize that in order to meel grow\h goals, \hey'll hava 10 pay \he 
people they want to keep as wen as to hire the people they want to lure In." 

Coleman said that someone switching jobs can look for a 1 O percent inetease as part of the move. 

"Two or three years ago, 5 percent would have been on \he high end," Coleman said. "There were a lot ol people switching jobs tor about the same pay or even taking 
less money. That was a resull ol inflated salaries from the late '90s." 

He added that even employees who find new hires being paid more tor comparable work will benefit as employers adjus1 salary scales. 
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The Conference Board"s consumer confidence survey also found that those saying jobs are "plentiful" increased lo 26.9 percent in January from 23.3 a month earfier, 
while those claiming jobs are "hard to get• fell to 20.3 percent from 22.5 percent. 

Experts like Pogorzelskl and Lauren Wiiiiams, managing partner of the executive recruiting firm Princeton Search Group, say that It's probably loo soon to expect big 
jumps In compensation across the board this yew. 

But many w°'kers could find more receptive bosses when pay raises are discussed. 

"There have not been drastic jumps (In wages) like we saw In the late '90s, but certainly there's a light at the end of the tunnel," Williams said. ·1 think we'll see that slow 
and steady continuous increase In wages In the 4 to 8 perceot range." 

But without the large jumps In productivity seen In the 1990s, employers are more likely to look to pass along increased wage costs. And that could keep lhe Federal 
Reserve raising rates longer thar current forecasts in an effort to slow the economy ard keep lnflallon In check. 

"The bond market has been hit hard the last few days on these concerns; Hall said. 

Thars why a ve<y strong January jobs report could actually result in further declines in the stock matkets, especially if the wage component of the report rises more than 
aralysts are expecting. 

For more on the U.S. iabOr market and whaf It means for you,~-• 

Find this art lclo al : 
http'/lmoney.ain.coml2006102/021newsfeoonomy~obs_w.1gr.J 

D Check he box k> inctude the list of links referenced in fle article. 
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Are you really underpaid? - Feb. 1. 2006 

NfTfllX 

OffMoneycom 

Are you underpaid -- or 'overtitled'? 
If you think your salary's unfair, consider this before you demand a raise: It's 
more likely you have a job title fancier than you deserve. 

By Anne Fisher, FORTUNC senior wrltar 
February 1,2006: 10:1BAMEST FORTUNE 
NEW YORK (FORTUNE) - Dear Annie: I was among lhe lop five salespeople at my sottware company las1 
year, end I'm pretty sure I'm drastically underpaid. I really like worldng here, but I suspect I'm not being 
compensated lalrly because I'm the youngest person In this role. How can I verify what other people In my 
position are making across the lnduslry, to support my argument lhat I deserve more money? --Super Closer 

Dear Closer: It shouldn't be hard to get a farrty accurate sense of your market value. First, websites like 
Salary.com can give you guidelines on what people are making In various jobs and geographic locations. 
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• 7.98% To back up those numbers, check out help-wanted ads - in trade publications, on the big Job boards, and at 
specialized boards for salespeople such as Salesanimals.com -- to see what pay ranges they mention tor ~-----------------~ 
people with track records similar to yours. "-- - --- • - - -• "-' -- r.<l 

II you're aoqualnted with any recruiters, call them. These folks are In a position to give you the straight. up-to-the-minute skinny on who's earning what. 

II It turns out that you are Indeed at the low end of the pay range, you can certainly mention that when you ask lor a raise. (Your boss probably already knows It, but 
may not be aware that you do.) 

But don'I make that the main part ol your pHch. Instead, spend most of lhe conversation poinling out how good your numbers are, what greal new clients you've brought 
on board, and so on. Gather all the lacts about your terrilic performance and write them down so you don't overlook eny. Emphasize that you are asking for a raise, not 
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because other people make more than you do (someone p<obably always will), but because you·re worth more to the company than you·re currently making. 

Don't be too surprised, though, if your research reveals that you're already earning just abOut whal you should be. Consider some fascinating findings from a new poll, 
wherein Salary.com collected pay data lrom aboul 14,000 employees and 400 human-resources managers nationwide. Among the 1,600 people surveyed who said 
lhey think they're underpaid, lhe researchers' analysis says thal over 80% are nol only already earning their real market value, bul -- surprise• -- some are actually paid 
more lhan their Job descrlplion warrants. 

"People's pay is a sensitive topic, and mosl people p<oba~y don't want 10 be lold lhat they're already being paid what they deserve," observes Bill Coleman, a 
Salary.com senior vice president. 

"There are a number of reasons why employees may mistakenly think they're underpaid," Coleman says. "For Instance, we found that many are earning so much less 
than their apparent market value that many of lhem had probably been 'ovenitled' • ·- that Is, given a fancier title than lheir actual jOb description merits. 

•over·titllng" was a common praclice in lhe lough financial climale of the past lew years when, Coleman says, "many people were olfered trumped-up job titles in lieu ol 
salary Increases. As a result, lhelr actual expertence level and value to lhe company may not be on a par with lhe salary they expect based on their tille." 

Indeed, when Salary.com compared employees' job d8SCflptions (nol necessartly their lilies) with what they currenlly earn, 30o/o were found to be •overtlUed," while 
near1y 35% were earning aboul what they'd be wonh on the open market, and 20% were overpaid relative to what they could make elsewhere. Only 15% were actually 
underpaid. 

Obviously, this can make II harn 10 11011re oul how much ol a raise you could get by changing Jobs. 11, lor example, you recenlly got bumped up to assistant vice 
presidenl bul wllhoul any Increase In your real· Wle responslbiUlles, you'll gel a disloned view ol your markel value unless you locus your search on Jobs whose 
descriptions match what you actually do, rather than on those whose titles Include lhe words "assistant vice p<esidenl". 

Of course, maybe you really are underpaid. But ii Instead you're like lhat 20% in the Salary.com study who are actually earning more lhan their Job warrants, I won't tell 
ii youdon'L 

Is your pay keeping up with lnllatlon? ~. 

See the 100 6est Comoanles lo Work Eor. • 

Flnd th is article at: 
ht1pi/rro~.cnn.coml2006/01/30/,_"1economy/onnle_0130/,_x.hlm 

D Check Che box to include the llsl of links: raferonced In lhe arttde. 

http://cnnmoney.printthis.cl ickability .com/pt/cpt ?action=cpt&title=Are+you+real I y+underpaid%3P+-+Feb. +I %2C+2006&cxpire=- I & . .. 3122/2007 



Are you really underpaid? - Feb. 1, 2006 Page 3 of3 

© 2007 Cable News Network LP, LLLP. 

http://cnnmoney .printthis.clickabil ity .com/pt/cpt ?action=cpt&title=Are+you+really+underpaid%3F+-+Feb.+ I %2C+ 2006&expire=- l &. .. 3/22/2007 



Salary.com: Being n mom could be a 6-figurc job - May. 3, 2006 Page I of2 

LOAN fYPE LOAN TYPE +I - fOOAY Bankrate.com_ ... , 
M o1 tg.1qc RJI('~ 

~ 

30 yr theed m lg 

15 yr llud mtg 
11 1 ARM 

,,_ 
" " • 

TODAY 

5.87% 

5 ,·U'% 

5 .57'% 

$30K hom• •qulty loan 
S30K HELOC 

8.28% 

7 87% 
Com para Loc•I Rates .. 

Of\tMoneycom 

Being a mom could be a 6-figure job 
If mothers were hired to do all that they do, they'd be well compensated, says 
one survey. 

By Jeanne Sahadi, CNNMoney .com senior staff wrl1er 
Moy 3, 2006: 11 : 22 AM EDT 

NEW YORK (CNNMoney.com)- Raising children to be productive members of society Is an Invaluable 
conlribullon. Bui you don't gel cold cash for Iha! kind of work - !his society values only !hose economic 
contributions one makes outside ot the home. 

So it's worth asking just how much would a mother be paid if she did all that she did In the world of real 
paychecks? 

Salary.com on WodneSday released lls annual markel valuation ot a mo1he(s work. Aller talking wilh 400 
slay·at·home and working mothers, II determined the 10 major jobs a molher performs at home and the 
number of hours she 1yplcally devotes to each of !hose jobs. 
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,. 
Researchers !hen tried to delennlne the competitive market value Iha! an employer would pay for one person to do a blend of lhosa 10 jobs seven days a week. 

Salary.com determined thal a s1ay·al·home mother mighl be paid as much as $134, t2t for her conlrlbullons as a housekeeper, cook, day care center teacher, )anllor 
and CEO, among other functions. (See full list at right.) The slay·at-home mothers surveyed said !hey logged a total of 92 hours a week perlonning those jobs. 

The market valuation for working mothers - who make up close lo 70 percent of all moU1ers wllh kids under t 8 - comes lo $85,876, assuming a SO.hour week in the 
Mom role. That would be on top of whatever salary a working mother draws from her job outside 1he home, working 44 hours. 
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Salary.corn's senior vice president of compensation, Biii Coleman, acknowledges that the Inclusion of CEO as a function might skew the estimated pay for a mother's 
work toward the high end, since a CEO earns north of $600,000 a year, and while both roles involve a lot of decision-making, it's unrealistic to say that running a family 
and running a company are comparable In terms of size and scope of responsibility. 

Running a household Is more comparable, perhaps, to a top manager's job- a manage< who In the workforce might make in the low six figures. 

The mothers surveyed by Salary.com only repor1ed pertormlng CEO·llke duties no more than 4.6 hours a week. Thars a relatively small portion of their time - unlike 
the very low·paying duties of housekeeping, laundry and janitorial work, which combined account for between 30 percent and 40 percent of mothers' time. 

If you want to find out how much a mothe< might get paid In diffe<ent pans of the country after factoring In cost·of·livlng differences, or to see how pay may change 
based on the number of kids a mother cares lor, Salary.com has created a Mom Sa!arv Wlzard. 

Where women's pay trumos men's 

Does a second income cay? 

Do women ma.lie less than men? 

See the MotherLM9.lllilllURQ~!al..i!J cnn.= • 

Find t his article at: 
http'//money.cnn.comfl006l05/031ptlmothers_WOfkl?cnn• yes 

D Chock Ille box IO include tho HSI of lirl<s referenced in Ille anieJe. 

© 2007 Cable News Network LP, LLLP. 
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Construction CEOs get fattest pay raise 
Conference Board examines CEO compensation gains across 14 industries. 

By Jeanne Snhadl, CNNMoney.com senior wrller 
Novombar :.?1 2006: I 0:33 AM EST 

NEW YORK (CNNMoney.com) - CEOs in the cons1ruction industry enjoyed the biggest percentll!le pay 
Increase In 2005 relative lo pe9's In other major Industries, according to a new report. 

Conslructlon CEOs' median total compensation (which Includes salary, bonus and tong-t9'm Incentive pay 
such as stock options) rose 37.6 percent to $2.6 million between 2004 and 2005, the Conference Board 
found In its study on Top Executive Compensation, released this week. 

Pulling In a distant second, percentage wise, were CEOs of en9'gy companies, whose median 
compensation jumped 25 percent to S 1.6 million. 

Only lour Industries • Insurance, retan trade, manufacturing and diversified services • saw median CEO total 
pay rise less than 10 percent. 
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Using compensatton data from Salary.com, The Conterence Board, a business membership and research group, analyzed over 3,000 publicly traded companies of all 
sizes across 14 industries. 

Despite the double-digit growth for CEO pay In many industries, the rate of growth has slowed in the past three years. said Conf9'ence Board compensation program 
manag0< Chartes Peck. 

When asked to Identify some of the reasons tor the Increases in the past year, he pointed to relatively good profitability and stock price appreciation. CEO 
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compensation Is lied to both, al least In theory. "Does it always correlate with per1ormance? Sometimes; Peck said. 

An eMler study on CEO compensation by The Corporate Library found that 8 of the 12 highest paid CEOs in fiscal year 2005 received package increases that didn't 
reflect per1ormance. Their companies underperformed their peer group even as they banked somewhere between $83 million and $295 million. 

~wedulWomen ·see~ 

10 Hlghesl·!laid executives • 

And this artlcle 01: 
http1/money.cm.com/200&l11/21/new:;lcompories/ceoJ .U-_conlboard 

0 Chock the box to include the li3t ol inks referenced in Ile artk:le. 

© 2007 Cable News Network LP, LLLP. 
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Don't Pay Too Much Attention to Pay 

Pagel of3 

Obsessing about salary Is a waste of time, but if you really need to know if your compensation Is fair, here are some ways to find out 

by Ul Ryan 

Everyone envies human-resources people, because they know what the other employees get paid. Big deall Believe me, I worked as a corporate HR person for 
20 years , and there ere no big surprises about salaries. The big guys (that's a unisex term) get paid a fortune, and everyone else gets paid almost exactly what 
you would think they would get paid. It's really pretty boring stuff. (Now, the political squabbles between vice-presidents-that can be more Intriguing.) 

Sure, there are people who are overpaid and people who are underpaid, but for the most part, a typical corporation doesn't allow wide swings between the pay 
levels of people doing relatively similar work, even when tenure Is taken Into account. For that reason, employees who fret that their colleagues are earning more 
than they do are generally wasting their brain cells. 

RESEARCH SALARY SURVEYS 
But if you're worried about your pay level relative to other people, there are steps you can take to make sure you're not miles away from your peers where 
compensation Is concerned. First, check out www.salary.com, the most well-established salary-survey Web site tor non-HR types. It's easy to type In your zip 
code, find the Job title that most nearly matches your own responsibilities, and zero In on what people like you are earning In other companies. 

The www.salary.com database (of actual salaries that employees are being paid) Is enormous, but stronger In some functions than others, so use It as a flrst stop 
In your research Journey, and use Job posllngs on www.monster.com, www.careerbullder.com, and other sites to gain further Insight Into the salaries (and salary 
ranges) that )obs like yours are commanding. 

Second, you can check In with a local search person to see If your pay level Is In sync with other people who do what you do. If you don't know a friendly 
headhunter who would provide this Information for you, use an e-mail discussion group for )obhunters In your city to locate one (you can find a group on 

http://www.businessweek.com/pri nt/carecrs/content/dee2006/ca20061218_ 798036.htm 3/2212007 



Don't Pay Too Much Allcntion to Pay Pnge2 of3 

www.yahoogroups.com). Of course, you're asking lho search professional to take time oul of his or her day and give you a compensation-sanity check, so do him 
or her a favor as wed: Pass on the headhuntofs name to your company's HR dopar1ment, in case the people In lhat department need helping filling a job opening 
or two. 

KNOW THY FIELD 
Third, you can find tho trade publication that covws tho function you're In, and write to tho publication or call someone there to purchase a copy ol lhe annual 
salary-survey Issue. Nearly evwy print magazine that specializes In an Industry or function (e.g. the field of property management, or the function of HR) publishes 
an annual salary-survey Issue that repons on the current pay levels of people by geography, years In the field, and oth11< dimensions. This one Is good because, 
unlike the headhunter opinion and the Salary.com data, you can actually use II as fodder If you need to approach your boss about your pay level vs. othw 
people's. 

Keep In mind, though, that a gap between your compensation level and that of other people isn't a manage(s favorite reason for considering a pay adjustment. It's 
much more lmpor1ant to be able 10 show your manager how you contributed to the company's results (read: Incremental revenue or reduced cost) than just a 
difference In pay between you and someone else. 

MAKE A DIFFERENCE 
Tho vwy best way to dll<nOnstrate your value is to be the most hard-working, results-achieving, and pleasant llt'nployee In the depar1ment, and wall for tho 
manager to notice on his or her own. Do you think I'm joking? I'm absolutely serious. Much bettor for tho managor to offer a pay Increase, beaming with pride over 
his or her good judgment In hiring you, than for you to get the same pay Increase by having to ask for It. Still, you could grow old quietly dll<Oonstratlng your value 
and waiting for the well.<Jesllt'Ved salary Increase to come, so If you've felt undllt'Valued for six months and haven't had a hint of any good n<IW~ oonilng, take the 
next step and broach the topic directly with your manager. 

Ellh11< way, If you've got the nagging feeling that everyone else Is getting paid more than you are, maybe you should jump over to Salary.corn right this mlnule and 
relieve your anxiety. Then you can gel back lo worrying about more lmpor1ant things, like the co-worker who lives on eBay (EBAY) or the one who can't get off the 
phone with her boyfriend In under 20 minutes. Or you could make a New Yea(s resolution to stop comparing yourself to others, and have your best work year 
ever. 

Have a question for Liz, or want to suggest a topic for a column? Contact her al lmyan@CQrP.worldwlt.Q!R. 

Uz Ryan Is a former COlpO(Bte HR execu&'ve and an author and speaker on the new-miNennlum v.orltplaoe. Ryan Is the CEO of WorldWrT, the global network lo< professionel 

women. Reach her at Pzrx~.-ldwit.org. 

Xerox Color. It makes business eanse. 
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From the l)altimore Sun 

Earning power 

Maryland' s highest-paid executives 

By Laura Smithennnn 
sun reporter 

June 18, 2006 

Martine A. Rothblalt has led a Silver Spring biotech, United Therapeutics Corp., to profimbility but received only half of her 
potential bonus last year because the company missed some stringent financial targets set by her board. 

Page I of5 

It didn't hurt the chief executive's paycheck too much, though: She till received other pay valued at $47 million, partly because the board replaced 
stock options that had become worthless with ones that have a greater chance of making money. 

A variety of pay programs contributed lo some of the most lucrative pay packages among Maryland CEOs last year. After Rothblatt, who made the 
most in the state, Raymond A. "Chip" Mason received a compensation package worth $40 million from Legg Mason Inc., and about 50 other CEOs 
earned at least $1 million in total pay, according to a survey by Salary.com of I 00 public companies with headquarters here. 

The Sun commissioned the survey, which is based on data obtained from proxy statements and other public filings, and on Salary.corn's estimates of 
the future value of stock options. 

http://www.baltimorcsun.com/busi ness/bal-te.bz.execcomp 18jun 18, I , 7 578430,print .story?coll=bal-home-head I ines&ctrack= I &cse~true 3n2/2007 
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Although "pay for performance" has become the catchphrase in boardrooms. executive compensation continues to swell at companies thriving and 
not, large and small, through practices that have drawn scorn from investor groups and labor unions. 

Critics complain that the process is rigged in favor of chief executives and can lead to one-time surges in pay. 

"No CEO is so talented that his or her compensation should be unlimited," said Brandon Rees, assistant director of the office of investment at the 
AFL-CIO. "Every dollar in excessive executive compensation comes out of shareholder.;' pockets." 

One disputed pay practice that companies use is reloading, or re-pricing, stock options -- effectively giving executives a second chance to benefit. 
They also link bonuses to financial measures that swing upward with a merger or acquisition. They boost payouts above previously set ceilings or 
dole out retention bonuses and restricted stock that reward executives for sticking around. 

With corporate profits rising and stock markets holding steady through last year, the debate over executive pay has shifted from demands that CEOs 
deliver stellar results to also ensuring that they aren't paid excessively. 

Shareholder anger erupted this year at companies including Exxon Mobil Corp., where former chief Lee Raymond, lauded in the past for record 
earnings and a highflying stock price, weathered flak at the petroleum giant's annual meeting over his hundreds of millions of dollars in pay and 
retirement benefits. 

Nationally, the median CEO base salary of large companies remained flat last year at $975,000, while bonuses rose 8.4 percent, according 10 a survey 
hy Mercer Human Resource Consulting. 

Total compensation, including stock options and other long-term incentives, rose 5 percent to a median $6.8 million, an increase of 150 percent since 
a decade ago. 

Compensation packages have become increasingly complex in recent decades, shaped panly by corporate-board philosophies on how best to align 
the interests of top executives and shareholders, company officials say. 

An incn:ase in one part of a pay package -- such as an equity grant -- coupled with cuts in other arew; -- such as salary or bonuses - is not 
contradictory. they say, but rightly rewards different objectives, including building profits and thinking strategically for the long term. 

"Yes, there can be higher rewards, but I disagree wi th the idea that executives can't lose," said Chris McGee, a principal at Mercer who works wilh 
several companies in the Baltimore-Washington corridor. "With executive compensation, you see a couple of egregious situations here and there, and 
then it's taken like all executives arc pigs." 

Company officials also say that stock options are technically wonhles initially. Options allow executives to buy stock al a specified exercise price 
that is set at current market prices on the day they arc granted. Their eventual value depends wholly on whether, and by how much, a stock rises 

http://www.baltimoresun.com/business/bal-te.bz.excccomp l 8jun 18, 1,7578430,print.story?coll=bal-homc-hcadlines&ctrack= l&csct:=true 3/2212007 
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subscqucolly. 

Nonetheless, companies must assign a value to granted options under federal disclosure rules, and many use some version of an algorithm that 
assumes the stock will gain. 

To allow for uniform comparisons among companies, Salary.com calculated l11e value of options by using the Black-Scholes method, named for 
economists Fischer Black and Myron S. Scholes, who devised it in the early 1970s. 

Salary.com plugged into the formula standardized assumptions on interest rates and other factors. Because of that, its computed values for stock 
options differ from those assigned by the companies in many cases. sometimes substantinlly. 

CEO pay has ballooned in recent decades for many reasons. Some say the main one has been the unintended consequences of government regulation. 

ln the early 1990s, two events spurred compensation to new heights: Congress passed a law limiting to$ I million the amount of executive pay that 
isn't linked to performance that a corporation could deduct on its income tax return: and the Securities and Exchange Commission required that 
companies disclose pay in tabular repons that allowed for easy comparison. 

As a result, companies staned paying executives through different vehicles, including stock options, and increased pay when they realized that 
corporate peers paid the.ir executives more. 

For the C:F.Os, information meant leverage. With the bullish stock market of the 1990s, "bass boat options" became the norm, meaning that the 
options conferred enough wealth for executives to buy a bevy of luxuries. 

Harvard University professor Michael C. Jensen and Kevin J. Murphy, now at the University of Southern California, defended CEO compensation 
levels in a seminal 1990 anfole, "CEO Incentives -- It's Not How Much You Pay, But How." 

They concluded that executive pay. adjusted for inflation. had barely budged in a half-century. There was no reason, they argued, that lawyers and 
spons figures should earn more than CEOs of multibillion-dollar enterprises whose ability to succeed affects employees, retirees. investors and 
customers. 

What do they think now'/ 

"We probably overshot," Jensen said. He and Murphy plan to publish this winter a book titled CEO Pay and What To Do About It. 

"We have bailed out as being defenders of executive compensation," Jensen said. 

Compensation consultants acknowledge the emotional reaction to the issue. Bui they say the implications for the nation and the economy could be 
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greater in the long term if society fails to reward the competitiveness Md innovation of a limited number of people who possess the skills and 
experience to run a large company. 

"We don't want to kill the golden goose," said Pearl Meyer, a senior managing partner at compensation consulting firm Steven Hall & Panners. "We 
don't want to kill the entrepreneurial spirit in America." 

At Silver Spring's United Therapeutics, which Rothblatt founded to develop a treatment for her daughter, who suffered from a lung disease, revenue 
jumped nearly 60 percent last year and net income more than tripled. 

The board, in raising her salary 10 percent. noted in the annual proxy statement that it wanted to recognize Rothblntt for her "long-standing 
leadership, determination and perseverance." 

Stock options formed the biggest chunk of Rothblatt's compensation in 2005. ln a move that many companies used after the market bubble burst in 
200 I and rendered scores of once-hot stock options out of the money, the board canceled 500.000 options awarded several years ago with an exercise 
price of $90 a share. It then reissued the same amount of options at lower exercise prices. Jn 2000. the company's stock zoomed as high as $132, far 
above the approximately $50 a share that the stock now trades at. 

" l~s hard to call something an incentive when it's so out of reach," said Fred Hndccd. the company's chief fmancial officer. 

The board also awarded nearly 370.000 options for 2005 and delayed until last year the granting of about 300,000 options that the board had decided 
to award based on Rothblatt's performance in 2004. 

By delaying that grant and the re-priced options, Hadeed said, executives were taking the risk that they would get options with higher exercise prices 
than the old options. 

Mayo A. Shattuck JTI, Constellation Energy's CEO-· facing criticism for negotiating a multimillion-dollar severance package while Constellation's 
BOE utility was proposing a 72 percent rote increase ·· made a total of $9.3 million last year, according to Salary.com. 

That number doe> not include a $43.5 million paper profit that Shattuck mude by exercising options awarded in previous years, a form of 
compensation that is typically not counted as pay within a single year. Shattuck still holds the shares. so he did not realize any cash from the 
transaction. 

Constellation says it asked Shattuck and other executives to exercise options to minimize taxes that would be triggered by the Baltimore company's 
planned merger with FPL Group Inc. of Juno Beach. Fla. 

!l's not only options that can cause pay packages to soar. 
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At Legg Mason, the board awarded CEO Mason a$ 14 ntillion cash bonus. Mason has drown praise for engineering the acquisition of Citigroup lnc.'s 
money-management operations last yeru-. That dcnl also served to boost Mason's bonus, which is tied to pretax income that grew when Citigroup's 
extensive operations were added. 

Formulas that compute bonus levels as a percentage of accounting and other financial measures are discouraged by the Council of Institutional 
Investors, which represents 140 pension funds, precisely because bonw; amounts can change greatly with n merger or acquisition. 

Legg Mason officials said the bonus is appropriate because the board intended to reward Mason for his efforts in c losing the Citigroup deal and that 
Mason didn't earn the maximum bonus. 

Also, officials said, the company limited the bonus by u!>ing pretax income from continuing operations, which excluded the company's $644 million 
gain from the sale of its brokerage to Citigroup. 

Other pay vehicles, such as restricted stock grants essentially conveying blocks of shares to the executive over a period of time, are intended to 
ensure that an executive stays with a company. 

At Host Hotels & Resorts Inc. in Bethesda. CEO Christopher J. Nassetta got $5 million in restricted stock in recognition of "significant total 
shareholder return" from 2003 to 2005, when the company's stock rose more than 110 percent, almost twice the rate of an index of its peers. 

Although restricted stock has become a popular alternative to stock options, shareholder advocates don't like the idea. Jensen, the Harvard professor, 
snid re.~tricted stock "rips off the shareholders even more." He said, "Suppose yon st~rted with a $ 10 million grant and the stock price goes down IO 
percent. Is that CEO still a happy guy? You bet." 

Some companies have come up with other plans. some of which, critics contend, use subjective criteria that can be man ipulated or use scant criteria. 

At Fieldstone Investment Corp., a Columbia-based residential mortgage lender, the board decided to pay chief executive Michael J. Sonnenfeld 
$300,000 under the "senior manager incentive and retention bonus plan." 

According to the company's proxy statement, the awards are earned us long as the executive is an employee in good standing. has not bt.'en 
terminated and has not le ft voluntarily. 
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Los Angeles native Kehlnde Wiiey knew from a young age that he wanted to be an artist. But that didn't seem the most secure path for someone growing up on 
welfare with a single mom and six siblings. So even as he worked on his MFA at Yale-the launch pad for many genera!lons of artists-he was aware that no trust 
fund would buoy him after graduation. So Wiley always kept Plan B In mind: If he couldn't make a living as a painter, he would be a chef. 

Fortunately for Wiley, he could stick to his painting palette. Now recogrized as one of today's hottest young artists by gatlerlsts and collectors as well as 
magazines like Vibe. Wiley, 29, actually makes a living-and a substantial one-<loing what he loves. His works, which Involve mostly young hip-hoppers posing 
against old Eurcpean or floral backdraps, go for about $80,000 apiece these days. That leaves him more than enough to pay the rent and wages for a few 
assistants. 

·rm blessed to be In a place where I can actualize whafs going through my head," says Wiiey, barefoot and wearing a paint-riddled tank tap and shorts In his 
Brooklyn studio. He casually mentions that Spike Lee recently stepped by to check out his offerings and speaks of trips to Poland, China, Nigeria, and Turkey to 

"Internationalize' his work. 

THE TWO PATHS 
Wiiey Is the exceptlon-;i star among the huddled masses living on Cup-a-Soup ard haping for a break from a gallery or collector. The truth Is, dream jobs don't 
come easy, ard the chances of rising lo the very heights of your lleld are slim, especially for glamour jobs like actor, artist, alhlele, or musician. Even the most 
talented, hard-working. and lucky among us aren't guatanteed a slot at the tap. The unfortunate reality Is that following your passions durtng work hours often Isn't 
conducive to paying the btlls. 

http://www.businessweek.comlprintlcareera/contentloct20061ca20061024_864787 .him 312212007 
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But does that mean you must resign yourself ton fife of compromises, Plan Bs, and a spirit-crushing dally grind? II all depends. 

When It comes to your file's work, you can take one of two paths: You could be sure you're doing what you love and deal with the risks and low pay that could 
accompany It. Or you can work a day )ob that's tolerable and frees you up-and pays~ough to allow you to do what you want after work. Following your 
passion can mean taking a chance, but for purists, unlullllllng day jobs aren't an option. What counts for them Is practicing their craft, whether lrs acting, 
basketball, singing, or designing. 

THE SKY'S THE LIMIT 
The star system In American culture ensures that people In high-profile dream jobs like rock star, supermodel, and Hollywood actor wnt live luxuriously. Adoring 
audiences pay top dollar to watch these Icons perform, and advertisers will pay even more to have them endorse their wares with a smile. The celebrity-driven 
economy of showbiz just lsn1 structured to nourish talent beneath the tier of stars. 

Less flashy dream )obs like astronaut or ambassador pay a comfortable salary because so few people have the skills to do them. "Skilled workera command plenty 
ol money because ol their unique contributions. You can't train )us1 anyone to do that work," says Marcel Legrand, senior vlce·presldent of strategy & corporate 
development at the employment Web site Monster.com (MNST). The pass rate for the U.S. rorelgn·seNice exam-required of all career dlplomat&--ls a slim 2%. 

Since a lol of professions pay heavenly salaries 10 only a lucky few, the rest have to settle for a fife without security-which might be an adventure, but likely an 
exhausting one. 

"A lot of presti(Jlous or sexy fields have a bipolar pay structure: says Biii Coleman, senior vice-president of compensation at Salary.com, a company that studies 
pay. "A handful of people make Incredible amounts of money while a lot of people are earning very little. A lot or these people hope to jump to the other bracket, 

but chances are slim." 

"GROWING MALAISE' 
The numbers are sobering. Want to be a lllm or theater director? You're looking at a $27,954 median national average, says Salary.corn-a good distance from 
Steven Spielberg's estimated $330 mlltlon a year. You would do slightly better as a fashion designer at an average of $41,367, but chances are you won't be In the 
oompany ol designer Ralph Lauren, the billionaire chairman and CEO ol his eponymous oompany (Bl,), who earned $19 million In the financial year that ended 
Apr. 1, 2006, on top ol a personal fortune estimated at almost $4 billion. Artls1? You're more likely to sell work sporadically and struggle for gallery representation 
than reach Wiiey's level ol comfort. 

Facing daunting odds, most people are more pragmatic and see a more traditional Job as a way to pay the bnts. But that route has Its oosts, too. Americans are 
growing increasingly unhappy with their Jobs, says Lym Franco, director ol the Conference Board's consumer-research center. The Board's most recent study, 
released In 2005, shows that about hall ol all Americans today say they're satisfied with their Jobs, down steadily from 1995 when nearly 60% were. No wonder 
The Office, a TV sltoom that details the emptiness and absurdity of The Office Job, Is such a hit with viewers. 
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"There's a growing malaise In the workplace," says Franco, who notes that satisfaction has declined among all ages and Income groups. ·irs partly that the 

demands of work have changed and there has been a blurring of the line between work and play. You're expected to be available 24f7, even on vacation." 
Stagnating wages, costly health benefits, and a trend toward doing more work with loss staff don~ help the siluatlon for many employees, Franco adds. 

OTHER AVENUES 
II you're stuck, It may help to take a page from the book of those with dream Jobs. They often share key tratts: talent, passion, drive, and discipline. But they share 
another characteristic often overlooked: courage, says Mark Oldman, founder of the workplace Web site Vault.com. "Dream-job searchers have to shield their 
dreams from the haters and nay-sayers: Oldman points out that such people may seem like the voice ol reason but they are actually an ·emotional Impediment," 
he says. 

Flnding more meaningful work won't happen overnight, but the search starts with simple steps. Monstefs Legrand says before you jump to the next Job, take time 
lo study yourself. "Ifs so easy to access self-assessment information today," he says, pointing, for example, to the free self-test tools his site offers to help you 
figure out whether you're an entrepreneur. workaholic or team player. "Get to know what personality type you are, your behavior traits and motivators, and how a 
wide variety of jobs could suit you." Legrand advises. 

So II you don't make It as a pro basketbaff player, maybe your competitive drive would make you an ace Wall Street trader. If you can't act or host your own talk 
show, maybe standing in front ot 25 students each day would quench your thirst for performance. If you're not writing best sellers, work in publishing. 

Human·resources gurus say that ulllmately, whars most lmponant is having a sense of purpose In your job-i!ven II It's filling your pocket so you can fill your soul 
after work. So take hearl: You may not be working your dream job, but at feast y0t1'll run free of the paparazzi mob. 

~to see a list ol dream jobs with dream pay. 

Herbst ls a rsporter for Business Week.com In New York. 

Xerox Color It makes bu1ine11 ltmse. 
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Great expectations 
College seniors have high hopes for high-paying jobs, but are they realis tic? 

By Andrea Coombes MsrketWatch 
Last Update: 8:05 PM ET May 9, 2006 

SAN FRANCISCO (MarkelWatch) - College seniors these days are nothing if not optimistic about their tuture 
job prospects. according to a new survey. 

Almost 53% ol college seniors said they expect to !Ind a lull-lime job within one to three months of starting their 
search, and another 16% said it will take them less than a month to lind a job. 

Just 22% said their job search would take lour to six months, and about 10% said~ would take more than six months, 
aocording to the survey ol about 700 college seniors at college campuses In six states by Yahoo! HolJobs, a job
search site. 

Meanwhile, 59% said they'll lirrd their job aller Interviewing with just two to live companies, \IS. the moro possimistic 
28% who said it would take interviews with six to 1 o companies to find a position. 

Almost 68% said they'll !Ind the full·tlme job they want In the l1ekf they lll<e, compared with 20% who were less 
hopeful and said they'd find a lull·tlme lob but not In the lleld they want. 

"There's clea~y a much better JOb market this year than last year. Companies are hiring like gangbusters and college 
seniors know It." said Dan Finnigan, senior vice president at Yahoo! HotJobs. Finnigan Is based in New York. 

"When you have about 70% believing they're going to havo a lull-time job within threo months of graduation, up lrom 
52"/o percent a year ago, they're pretty conildent in the supply·and-demand marketplace right now," Finnigan said. 
Yahoo! HotJobs conducted the survey In California, New York, Pennsylvania, South Carolina. Chicago and 
Washington, D.C. 

Bring on the money 

Some college seniors may be too conlldent when it comes to salary. 

About 20% said they expect to earn between $40,000 to $50,000 In their first Job out or college, while 14% said they'll 
earn between $50,000 and $60,000, and 11% said their first lull-lime job out of school would pay between $60,000 

Page 1 of3 
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and $70,000. 

Those who might be Closest to the mark, based on average entry-level salaries nationwide, are the 26% who said 
they expect to earn belWeen $30,000 and $40,000 In their tlrst job. 

While he says optimism Is Important, Finnegan doesn't think new college grads should hold out for a specific dollar 
amount. 

"I believe that it's good and heallhy for college seniors to have high expectations about what they want In a job 
market like this. They just need to be realistic once they get a good ofter, to take ii and get started. !rs more Important 
to get started on the right path than It ls lo wait tor some salary number when you're just getting started," Finnigan 
said. 

Plenty ot college seniors may well have to adjust their salary expectations, some say. 

The 26% who expect $30,000 to $40,000, "those people were very, very close to what they are going to get," said 
Joe Kilmartin, director ot compensation at Salary.com, a salary-comparison site and compensation sohware and data 
provider based in Waltham, Mass. 

But those expecting more are likelier to be disappointed, Kilmartin said. "Twenty percent are not going to get $40,000 
to SS0,000 and cenalnly 14% are not going to get $50,000 to $60,000 unless they go to work for Dad," he said. 

For instance, the typical salary for an entry-level accountant Is about $33,600, Kilmartin said, based on Salary.com 
data. For an entry-level business-systems analyst, It's $37,800, and lor a copy writer, $31,700. An entry-level 
engineer Is closer to $42,000, while an entry-level programmer earns about $41,500. 

But a registered nurse, given the current shortage of such workers, commands a starting salary of about $44,600, 
Kilmartin said. 

"There's a profession that has been abused over the years, but because ot the shortage and the need tor more RNs, 
they're starting to get some decent money now; he said. 

Still, Kilmartin notes, these are nationwide averages and there·s substantial variation based on locale. For instance, a 
registered nursa in Galilomla could collect $50,000, compared with $40,000 for the same job In Flolida, he said. 

But tl1ere·s also wide variation when It comes to salary projections, and some other estimates are much closer in tine 
with the survey respondents' expectations. 

The National Assoelatlon ot Colleges and Employers says grads with accounting degrees can expect a staning salary 
of $46,188 on average this year, while entry-level chemical engineers can expect $56,549; civil engineers, $45,544; 
and business administration graduates, $40,976. For liberal arts majors, the expected staning salary Is about 
$30,958. See NACE's receot salary-outlook in~ 

Plan B? Temp work 
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Twenty·elghl percent ot those who can't quickly find a tulHlme job In their chosen field said they'd tlnd a ful l-time 
position In a dilterent field, while almost 25% said they'd take a temp jOb or make money through odd jobs and 18% 
said they'd try to volunteer or be an Intern, according to the Yahoo! HoWobs survey. 

But 10% said they'd wait for a full-time )ob In their chosen field, and 15% weren't sure what they'd do. 

Once lhey get their full·time job, 68% said they'll start al the bottom and work their way up, but 28% expect to work 
on Important projects right away. 

The most popular field for these conege seniors Is finance and business, with 20% saying they'd seek jobs in that 
area, followed by 19% who pointed to advertising/marketing, and 13% opting for arts and entertainment, while 
another 13% said health care. • 

Andrea Coombes Is a reporter for MarketWatch in San Francisco. 

lnlradly d8u11 pnMded by Comstcd, e dHision ol lnteradiw Dal.a Cotp. Md~ 1o ..-n. ol use. 
tfstorlcaJ and cuneot ond-oktay dU p-ovided by FT lntefdve Dall.. 
More lnloJmal'ion on NASDAQ traded aymbols and lholf cuuonl liMnclal &l8lus. 
/nlraday d.lta. dolayed 1 !J miootet tot Nasdaq, and 20 minutes tor Olt1Bf u.11d1twiyw. 
Dow Jooos lndoKesSM hom Dow Jooos & Comp¥1y, lno. 
SEHK inttaday datl is prOYided by Comstock and is al loasl GO-niinul• delayod. 
Al quctos aro In k>cal exchanga linw. 

Pagc3 of3 

hltp://www.marketwatch.com/News/Story/Story.nspx?guid=(84DOADDF-45EB-4C9B-B2CA-C4FFEC25F50B)&siteid=google&print ... 3/2212007 



Workers say they're underpaid, but most aren't: survey - MarketWatch Page I of2 

I Enter Symbol(s) or Keyword(s) GO Advanced Search > 

HOME • PERSONAL FINANCE LIFE & MONEY 

Careers Small Business 

Hey, where's my raise? 
Workers say they're underpaid, but most aren't: survey 

By Andrea Coombes, MarketWatch 
Last Update: 7:49 PM ET Jan 23, 2006 

SAN FRANCISCO (MarketWatch) -- A majority of workers in a recent survey say they plan to leave their jobs, 
with many citing low pay as the reason. But market data shows most are paid the going rate or more for their 
work, according to a new survey by Salary.com. 

Sixty-five percent of those surveyed say they're going to look for a new job in the next three months. Of those, 57% 
say it's because they're underpaid, according to the survey of more than 13,500 workers (not a random sample, as It 
includes visitors to Salary.com, plus others who've never been to the site). 

But Salary.com says just 19% of that group is underpaid, while 17% appear to be overpaid and 34% are fairly 
compensated when compared with the firm's market data on similar positions. 

"The difference between what someone is paid and what they think they should be paid is based on differences in 
perception of value ... and performance," said Bill Coleman, senior vice president of compensation at Salary.com, a 
compensation software and data provider based in Needham, Mass. 

"Every company has people that say, 'Why am I getting paid less than Bob?' The reason is because the 
companies ... actually value Bob's contribution more," Coleman said. "We all think our own performance is better than 
it really is." 

Salary.com bases its claim that workers are paid fairly on a comparison of what most companies pay for similar work. 

"We have a database of the market values of thousands of jobs in different industries, different company sizes, 
different locations. We use that to help employers set their pay policies and pay people fairly," Coleman said. 

Wages stagnating 

Still, Coleman conceded a worker's perception of pay may have little to do with market averages and more to do with 
stagnating wages. 

When Salary.com says people are overpaid, he said, "we're talking relative to other people who are doing effectively 
the same job based on current pay practices." 

But nationwide, median-income earners saw hourly wages rise just 2.4% from 2003 through 2005, and low-income 
earners saw a rise of just 2.1% -- and inflation ate away those gains, according to the Economic Policy Institute, a 
liberal economic think tank in Washington. See the EPI data, 

"Lack of salary Increase does create the belief that you're underpaid, or certainly that you could do better elsewhere," 
Coleman said. 

Then, "when you test the market, you find out you could get more money to go elsewhere, and that confirms people's 
belief that they were underpaid," Coleman said. 

"The problem with that is often companies will slightly overpay to recruit you," he said. "I'll give you an extra 5% or 
10% today, and then I'll let your peers catch up to you." 
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Title vs. job description 

Another factor that contributes to workers' sense that they're underpaid: Their titles exceed their job functions, 
Coleman said. 

Page2 of2 

Salary.com conducted telephone interviews with some of the survey respondents to find out the nature of their jobs, 
and to assess whether job titles matched Job functions. 

About 30% appear to be overtitled, Coleman said. 

"A massive misconception out there Is people ... assume that job titles are standardized," he said. "'If I have the title 
of manager of customer service, then that's my job and it doesn't matter where I work, other people with that title will 
have the same job as me.' That's not true." 

For instance, a customer-service manager at a large department store has a different job than one who works at a 
small company with no other customer-service employees. 

"People impute a lot of value to the title and so they'll come to Salary.com and say, 'What does a manager of 
customer service get paid? Oh, I'm way underpaid,'" Coleman said. Instead, "you have to read your job description" 
and match job content to job content. 

Negotiation matters 

There are situations where people doing similar jobs at companies earn different Incomes -- hence, some workers' 
gripes about "Bob earns more" -- because some negotiated better salaries when they were hired, Coleman agreed. 

"You can have a gap when people start, depending on their negotiation, but a well-managed organization will smooth 
those out quickly," he said. 

"Companies do look at internal equity issues," he said. "If they offer me $50,000 and you get $48,000, the next pay 
review cycle the organization will look at that," he said. "If it turns out our performance is the same, it's very likely your 
salary increase will be much bigger than mine.'' • 

Andrea Coombes is a reporter for MarketWatch in San Francisco. 

Copyright Cl 2007 MarketWatch. Inc. All rights reserved. 
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By Ann• flaber . FORTUNE senior writer 

February ~3. :?006: 9;57 f\M EST FORTUNE OftMoDeJcom 
NEW YORK (FORTUNE) - No doubt about It: The battle for talent Is heating up. More companies are hiring, 
especially at the middle manager level, where the Bureau of Labor StatlslleS now says unemployment has 
fallen 10 2%, Its lowest rate In live years. 

And more people who already have jobS are looking for new ones. Aocordlng to a recent survey by 
Salary.com, a startling 80% of employees are either actively job hunting or open to better otters from 
elsewhere. 

In this labor market, II you're an employer Intent on finding and keeping the best people, how do you do It? 

As parl of Fortune's annual ranking of America's Most AdmlcE!d_J&mp~ a broad cross-section of 
executives were asked who lhey believe has an edge when It comes to recruiting and developing talent. 

Gilthermy the L.itebl Morlgaye Rdtes 

The two wlnne1s, Procter & Gamble (BeHllldJ) and General 8ec!rk; !filWlillJ:ll), have long been known for their skill al managing people .. but the rest ol lhe llls2..lin 
may be a bit more surprising. 

In descending order, they are :~(~. UnitedHealth Group, United Parcel Sery!ce ~.Exelon,~~.~~. 
Anheuser-Busch, Nordstrom, FMC Technologies, Walgreen,~ (fltt&!IWIJ.). Neslle, and BP. 
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What, you might well wonder, could an oil company, a coffee-shop empire, a couple of express-delivery services, a brewer, and a drugstore chain possibly have in 
common? 

As It turns out, plenty. First, says Ed Jensen, who runs the global human resources practice at consulting powerhouse Accenture, "You'll tind that communication up 
and down the ranks In these companies Is more open, and more trequent, than In other companies. Top management Is more accessible, which makes employees at 
all levels feel engaged In meeting the company's goats." 

Second, these employers expect excellence from everybody. "They challenge their people early and otten, and move them around more than In most companies," 
Jensen notes. "They don't want anybody to gel too comfor1able In one job." 

That plays directly info the third strength these companies share: lns1ead of grooming only so-called high-potential workers for bigger opportunities, t11ey offer plenty of 
chances for every employee lo learn and grow •• which means that when they need talent, they can find It In-house rather than having to look elsewhere. 

"Even in tough economic times, when most companies cut back on training and on relocating people to develop their skills, these companies keep right on doing it," 
Jensen says. "That gives them a broad pool of people to promote. And It helps with retention, too, because employees can see long-term opportunities." 

Look, for instance, at FedEx and UPS, where more than 90% of senior management started on the loading dock - often on the night shift, and came up through the 
ranks. Or consider Procter & Gamble, where CEO Alan "A.G." Lalley started his career In 1977 (alter a stint In the Navy and a Hruvard MBA) as a marketing assistant 
for Joy dishwashlng liquid. 

lrs no coincidence that P&G's annual turnover Is a tiny 2%. "Many of our employees have been here 25 or 30 years. Loyalty Isn't deed. It's just changed a bit," cays 
human resources chief Dick Antoine. "The old lltelime-emptoyment guarantee may be gone, bot that's okay, because It was almost like a parent-child relationship. We'd 
rather see It as a business deal between fWO ~<11111• •• end we do promise that we will invest In your career." 

Antoine is a poster child tor P&G's practice of giving newbies big challenges right away. In his llrst job with the company, straight out of college in 1969, he ran a $20 
million Ivory soap operation, managing a staff of 30. 

Of course, fore promote-from-within culture to work, you have lo hire the (rght people In the first place. P&G, which gets more than one millton job applications each 
year In the U.S. alone, has three Ph.D. psychologists on staff who oversee a frgorous testing process. 

"We're looking for nine characteristics, which we call success driv9's," says Antoine. They Include the willingness to embrace change, a knack tor collaboration, the 
ability to execute a plan, and leadership talent. Line managers make all the hiring decisions and, In interviews, they try 10 elicit examples from candidates of their 
experience In all nine areas. 

That selection process·· and the emphasis on developing those drivers ·· has helped make P&G, llke close runner-up General Electric, a veritable CEO factory. 

"When people do leave, we stay In touch with them, and they tell us they miss being surrounded by talented, high-energy colleagues: Antoine says. "But we're very 
proud of our alumni, who tend to do pretty well elsewhere." 

You might say that. To name just three. who now sit on P&G's board: Boeing CEO James McNerney, Intuit founder and chairman Scott Cook, and Meg Whitman, CEO 
of eBay. 
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Friends, for an upcoming story In lhe magazine, lell me: When and where do you gel your besl ideas? Think back, it you would, lo a lime when you needed to solve a 
compllcaled business p<oblem or come up with a fresh approach lo your job. Did tt come lo you when you were overworl<ed, overtired, and slressed oul .. or when you 
were reSled, relaxed, and maybe nol even thinking aboul work al all? 

I'd be willing lo bet that most ot us expertence our "Eureka!" moments, those mysterious flashes of inslghl or creativity, when we're least expecting them -- perhaps 
while drtving, gardening, working oul, or even sleeping. If you'd like to tell me about yours, please include the word "ideas" in the subject line ot your l:Jlllli!. Many 
thanks I 

See the full llst of America's Most AdxnJIJKlJ&m~. 

Got a question or comment? E-mail ma h!1fll. • 

And lhls article at: 
h~'//money.cnn.comf2006/02/23/newslea:xw:xny/annletmo1tadmired_lort\.ne_ask0223 

0 Cheek the DOX IC include the 1~1 of Hnks referenced In lhe .i:ntlc'8. 

© 2007 Cable News Network LP, LLLP. 
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How Much Should Dads Make for Housework? 
Fathers Are Spending More Time on Housework and Child Care 

June 16, 2006 - - If dad could get a paycheck for everything he did to help with the chores and children at home, how much would he make? 

According to a Salary.com survey conducted exclusively for "Good Morning America," dads would earn $7l ,160.45 a year if paid in real wages. 

The survey found the average American dad who worked full time typicaJly spent 39.6 hours a week doing work around the house - including 1.6 
hours of groundskecping a week, 5.8 hours of general maintenance work, 3.4 hours doing laundry, 2.6 hours of cooking, and 2.7 hours driving a van. 

Over the years, the lime fathers have spent with their children on workdays has increased by almost an hour -- from 1.8 hours to 2.7 hours in a 25-
year period. 

Their time spent doing household chores has increased from 1.2 hours to 1.9 hours, according to the Families and Work Institute, a nonprofit center 
for research on the changing work force, changing family, and changing community. 

"Dads are clearly involved," said Tory Johnson. CEO of Women for Hire and "Good Morning America's" workplace contributor. "ln my house, my 
husband does more chores that l do. He is a neat freak.' 

Breaking the Stereotypes 

Johnson said that dads had become more involved because wives had become dismissive of the stereotype that they could only handle chores. 

ln addition, men's belief that work outside the home is the be-all and end-all is changing, she said. 

Another study out this week from CareerBuilder.com found that 28 percent of working dads said that work was negatively impacting their 
relationships with their children, and 44 percent of dads were even willing to take a pay cut to spend time with their kids. 

"It takes a team," Johnson said. "Nobody on a team appreciates it when someone doesn't pull their weight. Resentment builds, and this is not healthy 
for anyone. Mom turns into a nag and dad becomes resentful." 

http:l/abcncws.go.com/GMNprint?id=2084076 3n.2!2007 
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While dads certainly deserve recognition for their work at home, clearly moms do as weU. 

The Salary.com survey found that working moms were still doing an average of I 0 hours' more housework a week than working dads. If moms were 
paid in real wages for their labor, that would come out to $85.876. 

Stay-at-home moms arc worth six figures. Between cooking, cleaning and chauffeuring, they arc worth $134,121 a year. Salary.com says. 

To sec how much the mom or dad in your life deserves to be pnid. visit Salary.com 

Copyright C 2007 ABC News Internet Ventures 
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Make more money at work 
CNN's Gerri Willis offers five tips on how to fatten your paycheck. 

By~. CNN/ Money contributing columniot 
January 6. 2006: 2:41 PM EST 

NEW YORK (CNNMoney.com) • While eve<y0ne else is out to lose weight or pay off those credll caids, whul 
if your goal Is to just make more money? 

In today's Five Tips we're going to give you the downlow Of1 gelling more moolah in your payeheci<. 

1) Compare the bottom line 

Before you go asking for a raise, you have lo know where you stand on the playing field. Researeh the going 
rate. 

Check out online services like~. On this sile you can also get more in·depth personal salary 
reports from $30·$80 that Include bonus Information and salary lips. 

Pagclof3 
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CNIMon&Jcom 
Gdlhermu the Ldtei;t Mortgage Rate:. 

The Bureau of Labor Statistics Is also a good way 10 gel an idea of those In your llefd and geographic region. Look at www.bls gov and search by area and occupation 
and you'll be able to see the average hourly and annual salary of specific jobs. 

2) Toot your own horn 

We've all been taught the virtues of modesty. But If you"re looking 10 make a case for more money, you have to show off a little. 

http://cnnmoney.printthis.clickability.com/pt/cpt?action=ept&titlc:=5+ Tips%3A+M:iking+more+money+at+work+-+Jan.+6%2C+2006... 3/2212007 
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Crea1e a ponfollo of your achievements. Try 10 use number and exact tlgures when possible, like you managed a s1aff of IWelve or you Increased safes by 25%. Use 
words like "Flrsr and "highasr and "best.• 

Attar eacl1 accomplishment ask yourself how 1his helped Iha company. Aller all, lhal's whal your supervisor Is lnleresled In. 

If a raise seems oul of lhe queslion, ask aboul a bonus Instead. According lo a recent sludy by Hewilt Associates, a majority of companies are going to be culling back 
on annual raises and relying moro on bonuses. 

3) Be more likeable 

Remember when we told you Iha! you should go lo all lhose holiday parties? We hope you lislened. 

Being llke·able around colleagues goes a long way In career advancemenl, according 10 a recent s1udy. 

In fact, being well·liked is more important than being competent. In the Harvard Business Review study people didn't want to work with someone who is disliked, no 
matter how skilled they are. 

So how can you boost your llke·ablllty tactor at work? According to nm Sanders, the author of "The Likeability Fac1or' there are a few practical lhlngs you can work on 
to boost your emotional Intelligence. 

To begin with, stop criticizing people, instead criticize outcomes. You should also be smarter with e-mail recommends Sanders. Don'! hit reply all, he says and never 
send an e-mail when you're mad. Keep It in your draft !older unlil lhe nexl day and chances are you woni send It. 

And finally, don'l forget your smile. Over hall of your personality is visually determined. 

4) Flnd the hot Jobs 

The beginning ol the year is a good lime to look for jobs says John Challenger of career outsourcing company Challenger, Gray and CMslmas. 

Jusl as people may be looking lo Improve themselves, companies are also looking lo expand lheir business and lake risks. 

If you think il's time for a new job, lhink health care. "This is the slrongesl, most consistent area for Job growth." says Challenger. 

Olher good areas to look for jobs Include technology and lntemaUonal fields. 'Wilh increasing globaJlzaUon, knowing another language Is vary valuable,• he said. 

5) Tesl Drive a Dream Job 

If you have lhe luxury of pursuing your dream job, think aboul tesl·driving a career .. .for a price. 

You can be lralned as a paslry chef and work as a chocolatier In Portland Oregon for IWO days. 

http://cnnmoney.printthis.clickabili1y.com/pllcpt?action~cp1&ti1l~5+Tips%3A+Making+more+money+at+work+-+Jan.+6%2C+2006... 3/22/2007 
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For $349 you can be an Innkeeper at a Bed and Breakfast lor a day. 

If you fancy vintage cars, you can be a car restorer in Detroit for a grand. 

And this may be a way to llgure out If your dream job is really that dreamy after all. According to the company only a law people have actually followed through with 
their vacation and made their dream job a reality. For more intonnation go to www.vocallonvac~. 

Gerri Wiiiis Is a personal finance editor tor CNN Business News and the host tor Open House. E-mail comments to i111Ps~. 

Rebates: How to get what's coming to you.~.• 

And th is article at: 
h11pt/moOl6'(.cnn.ccm/2006/01/06/pVoo.mg.w;lls_11ps 

D Check the box 10 Include lhe 11$1 of links referoncod In the artJcle. 

© 2007 Cable News Network LP, LLLP. 
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Mommy Money-Bags 
What's lhe real mar1<e1 value of a mom? Think six figures, baby. 
By Eijzabeth Turner 

Moy t 7, 2006 ·WANTED: Woman to work 90 hours a week. Job Involves heavy housekeeping 
and childcare duties, lnclUdlng cooking and laundry. Must have a knack for nunurlng, share glory 
of job with other senior slaff ("husband"). sometimes ~up wtth lnsubo!dlnate employees 
("kids"), and remember 10 CUI crusi. off all sandwiches. SALARY: $134k. 

11 woukt cost $134, 121 annually to pay prolessk>nals to replace a stay.at-home mom's work, 
ACCOrdlng 10 •new study from Salary.com. Working moms would earn $85,876 annually for the 
"mom job" portion oflhelrworl<, In addition to their aclUal "work job" salary, the srudy says. 

Based on 400 responses from women with children aged 18 or younger, Salary.com came up 
wi1h a Nst of 10 jobs that best matched a mom's definition of her day-to-day di ties: housekeeper, 
daycare center teacher, cook, computer operator, laundry machine operator. Janitor, focllltles 
manager, van driver, CEO, and psychok>glst They then multlplled the average number of hours 
spent on each task by o typlcnl salary for the }ob functions to arrfve ot tho totol (ex: time spent 
acting as "household CEO' was valued at a $640,000 annual rate). All hours worked above 40 
Wctfe considered overtime and paid at rime 3nd a half. 

Critics of the atudy might argue that the number of women surveyed was small, the nun"ber of 
hours 1he moms said they worked were Inflated. and the "1yplcal salarfas• each job function were 
based on were much higher than what they would be In many pans of the country. And the salary 
esdmole lo far higher than the U.S. Census Bureau's eclUaJ figures. which puts the median 
annual Income of a woman who has a bachelor's degree and woOOI full·tfme at$39,818. 

"People recognize that both slay-al-home moms and wor1<1ng moms carry a heavy load of 
responsibility and 'NOrk k>ng hours," said BUI Coleman, senior vioe preskSent of compensation at 
SalaJ)'.com. Mlt Is an eye-opener for many people when they see the reaJ market value of the wotk 
moms perform: 
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other Interesting findings ol the 2006 Stay-at-Home/WO!l<lng Mom sludy: 

• All moms work en average of 90 hours a week - ~Ing moms reported spending 44 
hours at their "Work job" and 49.8 at their "mom job" r°' a total of 93.8 hours. Stay-at· 
home moms reported working 91 .6 hours al her "mom job." 

• Working moms get less sktep, reporting only 6 . .4 hours of sleep per night versus 6.7 for 
the stay·at-home moms. 

• Working moms and stay·at-llome moms both spend roughly 4 hours per week nurturing 
the emotional needs ol their kids In the "mom job" ol psychologist The big dttference 
appears to be In the "mom Job• of d~ycore center teach or, with stoy-o.t-home moms 
reporting an average of 15.7 hours per week and working moms reporting 7 .2 hours per 
week. 

•sto:ry-at-home moms give up the benefits of working outside the home, lncfuding extra Income, 
title, and career advancement Working moms gfve up more steep, time for exercise, and skip 
lunch to spend quality time nurturing and educating their children,• says Senior Vice President 
Meredith Hanrahan of Salary.com Interactive, 

What do you think about this sludy? Does the salary thoy suggest •eem reasonablo to you? 

Shnre your thoughts on our message board below: 
• In the News Message Board >> 

Plus, check out these additional resources from Parents.com 
• Message Board: Stay-at-Home Parents >> 
• Message Boord: Working P01ants >> 
· Can You Afford 10 au11 Your Job? » 
•Work at Home: How to Make It a &.iccess >> 
•Budget for Baby; Savings, Insurance, and More>> 
• Get tho Plffeet Pon-Time Job» 
• The Ultlmale Money Gulde for Moms >> 
· Real Moms: " Why I Quit My Job• » 

@Copyright 2007 Meredith Corporation. All Rights Reserved. 
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Moms are priceless at home and away 
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Most of us will honor our mother, or her memory, this weekend. Mothefs Day also always brings debate over "stay-at-home" or "working" moms. 

Latest (2004) Census Bureau figures show there are 36.7 million moms with minor children across the USA. Of those. 10.8 million are stay-at-homes and 25.9 million 
have outside jobs. 

This year, Salary.com compensation experts have come up with a job analysis and these price tags for both categories: 

•Stay-at-home moms worl< an average 91.6 hours a week. That should be worth $134,121 annually. 

·Working moms also put In 49.8 hours a week on the job at home. They should get 585,876 a year. 

The catnpensalion analysts figure the lowest paying parts of a mom's Job are housekeeper, laundry machine operator and janitor. Higher paying categories Include 
comp1J1eroperator, faclllUes manager, psychologist and family CEO. 

The Salary.com numbers are sure to stir up controven;y. But this is not debatable: Moms simply are priceless, and nothing could compensate them prope~y for all they 
do. 

My mom, Christina, was a "working" mother, by necessity. My dad, Daniel, died when I was 2. Mom had to provide for me and my brother, Walter. In the depression 
days of the 1930s, she washed dishes at theU. & I. cafe in Alpena, S.D., for $1 a day and took in other people's laundry to wash and Iron at night. Some weeks she 
earned as much as $15. 

She also cooked and played cop for us kids. She taught us the daference between good and bad. She instilled a work-hard ethic In us. 

http://usatoday.printthis.cl ickability .com/pt/cpt?action=ept& title=USA TODAY .com+-+Moms+are+priceless+at+home+and+away&ex... 3/2212007 
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She died In 1979 at age 86. But she'll never be forgotten. Happy Mother's Day Mom. 

Find this article at: 
http;/lwww.us.a.today.com/new3'opinionlcaturnn lsVneuharth/2006·05-t 1 .neuh4nh_.l(,htm 

D Check the box to include the list of links relereoc:ed in the artickt. 
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OffMoneycom 

Most satisfied employees work longer 
Plus other key findings on American workers' attitudes toward vacation time, 
telecommuting , and stress -- from an exclusive survey by MONEY Magazine and 
Salary.com. 

By Rob t<elloy, CN NMoney.com !ilalf w riter 

April 12, 2006: 8:27 AM EOT 

NEW YORK (CNNMoney.com} - People whO are satisfied on the job have the best perks In areas you might 
expect, but they actually put In longer hours than less satisfied employees, according lo a new survey. 

In a survey of 26,000 workers, MONEY Magazine and Salary.com asked just how satisfied people were at 
their jobs -- and how stressed their work makes them. 

Workers who expressed satisfaction at work had substantially better conditions across the board, with easier 
unscheduled lime oH, schedule flexibility and better telecommuting options. 

Feelings of stress were closely related 10 longer commutes, fess nexiblllly and more hours worked. 
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5.67% 

• 5.43% 

• 5.58% 

• 8 . 18% .. 7.98% 

The most stressed workers said 100 much work, their boss's behavior and long hours were the lop causes of discontent. Among the feast strassed, lack of ability to 
advance was the biggest cause for concern. 

The survey found !hat American workers were doing well when it comes to fringe benefits. 49 percent of workers get an employee discount, and 30 percent get to use a 
work computer al hOmo. 14 percent reponed on-site conveniences like dry cleaning and day care. 

The average age of respondents in the survey was slightly less than 40, and employees averaged 8.4 years in their current role. 
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Satisfaction vs. Stress 

There are a lot of workers who are both stressed and extremely satlsOed. 4-0 pereent of respondents in the most sallsfied categOI}' said they were above the median In 
feeling S1ress, according to the study. But that number jumped to over hall of respondents 1n less satisfied categories. 

At the bottom of the satisfaction scale, 61 percent of workers said that they were stressed on the Job. 

Bui as you might expect, the most satisfied workers had the highest percentage of low-stress Jobs, tar more than any other category. 

Commute 

Commute lengths weren't as correlated to stress and satisfaction as most other categories. 

The most satisfied workers did have the shortest commutes .. 85 percent reported under an hour. But that category had almost as many commutes ol over 2 hours as 
Othet'S. 

Least stressed workers had slightly more commutes under an hour than other categories - at 87 percent. 

Hours worked 

The hours category showed a real shocker·- that extremely satlslled employees are putting In a lot more time at work than others. The most satisfied reported 
averaged 58 hours a week - t 1 hours more than the least satisfied group. Almost without exception, as satlslaction rose. workers reported putting In longer hours. 

The most stressed employees worked about 56 hours a week too, but In the least stressed category, the average was 62 hours. 

The overall average for the survey showed Amerieans putting in 49 hours per week. 

nmeolf 

Satisfied workers had a much easier time getting time off from their jobs. 82 percent saJd It was easy to take time off without advance warning, which rose to 83 percent 
tor scheduled time off. 

Only 40 percent of unhappy worl<ers said It was easy to get unscheduled time, rising to 50 percent for scheduled lime. A sizable portion of the least satisfied 
respondents, 21 percent, said that getting time off with short notice was always a problem. 

Unscheduled time was extremely tied to stress, with 81 percent on unstressed employees gelling time easily, while only 5 percent of stressed workers said the same. 

Telecommute 

Overall, 16 percent of respondents said they could telecommute any time they pleased, 28 pet'cent could do so with their manage( s approval and 55 percent were not 
allowed to. 
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Satisfied workers had more work-from-home options lhan other respondents, with only 38 percent saying telecommuting was never an option. Unhappy workers were 
least able to lelecommule, with 70 percent reporting it was not an option. 

The most stressed workers were also least able to telecommute, with only a third saying it was an option for lhem al work. 

Flexibilily 

60 percent of workers said lhey had some llexlbllity In their schedule and 17 percent said they had absolute conlroi. Bui 23 percent said their schedules absolutely 
could nol be changed. 

The mosl salisfled workers reported lhe highest numbers for working whenever they wanted, and the least In having set hours al only 5 percent Meanwhile 42 percent 
of unh~ wor1<ers said their schedules were sel in stone. 

Low-stress workers were most able lo work whenever lhey wanted so long as their assignments were completed. High-stress Jobs landed lo have more sel hours. 

Vacation l ime 

As mighl be expected, sa11sfied workers easily look the cake with vacation days, averaging over 27 a year. On Iha other end, the unsatisfied gol around 21 days. 

Unstressed wor1<ers were truly coasting during lhe year, averaging 38 vacation days. Highly stressed came In around 21 days. 

Heailh coverage 

The survey also asked who was fooling the employee's health bill. 66 percent said they split the cost of either standard or premium coverage with their employer. 22 
percent had full coverage from their company, and 7 percent were looting their own bill enlirely. 

• I® 50 best lobs In America 

• O!m!pensaljon and growth stats on (66 other lilies 

• 

Find this ortlcle at: 
http://money.cnn.com/2006'04/10/pflbestjobs_arvoy/index.htm?section-money_latest 
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New rule to expose pay packages 
Updaied 1'27tJ.{»1$ 3 :42 AM ET 

By Elliot Blair Smith, USA TODAY 

U.S. public companies must disclose new details of top executives' pay that will add tens of millions of ctonars to the compensation totals soma 
compnnloo report to tholr chareholders under a rule the Securities and Exr.hnn!JA C".()mmll\!llon adopted Wednesday. 

Rospondlng to Investor outrtl!J• ovM nJMWll}' pay packages, the commission unanimously adopted reforms that will require deferred pay and 
retirement benefits to be factored Into annual compensation totals tor companies' top five exeaJtivos ln reports to regulators and shareholders 
beginning In December. 

2005 CEO Compensation report:Pay soars as select group break $1 OOM mark I Chart:2005 executive pay 

"Golden parachutes• for executives who qutt or are fired must also be clearly spelled out In the companies' public disclosures. And the companies will 
have 10 teU shateholders whelher they coordinate the issuance of stock optJons to top exec:tJtfves with the re'ease of material non-public Information 
that may benefit them. 

SEC Chairman Christopher Cox said Mno Issue• in the agency's 72-year history •has generatod such lnteresr' as requiring greater disclosure of 
corporate pay. 

"The better mrormation thru boch shareholders and boards of directors wlll get as a resutt of these new rules wil help them make better decisions 
about the appropriate amount to pay the (executives) running their companies,• Cox saJd. 

The SEC proposal gained trocllon In recent months. amid growing controversy over the practices at dozens or U.S. companies lo manago tho dates 
on which execullve stod< opUons aro awarded so lhek otticlals could take advantage of fluctuations In marl(et vatues. 
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But for the public, the biggest Impact Is likely to come from seeing executJve pay and bonuses con'blned with Iha annual accumulation of deferred 
benefits. ExxonMobU recently disclosed that It gave retiring CEO Lee Raymond o S98 million ~mp-sum pension payment In December, In addition to 
$9.9 million In salary and bonus, stock awards and such retirement perks as a car, driver and airplane use. 

"The lcebe1g of rettremenl benents will vary much come to the surface,• says Hnrvard University low professor Lucian Bebchuk, co-author of the 
book Pay Without Performance and a crltk: or •srentth compensation"' he sees In the form of dererred compensation, pensk>ns and assorted per'l<s. 

Bill Coleman, senior vice president of Salary.com, says the compensation totals are "going to be a shocking number for some people. You are ~ng 
to see numbers that are tens or hundfeds or mllllons of dotl3.rs: Coleman says. "People a1e going to be fT'IOfe under the microscope." 

Ellen Zlmlles, CEO of Daylight Forensic & AdVlsory, agrees. She says the new disclosures wlll "put a little strain between the board and the CEO, bul 
lhars what the board Is for- to put oversight Into the company.• 

Paul Dorf, managing director of Compensation Resources, responds that i11C1eased flnanclal·reporting requl,ements are unlikely to rein in executive 
pay but wnl hasten the kend of public companies going Jl<lvate. "'The reality: he says, "Is some companies wift soy i's not worth It to be public 
companies." 

Find this artlcle at : 
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http'.llwww.usatoday.com/moneylccmpanles/manag«nent/2006-07·26-SEC·poilcy_J<.htm 
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New Year's resolution: Give your career a kick-start in 
2007 

By Dave Sanlord I January 2, 2007 

One of the most common New Yea(s resolutions is getting oul ol that job you hate and linding 
youi dream opportunity - the one that makes you more money and gives you tho recognition you 
deserve. But to aehieve your goal, you need a plan. 

Here are twelve tips to give your career a klck·Start in 2007: 

1.Do a career audit. Start by assessing your five-year career plan. Don't think about a job for a 
lifetime; think about your career in five-year Increments. Ask yoursell today, do I want to sign up 
for another five years at this company or look elsewhere? 

2. Network, network, network. Make a resolution to join a new professional organization or find 
one new way to network during 2007 - a business networking group or a social organization. It ls 
easy to forget how important networks are- they can be helpful for excelling In your current job, 
not just for finding a new Job. They can also enhance your knowledge of your Industry or function. 

3. Seek feedback. Make an appointment with your boss to talk about how well you are doing, your 
frustrations, and your concerns. Plan for your next promotion before you are ready by telling your 
boss where you want to be In one year and asking what you need to do to get there. This helps 
you develop a plan and lets your boss know you are Interested in furthering your career at your 
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current company. 

4. Determine your career worth. Find out what you are worth by monitoring online websites such 
as Salary.com [http1Aloston.salary.com/salarywizardnayoutscrlpts/swzl_keywordsearch.aspJ . In 
order to negotiate salary and benefits, you need to know what Is realistic for your position and skill 
set. Also find one or two Job boards and search for comparable positions at least once a week to 
see what's available and In demand. 

5. Talk to a recruiter. Even if you are happily employed, next time a recruiter phones, talk to him or 
her. Or make a proactive call to your favorite headhunter. You have a lot of advisors in your life -
a lawy91, a financial I tax person, a doctor - use a recruiter to assess your professional heallh. 
They have a wealth of knowledge about what Is happening in the Job market, and whether you are 
considering a career move or not, this inlormation can be invaluable to you. 

6. Keep your resume updated at all times. You have heard this advice a million times and hardly 
anyone heeds It. However, what happens when at your next networking meeting ... famlly 
reunion . .. haircut appolntment ... you meet someone who has the perfect opportunity for you - and 
wants your resume? And the last time you updated ii was five years ago? You don't need to post it 
or make It public, but you should always be ready to go when someone calls you or you need a 
change. 

7. Keep your references updated, too. Update your references at least once a year by calling each 
par!100 to make SUie tlley are still enthusiastic about you and will say great things whon tho 
occasion arises. There Is a huge difference between giving a reference and giving a great 
reference. Seek out the great ones. 

a. Concentrate on self-promotion. Make a plan to market yourself Internally at your company -
volunteer, chair a committee. and show the right stuff to other departments and managers. 
Visibility and Internal exposure are key to moving up and demonstrating your leadership abilities. 

9. Form a personal advisory team. Everyone has a trusted friend, former colleague or mentor who 
has been influential in helping their career move forward. Seek them out, talk about where your 
career Is right now and where you want to be in one to five years. If they've helped you before, 
they'll help you now and this will give you a data point about being on the right track. 

10. Enhance your talent. Find at least one educational or professional development program 
during 2007 to enhance your skills and knowledge. Make sure to include classes, seminar$ and 
activities that will strengthen not only your functional expertise, but your technical and 
Interpersonal skills, too. Additionally, subscribe to print and onllne newsletters and publications to 
keep up-to-date on what's happening In your industry and function. 
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11 . Plan for a disaster. No one whO loses their job really expects it Never assume that tomorrow 
will be the same as today. Having a plan In place allows you to be ready ii it happens. Even If you 
don't have a current resume, always keep an updated list of your skills, !raining, and education as 
well as a goals accomplished list so you have the ability to say to a potential employer ·1 was 
tasked with this and I completed this.· Keeping track and having realistic successes and speaking 
points at hand allows you to better market yourself to your next employer. 

12. Assess your financial situation. This will allow you to determine, before you look for another 
job, how llexible you can be about salary, benefits and the entire compensation package. It also 
wilt help you determine if you need to increase your rainy day fund or need to cut down in certain 
areas - this Is especially Important if you anticipate a job change that is not on your terms. 

Dave Sanford is Executive Vice President of Client Services, The Winter, Wym811 
Companles,headquartered In Waltham, MA. He can be reached at (781) 890-7000 or 
dsanford@wfnterwyman.com.• 
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Nontraditional Jobs That Pay $100K 
by John Rossheim 
Monster Senior Contributing Writer 

Page rof2 

II 
It's no secret that doctors, lawyers, tmders and Sflnlor executives ot large corporations typlcalty earn six Ogures or more. But where are the $100,000 
Jobs for the rest or us •• the 140 mllllon American workers who lack the lnc1inatlon, the aptitude or the tolerance tor student debt to go for the dasslc 
big-money careers? 

It tums out that In the 2000s, there are quite a number of slx-Ogure occupations. Here are a few worth your conskSeratlon: 

Technology 

Oevek>plng natk>ns may graduete more engineers than the United St!ltes, but we've still got enough jobs to keep selar1es generous, at least in some specialties. Electrical 
engineers earned an average or $112,000 In 2005, according to the Empk>yment Potlcy Foundation. Engineering managers earned a med"" salary of $97 ,000 In 2004, says the 
Bureau of Labor Statistics. 

9There's an absolute dearth or talent with three to nve years of experience• In lnteracttve spedaltles such as Web design, lnrormi!Jllon architecture and usablllty, HYS Allison 
Hemming, president of staffing nrm Hired Guns. 

Senior Web producers cen earn $85,000 to $110,000. •tnteractive reels very 1999 rtght now: Hemming says. "It's a real opportunity for people who may have Jett the neld and 
come bock or are just out of college.• 

Con production workers app~ch six figures? They can If they're In the right high tech spcdatty. According to Jock Octmat·Connell, president of compensation consulung firm 
OolmatConnell & Partners, some semiconductor fab technicians con make up to $90,000 with overtime. 

Professlonals Involved In the provlsk>n or bre&d--end· butter flnandal services -- not just those ensconced on Wall Street - - often eam she rtgurcs. "Producers [salespeople] In 
Insurance and branch managers -- those can average $120,000 to $125,000," seys Oolmat·ConneU. 

Real estate may be sutrerlng from an overabundance of new entrants, bul long-term prospects for high earnings In pricey markets are still bullish. Real est4te agent - that's one 
of those quiet ltttie jobs where you can make a boatload of money,• says 8111 COieman, senlOr vQ president for compensation et Salary.com. An ag~t who partk:lpates In the 
sale or 12 or 1'4 half-million-dollar homes per year -· easy t:o do In big-money markets llke the Northeast -- Is llkely to hit $100,000 In commissions. 

Entertainment •nd Hoapltallty 

Can a worker ascend from burger nipper to slx-ngure eamef"? Not every day, but It happens. RHtaurant managers can eam $100,000 al high-end restaurants and resorts,• says 
COieman. 

For those who llve near a cashlO, big eamlngs may be within reach, even without a college education. "The top 25 percent of casino pit managers earn over $100,000, with just 
high school and nve years or expertence, • says Dolmat·Connell. 

Secu.rtty •nd H•Hrd Duty 
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Run-of-the-mlll security 9uards generatty eam tow pay, but well~placed security professionals can do much bettef". · Security guards fol" ce~brtttes can earn she noures, • savs 
Coleman. These jobs are concenlTated In New York and Los Angeles, but sports superstars may have security based In their teams' hometowns. 

t.ess.glamOf'OUs g~s can pay equally well, If work conditions warrant a premium. 011 rig workers must cope with hazardous and remote work sites, so htgh-ranldng crew 
members eam up to $100,000. 

Gov•mment 

If you're a sbHJgure aspirant, the federal government may be one of the last employers to come to mind. But Uncle Sam ls k>oklng for thousands of professk>n.lls at this level 
each year. 

•Retirement rates for mktlevei managers are htgh; more and more, the government IS hkfng people from the outside directly Into management..• says t<athryn Troutman, 
Monster's Fedentl Career Coach. 

And middle-management jObs In government may be better compensated than their private~sector counterparts. •Midrange protessk>nal ~lar~s are much higher, and the 
Rexlbllltv and benefits are much better: says Troutman. These jobs generally fall Into the GS- 14 end GS-15 grade lev~s. 

Here are just a few at the federal jobs that can pay $100,000 or more, according to USAJOBS: 

• Air tntf'l'lc controller 

• Budget analyst 

• Human resource specialist 

• Nurse consultant 

• Department of Agriculture dlsttiet raf19er. 
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Overpaid an d underworked? 
It often seems that the salary is greener on the other desk, but studies show that may not be true. 

By Marilyn Gardner I Staff writer of The Christian Science Monitor 

When the subject turns to salaries, an IT consultant in the New York area sums up the feelings of many workers when he says, 
'I'm probably paid a little less than I'm worth." 

Now he wants to change that. "I'm exploring my options," the consultant says, asking to be Identified only as Eric because he 
fears he could jeopardize his current position If his firm finds out he is job-hunting. 

Eric has plenty of company. A survey released Monday by Salary.com reveals that nearly 60 percent of workers seeking jobs 
claim they are underpaid. But in a surprising twist, the salary data website finds that nearly 20 percent are actually overpaid. Less 

than 20 percent are underpaid. 

"Phrases like 'overworked and underpaid' perpetuate that feeling," says Lena Bottos, director of compensation for Salary.com. 
The online survey of employee satisfaction and retention polled nearly 14,000 workers and some 400 human-resources managers 

in a wide range of industries. 

Salaries have long been cloaked in secrecy for many workers, making comparisons difficult. Now, online salary data sites enable 
workers to measure their pay against comparable positions In their field and location. 

'You network with your peers, and absolutely they talk about salaries,' Eric says. ' At least they talk about ranges. Just looking 
around at what ranges are offered, you have an idea of the market rate. The consensus among my peers is that the way to get a 

good raise Is to switch companies." 

Another survey, done in 2005 by Hudson Highland Group, finds that only half of workers believe they are paid on a par with their 
peers. 

The number of employees in the Salary.com poll who describe themselves as 'very likely' to leave their current jobs Increased 
more than 50 percent in the past year. 

' There are a lot more new jobs,' Ms. Bottos explains. ' People see that the market is starting to pick up. The grass Is always 
greener.' 

At the same time, employees are becoming "a little bolder' in terms of what they think they are worth, says Jeff Cooper. a senior 
business consultant at Authoria, a talent-management software company In Waltham, Mass. 

Employers themselves have unwittingly created some of the confusion. When the economy slows, some companies inflate 
workers' titles in lieu of salary increases. Salary.com finds that nearly 30 percent of respondents are 'over-titled." 

"When a manager wants to reward an employee and doesn't have the budget to do so, you tack on 'supervisor,' 'manager,' 
'director,' or 'senior' to their title," Bottos says. ' But the problem then arises that you've given someone this 'manager' title, but they 

don't manage. You've created a disconnect between what their title is and what their salary should be." 

Workplace experts caution that titles are deceiving and vary from company to company. 'In the end, a title is what goes on 
someone's business card," says Lauren Williams, a managing partner with Princeton Search Group, an executive search firm. "It 

speaks very little to their abilities. What could be a manager in one company could be a director in another. An executive assistant 



In one company could be a receptionist In another. But responsibility is responsibility. That's what people can be accounted on 
and compensated for.' 

Whatever their title, many employees who are dissatisfied with their Income say that a 10 percent raise would be enough to keep 
them for another year, according to Salary.com. Bottos calls that "an interesting number, because it isn't outrageous." 

Employees at smaller companies may be more likely to feel underpaid. "We don't pay the most money," says Tobin Johnson, a 
manager for an independent financial services company In Minneapolis. As a result, he explains, 'You have a small, select group 

of people who talk about it and try to do something about It by adding to their personal marketability. But there are also people 
who talk about it and do nothing to change their situation." 

Barbara Stanny, author of "Overcoming Underearning," finds underearnlng particularly prevalent among women, but notes that it 
also affects men. ' I would like the message spread that anyone can make more than they are now, if thafs what they want,• she 

says. "It's much more in our control than we realize." 

She cautions against simply blaming a company if its pay scale Is lower than an employee would hope. "To make more money, 
we have to do things like speak up and ask, say 'no' to a lower offer and walk away, and make changes that we don't want to 

make.' 

Workers who want a raise must show managers that they deserve it, says Allyson Lewis, a motivational coach in Jonesboro, Ark. 
Sometimes just a small amount of extra effort can make the difference between being almost successful and getting a raise. Even 

reading one nonfiction book a month, she suggests, can increase an employee's knowledge on the job. 

When workers consider leaving because of pay, Bottos says, they need to find out what people are earning in that job across the 
board as well as in companies like theirs. 'The reality may be, you might be being paid fairly.' 

If someone Is not being paid fairly by market standards, Bottos suggests doing some 'What if?' scenarios: What if I move? What if 
I go to a larger company? What if I change industries? 'Take a look at how the pay would change, so you can find out if the grass 

is really greener.' 

Typically, individuals who stay with a company for their entire career earn below market value, Ms. Wiiiiams says. Those who 
change jobs every five or six years tend to be equal or above market standards. But making too many changes can have negative 

effects. 

To some extent, Williams adds, your current salary will follow you to your next position. The hiring organization takes that number 
into consideration when it determines a salary. 

For those who do not want to make a job change, Mr. Cooper otters tips to getting a good raise: 

First, find out what your company wants to achieve in 2006. "Knowing what is important to your boss helps you make your boss 
look good, which makes you look like a good candidate for a big raise,· he says. 

Ask your boss, 'If I do this, this, and this, and set goals for the quarter or year, would I be a candidate for a bonus or salary 
increase?" 

E-mail your boss when you make achievements. "Your company cannot reward you for work it doesn't know you're doing.' 

When you ask for a raise, do not use competing offers as leverage unless you are prepared to leave. Bluffing can backfire. 

Finally, consider other forms of remuneration. 

"There are ways employers and employees can get creative around what reward and compensation mean," Cooper says. Perks 
such as telecommuting several days a week might not put a lot more money In the bank, but they could improve your quality of 



life. And telecommuting, he points out, could reduce commuting and child-care expenses. 

Eric, the IT consultant, says his solution will be to leave. His manager does not have the authority to give a meaningful salary 
increase. 

Yet he considers his eventual departure regrettable. "I really like my managers," he says. "The guy I report directly to is one of the 
best people I've ever worked for. But for better or worse, money is how you're valued. I've taken on progressively more 

responsibility. I'm just not seeing that reflected in my paycheck.' 

When companies do find ways to reduce this kind of turnover, workplace experts see benefits for both sides. 'It's in an 
organization's best interest to pay their employees fairly," says Williams. ' It keeps them there, and ii keeps them happy." 
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Pay for top jobs varies w idely by city 
Study of 20 occupations finds upscale salaries in some smaller metros 
By G. Scotl Thomas 
Blzj ou rnals.com 
Updatod· 11;09 • m. ET Jan 10. 2007 

Page I of2 

Computer and lnrormatlon systems managers earn more In San J::>se than any other U.S. market. That makes sense, given the concentration of high·tach 
llrms In Siiicon Valley. 

Geography can explain a lot about pay. Rnanclal managars do baller In Bridgeport, Conn., and nearby New York City than anywhere else. Th at stands to 
reason, since New York Is the nallon's flnanclal capllnl. 

But not all of the highest-paying, upscale jobs are found In tho notion's largest metros. according to a new BlzJournals study. 

For example. 

• Greensboro, N.C. - h ighest overage pay tor dentists at $ 189,560. 
• Worcester, Mass. - highest average pay for family doctors at $176,370. 
• Dayton, Ohio - highest average highest pay for optometrists at $161 ,930. 

The BlzJournats study compared the average salaries for 20 high-paying occupations In 75 maJor metropolitan areas, using raw data from the U.S. Bureau of 
Lobor Statistics. Detailed profiles of all 20 occupations covered by the study can be v iewed here. And whal lhe 20 occupations pay In the 75 metros begins 
here. 

The study refu1es 1he stereotype that high-paying jobs are concenuated In the nation's largesl metropolitan areas. 

Tiny Albany, N.Y .• for example, outperforms New York City In five categories. The typical Albany surgeon earns 8 percent more than his or her counterpart In 
the big city 150 miles to the south. Albany offers higher salaries than New York City ror chemical engineers, college administrators. dentists and family 
doctors, too. 

The sludy demonstrates the Importance of comparing cost-ol- llvlng dltrerences between two markets. 

Chemical engineers In Los Angeles earn 3 percent less than workers In the same field In New York City. But It costs 9 percent less to live In suburban Orange 
County, Calif. , than on Long Island, according to Salary.com. That means the typk:ol chemical engineer actually gets more for the buck. in the Los Angeles 
area. 

Blzjournols focused on 20 oocupotlons that orfer high wages to sizable pools of ompk>yees. Each fob fits Into the top 10 percent of the nallonal pay scale, as 
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well as Iha upper halt In terms of total employm en t. 

The study group consisted of America's 75 largest metropolltan areas, rang ing from New York CUy with 18.8 mllllon residents to Greensboro, N.C., with 
680,000. The group's total population was t82 mllllon, about 60 percent of the nallonal total. 

All figu res used In the study were collected last year by the U.S. Bureau of Labor Statistics. The bureau's occupational profiles can be accessed ot 
hllp://www.b l1.gov/oulcurrent/oes_11ru.hlm . 

San Jose has the highest salary levels In seven of the 20 categories. They aro: chief executives, computer and Information systems managers, electrical 
engineers, lndustrlal production managers. lawyers. marketing managers. and sales managers. 

Brldgeport· Stamford Is the only other metro to lead more than a slngle category. It Is No. 1 on rive pay scales: construction managers, llnanclal managers. 
general and operations managers, pubUc relatlons managers. and securit ies and financial services sales agents. 

The 20 occupations covered by Bizjournols' study are concentrated In the managerlal, llnanclal, technical and medical fields. All but one category Is led by a 
metro with an overage salary above $100,000. Electrical engineers are the exception, topping out ot $94,330 In San Jose. 

The most competitive categories are chler executives and surgeons. where the average salarles for all metros reach six figures. San Jose leads chief 
executives al $179, 720, while Charlotte Is first for surgeons at $195, 150. 

URL. htlp:/lwww.manbc.msn.com/ldl 185452341 
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Business Basics 

Salary Envy 

SHARP. 

Tara Weiss, 11 .14.06, 10:50 AM ET 

Talking about your salary with co-workers may be among the touchiest al office la.boos. But inevitably, such private matters don't stay private tor long. 

Pnge I of2 

Finding out that someone with the same job description and title is making more than you can be Infuriating. Even the slightest discrepancy between office mates 
Is enough to drive down morale and divide otherwise harmonious departmAnls. But before a serious case or salary envy propels you Into your boss's office to 
demand more money, stay calm. Putting your paycheck on par with others requires a calculated approach. 

Approach Ille situation as you would any salary negotlalion and arm yoursell with as much Information as possible. Compile a detailed list or accomplishments 
you've made throughout the past year and Include how they positively affected the company. 

In Pictures: Paycheck Parity 

In this case, It's also important to have a sense of what olher colleagues have accomplished. They might be making more money because their salary from 
another job was higher, and the company needed to match it to bring them over. It could also be that the colleague was a better negotiator and was able to eek the 
salary up by a few thousand dollars during the hiring process. Another reason could be that Ille colleague came from a different department within the company 
where salaries are higher, and the manager decided not to cut the person's salary to match the new department. 

Either way, don't think "The Man" ls out to get you, says Bill Coleman. senior vice president al compensation at Salary.com. "Have a thoughtful, prepared 
discussion.· he says. "Spend time considering why you're not being treated fairly. You'll do a lot better If you do reasonable research about what you're good at." 

You need to be bold. Alter gathering salary Information from various sources (don't forget Web Sites like Unkedin.com and Ryze.com), say something such as: "I 
understand from multiple sources that my colleague Is being paid significantly more than me. rd like to understand what I need to do to be paid at that level." 

This Is where the list al your accomplishments comes in handy. If your boss suggests things you need to do, refer to your list to see if you've accomplished them 
already. Also, II you have a sense that your colleague hasn't accomplished certain things suggested by the boss. feel free to point out that he or she didn't need to 
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do that. 

Peter Handal, CEO of Dale Carnegie Training, which teaches leadership skills, offers another way of approaching the topic. He suggests saying: "I've heard a 
rumor that people are paid more than I am. I looked at a couple ot Web sites, and 1rs entirely posSible that my salBI)' got ove~ooked because the market went up. 
know you don·t want to have people underpaid--1 know thars not the way you do business. What do we need to do 10 correct this?" 

Your boss might try to steer the conversation toward how you figured out this information. It's Important to stay as far away from that topic as possible. Lars face It: 
Tllere·s an office grapevine, and it's not unusual for people to discuss salary. If your manager asks how you got the information, Coleman recommends saying, "It's 
not important how I got the Information." or "We can discuss that later. What Is Important is that there Is a discrepancy." 

Doni think that only cash Is on the negotiating table. Companies are much more flexible when It comes to fringe and lifestyle benefits than they are on cash. 
Consider asking for paid parking, flexible hours. the ability 10 work from home or extra days off. 

Realize that some companies have very formal salary reviews, and they can only be adjusted at certain times. If thars the case, keep notes on the conversation 
you had with your boss and bring It up during your review time. lrs better late than never. 

In Pictures: Paycheck Parity 
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SEC steps up KB Home options probe 
NE.W 'roA< (Aoulers) • KB Home, REUTERS • 
who.98 long-tlma chief stepped down NI AMners News 
following an lnternat Pfobe Imo 
stod<-opUons awards, sakl on R1day thal U.S. regulators 
have opened a formal lnvosligalion lnlo hs opelom ,,. .. ,_ 
and it.a lhares fell 2 percenl. 

The company, 1he No. 5 U.S. home build«, received ,.,.loo 
ot an lnloon,. Inquiry In August. It AJd In a regulatory flUng 
on Riday lhal h was nocllled on ..Ln.iary IV that the U.S. 
Securities and Exchange Cbrnmlsslon la now conducting a 
formal investlgaUon. 

Recent Investing news 

Al. Aoutora: Vortruo 'V"oo:l 10 bo .c:q&Arod for $800 min 

A1 Rlut•a: Wat.fviol:rt pays bonU5e5 to hourly store workers 

Al. AM•s.: USSTOCKS-lndexes open llal; >Jotorola lllp1 

Related Information 

E-mallthl1 artld<I 

_, R int·frlendly vssi<>ll 

I"':! Oi'°"ss this Wiide 

Stock a mentioned In thia arllcie 
KB Home (IQlH) Slock O.oto, Owt, Nows 

14 A!lul•s: ceoe ~111 1 • U.S. equity ~ions dally data for March 21 

1" Alvlws: US STOCKS-Wall Sl flal u Motorola offlOlt rale "-

In a formal probe, the SEC has the power to~ doa.ments and othet Information from a CXlO'lpany. 

The lnvcntigation takes management's att.-rticn away from focusing on Slrategy lo deal with a .:>ft hou9ing marbt, said 
analyst .bhn Tomll""°n cl Majestk: -ch In New Y0<k. II has also hofpod prevent KB Home from updating Investors on Its 
busfness oonditioos. 

"The company hasn'I put out final third or fourth quart• earnings estimates parlly because or (the prd>e). and I lhlnk this Is 
Just going to prolong that even more/ Tomlinson said. 

· we rNlly haven1 a c:hanoe to see how their quart• wu r•ative to the other bu~dlr.s. It'd be nice to know how sales and 
orders and the main mfvws of the business wse going.· 

CXXJPEflATINGWITH SEC 

KB Home "has coopsated with lhe SECregardlng thla matter and Intends to continue to do'°·· the company said In the 
nllng, A lpOkotwornan sakl t ho oornpony had no ad<ilional oomm.,I. 

In November, CEO~ Karatz r11ired alt« 34 yur1 with ~ fclkJwlng an Internal report llial lhowtd th• company Utild 
incot'fect meu.rement dates for stock option gram1 lrom 1998 to 2005. KM1tz agreed 10 repay about $13 mUllon In gains he 
reoefved from mltprlcod options. 

N. the lime, the oornpany fired tta head of Human ~-employment Ind 111 chill legal offlos re~gned. 

Katatz. Ilk• oth• h&adsot publlciy traded home· building oompanf~ 9«'N his compenatlon soar In recent Y",rt thanks to the 
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U.S. hou9ng boom. Hot- In .,..ly $45.6 minion In the llscol y- ended November 30, 2005, lrduding buo pay, bonu-. 
restricted slcx:k mnd Sock option grant' up about 29 p91'c."ll from $35.3 million in 2004, m::ordng to Salary.com, a 
oomponsallon spedalist. 

KB is .,-,ong more than 160 U.S. companies 0\11 are the focus of government Investigations or are undertaking lnHKnal 
probes Into optk>ns pradices. The focus Is on opUons thal were backdated to increase their value to recipients, mostly top 
executives. 

KB said In December that it expects to restate HnanciaJ results for 2003 through 2005 and tha first hllf of 2006 because of 
options pricing wrors. It has sakt it ll(J)edS a ncr.ca$1 open• of about $41 milNon spread ov• several yMts. 

KB Home.,_., w .. down $1 at $51 .12 In afternoon Ir.Sing on the N9w York 9cx:k Bcc:n.,,g.. 

(Additionol ropo<llng by Nd< 2lomlnsld In Now YOik) 

Q,pyright 2007 Routers 
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11£ SCEHE - DO NOT E1f1B1 

CRIME SCENE - DO NOT BITBI 

Forbes -----•com 
Business Basics 
Seven No-Nos When Asking For A Raise 
Scott Reeves, 01 .05.06, 6:00 AM ET 

NEW YORK - You want more money. Great. Who doesn't? 

Page I of3 

CRIMESCBI 

ClllMI J 

Asking for a raise requires preparation, skill, timing and a fallback plan. It also demands wrapping your mind around a basic fact many employees miss: A pay 
Increase Is based on performance and the market for your skills. 

"The worst thing you can do Is baso a rcquost for a raise on personal issues." says Bill Coleman, senior vice president for compensa1lon At SAIAry.com In 
Needham. Mass. •saying, 'I need a raise because I have a gambling problem' Is a loser. 1rs also a bad Idea to ask tor a raise It the company Is having layoffs. 
Superstars can get a raise because the company must retain its best performers. If you're not sure that you're among the elite, you're not." 

Cilek here for seven no-nos when seeking a raise. 

Build your case tor a raise by making a list of your accomplishments In the previous year. If, for example, you've outperformed other sales representatives, have 
the figures handy to back up your statement. Remind the boss of the new accounts you've landed, or the current customers you've kept from jumping to the 
competition. 

Don't be bashful about listing your accompliShments, but don't be boastful, either. Let the numbers tell the story. 

If you're a manager, detail the Initiatives you've launched and problems you've solved, and tell your boss how this has boosled morale and plumped 1he company's 
bouom line. 

Before talking to your boss, learn what your company can afford by reading its quarterly earnings report, filed with the Securities and Exchange Commission If It's 
publicly traded, or by gauging Its general economic health, If it's In private hands. If there have been layoffs and sharp cutbacks and desks remain emply atter 
people leave, don't ask for the moon and don't expect much, If anything. 
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There are many salary surveys available onllne or at the library that break pay down by Industry and job title. They're helpful but often not definitive. Keep regional 
differences In mind, and remember that engineers typlcatly get paid more than English majors, even if they handle the same job. 

Summarize your pitch for a raise In a short written statement, and have a trusted colleague read It. This will underscore any points you've missed or not made 
Clearly, and may help anticipate your boss's response. 

If you're a good employee In a competitive field, it's unlikely your boss will turn you down cold. But if your boss rejects your request and tells you to conllnue pulling 
on the oars. the game's not over. 

"If you ask for a raise and don't get it, most people walk away; Coleman says. "Thars just the first step. Your response shouldn't be whining. sulking or storming 
out of the ottlce. You should ask your boss, 'What do f need to do to get the raise I think I deserve?'" 

If the response Isn't encouraging, It may be time to start looking for another job. No Job lasts forever. and you may have exhausted prospects for advancement with 
your current employer. 

If things don't go well with the boss, consider the posslblilty that your performance and attitude could be limiting your pay. If thars not the case, think about moving 
on. But don't threaten to quit on the spot, because your boss may wave farewell and you·ve got to be prepared to back your statement with action. If you don't 
have another job lined up, you're sunk. 

Timlng Is everything In love, hitting the curveball and asking for a raise. If you don't receive an annual salary review, make your pitch when your boss has the time 
to listen. Chances are It won't be first thing Mon<1Ay morning or late Friday afternoon. Start negotiations slowly-ask to set up a time In a short e-mail. Be patient tt 
you don't get an Immediate response. Your boss hasn't forgotten you--and don't assume that everything revolves around you, or Should. 

Tailor your pitch to your needs and the company's capabilities. More money Is always nice, but taxes will gobble a good chunk of any raise, and your company 
may not be able to give you the salary you want. If money Is tight, think about other things, such as education, child care and health coverage. 

If you want to pursue an M.B.A., you may be able to cut a deal to take time elf for class or even get tuition assistance. If you have small children, you may be able 
to work from home several days a week. You may be able to apply part of the raise to Increased health benellts. Unless your Job Is covered by a union contract 
that requires everyone to march in lockstep, assume that every reasonable request is on the table. 

These pointers will work for large and small companies aaoss all industries, Including banks such as Wells Fargo, software companies like Microsoft, 
semiconductor companies like Intel and food companies such as Tyson. 

"A raise should be based on performance and marl<et data establishing the value of your )Ob," Coleman says. 

Click here for the slide show. 

Want to track news by th is author or about th is Industry? Forbes Attache makes It easy. Click here. 
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Executive pay at small businesses - Oct. 18. 2006 
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Small biz can lead to big pay 
Executives at small companies don't make as much as their Fortune 500 
counterparts, but many still rake in six figures. 

By Jeanne Sahadl, CNNMoney.com senior writer 
Oetobf!'r 18 ;>nof\• fi•?SI PM EDT 

NEW YORK (CNNMoney.com) ·· When ii comes to pay, big business commands the bulk of attention, from 
the eye·popping pay packages of Fortune 500 CEOs 10 salary comparisons of the rank·and-file al lhe 
world's largest corporations. 

But half of all private-sector employees make their living working af small businesses. 

Salary.com on Wednesday released a survey of 1,800 companies wtth 500 0< fewer employees across 50 
Industries to spotlighl the earnings of small-business CEOs and of their executives heading up the 
company's major functions. 

CEOs (or small business partners or owners) make a median base salary of $233,600, the survey found. 
Combined with bonuses and commissions, their median total cash compensation rises to $290,300. 
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Drilling down by Industry, the highest median salaries are paid to CEOs In manufacturing ($254,700) while the lowest are paid to small-business chiefs In retall trade 
($169,500). 

In terms of median total cash compensation, however, CEOs in mining ($408,300). real eslate ($350,000) and linance and Insurance ($303,600) rake In the most, while 
CEOs in educational services ($227, 100), information services ($222,000), and other services ($197,500) take in the least. 
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Among the execullves who headed up key functions for a company. !hose who head up the legal department are the highest paid both In terms of base salary 
($194,500) and total cash compeosatlon ($244,800). On lhe botlom rung ate office managers, whose median salary ($45,000) and total cash compensation ($49,000) 
come In al nearly hall lhal of most other department heads. 

Just as with large companies, the pay scale in small companies tends to Increase along with company size and revenue and ollen Is higher at publicly held firms. 

Geography pay trends also follow !hose al their big·lime cousins. Executives at small businesses typfcally are paid more in the Nonheasl and West than they are In 
states in the Midwest, South and Mountain regions. 

There was one big exception. In Salary.Com's tally of the top 5 areas for average CEO pay (the mean this time, not the median), Tennessee came In at No. 3 with a 
median base salary ol $300,500, Just below New York ($321,800) and the District ol Columbia ($395,400). 

New ways to get rich on the Web 

f_astest crowing sman comPillliil: See why ~rich Petroleum @w), Green Mountain Goffe~ (Charts), LoJag (Qlmrts) and Websense (C~ make the 
fist • 

And thi s article at : 
hftp://money.cm.com/2006/10/18/smbusine:;s/sm~y-:MVeylhdex.htm?section-money_btest 

D Check the box lo Include 1he "'" ol \\nks referenced In tho an\c\o, 

@2007 Cable News Network LP. LLLP. 
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SOMEONE ELSE WILL. SHARP 

Forbes 
8 COf'TI 

Entrepreneurs 

Small Employers, Bigger Paychecks 
Mary Crane, 10.17.06, 2:20 PM ET 

Which way Is the economy going? If executive salaries at smaller companies are any Indication, the answer is sldeways--at best. 

According to a new small-business compensation survey 1eteased today by Salary.com, median base salaries 101 most executives at small firms inc1eased this 
year over last. The median paycheck for marketing manaoers rose 4.7%, to $136, 100; head bean counters got a 3% bump, up to $155,000; and plant managers 
took home $80.000. or 1.8o/o more. 

The annual survey spanned 11 Job functions (not Including ·owner") at more lhan 1,800 organizations, bOth privately and PtJbllcly held, employing one to 500 
employees. 
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Ken Kerr, chief executive and financial officer of Kettley Publishlno. A small consumer-education company based In Newport Beach, Calif., has fllled out the 
Salary.com survey for the past two years. He says the survey results mesh with what he's seen In the California small·buslness community and in his own 30-
person firm. "In this region, we're seeing the economy coming baek strong," he says. "The tide rises all boats--small businesses have really felt the Impact of that." 

Bill Dunkelberg, chief economist for the National Federation of Independent Business, which publishes monthly trend reportS tracking the small-business economy, 
Is optimistic, too. He says the labor market is the tightest lrs been In thirty years, sans the dot-com years. 

In NFIB"s September survey, 55% or entrepreneurs said they tried to hire new employees, and 80% of those round few or no qualified applicants. "Most people 
think or small business as minimum-wage Jobs, and thars net the case," Dunkelberg says. "These {workersJ have to get good pay or you won't get them. They can 
go someplace else." 

The bad news: While salaries have been on the rise, so too has lnnatlon. For the trailing 12 months ended In August. the Consumer Price Index ticked up nearty 
4%--evlscerating those gains In real-dollar terms. (The Labor Depanment wlll release September figures tomorrow.) 01 the eight job functions for wh\ch Salary.com 
provided year-over-year base-salary comparisons, only three rose higher than lnllatlon: chief execs and owners, marketing professionals and heads of human 
resources. 

Weak real-wage salary comparisons at small businesses "could be a harbinger· of a slowing economy, says Jared Bernstein, a senior economist with the 
Washington, D.C.-based Economic Policy Institute. (Typically, small firms tend to feel the chill of economic headwinds before the big boys do.) And even though 
small-business executive pay Is "healthy, If not Impressive," trends at the lower end of the pay scale have been "particularly tough," says Bernstein. 
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SMART ANSWERS 
By Karen E. Klein 
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'3'>' Qffering prospectivE1 emplov.ees real ~~spon~pillty, access to management, and work schedule flexibility, your small 
business can compete in toi::lay's compet1t1ve hiring market 

READ Small-lltlslnesa owners usually feel at a dlsadVantoge when It comas to hiring talented, quallled employees. Where large corporations can provide altractlva 
•~THE TIP benefit packages. smaller firms are loo often constrained by the cost ol such programs. But Oanlel Solomons, president and CEO of Hyrlan. a recruitment· 
,:; SHEET> process outsourcing firm baaed In Los Angeles. says lhal entrepreneurs do have some perks up their sleeves. If only they knoW what to emphasize. He spoke 

r11<:onlly with Sman Answers coklmnlsl Karen E.KJ.e!n. Edited excerpts of their conveniatlon follow. 

Why do small busfnesaes have trouble attracting and keeping good workers? 
There are a number of reasons. The first thing I hear from candidates Is the quesUon of stabMlty. There's a pen;epllon often on Iha pan of Iha candidate lhal lhara's a certain 
lnstablBty associated with smeller firms. I don1 think lhars always CO<fect. In fact there are reasons It could be very unstable to WOik for a largo company because you don1 
necessarily know wtiars happening with the firm flnanclally. 

Bui tha dot-com bust, which was particularly profound here In Southern California, contributed 10 a faallng that smaller companies are less stable, more lean. and perhaps don1 
provide Iha same opponunltles for upward mobility. There even are sometimes simple dlsadVanlages; things like the smaUar company's offices aren1 as nice. 

How can business owners emphasize Iha benefits of working lor a smaller firm? 
Small companies certainty should ensure job candidates that they do everything they can IO provide as much security for people as they can within their budgets. The other thing Is 
to provide benefits if at all possible. I founded my own company, and I know what Ifs like IO be self.lunded. Bui I also think a lot of small companies don1 reaBze how reasonably 
Inexpensive benellls can be. They say, "Oh, we can1 afford dental, or dlsabHlty." But when you compare lnaurance premklms va. the thousands of doBars you lose when a really 
good e"1Jloyee leaves, It doesn't really make o lot ol sense not to do it. 

The Olher thing Is that you can enoourage a candidate to look al a job situation hollstlcally. Yas, a larger company might have a dlsablllty plan that your firm doesn't, but a small 
company can offer a really ambitious. bright person the chance lo learn a lot more. The)"ll be getting a lot more job responslblllly right up·front and wUI have the ablllty to directly 
Influence the compan)"s growth and development. A smaller company lhal offers solid health coverage, and a 40t (1<), and vacellon Ume should be competitive. A job candidate can 
always go out and buy a vision plan If they realy need II. Whars more Important Is that the employee can test now Ideas or business practices and work lndependenlfy. 

What other things can small firms hold oul to tempt potential employees? 
The nrst thing Is, they can hire faster. They typically don't have hiring committees and hierarchies of management that have to give approvals. So they can move qulctcly 10 secure 
quality personnel and make them feel valued. 

Also, because smaller COfll>&nles have more i ne-<>f·slghl management, Ille CEO usually will WOii< slde·by·slde with employees at every level. Thal should be emphasized when k 
comes lo Interviewing: The highest-level peraon possible should meet with job candidates and lal<e an active role In follow-up. And while a corporate CEO likely wlH not follow up 
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with a candidate after the Interview, decision makers at a small boslnass can keep the Hnes of communication open and steady with leading candidates, mul<lng an Immediate, 
posarva Impression. 

Thal kind of access to top management can atso be sok:l as a pJus fot an employee who wants &o get noticed and advance quk:kly. Of course, it depends on how upwardty mobUe 
and ambitious the job candidate ls. In a small company, I you sit there end watch the cioek. and you're out !he door at 5, that will also get noticed and could work agalnSI you. 

You mentioned work environment. What can small firms do to make theirs more appealing? 
A smaU business should play up perks such as casual work environments, llexible work schedules, leleoommutlng, soclal nctMtles, extra vacation and personal time, or any other 
supportlva or famlly-fr1endly polleles they otter that largar companies have difficulty supporting. II your small firm could possibly flJnctlon with some employees working from home. 
et least pert-time, try IL We've S<lt up a pilot program for our employees In Mlnneapolls who have long commutes. We have allowed them to work from home In certain roles twice a 
week on nonconsecutive days. A lot ol companies are alrald ol doing this, bot It can be the difference between keeping aod lostng a valUed employee. You may not be ablle to pay 
as much as the corporation that wants to !Ure them aw1r1. bot they'I stay with you because that nexlblllly Is Important to them. 

Other Important things are making the worl<place IUn and encouraging soclal networking so your employees get to know eoch other across departments aod they make lrtends. 
Retention studies show that people don't ll<e to leave Jobs where they have lots ol lrlends. We recently offered our employees lrae memberships at the health club next door. 
People go over to work out together at lunch or ofter work. The cost of this Is a peanut for me compared 10 the cost of loslng end replacing good people. 

Whal about the physical environment ol lhe entrepreneurial workplace? 
Small-business owners need to reallze that the physical environment does matter to people. An olllce doesn~ have to be glided marole at the lanclast address In town. But people 
derive a great deal ol their Identity lrom their jobs, aod they want to take pride In the place where they WOf1<. They feel good about themselves ff they are proud to shoW their lrtends 
and family where they WOf1<. 

Employers ohould not discount the Importance ol making the ottlce a place that's dignified. This makes a big Impression when you're hiring Job candidates. Think about the use ol 
color on the walls, p<Jttlng In new crupe~ arranging lor a nice break room, encl making sure the olfloe Is always clean aod tidy. 

Of course, tho bottom line always gets down to salary. How can a smaller tlrm be competitive? 
Thtt)' huve to know Ille going aalaly rates for CJ.!Bllfied team memboro ond bo proporod IO match thorn, If not offer more mon•y. to make sure they get the best talent SnmR 11:m:tl!Ar 
company owners wlll say lhey can't afford to pay more. But if you're an emerging company and you want to grow, you're not going to get there wfth mediocre people. You need the 
best candldates--aod they're not stupid people. They know they're the best, so you've got to make k worth their while to work lor you. They might settle for a small company with 
lower benefits, but they won't come on board if you also expect to pay them less. 

A smafter oompany might have an advantage here these days. acttlally, becau... their salaries may not be as highly scrutinized In terms ol cost-outtlng. They can make salaries 
comperitlve by researching what other firms are paying. I rocommend Salary.com, whk*1 does surveys based on numbers trom actual companies. You can poy a tee to join and 
seareh by company size and job titre. The Labor DepL also releases surveys with accurate lnformetlon gathered lrom around the country. 

In terms of guerrllla research. get on the jc>b boarda and search for the kinds of people you're look.Ing for. Notice what kJnds of salarles they're aaklng for and what they aay they're 
being paid In their current jobs. The market Is changing so lest, and It's so competitive right now, you have to be r1ghl In there. 11 tha people you want lo attract are all asking lor 
$5,000 more than what you wanted to pay, you can't walk away lrom thall Really good people don1 last long In the Job marketplace. so you'll have to step up. 

Karen E. Klafn Is a Los Angeles-based wrfter who covers entrepreneurship end small-business Issues 
A<J"'"ioong I Special Sedions I Marko!Plaoe I Knowladgo c.n1 ... 

Xerox Colar. It makes business sanaa. T ermt ot U1e I Privacy Notioo I Bhlc:e Cod• I Contact u. 
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April 12, 2006 2 : 13 PM PDT 

Software engineer: Best job in America? 
Jobs In technology are ranking high on a listing of the "Best 
Jobs In Amerlca"··complled by Money Magazine and 
Salary.com··lhat"s been quickly circulating around the 
blogosphere today. 

Software engineers ranked number 
one In the fisting, which Is based on 
stress levels. flexiblllty In hours and 
working environment. creatlvlty. and 
how easy II Is to enter and advance In 

the field. according to an explanation 
hosted on CNN Money. computer/IT 

analysts ranked 7, technical writers ranked 13, and engineers 

ranked 17. 

It should be noted that jobs were ellmlnated from the llst If the 
average pay Is below $50.000, 11 lhere are !ewer lhsn 15,000 
people employed In such Jobs. 11 lho work environment Is 
dangerous. or II t here are fewer than BOO annual openings In 
such Jobs. 

The !Isling has got bloggers cont emplatlng their own career 
pathS··some proudly and some with regret (like maybe 
physicians, who rank well below physician assistants). 

~ Where is 'drone' $61.100 on the llst?• 
· · Max on MySpace.com 

"The only thing that sucks about (belng a software 
engineer) ts the 'occasional' long hours and lhe st ress 
that comes around release time. Other than lhat ; 11 '8 the 
besl Job. You get to make your own schedule, you can 
w or k from anywhere, and you are given a license 10 
really un leash you r creat ive skllls while designing the 
new sortware." 
··Navdoop ( A Geek al hear1) 

· software eng ineers are needed In virtually every part of 
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cool: Cut tlng·odgo projects , Ilka designing a now video 
game or tw eaking that military laser . Extra cash from 
freelance gigs. Plus. nothing says cool like great 
prospects . What ' s not : Jobs at the blgge1t companies 
tend 10 ba loss creative (th i nk Noo. pre -Matrix). 
Outsourcing Is a worry . Eyestrain and back, hand and 
wrist problems are common.· 
--Geeks on Ice 

" For nex t year' s llst we 're root ing for fact-checktu• . 
pub li shers, prod uct ion assistants, and office managers t o 
get a shout-ou t. Wh o knows, mayba even blogger s w ill 
make tho cut. Not ever l eaving your couch Is a huge Job 
pork." 
··Celtbrlly Feed Network 

f'osled by Michelle Moyers 

Talk Back 
Just like any other career ... 
SWFnglnHt 

Apr 1• , 2006, 10:•3 AM POT 

A com m en t s 

Post a comment 

If you don't mind finding other work alter 35 ... 
Cachl 

Apt 12, 2006, 2 :51 PM POT 

Read more comments > 

http://news.com.com/2061- 11199 _3-6060607 .html 

l!J3 for Blogm o 

a •nsaum 1 
Add EMogma to Newsburat 

April 2006 archive 
s M Tu w Th 

2 • 5 6 7 
9 10 11 12 13 14 
16 17 18 19 20 21 
23 2• 25 28 27 28 
30 
.. Morch May>> 

Resource center from 
News.com sponsors 

QpJlmJzlno y111u1l!ud P•l•cMW..t 
Intel 

SOL Bqryor 2006 y1r1 yql Labs 
Ttkt the SOL 2005 expr ... lat» > 

Gil more lfom your dlqlllLfnl..tJllJJllll.llll 
Wllb WJ ndo.w.LYJlla Homt PrtmlY.m..JlQ_d 
filrutQ_w • VJ llL.U.WJ.n..&1. 
Window• Visla 

Cl.Q._VltJQ.D.J)erl11• Hqw Rrlll1h AirWH.l 
!nnqyattd IQ cpmpelt w l!h •op lrll!a• 
w1lw. 
VJdeo· BACIO Paul Coby 

Window a y1111 Bu1ln111 IQd W indow a y1111 
UUJm.aa..proylde1 1nbanc1.d...lu.w.il.x..hL&n. 
Yn_JU.tdlc!Mble world 
Window• Vlsla 

Intro ducing tbp Blackberry 0000 !rpm 

~ 
Cingular 11 now the new AT&T, 

Page 3 of 5 

s 

15 
22 
29 

3/2212007 



Sofiware engineer: Best job in America? I News.blog I CNET News.com Page4 of5 

... advertl seMen t 

http://news.com.com/206 I - I I I 99_3-6060607 .html 312212007 



Software engineer: Best job in America? I News.blog I CNET News.com 

SPONSORED LINKS 

Job Sal ary 
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Some things beat a hefty paycheck 
Employees at small companies may make less money, but the quality of life 
makes it worth it, a survey suggests. 

By Jtutti1ic<.1 Dickier, CNNMoney.c:om .stall wrllor 
Januqry 29 2007: 1 I :44 AM EST 

NEW YORK (CNNMoney.com) -- Big paycllecks and bonuses aren·t everything. 

Some employees would prefer a beuer quality of life than a higher salary, suggests a survey released 
Monday. 

Sixty-two percent of small-business employees think that salaries are better at targe companies, according 
to Salary.corn's Working for a Small Business Survey. 

But !hey like worl<ing at small companies anyway for roasons that include work/life balance, commute times, 
loyalty, bosses, and relationships with co-worl<ers. 
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Forty-six percent of those surveyed said the work/life balance was one of the reasons they stayed at a small firm, while 38 percent also cited having an easier 
commute, 35 percent credited loyalty, 31 percent like their boss and 30 percent mentioned relationships with co-workers. 

"Dllterent organizations have different things 10 offer, and money Isn't everything - but It's not nothing," said Biii Coleman, senior vice president and chief compensation 
otficer at Salary.com. 

When It comes to base salary, he added, "smaller organizations sometimes have a harder time competing with bigger companies, but they do have other things going 
!or them. They have culture, environment and flexibility." 

file://C:IDOCUME- l\jmh\LOCALS-l\Temp\TM8 IS VQM.htm 312212007 
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Also, the perception that big companleS otfer better salaries may not always be true. Of those surveyed who had worked for a large company, 75 percentsaid that at a 
bigger firm, the benerns were better. and 45 percent said the opportunities 10 move up were greater. Just 38 percent of those respondents said pay was actually better 
at a l811Je company. 

Salary.com surveyed 474 employees from small and large companies. 

10 Web lips lor entrepreneurs 

The end ot the oaychecll • 

Find th is article at: 
httpt/money.cnn.comf2007/01129/~slneW:ala.ry_surveymdex.htm?po$tver:;ion•2007012911 

n Chock f\c box to includo tho litt of links referenced In the :utick!. 

@2007 Cable News Network LP, LLLP. 
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5 Tips: Surviving a layoff - Jan. 26, 2006 

Money com 

Surviving a layoff 
5 Tips: The tools you need to come out of a layoff In good shape. 

By Gerri Wiiiie, CNN/ Money contrlbullng columnist 
January 28, 2006; 10:52 AM EST 

NEW YORK (CNNMoney.com) - Ford motor company plans to cut 30 thousand Jobs over the next six years. 
That's about 21 percent of its workforce. 

And If Ford Is downsizing this much, can your company be next? In today's top five tips we're going to tell 
you how you can cope with job loss. 

1. Read Iha wrlllng on the wall 

If you're like Ford's autowOlkers and you know In advance about a layofl, you11 be much better prepared. Be 
on the lookout for some iayolf wamlng signs In your own company. 

Some of these signs include expense reductions, hiring freezes, management resignations, travel cutbacks 

1 
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and your competitors cutting jobs. Keep in mind these aren't always signs of a layofl, but make sure you monitor your work environment. 

Flrst of aH schedule, medlc:al or dental work now, while you still have heanh Insurance. Update your resume and actively maintain your network. Make sure you check In 
with members of your network with a quick phone call or e-mail. 

II you want to expand your network, check out online networkJng services such as www.llnkedln.com or www.ryze.com. These services let you sign up for free and you'll 
be able to connect with other members and invite colleagues so that your network is constantly expanding. 

http://cnnmoney.printthis.clickability.com/pt/cpt?action=cpt&title=5+Tips%3A+surviving+a+layoff+-+Jan.+26%2C+2006&expire=- l... 3'2212007 
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2. Get a better package 

If you're part ot a union, your separation package Is primarily based on how long you've been wlll1 111e company. Terms vary by union contracts, but II you're In a strong 
union like lhe auloworkers, says Sieve Miranda, of 111e Sociely for Human Resource Management, you'll generally gel a more generous severance package. 

If you're a non-union employee, your separalion package Is also based on lenure (generally you'll gel one to lwo weeks severance pay for every year according to Bill 
Coleman of Salary.com) but il's also based on your level wilhin the company. And surp<ise surptise, a CEO's severance will far oulwelgh that ot a mid·level employee, 
no mailer how long and hard lhey've worked lor lhe company. 

And while It may be harder lo negotlale in a mass·layoll slluation, ll's definitely worll1 your time to try, aocordmg 10 Alan Sklover, a compensation auomey and author of 
"Flred, Downsized or Laid·Oll: What Your Employer Doesn't Wanl You lo Know." 

Many times union separallon packages will include training and re·skllllng says Miranda. For example, some auloworkers may consider a second career as a licensed 
nurso or mortgage brokers. 

With white coaar workers, most separation packages have outplacement services lhat wal help polish your resume and lind you a new position. 

But it you want to slan your own business, you may wanl lo ask for a cash award In lieu ol outplacemenl support. Or maybe you jusl want 10 move altogether. Gel 
relocation assistance. 

The Irick 10 getting whnt you want la making curo you are respectlul, your requesls are reasonable and you give lhe reason behind your rf!1111MI. ThA worsl they can 
say is no. 

3. Collect whal you're owed 

There are some lhings 10 which an employee has a rlghl afler lhey leave. Heallh care coverage Is one of them. COBRA Is a federal law thal allows you 10 continue your 
health care coverage up to a yoar and a hall afler you leave your job. 

You generally have 60 days to decide If you want 1111s coverage. If you have a pie-exlsling condition °' you're going lo be !raveling overseas, you'll want lo lake 
advantage. But remember COBRA isn'l cheap. You'll be required to pay full piemiums and administration fees of 2 percent. 

Mosl companies will pay your medical coverage lhrough lhe month. So If you get laid off on Jan. 30, see If you can push it 10 Feb. t st. II you think you'll have anolher 
job lined up within 111ose 2 monlhs, or you're able lo join your spouse's health care plan, you may want to rethink gelling COBRA coverage. 

You also have a righl to whalever money you've collecled in your 401(k) and your pension benefll plan, Don't lorgel 10 roll over your 401(k) or your pension lnlo a 
Traditional IRA using a lrustee·to·truslee rollover. You'll have more Investment options lor your rellrement and you won't have lo pay penally lees lhal come wllh laking 
a cash disbursement. 

Keep In mind !hat you can't do a direct 401(k) rollover Into a Roth IRA because of lax laws, according lo Hewitt Assoclales, bul lunds may be lransferred from a 
lradillonal IRA 10 a Rolh IRA. 

If you have a flexible spending accounl you'll generally wan! to use your a1101men1 before you leave the company. And don'! forge! !hose slock opllons. If you have 

http://cnnmoney .printthis.clickabi lity .com/pt/cpt?action=ept& title=5+ Tips%3A+Surviving+a+la yo ff +-+Jan. +26%2C+2006&expire=-I . .. 3/22!2007 
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vested stock options. check the price and decide if you should exercise them. II It makes sense, you'll typically have 90 days to do this, otllerwlse you'll lose them. 

"There's nothing worse than having tree money just lakan oll the table; says Miranda. 

4. Don't forget that Rolodex 

So, you've been given the pink slip. Maka sure you take the stull that will help you tind another job. Make sure you grab all those contacts and networks you've been 
establishing. But you may want to leave company property. 

These are documents Ilka customer lists, financial data, strategic plans and contract Information. If you get caught, you could lose your severance or get sued, 
according to Miranda. 

Yoo'll usually have some time to return gadgets so yoo'll be able lo retain any personal lnlormallon. But In case you're required 10 hand tllese gadgets in right away, yoo 
want to be prepared. 

II you have a laptop computer you hava to return, make sure you download the personal stuff. II you kept contacts on your Blackberry, make sure you have backup 
copies at home. 

6. Don't burn your bridges 

Walk OtJt the door with dignity, says Rlcha1u Baya1 of the Five O'Clock Club. You don't want 10 do anything spiteful. 

BelUlli you walk out ol lhe door, gal a recommendation. Evan ii you're not porting on tho bent terms, romomber that this job is going to be on your resume so you may 
as well gel a good revieW (or at least a neutral one). 

II the layotl was a result ol downsizing and not an Indicator ol your performance, a letter or recommendation that expialns why termination wasn't your laull might come 
In handy. 

Gerrt Willis Is a personal finance editor for CNN Business News and the host lor Opan House. E-mail comments lo 5Ups@cnn.com. • 

Find this article at: 
h11p1/mooey.cnn.comf2006/0t/251p(/saving/Wl!is_tlps 

0 Check the box to lnctude the fist ol inks referenced In tle artide. 
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Wage gains are expected to be modest as employers use bonuses, contractors to TRAVQ~OC,. Hove0ur rop209News1cuor 

curb costs. The Most ·wowi- n.~'Z:! :"~~~-
By Chrfs l s1dore, CNNMon ey.com senior writer 
December 7 2006: 1:07 PM EST 

NEW YORK (CNNMoney.com) ··Signs of a fairly competitive job market are everywhere, unless you're 
looking for a big raise. 

Employers are working hard lo keep a lid on wage Increases · and lo a large extent they're succeeding • 
even though the unemployment rale ol 4.4 percent is the lowest It's been In more lhan five years. For !hose 
wilh college degrees. the unemployment rate of 1.9 percent is not far above the lowest reading since lhe 
Labor Department star1ed lracking those slats back in 1992. 

And even Jor those without high school degrees, the unemployment rato stands at 5.8 percent, tied for the 
lowest on record. Oulside of some battered sectors such as lhe au!o Industry, layoffs are dropping as well. 

Job cut announcemen!s have hit the~ since 2000, according to the survey by outplacemenl firm 
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Challenger Gray & Christmas, dropping 19 percent through the first 11 months of the year. 2006 is poised to have less than 1 million job cut announcements, 1he first 
time that's happened since 2000. 

Bui Tuesday's governmenl report on prOduclivity and labor costs showed Jhat hourly wages rose 4.3 percenl In lhe third quarter from a year earlier, the lowest gain so 
far this year, and well below !he 6.7 to 8 percent gains from 2000. 

Thal might be goad news If you're an employer trying to manage labor costs, or an economist worried that higher wages could send people shopping, sparl<ing price 
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Increases tllat could push tile Federal Reserve to raise Interest rates again. But ifs not good news for tile typical worker's take-home pay. 

"I'm befuddled. f would have expected to see larger increases too, but I would have expected to see them In 2006 as wen." said Joe Kiimartin, director of compensation 
at Salary.com, a company that tracks pay and related Issues lor employers and workers. 

His group's research shows employers are planning modesl increases for 2007 · raises of about 3.8 percent to 4.0 percent, about O. t percentage point better than this 
year. 

In a survey, Salary.com also tound that about twO·thlrds of employers expected raises next year to just match this yeafs, about a qu&ner expect bigger pay hikes and 
some 5 percent are expecting smaller increases. 

Other surveys suggest similar gains for 2007. Hewitt Associates, a human resources firm, forecasts base salary Increases of 3.7 percent next year, the highest In five 
years but only a modest Increase lrom this yeafs 3.6 percent. And Mercer Human Resource Consulting also Is torecasting a 3.7 percent pay increase next year, the 
same as it saw in 2006. 

One way ernployern are holding the line is by using bonuses and other variable pay programs, rather than raising base wages, to try to attract and keep employees 
without forcing costs higher. That's because companies are trying to stay lean In case of a slowdown In business, or a recession. 

"The real action is not in base pay, ifs in variable pay." said Steve Gross, a senior consultant tor Mercer. ·companies are trying to use cash bonuses more and more. 
They're hesitant about raising fixed costs more than necessary." 

Salary.corn's Kilm&nin said about 80 percent of employers surveyed now use bonuses as a part of lhalr compensation package, up from only about 50 permnt five 
years ago. 

Employers are also making greater use of outside contractors, who might not show up on the company's budget tor wages, or in some government pay and employee 
estimates. 

Economists say the growth ol outside contraclors Is one ol the reasons the Labor Department's survey of households keeps showing slronger job growth than Its 
separate survey of employers, which produces tile more widely followed montllly payroll number. 

The departmenrs last payroll survey found employers added just 92,000 jobs in October, leaving job growth at just under 2 million tor tile last 12 months. But the 
department's separate survey of households, used to generate the unemployment rate, found 437 ,000 new jobs In October, and a 2.7 million ~se in payrolls over the 
last t 2 months. 

Economists say payrolls probably grew by 105,000 last month but that Iha unemployment rate most likely edged up to 4.5 percent from 4.4 percent In October, 
according to a survey by Briefing.com. The government's November Job repon is due Friday morning. 

And the economists aren't expecting to see wages accelerate. The average hou~y wage Is forecast to post a 0.3 percent month-over-month Increase, actually a bit less 
than tile 0.4 percent rise in October. 

-We're looking at (annual) wage growth of 4 percent for all of 2006, and a little over 3 percent In 2007." said Gus Faucher, dlreclor of macroeconomics al Moody's 
Economy.com. 

http:l/cnnmoney.printthis.clickability.com/pt/cpt?action=cpt&title=Pay+raises%AOmore+modest+than+low+unemploymen1+would+su... 3!2212007 
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But Faucher is projecbng more modest wage gains next year as the economy slows and unemployment nears 5 percent. He said strong corporate earnings growth and 
modest wage growth aren't likely to continue forever if unemployment stays low · eventually It wilt put more pressure on wages. 

"Normally we think productivity gains end up In workers' wages. But II you look at corporate profits, It's businesses that have been benefiting," he said. There's got to be 
a reversal at some point." 

four successful Jl1!2BJ!rd1 s9C(!IJS 

Should a slacker get a year-and bonus? 

The season for parties • and job hunting 

EJu.could cost em plovers $1 O billk>n 

~oort· Your Job 2006 • 

Rnd this art tclc at : 
hnp:l/rwJoey.cnn.coml'2006l12/06Jnews/economy/ncNember_jobs_wlllkupl?poslver.;ion.20()6120713 
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Survey offer s snapshots of what Richmond -area jobs pay 
Richmond Tlmos-Olspatch 
Wednesday, Novembe1 1, 2006 

Too 50 Blehm ond Area Em oloyecs 

Salaries In the Richmond area are generally about 9 percent below the national average, according to a new 
survey. but that's not necessarily bad news. 

The ntan Group LLC and Salary.com surveyed 94 Richmond-area employers and gathered wage and salary data 
for 160 Jobs. 

"When you look at what the cost of living Is In Richmond versus some other cities. It becomes an attractive 
place for many nf thA IAroer firms to move to: said Joe Kiimartin. director of compensation for Salary.com . 

Richmond's cost nf llvlno Is about 6.6 percent above the national average, he said. Bv comparison, 
Washington's 1s 54 percent higher. 

Page I or I 

SELECTEO LOCAL MEOIAN 

SALARIES 

• HR director : $99,500 
· Ma1kolin9 managor : $90,000 
· P\ucha.slng mnnaget: $77 ,800 
• Civil f,,glnMf' : $88.300 
· Network administrator: SG0, 100 
. R9glste1ed nuru: sse.ooo 
• E.utculive assistant. $44,800 
• Cultomer-Hrvlce rep: $30.000 
• Cl'tll•centet rop: $32,000 
· Forklill operator: $29,900 
• Secuilty gua1d: $2 4,t!OO 
· HouMkeeper: $20.100 

Some jobs locally paid higher than the national figure, Kiimartin said. A business-systems analyst's salary In Richmond was 20 percent higher, 
and a recruiter got paid 17 percent more. 

The survey includes some of Richmond's largest and most well-known companies, though Salary.com and the Titan Group, a human
resources consultant, did not release names. Participants represent a broad range of Industries and range In size from five to 73,000 
employees, with an average size of 2, 531 employees. 

-·John Reid Blackwell 

http://www.timesdispalch.com/servlet/Satellite ?pagename=Common%2FMGArticle%2 FPrint Version&e=MGAnicle&cid= 114919144... 3/2212007 
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Salary Secrets and Myths 
Employers seem to have the beaer hand in pay negoNbons. But here ate 6 ways to betlet' read the cards they 
hold. 
By J•:mne Sahadl, CNNMonoy.com unlor writ« ____________ _ 

Salary wizard 

' IWll tlf.llI ' iay ~all 
about you 

Free salary report sal•rY. om 

Thanks lo a feaI of lawsuits and 
dissension In the ronks, companies 
usually employ a syslomallc 
process. complete with outside paid 
consullants, to determine 
compensation. 

Typically, however, companies 

Job Ca.tegory: 
Accounting 

ZIP Code: • 
OR, Stale I Metro Area: 
U.S. National Average 

dont do a good job communlcadng to employees how lltey arrive at pay decisions. But lltey should, 
and if yours doesn1, don't be afro.Id IO ask. "lrs only fair to say 'cnn I have the basic facts .... said 
Dallas-based compensaUon consultant Rebecca Elkins. 

What you should do: Ask what salary surveys they use to assess the going rate for your position and 
which competitors' pay scnles they use as a. point of comparison. 

Salary surveys lltat companies use may net be available lo lndlv!OOals. But Salary.com new 

http://money.cnn.com/popups/2006/pf/salary_secrets/4.html 

Sub scribe to Fort une I F1e e l 

,._..i i.., 
1(»1oOI llDITm En!S'o Sito SEARCH 

LIFESTYLE REAL ESTATE SMALL BUSINESS RANKH 

MORE 

Secrets your company doesn't want yoL 
know 

• 

A sneak·peek behind tho curtain on COt'po 
lactlcs and atti1udes when dealing with 
employeos. (more) 

100 Best Companies to Work For liiJ:.I Fortune's onnual ranking ol companle.s th Bl rate high with employees (more) 
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aggregates findings from a number of those surveys. updates Its numbers regula~y and offers bothj 
general and cusromlzed salary repo~ tor your job based on where you live. your tenure and other 
specHtc factors. Tho customized repons cost botween $29 and $79. 

Another. more expensive option at $2001'l a qulck-eall salary report from the Economic Research 
Institute, which also aggregates the findings trom a number of salary surveys. 

Seem! Secret 2 Sacral 3 Myth t Mylh 2 

• Home • Portfolio • C8Jculators • Contact us • Newsletters • Podcasts • ASS • Mobile • Press Center • Sita Map 

• AdVertJse with Us • Magazine Customer Servlco • Datastcra • Reprints 
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Another Increase in Compliance Costs - CFO.com 

CFOcom 
Another Increase In Compliance Costs 
Compliance and ethics officers are getting paid bigger salaries. Put the blame on Boesky, Enron and, of course, Sarbox. 
Sarah Johnson CFO.com 
September 2t, 2006 

Page I of I 

The Sarbanes-Oxley Act Is often blamed for a dearth of accountants, and their new found leverage to demand more money from their employers. The Act has 
oJso given rise a boost to another corporate denizen; compliance and ethics officers, who lncreaslngly are being Invited Into the executive suite, and greeted 
with bigger paychecks. 

compensation for com pH once o.nd ethicc officers hos risen moro than 12 percent slnco last year, according to Salary.com and the Ethics & Compliance Olflcer 
Association. Since the f·allout from Enron and other corporate scandal&--and the advent of Sarbox-eompanles have begun to coddle these managers, giving 
them titles llko •Chfet Ethics Officer• and having them ropor1. In some cases, dlrectly to tho board of directors. · rha quaJlty or the Individual has been 
upgraded,· says Keith Darcy, executive d irector of the ECOA. 

The top global ethics and compliance executives make a median annual saJary of $206,800, cushioned by $132, IOO In median long· term lncenllves. The top 
domestic executives specializing in ethics and compliance earn $180,600 for their median annual salary, with $81 ,600 In median long-term Incentives, such 
as fncontlvo !ltock options, nonquoliflod stock optlono. and ro~trlcted stock. Theso long· t orm lncenllves have docllned from last year's report , which the 
survey- tak ers attrlbule to h iring awards. companies aro lncreaslngly using full value shores through stock bonuses, restr icted stock, or performance shares to 
compensate their compllance officers. 

The compliance and ethics omcer Is falrly new to Iha corporate world as the role did not exist 30 years ago. The position evolved after the Foreign Corrupt 
Practices Act was passod In 1977, and companies continued to add the position after corporate scandals were made public during the next three decades. 
Indeed, the Insider trading convictions of Ivan Boesky and Michael Miiken, and the subsequent creation of the Defense Industry Initiative on Business Bhlcs 
and Conduct In 1986, helped spawn more corporate compliance officers. 

Tho unravellng of corpotate a.ccountlng Issues al WotldCom, Global Crossing, and Enron has fueled th e Importance of compliance olflcers, as does this year' s 
headllnes about the Lncreaslng number of Invest igations Into companies stock option backdating practices, Darcy says. "Since Serbanes· Oicley was passed In 
the summer ot 2002, the risk of doing business has gotten greater. 

ECOA's membership has more than doubled since 2002. when lhe ECOA had about 600 members. In addlUon to raising the prominence of compliance 
ortlcers, more companies are creating compliance commlllees rilled with risk mangers, Dorcy adds. 

Whlle companies across the board have decided to pay their compllance officers more. they're Inconsistent about who's the boss. A minority ot compliance 
olftcers repott to the CFO. according to Darcy. More compliance officers report to a general counsel, chief operating otrlcer, or the board of directors. "My 
feellng Is there should be a dotted l ine with the compliance officer reporting to the board ot directors, If not o d irect llne structurally," Darcy says. 

ci CFO Publishing Corporation 2006. All rights reserved. 
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From the Yankee Group's October 2006 Compensation Report: 

,,, 
YANKEE 
G q 0 U ? 

Octokr 2006 
by Jason Corsello, Business & IT Servlcn Director, 

jcOJselh>Ctyankee-group.com, 617.080-0l38 

Compensation as the Foundation to a Talent 
Management Strategy 

Oclo~e1 2006 

IV. Four Approaches to a Performance-Driven Compensation 
Strategy 

Compensation-Focused Talent Management Vendors 
Compensatiou-centric vrndon focus on dynamic compensation planning that adheres to 
program•. policies and budgets. These vendors enable a real-time view of the planning 
proce_., buddiug compliance issue• and the f111ancial and budgctlry affect on the 
organization. More recently, these vendors have integJated perlonnance managcme.nt 
capabiliti.s that align perfonnancc and compellSation in a pay-for-perlonnancc model. 

Succe-.ful vendors such as Salary.com ancl Workscape focu• Oil intuitive, highly 
configurable applications delivered in a Saas model. Workscape focu•e• Oil a large 
global reach with multi-language, multi-currency &llpport. Salary.com leverages highly 
reliable market data from more than 3,400 job code• to differentiate its offering and 
nonualizes industry and market compen•ation trends to drive individual performance and 
businf'ss ontcmnes. 
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14;tA•R·''&hiit+iClilliljlll 
Essential Com pon en ts of Effective Performance Management 

By Bill Coleman 

Most organizations today claim they "pay for performance. " Belief in the meaningful linkage of an 
employee's work contribution, management's performance evaluat ion of the employee, and related 
compensation decisions is v irtual ly universal. The concepts, tools and management 's intentions are 
terrific; the problem is w idespread fai lure in execution . A lack of necessary skills, knowledge, 
management support and personal priorities, to say nothing of the discomfort most people 
experience when giving and receiving feedback , are mighty forces inhibiting t his crit ical process. 
Failure to set goals, provide ongoing feedback and summary evaluations, generally resu lts in 
employees "not knowing where they stand" - the central tenant of effective management, accord ing 
to Jack Welch, previous CEO of General Electric. 

Very often, the accuracy of employee performance evaluations and the valid ity of associated pay 
actions are viewed skeptical ly , if not cynically , by employees and managers alike. Formal research 
and observation of real organization behavior ind icate that both managers and employees view 
performance management as either a low priority or an unpleasant task to be avoided , or both. In 
truth , goal setting, coaching and evaluation sessions are typically late; or they are rushed , 
incomplete or om itted altogether. 

Many observers note that at the core of the failure of performance evaluations is the unavoidable 
conflict between the organization 's approach and the employee's percept ion. Employers typically set 
percentage lim its on the number of "poor," "good, " "better " and "best " employees, while more than 
80 percent of U.S. workers rate their own performance as exceeding the "norm" or average 
performance of peers. This makes sense because who among us is motivated by being judged to be 
"average," "adequate," "a th ree rating,' "meets expectati ons, " or other terms used to label those in 
the middle of the bell curve? Performance management, as practiced by many fine organizat ions 
and managers, is continually questioned and criticized because of this fundamental and inescapable 
conflict between self-assessment and organizational j udgment. What can employees and 
management do about a process that is frequently unsatisfactory and so immune to improvement? 

Research of high performance organ izations and management behav iors prov ides the essent ial 
characteristics of effective performance management techniques and practices. Here are seven 
immediately identifiable components -

1. Widespread Understanding of Company Direction and Goals. With a clear view of the 
organization's d irection and objectives, man agers and employees can align their own effor ts 
and goals to the overarching priorities. 

2. Balanced and Diverse Goals. Performance goals reflect a mix of what is to be ach ieved and 
how it is to be achieved, including such factors as fi nancial results, quality , innovation, 
customer satisfaction , employee sat isfaction and organizational strength. 

http://businessedge.michcpa.org/issue/print.aspx ?i=v3n3&a= 17 6&s=Ml 3/22/2007 
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3. Performance Management is Key. It is not optional, trivial or easy to do. Good employee 
and business management is good performance management. Make good performance 
management a high ly valued, even crit ical, trait . 

4. Con tinually Train How to Give and Receive Feedback. Seems too obvious, but gaining 
skill and confidence in giving and receiving feedback is central to performance management 
effect iveness. 

5. Focus on Development, Not Judgment. " It's about human nature, dummy!" If most 
employees were not insecure before now, the recent four-year economy has made job security 
"Job No. 1' in employees' minds. Keep focused on employee development and improvement, 
not criticism and judgment. 

6. Lead by Example. Managers and employees will almost always mimic the behavior of the 
boss. Performance management starts with the CEO doing a good job with the top tier of 
executives. It will cascade very naturally from there. It will fai l for certain if performance 
management is deemed to be good for the masses, but unnecessary for top management. 

7. " Watch Your Language!" Animals and entertainers perform - employees contribute! Several 
successful and bold companies have abandoned ratings altogether. A leading professional 
services company issues performance assessments during new hire orientation. Al l new hi res 
are told they are considered a "fu ll contributor" unless their work warrants a reassessment. 
Should the volume or quality of their contribution to the business results or work environment 
decline significantly for a sustained period, they are reclassified as "requiring development. ' A 
three- to six-month development period is inst ituted. Fai lure to restore their "full contributor" 
status typically results in termination of employment . Gracious, clear and deliberate! 
Employees are not humiliated or "marked" for failure. Treated like adults, employees are not 
likely to disappoint. 

Whether you're the employer or the employee, it's worth the time to take a step back, look around, 
and assess whether your performance plan real ly works. Look for ways to make it better and watch 
the contributions improve. 

About the Author 
Bill Coleman, CCP, is senior vice president of compensation with Salarv.com, located in Needham, 
Mass. He has more than 20 years of compensation and benefits experience in consulting and 
corporate management. He heads Salary.corn's compensation and content teams that research and 
publish Salary.com findings on compensation data and trends for an audience of human resource 
professionals, business managers, and individual employees. Bill can be reached at 
bcoleman@satary.com. 

The informat ion contained in The Business Edge is for guidance only. The opinions and observations are solely 

those of the authors and do not reflect the opinions or official posit ions of the Michigan Associat ion of Certified Public 

Account ants. 

Readers are encouraged to contac1 the authors, or their professional advisors, directly . 

5480 Corporate Drive, Suite 200 , Troy, Ml 48098 Phone: 248.267.3700 Fax : 248.267.3737 E·mail : 
bu sjnessedge@rnjcbcpa org 

h ttp://businessedge.michcpa.org/issue/print.aspx ?i=v3n3&a= 176&s=MI 3/22/2007 



Small Companies Woo Finance Staffers - CFO.com 

CFOcom 
Sm all Com pan ies Woo Finance Staffers 
Their biggest employment challenge: keeping up with salary offers by larger companies. 
Helen Shaw, CFO.com 
January 04. 2006 

Pagel of2 

C.Ompetltion for financial executives may be heating up in 2006. That's good news for job candidates, but it will pose some challenges for smaller businesses. 

"About 80 percent of small to m ldsized compan ies believ e they will Invest in hiring In 2006, not j ust to replace, but to add staff," says Michae l Assaad, a vice 
president at staffing company Ajllon Finance. "These companies are growing t heir revenues as the economy gets better, expanding their headcount, and 
looking to grow in other aspects, such as office space and technology." 

Their biggest employment challenge: keeping up with rising salaries at larger companies. In the past two years. salarles for prolesslonals In public and pr ivate 
accounting have Increased an average of 1 O percent each year, according to Ajllon. •Companies are dying for great talent: explalns Assaad - especially 
given the scrutiny brought by Sarbanes-Oxley - "and there Is a labor shortage.· 

Bill COieman, a senior vice president at Salary.com, pegs the recent yearly tncreases somewhat lower, at 3.5 percent lo 4 percent across large and small 
companies. This year , Coleman expects t hose figures to hold steady at smaller companies, but larger companies, he believes, may see those numbers rise. 

Another challenge for smaller businesses Is the lnablllty to match benefits such as tuit ion reimbursement , a large 401 (k) match, and lengthy vacation t ime 
that may be offered by their larger competitors. 

To successfully compete for candidates, advises Assaad, these companies must instead highlight those characteristics that set them apart. ·we find that at a 
smaller company, employees have more job security, autonomy, and a greater voice In the company: he says. Assaad also maintains that the •next step• on 
the career path Is better defined at smaller businesses; although the CFO might not pull down t he big salary that a larger company would offer, Myou can get 
the tltle and control a lot quicker.• 

Salary.corn's Coleman also notes an Interesting t wist ln the hiring pictu re as a resu lt of recent regulatory reforms. True, he projects rising salaries for CFOs, 
controllers, and to a lesser degree treasurers, but t he increases wlll be much more apparent at larger public com pan ies where t he scrutiny (and job intensity) 
has risen since the passage of Sarbanes-Oxley. 

Smaller or private companies, adds Coleman, are somewhat Immune to that increased pressure. For the finance team, both the risks and the rewards are 
lower than for their more-exposed counterparts at larger companies. That's one more characteristic that m ight help a smaller company set itself apart : a little 
peace of m Ind. 

A selection or salar ies for finance executives at companies with less t han $50 m illion In annual revenues, according to Ajllon Anance: 

• Nationwide, chief f inancial officers and treasurers at these smaller companies earn $90,000 to $120,000, on average. In the Northeast and the New York 
metro area. they can expect to earn between $93.000 and $120.000; In the Mld·Allantlc region. $86.000 to $100.000; In the Midwest , $78,000 to $99.000; 
In the Chicago metro area. $83.000 to $120,000; In the Southeast. $83.000 to $100,000; In the Mountain region, $78.000 to $100,000; and In California. 
$92,000 to $139,000. 

• Salary averages for controllers vary from $53,000 to $120,000 nationwide. In the Northeast, the range Is $73,000 to $120,000; in Northern Callfornia, 
80,000 to$ t 00,000. 

http://www.cfo.com/printable/article.cfm/5350968/c_3666324?f=options 3/22/2007 
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• Accounting managers earn $43,000 to $76,000 on average. As in most categories, Northern Galifornia has the highest compensation range and the 
Midwest, the lowest . 

• Nationwide, Sarbanes-Oxley audito rs at these smaller companies corn $51,000 to $94,000 on average: those In the Pacific Northwest average In the range 
of $67,000 to $94,000. 

<I:> CFO Publishing Corporation 2006. All rig hts reserved. 
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Indust ry Awards 

Salary.com strives to deliver best of breed solutions to consumers, enterprises and small 

businesses. We are p leased to have our efforts recognized by leading Industry authorit ies 

and organizations. 

Salary.com, I nc. 

2006 Deloitte Fast 50 - # 12 in New England 
2005 Deloitte Fast 50 - #2 in New England 

Salary.com, Inc. 
2006 Inc. 500 - Ranked # 417 

2005 Inc. 500 - Ranked # 95 

Comp Planner® 
Winner of t he 2004 Top Product of the Year Award 

CompAnalyst"" 
Winner of t he 2001 Top Product of the Year Award 

Company Analysis 

Winner of the 2004 l nfoCommerce Model of 

Excellence Award 

Deloitte. 

MoE900 
IHFOCOMMER<E 

MOD(L OP l>CC!LUNt! 

AWARD WINNER 



Salary Wizard® 
2002 Ml MC Awards Flnallst 

Salary.com, Inc. 
Winner of CIO Web Business 50 Award 

Salary.com, Inc. 
Winner of WebAward for Best Employment Website 

Salary.com, Inc. 
Certificate of Appreciat ion WorldatWork Society of 

Certified Professionals 

MIMC 
Hossochusetts 
Inte ractive Media 
Council 

0 
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2007SllA@ 
CODiE// 

AWARDS 

I .. ; ~-~ 1le1tJ!1~W>":'i :~ I 
I 2007 FINALISTS I 
I WHY ENTERl I 
I CATEGORIES I 
I PROCESS & RULES I 
I JUDGING I 

FREQUENTl Y ASKED 
QUESTIONS 

I CODIE AWAADS GAIA I 
I SPONSORSHIP I 
I AWAAD HISTORY I 
I PRESS ROOM I 
I MARKETING PARTNERS I 

Best Human Resources Solution 
Awards the best software solution that automates any aspect of human resources managemen 
including HRIS, benefits administration, recruiting, payroll, performance appraisal, asset 
management, etc. 

Employease Network, ADP 
The Employease Network by ADP gives your organization 
the time to focus on the issues that matter, the data to make 
better decisions and the infrastructure to support programs 
that drive your organization forward. 

The solution helps more than 1,500 companies redefine how 
they manage employee information, resulting in extraordinar; 
improvements in HR. benefits and payroll processes. By 
redefining flexibility, innovation and service, we deliver an 
unparalleled experience. Your organization will have the tool: 
you need to face today's workforce challenges. 

With the Employease Network by ADP you can experience: 
fast and risk-free implementations without installing software; 
configure your application quickly and experience the joy of a 
seamless and automatic upgrade. This on-demand solution 
can help you improve service to employees, reduce 
administrative burdens and focus on strategic business issues. 

IForms, iCIMS, Inc. 
The iForms engine automates paper processes, streamlining 
the way documentation is completed, stored, and routed to 
and from candidates, hiring authorities and third parties. 
Leveraging the inherent flexibil ity of iCIMS' technology 
platform, iForms is capable of powering onboarding, 
succession planning, performance management, surveys, 
assessments and other initiatives directly through iRecruiter. 

CompAnalyst Executive, Salary.com, Inc. 
CompAnalyst Executive™ is an on-demand research tool 
integrated with the industry's largest database of executive 
compensation and company performance data extracted 
directly from proxy filings. It enables HR professionals to 
easily benchmark executive and director pay against relevant 
peer groups in order to build compensation programs that 

http://www.siia.net/codies/2007 /showcase_ detail.asp?id=30 3/22/2007 
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~TELUS 
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are competitive and in compliance with SEC guidelines. 

!Vantage 4.0, SPECTRUM Human Resource Systems 
Corp. 
iVantage® is a complete web-based HRIS designed to meet 
the needs of any HR department. Comprehensive 
functionality, ultimate reporting and powerful time-saving 
features are just a few of the reasons !Vantage users like to 
share their secret to more effectively managing workforce 
data. 

This easy-to-navigate program manages all core HR functions 
from application through retirement, including applicant 
tracking, compensation planning, employee development, 
benefits administration, attendance and performance 
management. and succession planning. Routing and alert 
capabilities allow HR departments to streamline tasks using 
self-service capabilities and e-mail, while enabling managers 
and executives to review data as needed. The suite of 
reporting tools is designed for the ultimate in flexibility, 
power, and insight. HR departments can retrieve data from 
the system using hundreds of parameterized reports, metric
style reports, natural language query, o r OLAP tools. iVantag• 
Is a software system that gives you options - all backed by 
intuitive He! p features and toll-free, non-outsourced product 
support. Since 1984, Spectrum has combined HR expertise 
with the latest industry-standard technology to provide 
quality HR solutions like iVantage. 

Talent Technology Corporation's HireDesk Product 
Service Line, Talent Technlology Corporation 
Talent Technology Corporation's HireOesk product is the 
first on-demand recruitment & talent acquisition software 
solution to seamlessly integrate competency-based 
assessment and hiring tools, a full-feature applicant tracking 
system and post-hire performance metrics into a highly 
configurable, single platform solution for mid market 
corporations, recruitment and staffflng agencies and RPOs. 

TELUS High Performance Workforce Solutions, 
TELUS High Performance Workforce Solutions 
TELUS High Performance Workforce Solutions (HPWS) is an 
innovative, integrated human capital management solution 
designed to boost performance by focusing on people, 
thereby creating a culture that promotes success. HPVVS 
empowers people by bringing award-winning, tried-and-true 

3/22/2007 
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HR best practices to the fingertips of all employees through 
the ubiquity of the Internet. 

In 1999, TELUS faced the challenge of transforming a national 
company with 30,000 diverse employees into a culture based 
on values, empowerment and engagement. After much 
research and design, TELUS created a set of online solutions 
to be used in-house where employees could cultivate their 
learning and performance. But, this was only the beginning . .. 

Over the last 3 years, TELUS has rolled out the HPWS suite 
of HR products to several companies to help them achieve 
the same success that TELUS itself gained through its own 
experience. One HPWS client, Holt Renfrew, has just been 
named one of the ''Top 50 Employers in the Greater Torontc 
Area for 2006" due in part to our solutions and the culwral 
changes that ensued. We are pleased to offer our experience 
and our products to assist others in their own employee 
empowerment strategy. 

With HPWS, you can become an employer of choice. 

GoJ oJ:ELUSJ:ligh.~eriormance_W_orkforcaSolutions'..Web 
Site 

01 Copyright C2007 SHA Softwal:c.&.lnformatioll.lnd!illcy.Asso<.iatian. 
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Salary.com(TM) Executive Compensation Software Named 2007 CODiE Award Finalist 

- Software & Information Industry Association Honors CompAnalyst 
Executive(TM) in Best Human Resources Solution Category -

WALTHAM, Mass., Jan. 29 /PRNewswire/ -- Salary . com, I nc ., a leading 
provider of on-demand compensation management solutions, today announced 
that its CompAnalyst Executive(TM) product has been selected as a finalist 
fur the 2007 CODlE Awards . The CODiE Awards, a peer-recognition awards 
program, honors outstanding achievement and vision i n software, e ducation 
technology a nd digit al content. 

CompAnalyst Executive, Salary . corn's executive compensation research and 
benchmarking software, is a finalist in the Best Human Resources Solution 
category . The product combines one of the l argest databases of executive 
pay and company performance data for U. S. public companies , with on-demand 
software to create a s treamlined way to research executive and director 
compensation and benchmark pay programs against peer groups. CompAnalyst 
Executive enables companies to identify competitive market practices and 
develop defensible executive pay programs that are inl ine with the market. 

"We ' re honored to be a CODiE finalist ," said Joshua Lurie , Salary . corn's 
Vice President of Executive Compensation . "With execut ive compensation and 
corporate governance practices coming under increased scrutiny, CompAnalyst 
Executive gives companies and human resource professionals the ability to 
instantly access, track, and benchmark against a set of peer companies 
using data extracted directly from proxy filings for every publicly traded 
US company. Having access to such information in a timely manner gives 
companies the business i n t e ll igence they need to attract and retain 
e xecutive talent while meet ing organ izational objectives . " 

Now in i ts twenty-first year, the CODiE Awards program was established 
by the Software & Information Industry Association (SIIA) to provide a 
unique opportunity for compan i es to be recognized by their competitors. 
SIIA is the principal trade association for t h e software and digital 
content industry . A list of finalists is available at 
http : //www.siia.net/codies/2007/finalists . asp . 

Ken Wasch, SIIA President, added, "The 2007 CODiE Finalists represent 
real winners , even at this stage of the contest. Competition is fiercer 
than ever and that makes selection as a CODiE Finalist a major achievement. 
Al l the companies on this year's list should feel j ustifiabl y proud of 
t heir recognition." 

About Salary . com, Inc . 
Salary.com is a leading provider of on-demand compensation management 

solut ions helping businesses and individuals manage pay and performance . 
Salary . com provides companies of all sizes comprehensive on-demand software 
appli cations that are tightly integrated with its own proprietary 
compensation data sets , thereby automating the essential elements of the 
compensation management process a nd significantly improving the 
effectiveness of its client ' s compensation spend. For more information , 
visit htt p : //www.sal a r y . com . 

http://www.prnewswire.com/cgi-bin/stories. pl? ACCT= 104&STORY =/www/story 101-29-2007100... 3/22/2007 
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SOURCE Salary.com, Inc. 

Related links: 
• http://www.salary.com 
• http://www.siia.net/codies/2007/fi nalists.asp 

r• •.oYtEJl!OIV 
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Issuers of news releases and not PR Newswire are solely responsible for the accuracy of the content. 
Terms and conditions, including restrictions on redistribution, apply . 
Copyright ii:> 1996· 2007 PR Newswire Association LLC. All Rights Reserved. 
A United Business Media company. 
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Press Release 

Top HR and Training Products 2004 

MEDIA CONTACT: 
Jeanne Achille 
The Devon Group 
(732) 542-2000, ext. 11 
jeanne@devonpr.com 

Top HR and Training Products of 2004will be Awarded at 
This Week's HR Technology Conference & Expo® 

- Human Resource Executive® Magazine to Honor Winners at Awards Luncheon -

CHICAGO (October 13, 2004) -- Human Resource Executive® magazine will be awarding the 
Top Human Resource and Training Products of 2004 during an awards luncheon today at the 7th 
Annual HR Technology Conference & Exposition®, the premier destination for HR decision
makers. The awards luncheon will be held from 12:1 5 to 1 :45 p.m. at McCormick Place in 
Chicago. 

"For more than 16 years, Human Resource Executive® magazine has made these awards after 
thorough briefings and demonstrations with our editors," said David Shadovitz, conference 
chairman and magazine editor and publisher. ''This is the first time the awards will be presented 
during the HR Technology Conference®, and the first time the top HR products and top training 
products will be announced in the same issue of the magazine. A record number of companies 
entered products, and we feel honoring the top products during the conference will give HR's top 
decision-makers a chance to learn more about these innovators.' 

The magazine's top 10 choices for HR products and top five choices for training products are 
detailed in the current, October 2, 2004, issue. The winners and their products are included 
below. 

Top 1 OHR Products of 2004: 

• Hire.corn's Enterprise Hiring Center, a tool that aggregates all recruiting-system data into a grid 
where key candidate and requisition data fields can be selected, filtered and sorted into 
personalized views 

• Globoforce's Motivational Platform to Give Employees the Power of Choice, a global platform 
that offers incentive-and-reward gift certificate solutions and now includes a transactional 
business model that gives employers real-time views of their incentive programs and managers 
administrative consoles to track award histories and spending 

• HireDesk's Corporate Recruiter, a Web-delivered applicant tracking system designed for the 
mid-market that includes competency-based screening and selection tools, a resume database, 
requisition and contact management, interview guides and customizable workflow management 
for different types of positions 

• lngenix's Plan Cost Estimator, a Web-based service that allows employees to estimate 
individual and fami ly health-care costs and manage expenses under various plan models 



• Workscape's OneForce, a suite of Web-based employee self-service and employer workforce 
management tools that includes online maintenance of payroll and employee personal data, 
compensation management and, in its latest release, employee benefits management 

• Recruitmax's Aloha, a Web-based product designed to streamline the onboarding process for 
new employees to make it repeatable, more effective and more efficient 

• Taleo's Assessment Solution, a product that allows users to validate assessment content from 
multiple sources on a single Web-based platform and also features a configurable assessment 
workflow, a content-and-services tool, and an assessment engine 

·Salary.corn's CompPlanner, a Web-based application that manages all aspects of the 
employee compensation lifecycle, from modeling and design to administration and evaluation 

• VitalSpring Technologies' Financial Performance Management, a software solution that allows 
users to integrate general ledger systems with traditional benefits-claim data sources, thereby 
providing HR and financial teams with a dashboard of key health-care metrics 

• Authoria's Manager Advisor, a Web-based self-service tool that provides managers with a 
single-access point to information on their company's policies and programs, personalized access 
to training resources and tools for conducting performance reviews to help managers be more 
effective in their roles as supervisor and coach to their employees 

Top Training Products of 2004: 

• Leadership Performance Systems' Type 360, a Web-based, multi-rater 360-degree feedback 
instrument designed for maximizing leadership performance through self-management by linking 
a leader's behaviors and personality style with eight universal leadership competencies 

• Development Dimensions lnternational's Interaction Management: Exceptional Leaders ... 
Extraordinary Results, a multifaceted leadership development system that aims to prepare 
leaders to succeed in a complex and unpredictable business environment, and includes 27 half
day, competency-based courses organized around seven "people leader imperatives" 

• The Diversity Channel's Diversity Management System, a computer-based system that allows 
one person to manage the job of educating employees on diversity through an integrated learning 
management system 

• Trifus NA's Zelos, a software application designed to enable the seamless transfer of 
communications and data among e-learning components regardless of vendor, location or 
compliance with industry standards 

• VitalSmarts' Facilitated Process for Mastering Crucial Conversations, a product that uses video, 
CD-ROM and DVD technology to take participants through the necessary steps to learn the 
process of mastering crucial conversations 

"With more businesses going global, and with third parties becoming bigger players in just about 
every aspect of HR service delivery, some of the most innovative and useful entries this year 
were those providing easy, immediate access and communication between companies and 
providers, and between U.S. and overseas divisions," said Shadovitz. "In all cases, we feel 
strongly that these products deliver value to HR professionals, but, as always, we continue to 
stress the importance of conducting the necessary due diligence before making investments." 



The conference and exposition will be held at McCormick Place in Chicago from October 13 l 15, 
2004. Known for both the size and the quality of its conference program, exhibitors, and 
attendees, this event has for years been the preferred platform for the launching of new products 
and ideas for Human Resource software and services. Visit www.HRTechnologyConference.com 
for full conference registration details. 

### 

Note to editors: Trademarks and registered trademarks contained herein remain the property of 
their respective owners. A limited number of complimentary press passes are available through 
The Devon Group at (732) 542-2000, ext. 17 or e-mail lindsay@devonpr.com. 

October 13, 2004 

Copyright 2004© LRP Publications 
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Press Release 

Top HR Products of 2001 

For Immediate Release 

Contact: Joan Viola 
(215) 784-0910, EXT. 342 

Human Resource Executive Announces 
2001 Top HR Products Contest Winners 

December 2001, Horsham, PA: Human Resource Executive magazine has announced the 
winners of the 2001 Top HR Products Contest. 

Each year Human Resource Executive editors receive for review products released from Oct. 1 of 
the previous year through Oct.1 of the current year. These products are then evaluated by the 
editorial board and the top 10 are chosen based on the following criteria: 

Does the product meet its self-stated objective? 

Does the product offer an interesting or unusual form of presentation? 

Is the product unique? 

Does the vendor provide above-average support materials for the product? 

Does the vendor provide clear and concise directions for the product? 

As in previous years, Human Resource Executive has recognized those products that make the 
best use of technology and are easy to deploy. 

The 2001 winners include the following: 

• FastTracker, from Fatline Corp., Boulder, Colo., a Web-based service designed to help 
organizations monitor and manage their employees' Web usage. 

• Dallas-based Engenium lnc.'s HireReasoning which uses intelligent retrieval technology to help 
organizations identify the most qualified candidates. 

• 360Metrics, a Web-based, multisource feedback system for conducting 360-degree 
assessments, from Applied Psychological Techniques Inc., Darien, Conn. 

• Authoria lnc.'s Authoria eSPD, a software product designed to streamline the creation, 
maintenance and distribution of summary plan descriptions, the benefit-plan documents 
employers are federally mandated to provide to all their benefit-eligible employees each year. 
Authoria Inc. is based in Waltham, Mass. 

•Wellesley, Mass.-based Salary.corn's CompAnalyst, a professional-strength compensation
benchmarking source delivered via the Internet. 



• WebExit from Hawaii-based Nobscot Corp., a Web-based self-service system that allows 
companies to gather, measure and analyze data on the employment experience through the use 
of online exit interviews. 

• p1anlinx, a Web-based self-service solution produced by the Chicago-based firm of the same 
name. The product is designed to cut health-care costs by connecting employees with 
personalized health information and benefits coverage details. 

• lcarian's Interactive Job Site assists employers in providing control over their online 
employment brand by giving them the ability to attract and interact with qualified candidates. 
lcarian is based in Sunnyvale, Calif. 

• Atlanta-based Employease added Employease Recruiting Module, an online recruiting and 
applicant tracking capability, to its Employease Network. 

• Hodes IQ, an e-recruiting application that can post jobs to thousands of career sites while 
taking advantage of Hodes' media evaluation abilities, from Bernard Hodes Group, New York. 

Additional information on the winning products can be found in the December issue of Human 
Resource Executive. 

December 1, 2001 

Copyright 2001© LRP Publications 
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IN THE l!NITED STATES PATENT A Np TRADEMARK OFFICE 

In re Application of Salary.com, LLC 

Mark: SALARY.COM (logo) 

Serial No.: 87254642 

Filing date: December 21 2016 

DECLARA'f!ON Of ALY REYNDERS SCOTT 

SAl1ARY COM. !.J.C. 

Aly Reynders Scott states the following of her own personal knowledge: 

I . I am the Chief Marketing Officer for Salary.com, LLC., the Applicant in this matter, and have served 
in this position since April 3, 2017. 

2. The SALARY.COM mark has been in continuous use for approximately J 8 years in connection with 
online downloadable and cloud software for enabling user access to data and services relating to 
employee compensation and performance, as well as for consulting, business, and human resource 
information and services, biogs, and educational services in this field. 

3. The SALARY.COM mark has received widespread media attention throughout its history, which 
increased quite significantly following the company's initial public offering in 2007, its sale to Kenexa 
Corp. in 2010, and its reacquisition by its original founders in 2016. 

4. The J\ pplicant's consumer-facing SALARY .COM-branded site generates over 3.5 million unique 
visitors per month. Such sites are linked to by over 750 third party websites including nytimes.com, 
cnn.com, washingtonpost.com, Jatimes.com, forbes.com, time.com, usatoday.com, cbsnews.com, and 
businessinsider.com as well as hundreds of other third pany sites. 

5. The Applicant syndicates its SALJ\R Y.COM content to over 150 partners resul ting in over 2.1 million 
additional page views and over 250,000 unique visitors annually. 

6. The Applicant has more than 5,000 paying customers for its combined services with nearly 2,700 
enterprise customers and 2,500 SMB cus10mers. 

7. The Applicant serviced more than 33.5 million users of its free consumer product(s) on its 
SALARY.COM brdnded sites in 2017. 

8. Nearly 2,700 enterprise companies utilize and de pend on SALARY.COM software products, with 
approximately 17% of Fortune !000 companies depending on SALARY.COM software products. 



9. The Applicant's total revenues and gross profits for the previous two fiscal years were as follows: 

Fiscal Year Total Revenue Gross Profits 

2017 $ 3 I ,594,531 .54 $ 27,219,449.91 

2016 $ 33,359,347.88 $ 28,470,965.37 

IO. The Applicant has approximately 180 full-time employees worldwide plus approximately 50 part-time 
employees. 

11. The Applicant's sales and marketing budget over the last two fiscal years plus for the current fiscal year 
are as follows: 

Fiscal Year Budget 

2016 $ 7,752,084.00 

2017 $ 8, 193,697.06 

2018 $ 9,832,922.00 

The signatory being warned that willful false statements and the like are punishable by fine or imprisonment, or both, 
under 18 U.S.C. § 1001, and that such willful false statements and the like may jeopardize the validity of the 
application or any registration resulting therefrom, declares that all statements made of her own knowledge are true 
and all statements made on information and belief are believed to be true. 

76 152f!93v I 

Alys Re nders Scott 
Chief Marketing Officer 
Salary.com, LLC 

March 9, 2018 
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3/5/2018 WHOIS search results 

* 
SPECIAL OFFER! .COM just $0.99*! Additional .COMs just $9.99* per year! 

Offer Limitations 

· ~GoDaddy™ 

Searchthe WHOIS Database 

Enter a domain name to search 

Private Registration Local listings 

WHOIS search results 

Domain Name: SALARY.COM 

Registry Domain ID: 3083391_DOMAIN_COM-VRSN 

Registrar WHOIS Server: whois.networksolutions.com 

Registrar URL: http://www.networksolutions.com 

Updated Date: 2017-12-19T19:30:13Z 

Creation Date: 1995-12-31T05:00:00Z 

Registrar Registration Expiration Date: 2025-10-20T04:00:00Z 

Registrar: NETWORK SOLUTIONS, LLC. 

Registrar IANA ID: 2 

Registrar Abuse Contact Email: abuse@web.com 

Registrar Abuse Contact Phone: +1.8003337680 

Reseller: 

Domain Status: 

Registry Registrant ID: 

Registrant Name: Su, Bingyu 

Registrant Organization: Salary.com, LLC 

Registrant Street: 610 LINCOLN ST BLDG SUITE200 

Registrant City: WAL THAM 

Registrant State/Province: · MA 

Registrant Postal Code: 02451-2188 

. Registrant Country: l.Js 
Registrant Phone: +1.7815524667 

~ .. 
Promos 

Search 

https://www.godaddy.com/whois/results.aspx?domaln=salary.com&recaptchaResponse=03ANcjosq_tBbwkvn7 _eRP4KFZs_cJaGwapPwB02jlMPccZp. .. ·1/4 
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Registrant Phone Ext: 

Registrant Fax: 

Registrant Fax Ext: 

Registrant Email: bingyu.su@salary.com 

Registry Admin ID: 

Admin Name: DNS Admin, Salary 

Admin Organization: 

Admin Street: 34 Washington St 

Admin City: Wellesley 

· Admin State/Province: MA 

·Ad min Postal Code: 02481 

Admin Country: US 

Admin Phone: 671-863-8000 

Admin Phone Ext: 

Admin Fax: 

Admin Fax Ext: 

Admin Email: dnsadm@salary.com 

Registry Tech ID: 

Tech Name: DNS Admin, Salary 

Tech Organization: 

Tech Street: 34 Washington St 

Tech City: Wellesley 

Tech StateiProvince: MA 

Tech Postal Code: 02481 

Tech Country: US 

Tech Phone: 671-863-8000 

Tech Phone Ext: 

Tech Fax: 

Tech Fax Ext: . 

Tech Email: dnsadm@salary.com 

Name Server: PDNS91.ULTRADNS.COM 

Name Server: PDNS91.ULTRADNS.NET 

Name Server: PDNS91 .ULTRADNS.ORG 

Name Server: PDNS91 .ULTRADNS.BIZ 

DNSSEC: Unsigned 

WHOIS search results 

URL of the ICANN WHOIS Data Problem Reporting System: http://wdprs.internic.neU 

>» Last update of WHOIS database: 201 8-03-05T19:44:52Z <« 

The data in Networksolutions.com's WHOIS database is provided to you by 

Networksolutions.com for information purposes only, that is, to assist you in 

obtaining information about or related to a domain name registration 

record . Networksolutions.com makes this information available "as is," and 

does not"guarantee its accuracy. By submitting a WHOIS query, you 

agree that you will use this data only for lawful purposes and that, 

under no circumstances will you use this data to: (1) allow, enable, 

or otherwise support the transmission of mass unsolicited, commercial 

https://www.godaddy.com/whois/results.aspx?domain=salary.com&recaptchaResponse=03ANcjosq_tBbwkvn7 _eRP4KFZs_cJaGwapPwB02jlMPccZp... 2/4 
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advertising or solicitations via direct mail, electronic mail, or by 

telephone; or (2) enable high volume, automated, electronic processes 

that apply to Networksolutions.com (or its systems). The compilation, 

repackaging, dissemination or other use of this data is expressly 

prohibited withoutthe prior written consent of Networksolutions.com. 

Networksolutions.com reserves the right to modify these terms at any time. 

By submitting this query, you agree to abide by these terms. 

For more information on Whois status codes, please visit 

https ://www.icann.org/resources/pages/epp-status-codes-2014-06-16-en. 

Registrar: Network Solutions, LLC. 

Whois Server: whois.networksolutions.com 

Creation Date: 1995-12-31T05:00:00Z 

Updated Date: 2016-03-22T22:24:32Z 

Expiration Date: 2025-10-20T13:19:51Z 

Nameserver: PDNS91 .ULTRADNS.BIZ 

Nameserver: PDNS91.ULTRADNS.COM 

Nameserver: PDNS91.UL TRADNS.NET 

Nameserver: PDNS91.UL TRADNS.ORG 

Registry Status: ok 

See Underlying Registry Data . 

Want to buy this domain? 

Get it with our Domain Buy Service. 

Go 

Is this your domain? 

Add hosting, email and more. 

Go 

I ' 

littps://www.godaddy.com/whois/results.aspx?domain=salary.com&recaptchaResponse=03ANcjosq_tBbwkvn7 _eRP4KFZs_cJaGwapPwB02jlMPccZp. .. 3/4 
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lhttp://www.salary.com:80/home/layoutscripts/sall home.asp I ~ JUN JUL AUG 
3'-72-'--ca_R_tu-r-es--=--------=-----'----'=------'---------' ~ 12 ... 
15 Aug2000 - 23Jul2017 2000 2001 2002 "' About this capture 

Salary news Salary advice Salary Talk Career resources The lighter side· For H.R. professionals 

r 
The performance review is usually a 
separate conversation from the 
discussion of raises and promotions, but 
the business world moves so fast that the 
two discussions are often combined. 
Companies set budgets for pay increases. 
Usually the budget calls for the average 
employee to receive a 4 percent increase. 
Raises vary by position and by 
performance, however~ Within whatever 
range they operate, managers usually 
have the latitude to give some employees 
larger increases than others. Read 

Select job category 
I Accounting ~ 1 

Enter location -·-- ---- -- l 
_ _ _ _ Zip Code or 

I State I Metro Area_ 

(Search) poworectb'f salGl"Yctom-

more ... 

Salary news 

• News rounduQ,...QZ/'11;'2001 

· • Comi:iensation market ui:idate: 
Are salaries decreasingz 

• TMP acguires Hotiobs· 

• Salacv..com launches 
Comi:iAnalv.st for HR 
i:irofessionals 

• Salarv..com launches e
recruiting service 

Featured salary advice 

Job Finder 
Job seekers 

Enter job title/keyword(s) 

I_ ----- ------- @ 
il Advanced search 
• Post a confidential resume 

Candidate Finder 
Employers 

• ~job oi:iening. 
• Look for gualified candidates 
• What is a jQQ...i:iortal? 

Looking forward to your performance review 
A performance review is a regularly scheduled meeting 
between employee and boss to discuss both the results 
of your work and the process you went through to 
achieve them. Traditionally, employers conduct 
performance reviews once or twice a year to help with 
decisions on hiring and job placement. But the purpose 
of a performance review is not limited to employee 
evaluation anymore - many companies now tie 
compensation, promotion, or other rewards to 
performance reviews. Learn more in th is four-part 
series. 

The pay stub 

Read lht iustrucllous 

Bieycluepairer $17,488 

Ughta&Seni>lar I $19,959 

Coaeh $28,899 

AthlC!lc ltainCf' $40,231 

!Flying lnshuctOt $71 , 102 

Source: Salory.c1>m, July 200 I. 
More salarl0$ .•. 

I nstant poll 

Has your company Instituted 
mandatory time off? 

Q Yes. Everyone is being 
forced to take time off 
without pay. 

0 Yes. Some people are 
being forced to take time 
off without pay. 

O Yes. Everyone is being 
forced to take time off 
with pay. 

O Yes. Some people are 
being forced to take time 
off with pay. 

https://web.archive .org/web/20010712043230/http://www.salary.com:80/home/layoutscripts/sali_ home.asp 

Post a job 

Post your resume 

Get in front 
of employers 

who know 
what you're 

worth. 

..... .,...,""'" 

Post now 

~Alert 
Try All NewAOL6.0 

O!LJ 

1/2 
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~~\\Annelle <J:9 he110,_ggain 

The Web's most fabulous advice columnist answers your questions about 
office etiquette and office style with the help of her little dog Dickie. This 
w~ek; Annette ·offers advice on how to keep your office witticisms fresh 
and delightful. Read more ... 

Cream jabs: scuba diving instructor 

It's night. You're in the middle of the ocean, exploring sea walls 
consisting entirely of vibrant life, and you see something as large as 
yourself, but not human, coming towards you. It's a sea lion. The 
enormous animal touches you, and starts playing. Your fear subsides. 
This is the recollection of scuba diving instructor Pat Frei from his coldest 
dive ever - 35 degrees - in British Columbia. Read more ... 

Home • About us • News room • Contact us • Products 
Site feedback • FAQ • Glossary • Privacy policy • Site nmp 

Co ri ht 2000°200 I (I Solar · com, Inc 

https://web.archive.org/web/20010712043230/http://www.salary.com:80/home/layoutscripts/sall_home.asp 2/2 
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jhttp://www.salary.com:80/Home/LayoutScripts/sall home.asp I ~ DEC FEB APR 
3.'--72-'c-.a-R-tu-re-s--=--------"----'----==------=----------' ..... 0 2 ..,. 
15 Aug 2000 - 23 Jul 2017 2000 2002 2003 • About this capture 

• Job.com 1-- Select an Industry H 
., I 

salary@om~ Gear fa< your Care« - ~ 
Post Resume Search Jobs I -- Select a State -- ~ Search Jobs I 

Solory news Solary advice Salary Talk Career resources The lighter side For H.R. professionals 
Posto job 

FIND A JOB 1Enter:._job title~eywor~~-__J 8 

r J 
The day before radiO stations across the 
United States would decide whether the 
newly remixed song "Daylight" would see 

Select job category 
I Accounting 

. ,the light of day, singer/songwriter Mike 
Errico ·sent an appeal to his fan base via 
his Internet newsletter. "This is a big 
day," Errico wrote, "and competition is 
tough with Pearl Jam and Matchbox 20 
also looking for spots. Please help us out 
by ca lling in to your local station and 
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_] 

And on .the lighter side ... 

Salary Timer 

Compare lifestyles with rich and famous athletes 
and celebrities ... in real time! Our timer lists salaries 
of leading tennis, golf, baseball, or basketball 
players, as well as TV and movie stars. ~ 
fillQb. 

Employee benefit plans 

» Benefits bev.ond healthcare 
» DlsabilitY. and long-term care 
» Healthcare benefits 
» Paid time off 11olicies 
» Vision, dental and drug coverag~ 

Mandated benefits 

» Famllv. and Medical Leave (FMLA). 
» Militarv. leave (USERRA). 

Dream Jobs 

» Brain Surg.!lQ!J. 
» Commercial airline 11ilot 
» Fitness Instructor L athletic trainer 
» Funeral director L mortician 
» Marine Blologjg 
» Preschool teacher 
» f(Qject Managfil 

Conlacl ·Us I Feedback I Glossary I Legal I Privacy I Sile Mdp I Help 

COP..YJ:ight 2000-2006 © Sala[Y..COm,...!D.l;. 
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salary~omTM 
My Salary.com Self-Tests Learning 

For Your Career 

» .t:1Y. SalaD(.com. Access 
to premium products and 

, registration-only tools. 

» Salarv. Wizard. 
Average sa laries and a 
guide ·to premium 
reports. 

» Personal Salacv. 
ReP.ort. Personalized data 
and advice for a win-win 
salary negotiation. 

» Executive 
ComP.ensation Wizard. 

· · Actual pay stats· at 
thousands of U.S. 
companies. 

For Small Businesses 

» Small Business Gold. 
The complete, unllmlted
access solution for pay at 
small businesses. 

» Sala!:'{. Wizard Pro. 
Precise salaries reflecting 
Industry, company size, 
and location. 

» .t:1Y. SalaD(.com 
HR.Compensation tools 

SEARCH @ Salaries O Atticles 

What are you worth? 

Sala~ Wizard ® 

Select a job category 

I Accounting ., I 
Enter ZIP Code 

j OR 

I Select State/Metro-------> 'f' 

@ For personal report 

O For employer report(s) 

Jobs by Salary Range 

)) l!.Q,QQ.Q..:__$..lQ,QQQ 
» .$..lQ,.QQ.Q..:.J~.QQQ 
)) .$50,000 - .$80,QQQ 
)) .$80,000 - $1.QQ,QQQ 
» .$100,000+ 

Sign up for our monthly Newswire and membership in My Salary.com 

Enter email address J Subscribe ~ 

All emai l addresses will be kept confidentia l 

» View current issue I View archives 
» Access to benefits and career tests in 
.t:1Y. Salarv..com 

What do the top executives earn? 

' Executiwe Compensaelion 
Wizard 

Enter company name 

for human resourc~s OR 
pros. 

» Job Va luation Re11ort. 
Precise salaries reflecting 
Industry, company size, 
location, and personal 
traits. 

· » Com[1ensation Market 
Studies. Salaries for 
groups of' 80 to 120 jobs, 
downloadable in a salary. 
survey format. 

For Mldslze and Large 
Employers 

» Job Analv.zer. 
Professional market 
pricing 'tool. . 

Enter company ticker symbol 

Looking for a compensation survey? 

Salary Study Finder 

A Compensation Market Study Is the best solution 
for pricing groups of 20 to 120 jobs at once. Get 
fast, complete answers. 

Compensation planning articles 

» How ~y__e_hifosoehies g~11lanning. 

» Using_p.J!)( structures to set 11av. 
» Com11ensatlon survey.l!.!J.y.fil'..§...gutde 
» The imRortance of j ob descrl11tlons 
» Understanding online data 
» ~122lli!ing to online data 

:· >~ l&!lJ.ROSite Builder. Priced from $295 
~ 'Retrieve and analyze your· 

Human resources & management 

» Go to Salarv..com HR Edlt jon 

' salary survey collection. 

» Com11anv. Ana lv.sis. 
Compare and analyze 
existing pay practices 

» See list of HR Edition White PaP.fil?. 

Will moving affect your income? 

Relocation articles 

» View HR Edition 

Weekly Feature 

Negotiation Clinic: 

The New Salarv. 
t!.§gotiation. 

The availability of onllne 
compensation 
Information has leveled 
the playing field 
between employer and 
employee .. . 
Read more .. . 

Advertisem ent 
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solution includes tools for 
line managers. 

Website / Media 

» Co-brand our too ls. 
Add the No. 1 suite of 
salary comparison tools 
to your website. 

» Advertising. Expertly 
match relevant offers to 
appreciative audiences. 

» Affiliate Rrogram. Link 
your site to Salary.com. 

Salary Calculator and Related Tools by Salary.com™ 

Enter base salary 

$ 35000 

Preparing for a performance evaluation? 

Performance Self-Test 

What topics should be covered In a salary review for 
your job? This tool suggests the kind of question 
that you should prepare to discuss. 

Registration required 

Performance review success 

» .§ght wav.s to raise v.our Rl!.Y. 
» Business Rhone etiguette guide 
» Writing a business letter 

What benefits should you expect? 

Benefits Calculator 

What benefits go with your current pay? 

Enter salary 

Enter bonuses 

$ 35000 

$ 0 

Registration required 

And on the lighter side ... 

Salary Timer 
Compare lifestyles with rich and famous athletes 
a·nd celebrities ... in real time! Our timer lists salaries 
of leading tennis, golf, baseball, or basketball 
players, as well as TV and movie stars. Give it a 
fillQb 

Employee benefit plans 

» Benefits bev.ond healthcare 
» Disability...i!lli!JQng-term care 
» Healthcare benefits 
» Paid time off ROlicies 
» Vision, dental and drug coverag~ 

Mandated benefits 

» Famllv. and Medical Leave (FMLA). 
» Militarv. leave (USERRA). 

Dream Jobs 

» Brain Surgeon 
» Commercial airline Rilot 
» Fitness instructor L athletic trainer 
» Funeral director L mortician 
» Marine Blologjg 
» Preschool teacher 
» Project Manag.!:[ 
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Salary.com Home 

About Us 
Corporate Overview 

Company Tlmeline 
Careers 
Advertise 
Partnerships 

Corporate Governance 
Management Team 
Board of Directors 

Data Methodology & Process 
Client Data 
Corporate Data 
Sa laryWlzard® Data 

Press Room 
Press Release Archive 
In The News Archive 
Events 
Awards 

Contact Us 
Driving Directions 

Personal 
My Salary.com 
Tools 

Salary Wizard ® 
Personal SalaryWizard® 
Benefits Wizard 
Job Search Wizard 
Job Assessor Wizard 
Cost of Living Wizard 
Performance Self-Test 
Mom Salary Wizard 
Dad SalaryWizard® 
College Tuition Planner 
Salary Timer 
Millionaire Maker 

Resources 
Salary Resources 
Job Resources 
Job Performance Resources 
Personal Finance Resources 
Relocation Resources 
Learning Resources 
Articles 
Glossary 

Subscribe 
Personal Salary Report 

Member Login 

Browser Other Topics 
Jobs by Salary Range 
Jobs by Category 
Jobs by Location 
Career Education Opportunities 
Cost of Living Information 
Unemployment 
State Taxes 
College Savings 
Public Company Proxy Data 

Salary.com: Personal I Smail Business I Enterp.r!R I Site Map 

Enterprise 
My Account 
Products 

CompAnalyst •M 
Job Analyzer 
Survey Center 
Reporting & Analysis 
Executive 

Ta lentManager•M 
Performance Management 
Compensation Management 
I ncentive Management 

Salary.com Research 
Salary.com Surveys 

Participate 
Purchase 
Sponsor 

Services. 
Compensation Analytics 
Executive Compensation 
Compensation Planning 
Performance Management 
Ta lent Management 
Compensation Surveys 

Partners 
Research 
Request a Demo 
Customer Login 

Small Business 
My Account 
Products 

Salary.com Professional 
Job Valuation Report 
Compensation Market Studies 

Research 
Free Trial 
Subscribe 

Advertise I Become an Affiliate I Careers I Glossacv. I MfilllQQQlQ9.Y. I Partner with Us I ~ 
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salciry<!Om'" Career advancement tools and resources 

Home J Personal I Sniall Business I Enterprise I About Us I Investor 

Site Search: _Enter keJWOr'!. __ / ( SuO"th :) ) 

!i· Personal 
My Salar y .com Tools Resou rces Free Sa lary Wizard Personal Salary Report 

Personalized Salary Data & Tools 

MAJ#J.].ijiW Bone Ills y Jobs Y Perlonnance J 
Salary Wizard® 

Person al Salary Report Enter Job Tit le 

• [loosl Your Pay fe~.-:P;;;j~«;t-;;;~ag~ ~ 
• P" 1'5onalized Preinium Reporl 
. • In-Depth Answe1 s 

Customi1ed Salary Reporl 

Career Resources 

Zip Code 
I 

ZIP Finder 

Salary.com offers helpful resources for people at every money moment of their career. 

Pay and Benefits 

Know your wo1t h and 
ca lcu late your market pay. 

Pav. Resources 

Personal.f inance 

Plan for the future and learn 
how to invest your money. 

Finance Resources 

News & Events 

What Is Dad 's Work Worth? 

What is Mom's Work Worth? 

CNN Monev. Best Jobs 

Job Search 

Aggregated job search from 
Salary.corn 's partners. 

Job Resources 

Relocation 

Looking to move? Find out 
the pros· and cons. 

ReJocation Resoyrces 

News Feed: WSJ 

Back to School for Career Advice 
90 Oav.s: Successful Sum mer 
IntcrnshlR§. 
~P..!ng Workers Mav. Earn a Bonus 

Job Performance 

Work towards the next level of 
your career. 

Performance Resources 

Learning 

Explore the benefits of an 
online education. 

lliraing Resources 

Research 

Most Glamorous Jobs 

EmR]Qv.ee Satisfaction 

Boost Your Pav. 

Search 
Jobs 

iij@Wg.t.W 

Become a Sa lary.com Member 

Help boost your pay and 
j ump start your career. 
Register with Salary.com and 
receive job and pay alerts. 

Find Services 

Resources 
Pay and 
Benefits 
Job Search 
Learning 
Job 
Performance 
Personal 
Finance 
Relocation 

Website I Media 

Popular Career 
Tools . 
SalaryWizard® 
Job Search 
Wizard 
Job Assessor 
Millionaire 
Maker 
Mom 
SalaryWizard® 
Dad 
SalaryWlzard® 

Affil iate program : Link your site 
to Salary.com 
Co-Brand our tools: Add our 
tools to your site 
Advertising: Match relevant ads 
to our audience 

" .•. many job seekers will find 

these to be particularly 

useful in preparing for salary 

negotiations .•• and folks who 

are considering asking for a 

raise will al so appreciate the 

information and advice given 

here. "' 

-Margaret Dike!, The Riley Guide 

Products 

Pe rsonal· Career 
·5·,;i~·;yv.;1~~;;i®···· ··· · ··· · · · ···.P'~~~~·~~is.~ i~·,:y· ii~;.~rt· 

Small Business .............. ............................ .. ~.r:o.~!:~.e.~!~!: ................................................................ . 
. Executive Salary Wizard Mom SalaryWlzard® 

Salary.com Professional 
Job Valuation Reports 

CompAnalyst (CA) TalentManagcr '" (TM) 
CA I Job Analyzer TM I Performance Management : 
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My oldest is starting the first grade, and as we say goodbye to summer and hello to a new school year. I've been realizing the lessons he learned last year in kindergarten apply 
directly to the world of salary negotiation. Read more 
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lo looking to negotiate the highest salary. the logic might look like this: In order to be in a position to negotiate, you need to have an offer. To receive an offer, you need to get 
"the interview. The best way to secure an Interview is ... Read more 

~ .I!lU.J::!jg~y.i!Jg Jobs of 2014 



3/5/2018 Welcome to Salary.com! - Salary.com 

· 1 e I ~ow to Find Your. Vole: as an Introvert (Part II) 

In the first part of this interview, Barbara Rubin, a theater director as well as a d ialect and vocal coach, offers Insights and tips for Introverts about finding their true voice and 
using it w ith power and presence. In this second part, ... Read more 

Welcome to Salary.com! 

SALARY 

Browse by Industry 
US Salary Wizard 
Purchase a Salary Report 
Browse by Category 
Browse by Income 
Browse by Industry 
Popular Salmies 
CanmJicin Salary Wizard 
Negotiation Tips 
Trends 
·Benefits Calculator 
Benefits ·Information 
Executive Salaries 
Employment & Labor News 

r.i Sala ry.com 

JOB SEARCH 

Search Joi> Openings 
Job Comparison Tool 
Browse Jobs by Slate 
Browse by Category 
Resume Advice 
Job Alert Erna1ls 
Interview Techniques 
Networking 

. Pt::H:iUllHI B1anUf11g 
Unemployment 
Popu!Ctr .Jnh 8P.~rr:hes 

EDUCATION 

EdlJcalian Finder 
Browse by Career 
Browse by Level 
Browse by Major 
College Tuition Planner 
Higher-Education 
Vocational Education 
Training & Certification 
Trade Shows & 
Conferences 
Internships 
Video Training 

CAREER 
DEVELOPMENT 

Archetype Tes! 
Performance Self-Test 
Career Profiles 
Perrorrnance Reviews 
Management Advice 

WORK&LIFE 

Cost of Living Calculator 
Cost of Living News 
Relocating for Work 
Wor1</Life Balance 
Get Organized 
Office Politics 
Investing Wisely 
Volunteering 

FEATURES 

Salary Talk Podcasl 
Dream Jobs 
Ask The Salary Expert 
Office Etiquette 
Glossary 
Mom Salary Wizard 
Dad Salary Wizard 
The Executive Presence 
Blog 
Boost Your Work/Life 
Balance 
The Salary Tutor 
Get Interviews 
Personality Style at Work 
Awosomize Me 
Dollars & Sense Job Search 
Green Notes 
Job Channel Network 

I 

advertise with us I sym.llcate our tools I site map I privacy policy I Terms of Use I conloct us I careers ©2018 lnternatlonal Business Machines Corporation, All rights reserved 

• : 1. 

hltps://web.archive .org/web/20140901161012/http://www.salary.com:80/index.htm 2/2 



jl'llp,llWWWl !l!!rJCOfn.111' I[][] fEB ~ a> 0 

............. ~==o======~~-.-, .. -.-i-•• -M-M-..1181~-~Mlll~-.-lailli~~.....i~~~~~-' ~~ I .~i"ll11111111111111111111111111111111111111111111111111illilil0llDll 

........ salarv •'"""' '""'""""'0 "'" •eom ~ i4"J Ch·..,. O •u,.u 1 ,,., ... 

llJ ll"-"" 11:1···~ 

S.1lary Job Search Education C,1reer Development Wor~ & Life Features Bustne<o~ Pror1uch 

Search For Jobs Q ' Determine Core Competencies 

NffO THE STATSI 
OUR UPDATED PERSONAL SAi.AU 
REPORT HAS THE INfO YOU NEED 

Recent Articles 

)'j ~;~: ~::: ~~w::::::~v:a~~: be 1 muMi~~ed 91d comp;c.ted prot•n. 
And ltillfl '""" Ill'• 1hci llitt1JllOflt Ula .,_ nurty """'flhing In plr,o comp•oution. bonutn 
equ.cy, jebtitlt . rtlocllion costt. 'llCl!lont1me, . . Relld'"IOrt 

~~ ~:.~;.':!~~~:;:; .. :;w:.:~,:.~=~1"Q Hwing ~ 
""9fllrl0l_,lld.,.~tllpublicly bA iutimprt•-• ohn/rtelpdrt.iehlnnigd«ISIOllllOll~ 
cl'9'ff.Rt1d""O't 

119' 'Wlys to tucce11f\llf'/ Clu1nubad: Your C1rHr 
mM ll1nouc111>.rrtt1t111slM tFlloolbll tsPKblycon~111C1t1 111M!1001!'6'1 pirople 

•lh.11• 1ntorSupirrB<Mf s~ Bul.....,,ifyou "-•foo!blllor!llllWllchtM 11ttg111Mlof lhe 
COfM"ltl'Cllhlnd lhtnachot. 1ht1t'1 ... Relldff!OI'• 

SAlAAV 

Pf'"'"""'"'''" Ulla<•'· ;,,,. 
1'Ufd'l.4u1£u1 Rt~-..ft 
ft U'JC#~~. 
ll'Of,11 ........ 

ff~"" ll'O.llt" 
P«:i.U:hlU 
C,,,1::..-.S .. ltlt'tt:.v: 
ll*O~•Y!Tct 
T•t1t~ 
BtMlll'ICalCWt'JI 
lllflt!Mlf'f•:ft\H-:.11 
E•tt\*.tS.t~U 
E""llll"'•'ll&lf~c.i 11, .. \ 

o Sa llfJ.C'l;lm 

JOO UARCI! 

StatCZIJO: °'"""')I 
Jo'Co'l'CJ11ot1TW 
er""'"'x~:>"~ .. 
"°""If· Cltf~·., ""'" ....... ,,...{. 
J~":;' f'"f"' ... I 
Wr<t. ~Kl\ ~·fl 
111!-. -••-...) 
Pt1t'J<'J1eift0r., 
'""''~"'lilt 
r~Ll'-•'.;<k "&M'Cfltl 

EOUCAnotl 

E~:~F.,.:.r 

"°"'Hc,c~u1 
Sron•tilf'<tl 
1rc-i1:,1.h,:1 
CCl'>t;tT.ia::inPI-~ 
...... ~.f:Mlihot' 
~a·f~,., 

r...-,1ctfW'~ 
Tr1oe• Sl'I....,-. ~ 
Ccrlt·t'>(ff 
lr~t"UhtCI 
V'illt11f•t..-.i; 

CAR(ER OCVUOPUCNT 

ord'ltti>tffl' 
Ptrf~'..,IN•Sff·lhl 
C¥fHPniflill 
PHl.:~'°"''~t.lt"'I 
~ ........ ~ 

,,.,.,..., .. ,,. l .,..., .. ,.,~n I ••._ I .,..t<.T-,uey I T"-f11.19t I ,._an I-~ 

, 

WORK& UfE 

C?1t1J1Lo .... ,cuwa1 
Catol~)IM.o• 
lhrocMo~P:-t 4f 

G<l\. .. 1!1ol"Wla 
G.tlOrpni.."e~ 
'-~:.P~ 
lt.Ulfl)\lt'n ............ 

fCATURCS 

j1.1J•,fll•Pe«.all 
C•U..,Jc.;s 
._,1J"ttJ1• E•;t'1 
·~4'\l:t F1111..-, ........ 
UOMwl'r'Y'n:l•G 
['J<!M'., C.l 
O'tE•Klll''fPttftlOll ... 
&oo1nc-.. MVt 
h'lllCI 
ll•t,_,TIR 
Gttlt'ttP"'°" 
PtttOflJI\. £N1 JC ~.:4~ 
""UC..,,!ttlt 
O.:• ... & 5'<111 J~· 

'""'" GrHl'lhO~U 
J:i,CfltnlP'lltr.,or 



I 
J , 

I 
I 

3/5/2018 Welcome to Salary.com! - Salary.com 

lhttp://www.salary.com:aonndex.hlm I [Q2J JUL AUG SEP 
7~6~7 c-.•il111!n- --,..-'. - -------------------------------' ... 10 .... 
2>C"12<lll -26Doc2017 2014 201 5 2016 .,.. Abool lhis rar.tu10 

~US S:ilaries 0•1 Canadian Salaries Log In Create Account 

Search for ® Salaries 0 Jobs 
i---------1_______ -- ] r= 

Salary Job Search Education Career Development 

41% 
OF PEOPLE DIDN'T 
NEGOTIATE FOR 
lHEJR OJRRENT JOB 

NEED THE STATS~ 
:oUI~ UPDATED PERSONA~ SALARY 
REPORT HAS THE INFO YOU NEED. 

Recent Artic les 

, ~ys to Quit Your Job Gracely!!~ 
\\ . . 

IQ.~~ -· . . . . 

Browse So!mjes 

Work & Life 

Follow Us 
~ @Salory IJ RSS Food f PodcosJ 

IJ Fncobook 1l3Llnkedln ilw YouTubtt 

Features Business Products 

1, I 

·'I I 
. . :; I 
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fOCUS The 8-Week Window To Your Next Job or Promotion 
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.• _ · · former founders! _ 
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1o11.i.ilid . 
H 9T The 10 Most Searched Jobs I 
JOBS 
Wondering which jobs people are searching the most? Well wonder no more, because we've got your answers. Read more 
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pursuing a new hobby outside your comfort zone:Read more 
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Your resume gets you in the door, but your performance in the job interview ultimately gets you the position. That is, if you don't botch it. Read more " 
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111111 Wasting time at worlc? You're not alone: survey 
Reuters ·Jul 26 2007 
An online suMy of 2.057 employees by online compensation company 51!11,uy.com 
found about six in 9Y8ry 10 workets admit lo wasting time at work ~'ith the cr.-erage 
employee wasting 1.7 hours of a typfcal 8 5 hour working day. Personal lntemel use 
topped the list as the leading lime·wasting actMty according to 34 

Survey: Moms' work would bring in S138095 a year 
CNN · May~ 2007 
That is the conclusion of research conducted by Salary.com. a firm based in 
Waltham. Massachusetts that specializes in determining compensation Himawan 
was one of 40 000 mothers who responded online to Snlary.com explaining v.tiat 

.__ <=llU..--' :~eir job entailed and how many hours they worked. (Book urges mothers to slay 

1 O jobs: Big demand, good pay 
~ CNNMoney com. Feb 2 2007 
I Money Magazine and Salary.com rate careers on salary and JOb prospects (more}. 

Best companies to wo1k for. Fortune's annual list See the full list of America's top 
100 employers. including detailed company profiles and contact information (more) 
6 salary secrets and myths Employers seem to ha...'B the better hand in 

Getti'lg What (You Think) You're Worth 
Forbes· May 12 2007 
Chris Fusco .. ice president of compensation at Salary.com says negotiating often results in -about 
10% imp-owment on the initial offer. ~ He recommends saying something like ~Based on my 
understanding of the job. the company's needs. and the skills and experience I bring l feel I'm worth 
55.000 more than what you·re 

Average Employee Wastes Two Hours of Every Worl<day 
Inc .com • Jul 30 2007 
The average empfoyee wastes about 20 percent of the workday with young people the most likely to be 
slacking off. according to a new sur.'By The 2007 Wasting nme Survey by Salary.com. which asked 
2.000 employees across all job levels about how they spend their working hours round employees 
waste an 8Y8rege 

#9 Kenneth D Lewis 
Forbos • May 3 2007 
8Recewed options or restncted stock in lieu of portion of salary. &Received options or 
restricted stock in lieu of portion of bonus 101ncludes shares indirectly held. 
Sources: Latest available company proxy statements FT lnleractr.-e Data via FactSet 
Research Systems CompAnalyst Execuli>te By Selnry.com 

Goldman CEO reaped record $54.3 min in pay in 2006 
Reuters · Feb 21 2007 
'Don't get me wrong 11 is a large amount and people want to be outraged but this is 
a perfect example of executive pay tracking company performance,' said Bill 
Coleman. chief compensation officer at Salary.com. Goldman had a standout year in 
2006 ~ith earnings surging 70 percent to a record S9.4 billion Its stock price 

1 1 \I IF ~:_ ~~~~~o;:~ a raise: 1 O mistakes to avoid 

-~~-: 1 1' Check out JOb and career sites that list salary information such as Salary.com. 
" .-.... .... which gi1tes you a range of salaries in your field and zip code for free Visit 

.,...,. association or industry websites for salary surveys. Search for trade pu~ications 
/ .. which often run their own salary information. Or 1ust type ' salary information· and 

' salary 

UPDATE 2-SuccessFactors soars in market debut 
Reuters · Tia. 22 2007 
Among ils competitors are Salary.com Inc SLRYO which al S1J 09 per share is trsdmg higher than 
the 510 50 it fetched in its February listing but about 20 percent below its year high of 516 32 Another 
Kenexa KNXA.O is trading at 517 43 per share. about 60 percent below its year high of 542.44. 
Salary.com announced a .. 

Use time wisely - by slacki:lg off 
Los Angeles Times · Sep 11 2007 
1 time·wasting acti'.11y is swfing tho Internet and sending personal e·mails (a finding perhaps skewed by 
the fact that the survey. conducted by AOL and aalary.com was Web-based). followed b~1 socializing 
with co·workers, conducting personal business and just plain ~spacing out " All of 1his loafing is 
supposedly costing 
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Salary.com Announces Acquisnion of Genesys Software 
Seeking Alpha (blog) - Dec 11 2008 

Settmgs Tools 

Clear 

On-demand compensation software vendor Salary.com lnc {SLRY) late Wednesday said it would 
acquire Genesys Software Systems Inc • a provider of human ·-· The pcess release does provide some 
useful information·· Thomas Weisel Partners LLP served as financial adviser to Salary.com in 
connection with the deal. 

Know how much the other guy earns? 
CMN - Jan 2 2008 
Bill Coleman senior vice president of compensation for Salary.com. sees things differently. Such Web 
sites he says have encouraged people to have more meaningful dialogue about pay and performance. 
'We're prO'.iding information that used to be very difficult to get. and we're providing information in a way 
that is 

Salary Negotiation: How to Ask for a Raise During a Recession 
CIO - Dec 16 2008 
Thafs the reaction a lot of managers would have to a subordinate asking for a raise right now~ says Joe 
Kilmartin Solary.com's managing director of compensation consulting Kilmartin says !hat unless 
you're an iueplaceable employee. asking for a pay increase at this time is a bad idea. "The danger is 
you become a target . 

Study: Stay-at-Home Mom Worth Nearly S 117000 a Year 
FOXNews - May 8 2008 
That's according to a pre-Mother's Day study released Thursday by Salary.com. a Waltham. Mass.
based firm that studies workplace compensation The eighth annual survey calculated a mom's market 
value by studymg pay le..,-e ls for 10 job titles with duties that a typical mom performs ranging from 
housekeeper and day ... 

I! .~~ Know What Salary to Ask For in Your New Job 
j- i Lifehacker - Aug 26 2008 
• • ~ Questions about salary requirements are one of the very few questions guaranteed to 
~!~" , come up during a Job interview or screening process. as well .as almost always cause 
~ \~ some severe awkwardness on both sides Once you've found a great job how do you 
~ h l~ demand what you're worth \'tithoul sounding arrogant? What 1f 

How Much Are Key Employees Worth? 
Forbes - Dec 3 2008 
Comparison sites PayScale.com and Salary.com sell compensation reports for as liltle as 520 a pop. 
And the Bureau of Labor Statistics prm;des salary data by industry for free online Yet another option for 
executf\.'8-comp data Look al the Securities and Exchange Commission filings by smaller publicly held 
companies in . 

All In A Days Work 
fl\I Fast Company - AP< 19 2008 

In a recent suf'l/0y by Salary.com. workers copped to wasting about 20% of the 
average day Web surfing and gossiping: Sound :amiliar? For many years. som~ 
lonely crusaders haYe argued that working less improves the health and well-bemg of 
workers reducing sick days and social alienation. Alas seemingly none of the .. 

bs 
'4 ~· • CAREER TOOLBOX: 100+ Places to Fine Jobs 

...,- 1~ Mashable (blog) - Dec 16, 2008 
~ Find your current and past co-workers, get them to recommend you put up your 
~ ~~ resume and a whole lot more. Li\l'eSalary.com.au ·A site for Australians to compare 
~ their salaries amongst Australian employers. Salary.com • Software for individuals 
m:_~..;s;. and companies alike to figure out fair salaries. SalaryBase.com. A tool for __ 

Vans and Skechers, Squaring Ott in Court 
New York nmes . Jan 5 2008 
Salary.com. which helps companies and employees negotiate compensation said 
last week that its chief financial officer. Kenneth S Goldman had left to pursue other 
opportunities. He will remain on the board of directors. Chris G Power. formerly chief 
financial officer at Monster Worldwide Inc. took over for Mr Goldman . 

Nevada Cap on Medk:al Damage Awards Draws Criticism 
Insurance Journal · Oct 30 2008 
Median salaries for general surgeons in the West can be 5292 000. according to Salery.Com, 
compsred woh S235.000 for 08-GYN• and S158,000 for family practitioners. Assemblywoman Sheil• 
Leslie. 0-Reno chair of the stete's Legislative Committee on Health Care said lawmakers in 2009 may 
revisit the medical 
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Mothers' Pay 
New York Times lblog)- l~ay 11 2009 
Salary.com Inc _ which describes itself as a ·teading provider of on-demand compensation. payroll and 
talent management solutions: now issues an annual press release estimating the median dollar value of 
mothers· work at home Its appmach applies the logic of replacement cost described in my post last 
week. What 

Why I Never Let Employees Negotiate a Raise 
Inc com - Mar 31 2009 
Then we look at competitive market salaries using online tools such as Sa lary.com 
and Glassdoor.com and we consider our own knowledge of the job market from the 
past year of recruiting and make sure that !he salaries we have at each level are 
exactly where we want them to be Because everyone at the same level . 

I"' _ _ ,__ 5 Tips For Negotiating Salary During A Recession 
Huffington Post (blog)· Jul 17 2009 
At www.snlary.com you can gather numbers based on location, industry. job. level of 
experience Of course. one of the most important factors that you won't get from a 
salary calculator is the value of your success and accomplishments. Research 

..,, ___ __.. should also include informalion gathering specifically related lo your industry .. 

Ne Professionals Athletes Really Overpaid? The Answer May ... 
Bl•acher Report - Mar 28. 2009 
How can that be then when the top athleles are making over S20 million a year? 
Well according to Salary.com data from March of this year. the average salary of a 
professional athlete ranges from S10.100 to 540.800 per year Now in the National 
Basketball Association. the minimum salary. according to lnsidehoops com 

' In class size, Oregon ranks No_ 49 
• OregonLNe.com ·Oct 13 2009 

OK. Sean. from Salary.com you know that a teacher in Bend. in John Day, in 
Salem in Astoria. In Medford in Coos Bay, as long as they have the same education 
and experience will have a median income of $54.000? Have you looked at the salary 
schedules from different districts to confirm that? Does Snlnry.com tell you 

Top-5 fast-growing, high-paying jobs - bachelo~s degree not required 
Denver Post · Jan 8 2009 
According to the Bureau of Labor Statistics there are several fast-growing occupations requiring only an 
Associates Degree. ~'Ocational trainmg. or on the JOb training that offer moderate to high earnings 
potent ial We researched these jobs and developed a hst of the highest paying Jobs in this category all 
of which wi ll . 

Choosing a Second Career 
Forbes · f'IO'I 2-l 2009 
Possible, yes bul according to Absolutelyhealthcare salnry.com the median 
industry salary for a database manager around Philadelphia is 5116.000. If our 
hypothetical instead goes for a maste(s degree. she'd find that two years of tuition at 
Tufts. along with room and board, runs $94,000. LiYing costs might force her to . 

,.,, •• Is Modern Warfare 2 killing office productivity? 
1. Christian Science Monitor - f lov 10 2009 

, Almost three.quarters of the 2,500 respondents in Sahuy.com's 2008 survey an 
wasting time at work admitted whiling away some hours with nonwork tasks Nearly 
half of that time was spent surfing the Intern at. according to the su1V0y wtlile a third 
was spent time socializing with ca-workers Nearly a quarter of workers (22 

• ~ The Way to Keep Working: Beware the Office Relrigeratorl 
........ findingDulcines - May 26 2009 
~ -:: Snopes com· Ham Strung CNN: Office refrigerator stench packs punch. sends 
l_ ~c seven to hospital University of ~ebraska Cooperative Extension in Lancasler 

- County. Food Reflections· CJeanmg Up the Office Refrigerator Salary.com Ask 
~ ~ Annette Purge the Fridge Houston Chronicle (Moldy) food for though1 Leaving 

your .. 

Oklahoma City personal trainer offers motivation: helps clients meet .. 
NewsOK.com • Mar 7 2009 
Don Ohver. right personal trainer and owner of DO Fitness. works with client Rechel 
Adamson of Edmond Photo by Da>id McDaniel THE OKLAHOMAN Don Oliver 
likes to see his clients sweat The personal tra iner and owner of DO Fitness at 5118 
N Shortel Ave .. p<Jts in long hours ot th• gym helping people meel their 
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Kenexa To Acquire S• lary.com In SBO M1lhon Deal 
TechCrunch · Sep 1 2010 
The company olfBrs market pricing and compensallon analysis software lhat helps companies 
benchmafk. compensate and reward its em?oyees Kenexa CEO Rudy Karsan in a statement said 
Salary.corn's value proposil ion spans both software and proprietary content and Iha! their 
compensation management solutions . 
Kenexa Announces Agroemenl to Acquire Salary.com 
EOM Enhanced Online Mews (press release) · Sep 1 2010 
Struggling Salary.com is sold lo Pa. firm for $80m 
Boston Globe . Sep 1 2010 

View ell 

~ How Much Do You Think He Makes? 

-

SlateMagazine-Sep28 2010 
It's also possible that 1he question or salary disclosure may soon be something 
beyond employers' control Alr&ady there exist numerous Web sftes-S8lory.com 
and Vault com 10 name just a couple-that come petty close to pr0Yid1ng the same 
information as the Sacramemo Bee. albeit for job titles rather than ind~iduals. 

How to Determine Your Own Salary 
Inc com - r.~ay 26. 201 0 

~ ~:;;::::~~ :~~r1i~~~~~·~ d~~~~!~i~~ ~~o~~dbs~et~~i~~ ~~~;'~~e~e aa~: ~8a8n~~~:ngs 
to consider when setting your own pay that don't show up in bfoad data sets The 
decision is specific to you and your business Here's whal you should really 

Salary Negotiation Tips for Introverts 
Psychology Today (blog) - Jun 6. 2010 
You can always lhank lhe l11ring manager for the offer and ask if you can h3'Xl a few 
days to think 11 O\er Once youVe had a chance to consider the offor and do some 
researc~ the likes of Glassdoor com (link is external) and Salary.com ~ink is 
exlemal>-to see how it compares to what other organizations are paying . 

How to Improve Your Hiring Practices 
Inc.com· f,1ar 31 2010 
Other simple sources of information can be PayScale.com and Salary.com · and 
they adjust for geographical inequalities in pay. Also. donl ignore the power of 
benefits to affect a great candidate's decision to join your company In small 

C:::::::!ll!ll ~~~pames benefits send important srgnals about culture and stability "If you're 

Lying about your salary 
CNNMonoy. Nov 17 2010 
Research salaries for similar positions at comparison websites like GetRaised com PayScale.com or 
Snlery.com ·e e transparent about your logic " suggests Wallaert "Come in with a number Once you 
have set the bar you can talk about pre-rious experience about education or v.tly you are a good fil at 
that particular .. 

How to Hire a COO 
Inc com· Af)f 19 2010 
Other simple sources of information can be PayScale com and Salary.com - and l hey adjust for 
geographical inequalities in pay Some executiw search firms offer compensa11on data and 
recommendations based on candidates' experience and qualifications Anolher way to gauge salary 
norms for technology execltr.-es in 

g Asking for a Raise in a Tight Economy 
CNBC · Oct 27 2010 
Use a site like Paysca1e com Salary.com or Glassdoor com to figure out v.+iat the 
salary range rs for your profession so you ha-.-e ii reasonable ballpark of what to ask 
for heading into the meel ing with your boss Plus know where your company is 
financially Did they haw a g<eat third quarter? When your boss or CEO holds 

The New Rules of Hiring 
Inc com • Jun 15 2010 
Other readily availatife sources of information are PayScillc com and Salary.com. 
~hich even adjust for geograpfucal inequalities in pay Also donl ignore the power or 
benefi1s lo alfect a great candidate·s decision to join your company 1n small 
companies benefits send important signals about culture and slabilily 1f you're 

Online Privacy: How Companies Rate Your Health, Work, Love Lle 
Newsweek · Oct 22 2010 
Now imagine your job is list ed on Salary.com . your vacation preferences linked to 
Orbitz Think how this could affect your social standing. or your ability to negotiate a 
raise or apply for a loan. Finally what if you could know based on Web histoiy and 
location tracking that a prospective mate had a commumcable disease 
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Why Stay-Al-Home Moms Should Earn A S115000 Salary 
Forbes (blog} · May 2 2011 

Settmgs Tools 

Think you canl put a price on motherhood? According to a new sU1vey by 
"' Salary.com a dMsion of human resources consultant Kenexa. moms should be 

charging S115,000 per year for their work. 1n the tenth annual Mom Salary Survey, 
researchers examined 6.616 mothers and attempted to \:alue thelr work by 
breaking 

• 

How Kenexa CEO Rudy Karsan Is Making the Saluy.com ... 
Forbes (blog}· May 25 2011 
Kenexa CEO Rudy Karsan and his team had no intention of letting that happen to 
them with their acquisrtion of Salary.com late last year Instead as they reported on 
May 3. OV9r their first six months, their transition management has them ahead of 
plan on all the mam dimensions Karsan knows that financial returns are 

How Do I Ask for a Raise When I Feel Underpaid and Overworked? 
illjlllllit"- °1111 Lifehecker • Sep 23 201 1 

The most impartant thing is to arm yourself with as much research as possible to 
vsrify and make your case that you really are underpaid. Compare your salary 
against the salary of people 1n your area who ha\~ similar 1obs and experience 
Seilery.com and Payscale com are two srtes that can help you gel slarted with that. 

How To Know What That Job Pays 
Forbes (blog)· May 18 2011 
A lot of that data will hkely come from !he JOb websites Salary.com Payscale.com. 
Glassdoor com and Indeed com Simptyhired.com also has an easy·to-use sa1aiy 
tool that can give a rough &PPf'Oximation of pay in a particular geographrc location .. J:.. 1 ' Vault.com is another good source. and the federal Bureau of labor Statistics .. 

----- How To Get Salary Data You Can Really Use 
- Forbes (blog}· Jun 6 2011 

;::;::~:;;:I Salary.com, WY.W Payscale com and www Glassdoor com are helpful lo getting a 
H..-i:• -fil-ll general sense for salaries. But there are so many nuances with geography. job title. 

functional area background and more that get lost in aggregate data You really 
._..._"OIL_...._.M need data specific to your job at your level m your town. Tho best way is to . 

Navigating salary negotiations: Making sure you are compensated ... 
Clinical A<Msor . Mer I 2011 
The National Association of Colleges and Employers (NACE} CareerOne Stop and Solery.com are 1ust 
a few of the many organizations that offer tools for salary research. The NACE Career Calculator Center 
prompts candidates to enter a number of factors, including region grade point average and years of 
experience. 

What Do the Highest-Paid Programmers Make? 
AOT Magazine · May 27 20 11 
Salary.com. which purports to use real HR data says the top 10 percent of software engineer V 
positions averages S136 197 But ¥thile all this 1s interesting. I sli!I wondered who got the really big 
bucks in lhose specialized industries I mentioned earlier. Im not about to put a media inquiry into the 
Russian mafia of course . 

Talk About Pay Today, or Suffer Tomorrow 
New York Times · May 21 2011 
Is making a certain salary most important to you? Or Is it the vacation t ime, the hours. the 
responsibl1Jt1es or something else? Gather as much salary intelligence as you can about the p:Jsition 
before the first inte!View and after the offer Web sites like Salary.com G1assdoor com and 
PayScale com list salary ranges within an .. 

....... ~ Salaries In Social Business 
~"_ Forbes (blog}· May 12 2011 

~ This hints at the need for some degree of seniority and experience in training 
enablement and ·soft' people-management skills . While there are extremes. the 
median salary of S 114 750 compares well to Salary.com median of S ioo 962 for an 

ilti.1!11!~~· IT Pro1ect Manager Ill national average in lhe US How9\'9r. it ranks slightly lower . 
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••••• How to Know What That Job Pays 
Forbes . May 18 2012 

~ Sotary.com the oldest source besides the federal g<M!rnment. was founded in 1999 
,_.,, ...... The Wsltham. Mass.-based site gets its data from vendors who survey companies' 

huma1\ resources slaff. and purports to have gleaned data from more than 5 000 
••••• employers. It offers a free 'salary wizard" that can be used in several ways. 

How To Pick The Right Salary Data Source For A Raise Negotiation 
Business Insider· Oct 26. 2012 
The intent of this comparison was not t o diminish Payscale.com or Salary.com in 
any way but rather to educate people, in a creafa:e way, about where the salary data 
they win be using comes from Understanding this Wiii better enabfe the employee to 
defend their position. frame their argument, and negotiate a higher .. 

Employees Really Do Waste Time at Work 
Forbes· Jul 17 2012 
Excessive meetings. co-worker interactions. office politics and fixing mistakes are a 
few. According to a recent Salary.com survey, one of the biggest culprits 1s surfing 
lhe Internet. According to the survey, a majority of employees 19gu1arly spend time 
surfing the Internet on websites unrelated lo work Because "time is money . 

g 7 Tried-and-True Steps for Negotiating a Job Offer 
US News & World Report (blog)· A.fl' 4. 2012 
Arn you prepared to negotiate a JOb offer? New Unkedtn research shows 42 percent 
or professionals in the United States are ~ncomfortable negotiating. approximate!~· 25 
pe1cent admit to ne'ler having negotiated m the workplace The study also shows that 
many of Linkedln's U S members (39 percent) report feeling 

~.\l--~'!" Negotia!Jng Your Salary in a Bad Economy 
Forbes· Aug 6 2012 
The most novel aspect of Hopkin$on s approach: he recommends preparing a single

-' page documenl he calls the IRS or lndusl JY Research of Salaries that takes into 
t account salary data from websites like Sahny.com Pay&cale com and 

i:E:~•!Jlll\\ A Glassdoor.com. and from personal networking. He even suggests candidates hire 
a . 

3 Wal Tools for a Salary Search 
US. No1>s & World Report (blog)· Mar 1 2012 
PayScale.com is a popular tool that lakes information about you (your 1ob experience where you 
graduated from college etc) t o determine a targe1ed salary range for the position you're researching 
Salnry.com provides a comprehensive list of any and every position in a field as well as required skills 
and salary details. 

Don't Be Too Afraid to Name the First Number When Negotiating .. 
L1rehacker ·Nov 20 2012 
Hit sites like Glassdoor and Salory,com to find out what you should aim for, and 
negotiate from there. even if it's a 1ump from your current employer. Thal kind of 
information is far more valuable than t iying to hold out and make the hiring manager 
tell you how much they're willing to put on the table first On Money offers up ... 

It's A Little Unfair To Compare PayScale To Kim Kardashian 
Business Insider - Oct 11 2012 
kim kardashian on a red carpet <a hret=•http:/lwww shutterstock comlgallery-
842245p1 .html?cr-OO&pt=edit·OO">Featureflash</a> / <a 
href:~htlp"//wv.w shutterstock comf?cr=OO&pl=edit·OO~>Shutterstock com</ a;:. In an 
article titled "Salary Negotiation Research. Nikki Minaj vs. Kim Kardashian.· 

• published in Business Insider 
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,.. j ~I Not Negotiating Your Salary Could Cost S1 Million Over Time 
~--;: Business Insider· Sep 23 2013 

' ' • ( Negotiating your salary early and often can be the difference between being able to 
... afford a house. send you.r kid.s to college. or retire comfortably, accordin. g to a new 

analysis by JOb search site Sailnry.com It works like this: Say two people are given 
a JOb offer of S45.000. which 1s close to the average for a new college .. 

•• 5 Reasons Your Job Is Making You Miserable 
4 TIME· Oct 28. 2013 
T f Hate yo~1r job? The good news is yo~·ve got company - lots of it The bad news is 

• it's making you fat. cranky and possibly even shortening your lifespan Nobody 'Jt' el expects work to be a day at the beach. but new research shows that Americans 
-, really can't stand lheir jobs today. A Salary.com survey of more than 2,000 

- people 

How We Waste Time at Work 
Forbes · Mar 21 2013 
Salary.com a 14-year-old career website owned by IBM that supplies job seekers 
with free general salary informat ion and more detailed information for a fee, just 
released a survey where 11 asked workers how they waste time at work. The survey 
was conducted online and more than 1.000 people responded. ru get to the ... 

On the Job: Don't let job get away over salary talks 
USA TODAY · Aug 4 2013 
Salaries may be higher in Mew York City than in Omaha. Neb .. and sites like 
Salary.com and Glassdoor com can give you a better grasp of\'1tlat is typical for the 

~ job and industry. Salary.com which offers pay ranges for more than 4.000 job titles. 
says you also should also take into account your experience or skills that fit the . 

~
..,., Why You Should Never Be Afraid to Negotiate a Highe< Salary 

Lifehacker ·Dec 10 2013 
!fi s111ce they're demonstrating the skills the company wants lo hire them for. 

1
• Affi.'E!rt1sement It depends on how you ask she says. Know what you're worth and a .. , ask confidently. ralher than demand Ifs also confidence-boosting to know that in a r_n_ Sa lary.com suivey of 1.000 employers and employees· Article preview thumbnail 

3 Things EntreprenetJrs Should Consider When Determining Their .. 
Business Insider - Sep 18 2013 
This means using online resources. such as Salary.com or Glassdoor.com to see 
how much prnfessionals in similar positions are earning. 2 Pay yourself 'Whate\o>e r's 
leftO\o1H. Depending on the business you own you may be able to pay yourself 
whatever's left when business-related expenses and funds for taxes are taken .. 

Negotiating and patience are keys to landing a fair IT salary 
lnfoWorld · Ap< 8. 2013 
"You need to use sites like g1assdoor com and salary.com to know what your market value is for your 
area. Salaries in NYC and San Francisco will be significantly higher than those in Philadelphia or 
Boston .... Make sure you"re comparing apples to apples." Marra advised. "You also need lo make sure 
you·re comparing 

• 

Only 38 Pe<cent of Americans Feel Fulfilled by Their Work: More ... 
PARADE · Nov 8. 2013 
An.d that's bad news in a harsh job market thafs forced many workers to take on 
more responsibilities and hours on the job According to Salary.corn's survey in 
2012 about 48 percent of employees said they work extta hours just for sheer 
enioyment-but lhat number fell to 19.5 percent this year Take a look at more 
survey 

rl 
How to Get Anything You Want with Minimal Negotiation 
l~ehacker ·Jan 10 2013 
For salaries. sites like Glassdoor and Salary.com can give you the average price 
people make in your position. Likewise. a quick search on Google can reveal the 
average cost of most things you"d buy on Craigslist Trulia shows you the 3\o'E!rage 
price on homes in an area and Kelley Blue Book is an excellent resource for 

,.._,_ ,_...., Top 7 Master's Degrees for Making the Most Money 
Huffington Post • Oct 3 2013 
According to H lctry.com. the average salary for a management pos1tion is $105.000 
and for a CEO position is $1.352.000 Howe\-er. a Forbes article on tlia best and 
worsl Maste(s degrees beli8'o'9S there is a poor jOb outlook for the MBA circuit. b~1t 

1
w ._ __ _.. doesnt state why Dll'tid Orozco. MBA Program Director at Florida State 
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How to Negotiate Your Salary 
l1fehacker ·Apr 23 2014 
Base this on careful research using tools like Salary.com CareerBlisa.com 
PayScale com. and GlassOoor.com Also take the time to ask friends and 
colleagues for confidential reedback on what the position you want ought to pay. This 
information will give you power But research isn1 enough Remember that the 
purpose 

Why You Need To Know Your Number Before You Go Into A Salary .. 
Business Insider· Arx 23 2014 

View all 

2014 Wasting lime at Wor1< Survey 
Chron.com ·Mar 25 2014 
In fact. 13% of people surveyed said they fully intend lo waste time at work on lheir 
brackets andfor watching the games that take ptace during wo1k hours Instead of 
going on Facebook, how about preparing for your next salary negotiation 
Salary.com can help you get paid fairty what you do. TI1e first thing you should do 
is 

Sail01ry.com founder launches Dreamfund, a crowdfunding site for .. 
Boston Business Journal {blog}· MOY 13 2014 
OreamFund is the latest to debut on thal scene launched lhia week by enlrepreneur 
Kent Plunkelt formerly CEO of Chelmsford-based cloud backup and disaster 
recovery firm lntronis who also founded twu companies that later went public: 
Salary.com and lnfoSpace Plunkelt co-founded DreamFund with Peter Crosby .. 

Job Seekers: Blips To Negotiate Your Starting Salary 
Forbes· Mar 31 2014 
Arm yourself with salary informalion Spend adequate time conducting research to 
find out average salaries and aalary ranges for similar JObs in )'Our area industry. and 

1. geography There are many websites that prmida salary information including. 
-.; 1alary.com. payscale.com indeed com careeronestop org glusdoor com 

-~ ... ""!li..11 ~~:~,~~~: ~no~:n;:1~cks to booS1 your salary 

Ifs a necessary act~ity hOW8"t'er since avoiding it can cost as much as $1 million 
over the course of your career. according to an analysis by Selary.corn But knowing 
I hat doesnl make 11 any easier At the same time. A lot or the advice on how lo 
negotiate effectively can be contradiclory or cliche Hers are some surprising 

Failing To Negotiate Your FirS1 Salary Could CoS1 You Haff A Million .. 
Business !ngider. Jun 23 2014 
Sil es Mee Sl'llary.com and Unkedln HR consultants in your field. and the career 
office at yom collage are all great resources ror determining wtlafs expected Latz 
also recommends providing a defensible reason for why you·ra asking for mor11. such 
as citing an independent study about the average compensation for Iha role 

The Worst Mistakes Women Make When Negotiating A Raise 
Business Insider . Mar 26 20 14 
learn your market ..,'Slue by talking to recruiters, searching compensation sites like 
Sall'lry.com and network.mg with both men and women. smce women tend to have 

l
·~il•li lower pay and lower expectations. Not hl'fing a list or accomplishments ready 

Having specific metrics to point to bolsters your argument for more money 

~ 
5 jobs that deserve higher pay 

:)" USA TODAY · Jul 5 2014 
~ Salary.com reports the median salary of a line cook at around $22 500 To earn this 

salary. line cooks work long hours in a hot kitchen running to get rood orders out in a 
i timely manner (often bet¥i·een 10 and 15 minutes} They prep clean. c. ook. and listen 

._ ' · ~ to other members of the staff complain about food l imes Generally .. 

"' The 1 O Biggest Mistakes People Make When Requesting A Raise 
· Forbes . Aug 28 2014 

Find out the salary ranges for your pos1t1on posted on sites like Glassdoor.com 
Salary.com and Payscale com and also ask others in your city in your indusl ry at 
your 18\-el. ff you·re not comfortable asking people directly what they make ask 
others in the field for the salary range of someone with your experience in this 

Why Job Offer Negotiations Go Wrong 
Fast Company · l~ar 26 20U 
Recent data from Salary.com indicaln th11t 87% of employers wonl pull a JOb off'er 
following nagoti.ltlont during the inteMew That leaws a 13% potential pool who may 
not v.-elcome the ask for more-money time. or b9nefits-even tf hke Outchove(s. the 
request appears reasonable Is there a way to tell if a negotiation will 
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The Truth About How Much a Mom Is Worth 
TIME - May 7 2015 
Interestingly a similar index, created by Sal ary.com lasl year. has it that the value 
or a stay-at-home mom is actually S11 B,905 How could there be such a difference 
compared with the Insure.com index? Most ly it's because the Salary.com fo lks think 
more highly of the duties handled by moms According to Insure.com 

Wasting Time At Work: The Epidemic Continues 
Forbes -Jul 31 2015 
The 2014 data is in from Salary.corn who gathered the responses of 750 empfoyees Their verdict the 
challenge of wasted workplace time is even worse than before A year ago, 69% of respondents said 
they waste st least some time at work on a daily basis Bllt the number of people who now admit to 
wasting lime at work .. 

\ 13 signs that you're underpaid 
Business Insider· Mov 17 2015 
"There are many online sources for this, including PayScale.com. Glassdoor.com. 
Indeed.com and S;11 lary.com: Kerr says using an online salary calculator to see 
where 8\lerage wages are or should be for someone 1n your role and with your Im-el of 
education and years of experience can be a good starting point and may ... 

15 surprising negotiating tricks to boost your salary 
Business Insider · Jul 20. 2015 
Whelher you·re asking for a raise or negotiating your salaiy at a new job one thing 
stays consistenl. it's nerve-racking. Bl1t it's also necessary. An analysis by 
Salary.com suggests that not negotiat ing could potentially cost you more lhan a 
million dollars m'9r the course of your career Not that knowing that makes it any 
easier ... 

Breaking Down the Average Salaries in San Francisco's Top Industries 
NerdWallet (blog) · Ap< 23 2015 
Physician asaistants in San Francisco earn an average of S 115.924 per year. 
according to salary.com. slightly more than the average base salary ofS111.376 that 
Glassdoor members report for the position Glassdoo(s annual ranking of the 25 Best 

• .,..,.,..11• Jobs in America placed physician assistant in the top spot. since they make 

How Google decides how much you'll make working there 
Business Insider· Jul 10 2015 
google employees new york The Google New York offices. Spencer Platt/Getty With 
tools like Glassdoor and Selory.com al our disposal, it's easier then ever to use 1!1t;!ii•,.cii-liiiil salary information to negotiate your wage at a new Job. But according to Bob See. a 

•---""~""''"""' .. principal recruiter for Google Engineering between 2005 and 2014. Google 

6 strategies for getting what you want in any negotiation 
Business Insider· Oct 16 2015 
This is bad news for women considering not negotiating your salary could cost you 
S1 million over the course of your career. according to Salery.com At a recent Lean 
In event in New York. Bobbi Thomason. a senior fellow in the management 
department at the Wharton School of the University of Pennsylvania. offered six 

What to say when you're underpaid and a hiring manager asks .. 
Business Insider · r..1ay 18 2015 

being underpaid .~ says Ryan Kahn a career coach founder of The Hired Group. 
and aulhor of ~Hired\ The Guide for the Recent Grad .~ Steinfeld recommends 
researching salary trends and ranges for your job in your geographic area on 
websiles like Salary.com PayScale com, BLS gov, Glassdoor.com and 
Indeed com 

How Recent Graduates Can Make More Money At Their First Jobs 
Forbes· May 6 2015 
He always counsels students to do lots of research on their potential JOb before they even go on their 
first inler.;ew which should include extens~'0 salary research on sites like Glassdoor. PayScale and 
Salary.com Ttm Luzader. who runs Purdue Uni\.'0rsit~•s career office. encourages his counselees to 
use Unl(edln to find 

How Much Salary Transparency Is Right for Your Business? 
r:(IJ l. I l.J CIO ·Feb 20 2015 

~1' J The transparency trend is being driven by a number of factors. according to the 
,..,, - Society for Human Resource Management. increasing availability of such information 

from sites such as Glassdoor.com Salary.com and companies like compensation 
benchmarking software prm;der PayScale.com. an increasingly t ight labor ... 
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, ·,~J..,. IBM Sells Salary.com Compensation Business To The Original ... 
'·1'~.i~t"'i'--'.I~~ TechCrunch-Jan 1 2016 
'~~ ~""1'~ This week at CES. IBM unveiled some new Watson partnerships that underscore its 

, . push into big data machine learning and artfficial intelligence But at lhe same time. 
1t> lhe company has quietly drvested itself of an older asset Today it was announced 

• ~ 
1 

that Snlary.com - a port~I for peoph1 to find and compare remuneration 

HIG Cap~al buys Salary.com from IBM 
Thomson Reuters· peHUB (press release)· Feb 24 2016 
HIG Capital said Wednesday it acquired a portfolio of compensa1ion product offerings including 
Salary.com. from IBM Corp. Financial terms werenl announced Wellesley Massachusetts-based 
Sehuy.com prO".ides informal ion. software, and best pracl1ces for compensation professionals. 
Moorgate Partners and Stifel .. 

om ... 

om"' 

Salary.com Opens New Corporate Headquarters 
Marketwired (press release) · Ocl 18. 2016 
WALTHAM, MA-(Marl<etwired ·Oct 18. 2016) · Salary.com the leader in 
compensation data software and sel'r'ices. today announced that it has moved its 
corporate headquarters to 610 Lincoln Streel in Waltham Mass The new location 
prmides a modem space for the company to advance its CompAnalyst® . 

Linkedln, Glassdoor add tools to reveal your pay potential 
Chicago Tnbune · llov 2 2016 
Both new services are free and PfOmise to go beyond more generic salary tools -
offered by job sites like Indeed PayScale.com and Salary.com - by combining 
sophisticated computer analysis with the most up-to-date information gleaned from 
workers. labor reports and other sources While Linkedln officially announced .. 

Salary.com Appoints Anne Huemme as Chief Financial Officer 
Marketwired (press release)· Aug 23 2016 
WELLESLEY MA-(Markelwired ·Aug 23 2016) · Solory.com. the leader in 

compensation data software and sef'Yices. today announced that highly 
accom?'1shed finance leader Anne Huemme has Joined the company as chief 
financial officer In this role she draws on more than lwo decades of high-level finance 
expertise 

Technology Leader Yong Zhang Rejoins Salary.com as COO. CTO .. 
Marketwired (press release) · Mar 8 2016 
WELLESLEY. MA-(Marketwired ·Mar 8 20161 · Salary.com. the leader in 
employer-reported compensation data. software and services today announced that 
it has appointed Yong Zhang as chief operating officer. chief technology officer and 
president of Global Operations This marks a return to the company for Zhang 

Seasoned Leadership Team to Drive Success for the New Salary.com 
Marl<etwired (press release) · Apr 5 20 16 
WELLESLEY. MA··(Marketwired ·Apr 5. 2016) • Salary,com the leader in 
employer-reported compensation data. software and services today announced that 
it has built out ils leadership team to dri\'9 success in the next stage of the 
company's growth The company has welcomed back former executNes Carol Ferrari 
as 

Salary.com Welcomes Sales Leader Robert Merkfinger as Senior ... 
Marketwired (press release) -Feo 18 2016 
WELLESLEY MA-(Marketwired ·Feb 18 2016) ·Salary.com the technology 
leader in empfoyee compensation data software and services. today announced that 
it has appointed Robert Melklinger as senior \ice president of Sales Merklmger who 
Joins Salary.com following the reacquisition of the company by rts ongmal 

~ data's so important, why is IBM seUing Salary.com? 
D1gino"1'11ca . Jan 11 2016 
I suspect this is the reason why Salary.com no longer offers any value in IBM"s 
scheme of things The data h amasses is readily available froM several sources and 
IBM may well have come to the conclusion that the data it deals in is becoming a 
low-value commodity Far better l o buy in that data al comt'T'IOdity prices and . 

-- 5 Strategies to Help You Get the Salary You want 
• Crad~ com News (blog) · Dec 3 2016 

A Salary.com survey found that only 37% of empfoyees always negot iate salary. 
\\-1\ile 18% avoid the topic enl1re!y. Those who don't negotiate ~alary may be forfeiting 
years or long-term earnings according to Margaret A Neale a Stanford University 
professor specializing in business negotiat ion 'Suppost lhat at age 22 an 
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How much is a stay-at-home mom worth? 
WUSA9 com· Mar 7 2017 
Michelle McGowan is not a stay-at-home mom but said WI know some [stay-at-home 
moms} are worth every penny and more.~ A mother has different tasks and roles 

- throughout her journey of raising children Salary.com separates the tasks and roles 
into two different categories. traditional mom jobs and modern mom JObs. 

Ask Brianna: What should I do WI think I'm underpaid? 
New Pittsburgh Courier. Nov 9, 2017 
Glassdoo(s Know Your Worth tool and Salary.corn's Salary Wizard can both help. 
Also talk to former professors or your college·s carieer de\'elopment department. 
They may be in touch with employers ~tio are currently hiring, or alumni who have 
shared their salaries. Professional connections at other companies in ~·our . 

Got a small raise? The rest may be in your bonus 
USA TODAY · Jun 10. 20 17 
Seventy-seven percent of large North American companies hand out bonuses. up 
from 62% in 2013 according to an April·May survey of 1,390 mostly U S finns by 

_ i~ Salary.com, which has a vast database or compensation information And 7% of 
t-tf""i.!!!liiiiil!!! employers who don't give out bonuses plan to do so in the next two years ... 

How to negotiate the best job package 
USA TODAY · Feb 10 2017 
Paysca!e.com. Glassdoor.com and Sahny.com are good starting poinl s, as is the 
Bureau of Labor Statistics' free wage data. Don't stop there ·Many industry 
associations like the American Society of Ci\.il Engineers offer salary su1V&ys that 
detail how much a certain role commands in the marketplace • Ryan says 

Ask Brianna· How Do I Evaluate a Job Offer? 
NerdWallet (blog} - Feb 10 2017 

View all 

Suzy Welch: What to say when a job interviewer asks. 'Whars your .. . 
CNBC · Aug 9 2017 
Do some research on sites like PayScale. Selary.com or Li.nkedln Salary. These 
tools tell you what a fob should pay and ·ret you know if you·re earning abo\.-e or 
below market ,~ she sa~·s You may find that you·re being underpaid. which Welch 
says can happen if you\.-e been at your company for a long time or were hired at ... 

3 questions that wiU instantly boost your negotiation skills, according ... 
Business Insider · Aug 30 2017 
Sites 1ike Glassdoor Salary.com. PayScale. and Indeed all feature salary 
calculators and wage data And you can e-ven try digging deeper than an internet 
search •1n the world that we li\-e in now. there's lots of data thafs out there to get a 
good idea " Bina lells Business Insider. "You can also get the data iust by 
interviewing 

3 Ways To Get More Money The Next Time You Negotiate Salary 
Forbes -Jun 7. 2017 
Jaras offers three ways lo get more money the next time you negotiale salary Don't 
rely on just one information source Companies purchase market salary surveys lo 
determine salary ranges. Jaras says. while most JOb seeker rely on free resources 

:::;...- like Glassdoor, Salary.com and Indeed. Companies don't put a lot of stock .. 

il(OKI: 
Mill~·1111l.l l 

You've probably already made this huge salary negotiation mistake 
USA TODAY College . 1.1ay 4 2017 
What are other people making? Know what people in your position at other 
companies are making by using Web site like Salary.com and GlassDoor.com and 
by jusl asking real-life people Be sure you·re asking people who work in Iha same or 
a similar city in order to get the most accurate information. \Vhar s cost of living? 

~ 
How Doing This One Thing Will l!Jways Kill A Job Offer 
Forbes - Nov JO 2017 

• • ~- While the exact budget number available wont be easy to come by, creating a 
.. market value estimate has ne-.-er been easier. With crowdsourced sites Ilka 

solary.com. Glassdoor Paysa Indeed Comparably, FairyGodBoss and so many 
more, the information around pay is getting increasingly transparent and freely 
available. 

5 tips on negotiating your first salary 
Business Insider · Jul 11 2017 
Bill recommends checking out sites like Glassdoor. PayScale, and Salary.com to 
gel a sense of a standard salary for the opportunity you're pursuing You can also lry 
speaking to indr-iduals who started out at an entry level position in the company 
~Although folks may be hesitant to disclose their Cl1rrent salary. many wonl .. 
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Salary com - Salary Calculator, Salary Comparison, Compensation ... 
https.//www.salary com' "' 
Feb 22 2018 . Know your worth Inform your career palh by finding your customized salary 

All resuhs for salary com 1 

Should Job Descriptions Include Pay Data? 
Human Resource ExecU1ive Online - Jan 11. 2018 
The decision o..-er whether to mclude pay dala in job descriptions has to some 
extent, been taken out of employers' hands by salary e5t1mator tools from the likes of 
Google for Jobs. Salary.com and Glassdoor itself which debuted 11s own salary 
estimator tool for job listings last year By wilhholding pay information from lheir 

3 women on how they negotiated a higher salary 
Yahoo Finance ·Feb 28 2018 
In f"act. accord ng to Salary.com. 84'% of employers say they always eKpect 1ob 
a~icanls to negotiate ths1r salary during the interview phase Some research has 
found that women are more reticent than men to negotiate salary olfers. On the other 
h1tnd a 2017 study commissioned by Leanln org and McKinsey & Co found 

• Forbes · Jan 1 2018 

, 

The Salary Chronicles. I RecelYed A S25K Salary Increase By ... 

.... l did some salary research onltne usrng resources hke Glassdoor Fairygodboss and 11 
Salary.com I found a pre1t~1 large range from $40k • S70k but based on my lraming 
and expenence I knew that ! wanled to push the top and of that range I knew that 
they really wanted me but also knew that if they worenl going to pay mo ... 

- Ask A Real Recru~er. Should I Use A Salary Calculator To Negotiate .. 
Fo1bes . Jan 17 2018 
Shullerstock Dear Recruiter I lhink I blew my lasl interview by asking for too much 
from a nonprofit using a salary figure that I found through Google My question 1s 
when asked about salary requirements is it okay to say a number and then mention 
that's lhe number you found on Salary.com or Payscale com? Signed. 

Pay is Becoming Less of a Mystery 
Recruthng Trends · Feb 13 2016 
As websites such as Salary.com and Payscale launched howeYt'lr candidates 
began to get a brt more ms1ghl into what companies were willing to pay for certain 
)Obs More recently. companies like Glassdoor began introducing tools such as Know 
Your Worth that help 1obseekers and current employees get a better idea of 

Five things you should know about lim Driver 
The Boston Globe ·Jan 19 2018 
Orl\l8r 51. previously worked in executive and consulting jobs al Salary.com. AOL 
and Accenture. He spoke at the Rellremenljobs headquarters in Wallham 1. Driver 
says he coined lhe lerm 'age friendly" about 12 years ago when his new jobs site 
started e program l o \'8t and certify employers open lo hiring older ~orkers. 

New Salary History Ban Is Here to Stay 
Healthcare Informatics (btog)- FBb 23 2018 
What this translates to 1s rf a candidate has a higher ask for their compensalion 
thats not in foe with the compensal ion ranges using tools tike Sahuy.com or 

• Payscale you can simply 1ell l he candidate you·ve budgeted for this position and lhe 
:. amount they are asking for 1s not in alignment wrth your range What I hke about 

Looking for a STEM job? Sacramento among top 20 cities in US to ... 
Sacramento Bee - Jan 10 2018 

Stock1on (91st) end Oxnard (92nd} WalletHub. a site which speciahzea in credit 
reports used data from s8\-eral sources - including the US Census Bureau Bureau 
of Labor Stat1st1cs. Center on Education and lhe Wor'id"orce Ma1ional Science 
Foundation U S News & Wedd Report and Salary.com - to conducl its study 

B things for spine surgeons to know for Thursday - Jan. 1 B, 2018 
Becker's Orthopedic & Spine· Jan 18 2018 
While bolh specialties require extensive training there are various differences between orthopedic spine 
surgeons and neurosurgeons In 2011 the median salary for neurosurgeons 1eached 5470 600 white 
orthopedic spme surgeons received roughly S-409.500 Selary.com reported. In Los Angeles an 
irverage 
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APTITUDE 
RESEARCH PARTNERS 

The HR Technology Conference is a time to renect on the past while looking toward the future. 
More importantly, it gives us a pulse on what matters in the market. And this year, ' what matters' 
feels different. It fee ls more thoughtful and more meaningful. What matters is less about competing 
for market share or trying to outshine and outsell our peers. Whal matters is not how big our booth is 
or how many times we are on the agenda. T his year, what matters is a community coming together to 
support our Bay Area friends impacted by the Sonoma fires, the importance of women in tech, and 
the recent tragedy in Las Vegas. 

Priorities have shi fted. Conversations and discussions moved beyond products and capabil ities and 
focused on the bigger issues. Providers are no longer just talking transforming HR, they are 
providing solutions and expertise to actua lly do it. It's about time. Some of the themes that resonated 
with us this week included diversity and inclusion, the employee experience, compensation, and 
enabl ing better decisions. 

Here is my 20 17 HR Technology Conference review: 

Diversity and Inclusion 

In research Aptitude Research Partners conducted earlier this year, d iversity and inclusion initiatives 
were a top three priority for organizations in 2017. This is an area that has been underserved in the 
past, and today, it seems to be a critical part of most road maps. Many of the providers we met with 
are focused on divers ity hiring and offering capabil ities such as anonymous screening, job 
description checkers, and bias detection. 

- T alent Sonar: Talent Sonar empowers clients to look at the qua lities that predict success. lls 5 Best 
Hiring Practices suppo11 diversity and inclus ion efforts by prioritizing job ski ll sets, creat ing 



inclusive job descriptions, enabl ing a blind resume review, and providing data-driven hiring. Oh, and 
they just acquired Talent Function with industry rock star, E laine Orlcr, joining the team. 

- Textio: Textio uses a rich data set based on 300 mil lion job appl ications and provides "augmented 
writing'· to help recruiters improve job posts and attract a more diverse talent pool. Textio doesn't 
current ly partner with ATS providers but I am guessing that wi ll change in the future. 

= Yello: Yello is no doubt the sleeper of20 I 7. This provider has raised more money in the past six 
months than most of its competitors combined (including a $31 Mi llion round of Series C led by JM! 
Equity). It has an aggressive product roadmap and has made diversity and inclusion a priority 
through capabi lities and specific use cases. It provides companies with insight into their candidate 
pipeline to see the effectiveness of their diversity and inclusion efforts. 

- WCN: Ofall lhc companies J met with last week, WCN was the one that impressed me the most. 
Partly because I had never heard of them before - and I should have. They support over 400 
employers, have a growth rate of over 30%, and cover end-to-end talent acquisition. Their diversity 
solution strengthens recruitment marketing, events management, and analytics efforts. It also helps 
companies strengthen their talent pools of d iverse candidates actively looking for new jobs. 

Experience Economy 

According to research by Aptitude, 83% of companies plan to continue to improve the experience of 
candidates, employees, and managers. But most companies are not clear about where to start. They 
understand that they shou ld empower individuals but do not have the right strategies and tools in 
place. Here are a few providers doing some great work: 

- Beamery: Beamery is the company to watch in recruitment marketing this year. Beamery 
personalizes the candidate experience and allows organizations lo measure that experience through 
every stage of the process and compare data across different functions. lt includes feedback surveys, 
talent promoter scores, and a way to measure recruiter performance. 

Jellyvision: Jellyvision combines behavioral science with technology and a little bit of humor to help 
guide employees through difficult life decisions such as obtaining healthcare coverage, selecting life 
insurance, and establishing financial wellness. It does this through Alex, a communication platform. 
The solution is so popular with clients that Jellyvision even tracks the number of marriage proposals 
that A lex gets each year! 

-Jobvite: This provider offers a comprchensivt: suite uf sululions to handle everything from 
employer branding to attracting talent through on boarding. The entire suite is developed on one code 
and fu lly integrated. Analytics and advanced reporting gives clients a ful l view of the candidate' s 
entire journey and a consistent experience for users. 

- The Muse: The Muse has a lways been successful at he lping individuals prepare for their next job 
and connect with employers. This year, they are also focusing on employers improve their brand and 
the overall candidate experience. Johnson & Johnson recently announced its' Shine initiative
leveraging The Muse to bring a digital and consistent experience to all candidates. 


