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SERIAL NUMBER 87254642
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MARK SECTION

MARK FILE NAME https://tmng-al .uspto.gov/resting2/api/img/87254642/large
LITERAL ELEMENT SALARY.COM

STANDARD CHARACTERS NO

USPTO-GENERATED IMAGE NO

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 “Reqgistration™). 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 atrademark; (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; () the
SALARY.COM services had received extensive favorabl e 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. TheSALARY.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 siteson 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. Thetotal 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 servicesin 2007.

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

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

« The SALARY.COM Saary 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 asExhibit Cby Patrick Berry, Director of Compensation of
UnitedHealth Group, Inc., and Chad Genac, the Compensation Manager for alarge public company with 2006 salesin excess
of $5.5 hillion, 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.

1. 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, 8§ 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 extensiveinvestment 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 “initia
public offering” in 2007 resulted in over 10,000 hits (See Exhibit D).

By 2007, the SALARY.COM mark appeared in virtualy all major newspapers and national broadcast outlets. For
example, the coverage appearing as aresult 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
ArizonaDaily Star 101K
Asbury Park Press 75K

Atlanta Journal Constitution 382K
Benefitnews.com

Boston Globe (2 articles) 450K X 2 stories
Cape Times, South Africa
CBSNews 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

Sesttle 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 “Sdlary Vaue Index” amed 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, aso 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 areporter 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 till 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 NewsLive

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 geographica markets and limited advertising.” 1d. § 15:50 at 15-74.

Moreover, many of these articles are found in professiona journals (See, eg., Exhibit G). If a symbol is
used as a mark in professional circles, it is logical to infer that the buyer class is aso 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
professiona services, it is evident that the SALARY.COM mark has acquired secondary meaning.

1. 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. § 15:51 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 asan 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:

[EY 06(2005)  FY 07 (2006) (etimate) |

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
M arketing 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 financia 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 Créme Laboratories, Inc. v. Aloo 99, Inc., 188 U.S.P.Q.
316. Accordingly, the SALARY.COM mark has acquired secondary meaning.

1. 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 logica inference that these buyers should associate the symbol with the
company with which they are familiar. McCarthy 8§ 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 newdl etters.

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.

1. 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, dueto the public familiarity with the mark as a
result of such awards, the mark has acquired secondary meaning.

1. 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-haf vyears,
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.

1. 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 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 82(f) involves descriptivenessto some
degree” In re ldeal 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. Seeln 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 (“Finaly, 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 aways 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.

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

By virtue of the fact that (a) prospective and actual purchasersin 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.

1. 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 severd
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.

1. 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 al 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 | show amore than threefold increase in revenues and profits over
the last severa years.

Fiscal Y ear 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.

1. The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to Recognition by the Public of
SALARY.COM asaBrand 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. Asthe 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, chsnews.com, and businessinsider.com as well as hundreds of other third party
Sites.

« Applicant syndicatesits SALARY.COM content to over 150 partnersresulting 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.

1. The SALARY .COM Mark Has Been Used as a Trademark on Applicant’s Web Site Since, at L east, 1998.

The domain name registration for “salary.com” wasfirst created in 1995. As Exhibit J indicates, itis currently owned
by Applicant following its acquisition of the business severa years ago. Information and data obtained from the Wayback
Machine web site showsthat 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, asindicated in Exhibit |
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.

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

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 showsthefirst 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 agiven 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. Asthese statistics show, the interest level has aways 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.

1. 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 avariety 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.

1. 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 17 years. Its
ongoing and extensive use and promation 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.

1. 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 previoudly, 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).

1. The SALARY.COM Mark Has Acquired Secondary Meaning Because Prospective and Actual Purchasersin 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 visitsfrom August 2005 through October 2006. The MyMetrix Key Measures Report
for February 2007 shows that the SALARY.COM serviceincreased itsrank 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 newsdl etters.

« 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. Thetotal 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
customersin 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 alarge public company with 2006 sales in excess of $5.5 hillion,
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.

1. 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). SeeMcCarthy, §815:44a 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 initiad public offering of its common stock in February 2007 under the Salary.com name aso
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 “initiadl 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
ArizonaDaily Star 101K
Asbury Park Press 75K
Atlanta Journal Constitution 382K
Benefitnews.com

Boston Globe (2 articles) 450K X 2 stories
Cape Times, South Africa
CBSNews 7.4million
Chicago Sun Times 484K
Christian Science Monitor 83K
Cleveland Plain Deadler 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
Sesattle 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

Ancther of the Applicant's public relations initiatives, the SALARY.COM “Sadlary Vaue Index” amed 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 areporter 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 “Woasted
Time at Work” survey. Each survey resulted in hundreds of stories. These surveys have an unusua 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 NewsLive

TheView

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 initialy non-distinctive mark can be established much more quickly than in the old days
of limited geographical markets and limited advertising.” 1d. 8§ 15:50 at 15-74.

Moreover, many of these articles are found in professiona journas (See, eg., 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. 1d. § 15:43 at 15-66.

As aresult 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.

1. 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. § 15:51 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:

[EY 06(2005)  FY 07 (2006) (etimate) |

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
M arketing 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 saes or
constant exposure through advertising and promotion.” Aloe Créme Laboratories, Inc. v. Aloo 99, Inc.,188 U.SP.Q.
316. Accordingly, the SALARY.COM mark has acquired secondary meaning.

1. 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 8 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 reaized by Applicant in 2005-2006 (as a result in large part of the Company’s
marketing, advertising and public relations expenditures) is as follows:

Fisca 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.

« 1n 2007, Applicant had approximately 560,000 subscribersto 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.

1. 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. 1d. 8 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.

1. TheSALARY.COM Mark Has Acquired Secondary Meaning Dueto 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 asprima 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 asidentifying the Applicant. Section 2(f) of the Act. Accordingly, it is appropriate to presume
the SALARY.COM mark has acquired secondary meaning.

1. 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 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 82(f) involves descriptiveness to some
degree.” In re ldeal 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. Seeln 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.”). Inre 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 Inre 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.



1. The SALARY.COM Mark Has Acquired Secondary Meaning, Therefore It |s 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 hasreceived extensive publicity; (¢) 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 inthe 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.

1. 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
severa 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.

1. 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 al 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 | 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.

1. The SALARY.COM Mark Has Significantly Strengthened Its Secondary Meaning Due to Recognition by the Public of
SALARY.COM asaBrand Identifier

The entire concept of secondary meaning revolves around the recognition by the relevant purchasing public of a “symbol”
as asource 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 attestsin Exhibit I:

o 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, chsnews.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.

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

1. 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 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” inthe given
time, and the value of 50 meansthat “salary.com” ishalf aspopular 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.

1. 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 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 marketsis strong evidence of the continuing strength and secondary meaning that exists in the
SALARY.COM mark.

1. TheSALARY.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 17 years. Itsongoing 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.

1. 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 previoudly, 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).

EVIDENCE

Evidencein the nature of Exhibit A - Total Traffic (website) Exhibit B - Affidavit (2007) Exhibit C - Affidavits (Third Parties) Exhibit D -
Google Search Exhibit E - Google Search Exhibit F - Articles Exhibit G - Articles Exhibit H - Awards Exhibit | - Declaration Exhibit J- Domain
Exhibit K- Google Search Exhibit L - Google Search Exhibit M - Press has been attached.
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Applicant previously owned, by assignment, a registration for the word mark
SALARY.COM® which 1ssued 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 1ssued 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; (¢) the Applicant had extensively invested 1 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 recerved 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 1ssue must resolved
the Applicant’s favor. Applicant Salary.com, LLC acquired that Registration by
assignment on December 21, 2015 as evidenced by the document submitted with 1ts
Response 1o Office Action filed August 17, 2017 i connection with the present
application. Through an inadvertent oversight, Applicant missed the deadlines for filing
1ts Section 8 Affidavit of Continued Use for the Registration and 1t 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-
mterest 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 1s achieved 1f a significant number of prospective purchasers
i the relevant market recognize a symbol as a trademark. The high level of recognition
m the marketplace of SALARY.COM as a trademark in 2007 is demonstrated


















As a result of the extensive publicity the mark has received, including publicity
on a national level and within professional services, 1t 1s 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
1s relevant to the 1ssue of secondary meaning. /d. § 15:51 at 15-80. As noted above, the
mark has obtained significant exposure and publicity. This 1s largely due to the
extensive investment the Applicant and its predecessors-in-mterest made and have
made in promoting and advertising the mark as an indicator of source. In support
thereof, Applicant’s Affidavit of 1ts Chief Marketing Officer mn 2007 attests to the
following marketing expenditures 1n 2006-2007:

| FY 06 (2005)  FY 07 (2006) (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

$ 54282923 $  1,286,000.00

In addition to 1ts substantial financial mvestments m 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 Creéme Laboratories, Inc. v. Aloo 99, Inc, 188 US.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 s1ze of a company and 1ts sales figures are relevant evidence from which to
mfer the existence of secondary meaning. The logical inference 1s 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, 1t 1s a logical mnference that these buyers should associate the
symbol with the company with which they are famihar. 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 m 2005-2006 (as a result in large part of the Company’s
marketing, advertising and public relations expenditures) 1s 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 Apphcant i 2007 had a significant number of
customers and subscribers:

e In 2005, more than 35 mullion people used a SALARY.COM
product.

o In 2007, Apphcant had more than 30,000 paying subscribers
for 1ts combined services.

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

e 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 1s evidenced by the above information, the size and sales of the Applicant
have been substantial. Accordingly, it 1s approprate 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 Recerved

Favorable acceptance has been held to increase the likelthood 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 mdustry awards. See, e.g., Fxhibit 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 asprima 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 i 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 1s 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 1s merely descriptive or suggestive of Applicant’s









expenditures for the brand over the last several years. The estimated marketing and
advertising revenues from 2006 of $1, 286,000 has mcreased m 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 1s
mdicative of the significant value and goodwill associated with the SALARY.COM
brand and that 1t has significant secondary meaning.

10. The SAL ARY.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 1ts sales figures are relevant evidence from which to infer
secondary meaning. The more the public 1s 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 m SALARY.COM.
Again, a comparison of the revenue and profit figures 1n Fxhibit B with those i Exhibit
I show a more than threefold merease m revenues and profits over the last several years.

Fiscal Year Total Revenue Gross Profits
2017 $ 3159453154 § 27.219.4499]
2016 $ 3335934788 | § 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 1s no doubt that the secondary meaning previously recognized n the
mark has significantly grown over time.

11. The SALARY.COM Mark Has Significanty 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 purchasmg public of a “symbol” as a source idenufying brand. The



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

e Applicant's consuimer-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, chsnews.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.

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

e Applicant serviced more than 33.5 million users of its free consumer
product(s) on its SALARY.COM branded sites 1n 2017.

e Nearly 2,700 enterprise companies utilize and depend on
SALARY.COM software products, with approximately 17% of
Fortune 1000 companies depending on SALARY.COM sofiware
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
Fxhibit J mdicates, it 1s 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 £xhibit J. This uninterrupted use of the






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 1itself and through 1ts 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.

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, 1t 1s the policy of the US Trademark Office to
resolve any doubt on the 1ssue of descriptiveness in favor of an applicant. Applicant
believes 1t 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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AFFIDAVIT OF UNITEDHEAT TH GROUP INC.

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

My company hes been a customer of Salary.com, Ine. 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 wsed the aforementioned Salary.com products and services for
the purpose of performing market pricing, survey management salary and pay structure
analysis within the commmunieations and healthcare industry. :

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

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

/M&Mﬁ

Name: Patrick Berry
Title: Director of Compensahon

Seal ]
J e ol

&W/?//’,/) 4 o)
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Salary.Com In The News Archive Page 2 of 20

DATE: March 22, 2007

wa—immd leme dimaings from the Salary.com and MONEY Magazine survey on th
Yankee Group

y Anna Fishel
DATE: March 22, 2007

Cven star amployees often shy away from asking for mare. lere ara 6 tips for women on how to pat
a raise.

1y Josh Friedmai
DATE: March 21, 2007

tn 8 move thal couid inspire other companies ta deflate their executive goiden parachules, videa
rental glant Biockbuster Inc. is sending Its beleaguered leader off with & slimmed-down axit package.

¢y Reuters
DATE: March 20, 2007
More U.5. companies may come under pressure to rein in the exit packages of their chief e~~~ ""‘gs
Srftmtm o b ot sl —see ¢ b Binsi-bgtgr | ne. Lo its outgaing CEO, salary experts Nk

y Chicage Tribune
DATE: March 12, 2007
A majorlty of small-business employees say thay'd sarn a larger paycheck at a bigger company, but
athar lactors, such as a better workflife balance and less hierarchy, keep tham on tha job, a

Salary.com survey found.

y Ra Beek, / F

http:/fwww.salary.com/aboutus/layoutseriptsfabil_default.asp?tab=abt&car=cat(12&ser=ser(4 | &part=par080 3272007
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No wonder Blockbustar ine.'s GEO is upsel. Instead of rubbar stamping a fat incentiva-based boenus
1o him, the movie-rental chain's board decided to trim it big time.

¢ Jeremy Grant, Financial Times

DATE: Mareh 3, 2007

- s I ~ . 't -—"lative effort to curb excassive executive

Stephen Milter, SHRAM

DATE: March 1, 2007

HR professionals’ beliefs about why employees siay at a job and why they leave often differ from the
SToTTm mmeieeess oo —oomedhng 1o Salary.com’s 2006707 Employes Satisfaction and Retention

DATE: Februery 23, 2007

Two-thirds of companies balieve their performance reviews are effective according to a recent
Salary.com survay, but only 38 percent of employass agree.

y Mary Crane. Forbes.com
DATE: Februery 22, 2007
Turnovet is tough to absorb at any cempany, but at smaller Hrms, where sach employee tends to
wear many hats, the pain can be more proncunced. Mary Crana sxamines the results of Salary cem's

2006/2007 Employee Jab Satisfaction and Retantion Survey.

A E layter, ini ‘ost

Mary Ellen Stayler's online discussion ahout pay issues provides tips with starting a salery negoliation
with your current or prospactive employer,

http:/Awww.salary.com/aboutus/Tayoutscripts/abt!_defavlt asp?tab=abt&cat=cat012&ser=ser041& part=par)80 322007
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Soma things beat a hefty paycheck by Jessica Dickler, CNNMoney.com
DATE: Jenuary 28, 2007

Big paychecks and bonuses aren't everything. Some employees would prefsr a batter quality of life
than a higher salary, suggests a survey released by Salary.com,

SEC steps up KB Home options probe by Reulers, |ne.
DATE: January 26, 2007

KB Home, whose long-time chiet steppaed down following an internal probe Into stock-options awards,
said on Friday that L.S. regulators have opened a formal Invastipation into its options practices,

Pay for 10p jobs variss widely by city by G, Seotl Thomas, MSNBG
DATE: January 16, 2007

Stuc ~¢ 20 oceupati~~~ finds u--+~'s salaries in some aller metros. Head this article to learn how
geo 7Y can impa  our ear yotential,

New o 2 you a kick-start In 2007 by Dave Sanfard, Boston.com
DATI H

This Boston.cam articie helps those readars that make a common New Year's resolution — landing a
better jab.

Pay far Performance |3 Working, Says New Study HR Magazine

DATE: January 2007

Salary.com’s Senior Vice Prasidant of Compensation Bill Coleman responds 1o recent survey data and
agraes that the Black: Scholes method is flawed as 2 measure of CEO perlormanca. He nates, “if a
company measures its performance hased on return ta shareholders, however, paying your CEC
primarily with stock-based yehicles will align CEC pay with performance. When sharehaider return
goes up, CEO pay goes up; when sharehelder return goes down, CEQ pay goes down.” {subscriptian

articla)

“A Review for the new you" by Virginla Backaitis, New ‘York Post

http://www salary com/aboutus/layoutscripts/abtl_default.asp?tab=abt&cat=cat [ 2&ser=ser04 | & part=par080

Page 4 of 20
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DATE: Decembar 18, 2006

If you're going 1o be the CEC of '"ME INC.,' you'll need to do what all good CEQs do: lile and annual
report argues Virginia Backaitis of the NY Post

"Don't Pay Too Much Attention to Pay™ by Liz Ryan, Businass Week
DATE: December 18, 2006

Business Week Journalist Liz Ryan argues that obgessing about salary Is a waste of time, but il you
ranlly need to know | your compensation is fair, she has a few tips,

"Tha missing pay hikes” by Chris sidore, CNNMoney.com

DATE: December 7, 2008

Signs of a fairly con tive job market are everywhare, unles u‘re loaking tor a big raise. Chris
isidora Interviews Salary.com's Director of Compansation Josepn milmartin about expected salary

increases in 2007.

sur yaar-end review” by Marshall Loeb

DATE: December 7, 2006 -

With all the distractions the end of tha year brings, it's aasy 10 neglect your day-lo-day work. But
this might be the most Important time of year to focus on your Job and your career. Many
arganizations hold year-end performance reviews, and acing them is oftan your tickal to a pay raise
or promotion,

“McGuire's big treeza * by Julle Forster, St. Paul Pionaar Press
DATE: December 1, 2006

Facing investigations and lawsvits in a backdating scandal, UnitedHealth's embattied CEQ steps
down, as a judge freezes millions of dellars of his retirement benefits and stock oplions.

“SMALL BUSINESS, Health Care at a Premium” by Eve Tahminciogiu

http:/fwww salary.com/aboutus/layoutscripts/abt! default.asp?tab=abt&cat=cat012&ser=ser04 1 &part=par080
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DATE: November 30, 2006 e e Hork Ermes

Erlreprenaurs have plenty ol things to keep them awaka at night worrying: payroll, inventory,
pricing, compotition, For Jere Smith and her husband, Don Lueders, the main thing is health
Insurance, Many small-business owners struggle with the high cost of heatth insurance, but it Is even
mora ¢ritical far entrepreneurs.

“17 steps to a bigger paychaok” by Dana Dratch, Bankrate,com
DATE: Novembar 29, 2008
Dana Dratch provides a sucelnet list to help guide any worker into tinding their next Job,

"Construction CEOs gat fattest pay raise™ by Jeanne Sahadl

DATE: November 21, 200

The Conference Board used data from 3alary.com's Comp#nalyst Execulive in its regent Top
Fxacutiva Compansation Survey, Jeanne Sahadi examined the results of the survey i her article.

"Salary Envy" by Tara Welss

DATE: November 14, 20C

Talking aboul your sajary with co-workers may be among the touchisst of office taboos. Read this
artlcle by Tara Welss for advice on handling a tricky workplace situation: when a colleague with the
same job description earns mare,

"Yeour pay {5 all abeut you™ by Jeanne Sahadi

DATE: Novembear 6, 20¢

In this slide show, CNNMonay.com senior writer Jeanne Sahad| examines pay secrets and myths,

http:ffiwww.salary com/aboutusflayoutscripts/abtl_default.aspMab=abt&cat=cat0i2&ser=serl4 | &part=par080 372772007
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"What We

November 1, zoos Richirond Eimes-Dispatch
The Richmond 8 [~=nteh examined tha findings of a recant compensalion survey compieted by
Salary.cam and spons by the Titan Group LLG. The articls reports on the competitiveness of the

Richmond Jab markset

"Can Yeu Have the Job of Your Dreams™ by Moira Harbst

DATE: October 24, 200

This article examinas dream jobs and the pay reality. Whlle some are able to attain hiph salaries,
most are left to dwell on lower pay. !n her article, Moira Herbst uses Salary.com data and speaka
with our Vice President of Compensalion, Bill Coleman.

“Small biz can lead to bin nav™ he Iaanne Sahadi

DATE: October 18, 200

Exaculives at small companies den't make as much as their Fortuna 500 counterperts, but many still
raka in six figures. CNNMoney.com Senlor Weiter, Jeanne Sahadi, analyzed the results of the recent
Salary.com Small Business Executive Compensation Survey. She looked and industries and
geographtes whers CEOS are able to earn the most (and least).

"Small Employess, Bigger Paychecks™ by Mary Crana

DATE: Cetober 17, 200
o T © ot -suilts of Salary.com’s recer

She oxamined the trends pay

"UnitedHealth's McGuire Could Leave With §1.1 Blllion™ by Charles Forelle and Mark Maremont

http:/www.salary.com/aboutus/layoutscripts/abt!_default.asp?lab=abt&cat=cat0 17 &ser=ser(41 & part=par(80 372712007
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DATE: October 17, 200¢

UnitedHeaith Group inc.'s soan-to-be-former chief executive, Willlam McGuire, could walk away from
the company with about $1.1 billion I1n stock options, retirement payouts and cther benatits,
according to an examination af securitles filings. Forelle and Maremont spoke with Salary.com's
Senior Vice President of Compensation Bill Coleman.

“For educated workers, things are looking up* by Diane E. Lewis

DATE: September 30, 200

Diane Lawis sxamines *“ - current Boston area job market and examines the trends for college
educated job seekers these without degrees. Things are Iooking up for some waorkers in high
demand industrias,

"Another Ir in Compliance Costs” by Sarah Johnson

ts of a compensation survey comple ay
on. Since last year, compensation fer
reent. Jehnson argues that t== *3'-~* from
arbox— has companies codt a

' -Bus Secrets 1o hirlng™ by Karen E, Klein
DATE: August 14, 20

Business Woek's Karan Klein Iooks at ways small businesses can attract and retain high performing
employees. Her analysia {noks at tha career opportunities, work environment and compensation,

“Options Problem Hits McAfee™ by: Red Herring

http:/fwww salary.com/aboutus/layoutscripts/abtl_default.asp?tab=abl&cat=cat)12&ser=ser04| &part=par(80 3/2712007
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DATE; July 28, 2010

Red Herring examines the impact of McAfee's ongoing review of its stock option polcies and how its
missteps and new SEC disclosurs rules will put pressure on board compensation committaes to do a
hetter job.

“New rule to expose pay packages” by: Elliot Biair Smith

DATE: July 27, 20¢

USA Today looks at tha impact of disclosing top executives’ pay and the fact that if could mdd tena ol
milliens ot dallars to the compensation lotals some compenies report to thair shareholdars.
Salary.com’s Senior Vice Presidenl provides his expectations for invaster reaction and tha backiosh
on public companies.

“Earming power" hy: Laura Smitherman

E
With S v mformatio ura tharman
evalu argest prov of executive
comp i executiva officars, with over 12,600
u.s. 3d - mora than twice as many as tha
neare

"How Much Should Dads Make for Housework?"

DATE: June 16, 200t ‘

SUMMARY: Because of the widespread popularity of Salary.com’s 2008 "What is Mem's Job Worth"
study, the compensation experts at Salary.cam decided lo alse evaluata Dad's worth. Good Marning
America covered the story for Father's Day. Dads and their tamilias can aleo view the full What is Dad
Warth? study, as well as use the Dad Salary Wizard to price their dad |oh based on thaeir particular
fatherly dulies and gacgraphic location,

htp:/fwww salary com/aboutus/layoutscripts/abt]_default.aspMab=abt&cat=cat012&ser=ser04 | & pari=parI80 312722007
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“Memmy Money-Bags”™ by: Elizabeth Turner

DATE: May 17 . 200

SUMMARY: Elizabeth Turner of Parent's Magazine highkghis the results of Salary.com's popular
"What is Mom's Job Worth" study. Readers then waigh in an their take on what Stay at Home and
Working Moms should earn in the Parents.com blog.

in

ry.com's or VP of Compensatian, Bill Coleman, about
Salary.com’'s "What is Mom’s Job Worth" study and new Mom Satary Wizard. Celsman talks about
tiow Salary.com valuated what a Stay al Home and Working Mam's salary would ba taking into
account the vanaty of “mam jobs™ that she doea.

by: Al Neuharth, USA Today Founder

SUMMARY: USA Today Founder Al Neuharth lakes a iook at Salary.com's valuation of the Stay at
Hume and Working Mom and looks back on his own warking mom and whal she was worth,

sy: Andrea Coombes

DATE: May 9, 2006 MEILE

SUMMARY: MarkeiWatch's Andrea Coombes 1alks Lo Salery.com's Director of Compensation Joe
Kilmartin about what the Class of 2006 can expect to be paid in their first jobs coming out of coliege.
"Twenty parcent are not going to gat $40,000 to $50.000 and certainly 14% are not going to get
550,000 to $60.000 unjess they go to werk for Dad,” says Kilmartin,

http://www salary com/aboutus/layoutscripts/abti_default.aspMab=abt&cat=cat012 & ser=ser(4 | &part=par080

Page 10 of 20

3/2772007



Salary.Com In The News Archive Page 11 of 20

by: Jeanne Sahad!

SUMMARY: CNN Money's Jeanne ®-“adi takes a8 look al Salary.com's annual “What is Mom's Job
Worth" study with Salary.com s ot ¥YP of Compensation, Bill Coleman. Coleman taltks about the
duties momg perfarm in their jab as mem and how much they shouild be paid for these duties, if In
fact moms were paid. Moms can also use Ihe new Mom Salary Wizard to price their “mom job" in
their particular city and based an their mix o! mom {obs,

by: Kathy Gurchiek

SUMMARY. The Saciety of Human Resourco Management's Kathy Gurchiek talks to Salary.com's
Diractor of Compansalivn, Jue Kilmartin, about results from Salary.com’s Survey of Compenaation
Practices [n Areas AHected by the 2005 Hurricanes. The susvey showed that the majority of
employers in the hurricane-affected areas along the Gull Coast stoad by their employees. "Thay
wanted to shaw their loyalty Lo their employees,” Kiimartin sald. "They were pratty successful in
keeping mast of thair employees.”

by: Eflen Wulfhorst

SUMMARY: Ellen Wulfhorst of Reuters takes a look at Salary.com and GNN Meney's study ranking and
profiling the Best Jobs In America. According te the list, the job of software engineer came up #1,
Software englneers enjoy strong growth prospects, avarage pay of $80,500, and the potentlal lor

http:/iwww salary com/aboutus/layoutscripts/abtl default.asptab=abté&cat=cat0128ser=ser4 1 &part=par(80 3272007
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DATE: April 12, 2¢

SUMMARY: CNET pualitas a variety of blogs discussing the results of Salary.com and CNN Monay's
study of the Best Jobs in America. According to some of the blogs CNET profiled, the list made some
bloggers take a second Jook at thelr ewn caresrs.

sy: Rob Kaelley

SUMMARY: CNN Monay's Rob Keliey takes a deeper laok at the results of Salary.com and CNN
Money's study on the Best Jobs in America. According lo Lhe survay, the most satisfled workers in
Amari athe workers that have an assier lime scheduling time off, more lelecom muting options,
and Nexime hours. Thass warkars are not only happier, but they work longer hours than the average
employes, making thelr employers happy alsa.

sy: Gaston F. Ceron

SUMMARY: The Wall Street Journal's Gaston Caron talks to Salary.com's Serior YP of Compensation,
Bill Coleman, about the ins and cuts of negotiating with your present emplayer when you have
another outside olfar on the table. "It can be dona,” but "it is sert of a dicay and delcate thing lo
deal with.” says Coleman.

sven Pomeranz
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SUMMARY: Listen !o On the Maoney host Steve Pomeranz talk to Salary.cam’s Director of
Gompansatian, Joe Kilmariia, regarding job growth, job creation and the condition of the job market
in Florrda,

by: Eilen Wulihorat

DATE. Aptil 5, 200

SUMMARY: Rautar's Eflen Wulfhorst speaks to Satary.cam’s Diracter of Compensation Joe Kilmartin
about the results of Salary. com’s Suivey of Compengsation Practices in Areas Affacted by the 2005
Hurrlcanes, Accuiding to the study, twa-thirds of the companies said employes recruitment and
retention was a problem since the storms,

by! Alan Sayre

SUMMARY' AP writer Alan Sayra discusses the results of Salary.com's Survay of Compensatlon
Praclices in Areas Aftscted by the 2005 Hurricanes with Joe Kilmartin, Salary.com's Director of
Compensation. According ta Kilmartin, the 2005 hurricanes taught Amerlca a fot n terms of
administering compensation and benalits 1o workers who jobs are altected ny catastraphes such as
Katrina.

SUMMARY: CNN covers Salary.com's Survey of Compensation Practices in Areas AHecled by the 2005
Hurricanes, which reveals that the 2005 hurticanes forced layotfs in only 5 percent of companies,
while only 2 percant of companies had to reduce salaries.

sy: BHI Coleman
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SUMMARY: Salary.com's Senior VP of Compensation, Bill Coleman, contributaes a byline article 1o
Businesa Edge, the newaslstter of the Michigan Association of Certifled Public Accountants. According
to Coleman, most organlzations today claim that thay pay based on performance, but while "the
concepts, 1ools and managament's intantions are terrific; the problem is widespread failure in
exacution.”

sy: Anne Flsher

SUMMARY: Fortune's sanior writer Anne Fisher cites reaults from Salary.com's 2005/2006 Emplayee
Job Satisfaction and fatention Survey on tha large number of amployees who may he looking to
lsave their joba this year, Fisher offers tips to empioyers on how o attract and retain talent In the
Improving job market.

by’ Jannifer Lawler

LATE: February 4, 2008

SUMMARY: Banhrate.com reportet Jennifer Lawler talks to Salary.com Campeonsation Consultant Gigl
Gao ebout factors te weigh when considering moving to accepl a job offer. According to Gao, “You
always weant to ask: Wil you fit in or not? Talk to peopie al the place where you'il be working. What
do thay do outside of work? That will become part of your life.” Yahoo! Finance picked up Lawler's
stary.

y: Chris |sidore

SUMMARY: CNN reparter Chrig |sidore turns to Salary.com's Sanior VP of Compensatian, 8ill
Coleman, for some commentary on the expectation thal wages are going to grow this year in the
wake of th: ' vest unemployment rate since July 2001. Employers "know there Is a larger trend than
in racent y for people to jeave,” Coleman says, “They realize that in ordar to meet growth goals,
they'll have to pay the people they want 1o keep as well as to hire the people they want to lure in."

' by: Anne Fishar
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DATE: February 1, 200

SUMMARY: Fortune's Anne Fisher tackles the concept of "overtitiing™ in har “Ask Annie” column
follewing tha retease of Salary.com's 2005/2008 Employee Job Satisfaction end Rerention Survey.
The survey tound that many empioyeses ara earning so much less than their apparent market value
that many of them had probably been overtitled, or given a mora senior job title than theit actual job
description mertlts.

1 Lavin

SUMMARY: "More than 80% of workers who feel as if they are underpaid actually ars nol.” writes
Wall Sireat Journal reporter Elizabeth Levin. "Instead, they are either overpaid, fairly paid. or holding
job titfes that don’t match the work they do.” Levin fooks to Saiary.com's Senjor VP ol Compensation,
Bill Celaman, for some insight into the phennmenan of “oveartitling.” Colaman notes that job titles are
esgantially worthless, and that an amployee should consult salary surveys and industry studies to
really get a sense of what lhey should be paid.

w: Marllyn Gardner

RIS
1IN T

SUMMARY: Salary.com's Director of Compensation. Lena Botlos, talks to Christian Science Menitor
raportet Marilyn Gardner about the results of Salary.com's 2005/2006 Employee Job Satisfaction and
Retention Survey, Boltos talks about tha large number of empioyeas who are looking to fsave thetr
Jobs this year because they leel as if thay are underpaid, “The reslily may be, you might be being
paid fairly," says Bottos.
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SUMMARY: This Reuters report on Salary.com's 2005/2006 Employes Job Satistaction and Retention
Survey was picked up by a large number of print, television, and radic outlais. The report focuses on
Ihe fact that 65% of workers are either "likely” or “very likely” to leave their jobs within tha nexl
threa menths. Yahoo! News picked-up this repart.

sy: Gerri Willls

DATE: January 24, 200
SUMMARY: |n another edition ef 5 Tips CNN anchor Gerri Willis Iooks to Salary.cam's Seniar VP of
Compensation, Bill Coleman, for some advice on how workers can sutviva a tayoff. Coleman halps aut

with some general information about severance packages.

>y’ Andrea Coambes

DATLC: Januaty 23, 2006 Mark

SUMMARY: Marketwalch's Andrea Coombes tackies the raszults of Salary.com's 2005/2006 Employee
Job Satisfaction and Retention Survey. According to the survay, many warkers hope to laave their
jebs in the next three months because they believa they are underpaid. In reality, most of these
warkers are paid fairly relative to the markal. Coombes looks to Salary.com's Sanloer VP of
Lompenasation, Bill Coteman, for analysia.

Rosshaeim

SUMMARY: Monster's John Rossheim knows that it is no sacret that doctors, lawyers, traders, and
sentor sxacutives typically earn aix figures or mora. But in this article, he anlists the halp of Bill
Coleman. Senler VP ol Compensation Bt Salary.com, to find out where the $100,000 jobs for the rest
of us are, “Real estate agent- that's one of those quiet little jobs whera you can make a boatload of
money." notes Coteman.

vith Frank Langfitt
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DATE: January 20, 21 o

SUMMARY: NPA's Frank Langlitt intervlews Salary.com's Senlor VP of Compensation, Bill Coleman,
about Salary.com's Glamour Jobs Survey. Coleman talks about top voted glamour jobs such as
tashion designer and interior dacorator, as well as the salary "glamour discount” workers in this
profession may be taking.

nko

SUMMARY: Marty Nemko of U.S. News and World Reporl tackles the lop career trends of 2006,
including one of Salary. com Top 10 Salary Trands For 2006, telecommuting. As gas prices rise and
traffic thickens, telecommuting makes perfect sense in this day in age and could be more feasible far
employerd in 2006,

“Think You'ra Underpaid? lake a Uloser Laok” by: Katharine Reynolds Lewls

[W]] January 18, 200

SUMMARY: "Peopie bell eated, which (s generally not true.” says Bill Coleman,
Senior VP of Compensation at Salary.com. Newhouse News correspondent Katherine Reynolds Lawis
talks to Coleman about his take on the results of Salary.com' 2005/2008 Job Satisfaction and
Retention Survey.

“Love Your Work" by: Jean Chatzky

DAII WS
DATE: January 17, 2006

SUMMARY: Spacial to the New York Daily News, finance columnist Jaan Chatrky cites resulls fram
Salary.com’s 2005/2006 Job Satisfaction and Retention Survay. According 1o the survey, 85% of
workars are dissatislied with their jobs. Chatzky tries lo aet thege workers on the path to job
satisfaction,
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"A Happy New Year For Job Seekers™ by: Anne Fisher

DATE: January 11, 200

SUMMARY: Fartune's Anne Fisher cltes Salary.com's Top 10 Salary Trends For 2006 In her "Ask
Annia” column ebout job sesking In tha new year. Accarding to Salary.cam, one of the hottest
compensaticn trends for 2008 will be "a commilment by employers to expand their usa of work-al-
home progeams.”

“Worker Contracts: Be Awara” by: Margaret Price

DAL WS
DATE: January 10, 2008 K

SUMMARY: New York Dally News reporter Margarel Pricg enlists the axpertisa of Steve Weatharhead,
Senigr Corporate Counsel gt Selary.com, for soms advice to workars who are about to sign an
empioymeant centract. Fram conlidentiality agreemants to noncompeta clauses, Weatherhead offers
New York Dally News readers soma helplul tips,

by: Matt Villano

DA anuary 8, 2008 a"hwm

SUMMARY: New York Times Caraer Couch columnist Mat! Villano explores what kind of options
employees may have when they learn that thelr company is about to be acquired and their job coutd
be in danger, Villane turns to Salary.com's Senlor VP af Compensation, Bill Coleman. to lend some
advice {0 these worrled workers.

“Make More Monay At Wasis® s raci Willig

DATE: January §, 200
SUMMARY: CNN Money's Gpen House anchor Gerri Wiltis cites Salary.com's Personal Salary Report as

a good Iool to uge whan trying to get a raige, Check out Gerrl's flve tips an how 1o make mara maney
at work. ar watch a clip of hey report on Open Houss,

http:/fwww salary com/aboutus/layoutseripts/abti_default.asp tab=abt&cat=cat012&ser=ser(4 1& part=par080 32772007
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“Sevan No-Nos When Asking For A Raise” by: Scott Resves

OATE; January 5, 201

SUMMARY: "It you ask for a raise and don't get It, most people walk away," says Salary.com’s Senior
VP ol Compensation, Bill Coleman. “Thal’s just the {irst step. Your raspense shouldn't be whining,
sulking or storming out of the office. You shauld ask your boss, 'What do | need o do to get lha raise
| think | deserva?” Click on Foarbes reporter Scott Reeves' lufl articia to see more no-nos when asking
fer a raise.

“Small Companies Woo Finance Staffers” by: Helen Shaw

DATE: January 4, 2D

SUMMARY: Salery.com's Senior VP of Compensation, Bill Coleman, helps GFQ.cam reporter Halen
Shaw outline the challenges that small companies are going to face in retaining employees in 2008.
Larger companies may be oftaring bigger salary Increases this year, along with 401K matching and
tultion retmbursement, that may {ure employess away {from smaller companies. This CFQ.com plece
offers suggestions an how small campanies can defend against this threat.
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ahilty

A happy new year for job seekel

A raft of new surveys says hiring will {finally} jump this

for araise?
a2 FORTUNE
Kevwnry o oo meom. 8220 PM EST

NEW YORK {(FORTUNE) - Friands, it's that lime again, a fresh new year -
every human-reseurces cansulting firm, oulplacemant specialist, salary ax
come oul with brand-new predictions for the 12 months ahead. This tima &
ball s bnght and sunny, predicting Job growth and increased hiring. That n
retain their stars, which translates 1o fatter ratsas and more perks ke teled

Mind you, il of this is coming an the hesls of a pralty dismal 2005. Accore
davelopment irm Chatienger, Gray & Christmas, last year U.S. companie
3.1 percent more than were laid off in 2004. Nonetheless, the Five O'Cloc
coaching netwark, raports that in businasses like advertising, real esiata, |
there are already too few applicants for the number of avallabla jobs, and
job hunters, anyway) is likely 10 Spread across other industries this year.

"“There's encugh brealhing room in the economy today so that employees can now reevaluate their direction, their decisions and ther salaries,” says Richard Bayer, the
Five ('Clock Club's chief operating officer. "Atter keaping our noses to (he grindstone through years of recession and retrenchment, 2006 will be a break-out year.”

CaresrBuilder's poll ol over 1,000 hiring managers supports that netion. Says CEQ Makt Ferguson, "Despite recerd anergy costs and the destruction caused by
hurricanes and other disaslers, the U.S. economy has managed to oxpand at a healthy paco. That's paving lhe way tor & sturdy job marke! in 2006."

The CareerBuilder survay says 54 percant of hining managers plan to take on new staff this year, whila only 9 parcent expect to cut headeount. If you're thinking of

http:/icnnmoney printthis.clickability. com/pticpt7action=cpt&title=Ask+Annie % IA+A+happy+new-+year+for+job-+seekers+-+Jan.+11...  3/22/2007
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changing jobs, act fast: Most of those managers plan io do the bulk of their rgeruiting during the first few months of the year, What kinds of positions will they be trying
to fill? Customer service is the number ane category, folowed by jobs in sales, relail, accounting and linance, and health care.

Ancther survey, this one by Boston-based human-capital consultanis Novations, asked 3,100 senior HR people about their plans and found (hat fully three-quarters
expect to do significant hiring this year. But, says Novations president Mike Hyter, some of that hiring will be needed just 1o replace people who will quit.

“Twa-thirds of the organizations we surveyed axpect increased employee defections in the year ahead,” Hyler noles. "And 9 percenl precict 'a great many' of their
current employees will probably leave. There's a lot of pent-up irustration in the workplace.”

Indeed. Consider what Adecco, a global stalfing and coaching company, found when its researchers polled emplayees on thair work-ralated resolutions for 2006. About
one quarer (24 percant) said thay hope 1o make more money this year, while only 3 percent chose "butld a better ralationship with my boss” as one of their chief goals.
Employees were two and half times mare likely to want a pay hike than to yearn for a promotion.

The survey found some gander differences, too: Women mora oflen than men {27 percent versus 20 percent) put gefting & raise first, while men ware mora likely {15
percent versug 11 percent) ta wanl a new job.

Employers inient on keeping their best people from leaving may loosan the purse strings a bit this year, most experts say, but It seems that many will ofler something
their iop employees value aven mora than monay: Time. According o 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 repert says the reasons range fram high gas prices, to concerns abeut balancing work and family, to
the ready availability of technology that makes telecommuting practical,

1t all gdds up 1o this: If you've tieen thinklny of removingy some siress from yow ™~ ° warking from home at least a couple ol days a week, there’s nover been a better
time to ask -- espacially I your boss can't give you thal big ralse you really wat

Find this article at:
htipy/maney.con.com/200&/01/1 1 iptiaskanme_ortune

"] Ghack the box to Include-the bt of flinks referencad in the articks.

© 2007 Cable News Network LP, LLLP.

http://conmoney.printthis clickability com/pt/cptTaction=cpt&title=A sk+Annic®3A+ A +happy+new+year+for+job+seekers+-+Jan.+1 1...  3/22/2007



A REVIEW FOR THE NEW YOU

I F YOQU'RE GOING TO BE THE CEO OF '"ME INC.,' YOU'LL NEED
TO DO WHAT ALL GOOD CECS DO: FILE AN ANNUAL REPCRT

By VIRGINIA BACKAITIS December 18, 2006

My FoxNY Video

BILL was psyched ior nis year-end review. "This year | rocked,” he'd said to his wife as he showed har
the spreadsheet he'd prepared for his meeting with his boss, Next io avery objective was a chack mark
indicating fait accompli.

He expected an incranze of at least 10 percent. and passibly a promation. But while Bili's hoss concurred
ihat Bill had exceaded expecialions, there was no mention of promation. So what was Bill's reward for
working

through dinner night afler night and missing out on telliing bedtime stories to his young son? A whepping
5 percent.

“That's nothing after taxes,” Bill thought. as his boss spoke of milestones for 2007.

By the time Bill got home fram work that night, he telt demoralized. He'd heard that Bob, the barely
compelent apple-polisher, had received a 15 percenl increase and an office with a huge window. and that
there'd been talk of promotion.

"{t's not fair." Bill said ta his wile, "Bob doesn't care aboul the work like [ do. He leaves at 5 twice a week
to play softball, and hands in sloppy-icoking reports. [1's llke he wins the game by playing by an entirely
different set of rules.”

Bingo, Bill. Leading career experts and best-selling authors agree that showing up early, staying late and
doing a greal job is no longer a script for success. You need to abandon the mind-sel of the corporate
drone who believes that executing ona's job specs alone leads to career growth, security and a steadily
increasing stream of income. When you do that, where are you left?

“In charge of your ewn work ife,” says career and life coach Stephen Pollan.

It's a change in atlitude, not employers, that Pollan is talking about. And it's really not a choice. With at-
will employment the law of the |land, the ball's in your courl whelher you want it or not. You can play
viclim or become master of your destiny. Either way, the role of CEC of Me inc. is now yours.

And whal de CECs do this time of year? Thay gather data to use in their companies’ annual reports. Thay
look not only at sales, bul also at their company's pasition in the marketpiace - its assets, liabilities and
prospacts for the future, As a newly appointed CEQ, you need to do 1he sams,

Take the wide-angle view

Unlike your annual job review, which is narrowly focused, your career annuat repori should use a wide-
angle lans. Since the average job in the United Siates lasts only 4 1/2 years, "You should think of your
job as a stepping stone in your career paih,” says Pamela Lenehan, author of "What You Dont Know and
Your Boss Won't Tell You."



Which means you need to ask yourself if your present set of skills is valuable nol only te your current
employer, but also in teday’s economy - and if that'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 1ake bulls by the horns and take stock. It's up 1o you to assess
your preseni position, while keeping in mind that doing a good job and getting good ratings isn't enough
- just ask the super-fast, super-accurate, well-loved bank teller who was replaced by an ATM, or the
genius computer programmer whose job was outsourced o |ndia

Seth Godin, author of "Small Is tho New Big" and nine othar best-selling business books, offers a bench
mark: "The minute your job can be pul in a manual, it will be exported 1o Bangalore." he says.

Scary as thal sounds, there's no need 1o panic. Skills can be Iearned. !f this weren't irue, you'd still be
sitting in kindergarten reciting your ABGs.

Take stock of your assets

CECs can 1alk for hours about their companies' assets. What are yours? |f answering this question leaves
you starting al a blank page, try the "seven slories” exercise thal the Five O'clock Club in Manhattan
teaches.

“We ask our clients 1o list all of the enjoyable accomplishments of their lives which they also did well.
They have to coma up with at least 25," says David Madison, diractor of the club’s quild of carear
coaches. "From that list, pick seven and write a paragraph about each. What are the common threads?"

The common threads you find are your asseis; Madison calls them “motivated skills.” Thay are the fuel
you can use to propel your career upward, whelber you're prasenily standing on solid ground or sinking
in quicksand.

Maximize your worth

Radie personality Rush Limbaugh sometimes brags that he does his job "with half his brain lied behind
his back.* Chances are you've been doing that, 100; if s0. that's probably not a good thing. Take a lock at
your list of assets. Are they greatly underutilized? If yes, than as CEQ you should be mortilied. Imagine
Ben & Jerry standing before a reom of investors explaining thatl they had a great recipe and all the
ingredients for a new flavor, but that they never put them to any use.

“That's not a fair comparison,” you're probably ihinking. “Those guys have powerful jobs in that place.”

As the GEQ of Me Inc., so de you. I1's your responsibility to use your assels to maximize your company's
stream of income, both shori- and long-term.

So grab your good ideas and think them through. How ¢an they be best packaged? What would you like
1o be known lor?

"Dream . Plan. Execute,” says Nicholas Aratakis, author of “No More Ramen: The Twentysemsthing's
Worid Sutvival Guide." “And remember, your caraer is a marathon, it isn't a sprint.”



identify your brand

*You ara special. You ara the only one like you." Do you remembar Mr. Fogers singing these words to
you when you were a tot? The sweatered dude with the gentie voice was coaching you to do something
imporiant - 1o nourish and celebrate your extraordinary nature.

And why does this matter? Because many people can do your Job. Whether you're a dishwasher, doctor,
talk-show host or teacher, there will always be someone who can do the routine parl of your job faster or

for Jess,
Should that make you worry? Not if what you do or the experience you provide is remarkabla.

"If you have a reputation fer baing exiracrdinary it will follow you,” says Godin. "Your phone will ring;
people will want te buy from you, People will want te hire you. You won't need a resume. they'll know
who you arse.”

As the CEQ of Me Inc., you need to identify or create something remarkable about your brand. What is
i1? Is it something that's in short supply, and that peeple are willing 1o pay axtra for? If not, Cynthia
Shapiro, author of "Corporate Confidential,* offers 2 way 1o stand out.

“Act in service to others around you," che says. "Voluntesr for projecis no one else wants or thal your
boss hates doing. Handle the hot petato. You'll become visible and indispensable.”

Consider your liabilities

“People don't like telling them salves 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.

"It someone says sumething critical about you, and it’s true, tix it,” says Lenehan. "And if it's not true, fix
the perception.”

What about the money?

When it comes to money, "Salaries are a far less personal matter than mosl people think,* says Biil
Caleman the chief compensation officer al Salary.com.

The first thing you should know is that your base pay is determined more by space (what a company
perceives as the lair market rate for someone who does your job) than face {who you are as an

individual.) Employers pay for the basic things they expect to get, and not for all that you give.

As the CEO of Me Inc., it's up 1o you to find out what your customer (if you're an employee, that's your
boss) needs and what he's willing 1o pay for it. The best way 1o do that is not by reading your job specs,
bul by sitting down with your boss.

"Ask him for his definition of good work,” says Coleman, “Put it down in writing, and do (1. Update your
boss once a month, lell him what you've accom plished and as« tor redirection whan needed.”

A boss would be hard-pressed to disappoint you at review time when he's parsenally laid out your path to
success and signed off on your accomplishments month after month, “[1's as close to an employment
coniract as most people will ever see." says Coleman,



Cast your net

Job hunting was something your father did on those rare eccasions when he got fired or fed up with his
job; the economic environment was different back lhen, and companies pledged to take care of their
own. As the GEO of Me, Inc., you need to run your business a bit like a commercial fisherman, says
Polian.

"Always be job fishing. Cast and keep your lines in the water. |f you get an interesting bite, check il out,

decide if it's a keeper.”
12-month tuneup

WHILE you're doing your annua! raview, here are o couple of othor end-of-the-year steps ycu can take to

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

Google yourself: Be assured, someone else will. |t could be your boss, your human resources depariment
or the company whera you mast want 10 work. What wili they find? Remembaer that rant you posted on
SimplyFired.com about the toupee-wearing bass who laid you off twe years agae? You can't clean this

stuff up unless you know thal it's there,

Check oul your threads. Just because you can wear your chilling-out clothas to work dossn'l mean you
should. Check oul what the folks two levels above you are wearing.

Put your ear to the ground: You nead 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 timing is important.

Press the flesh: Touch matiers. And nothing replaces face time. People are more likely to caonsider, return
calls and answer e-mails from people they've mel. How many meaningful, professional contacts have you

made this year?

Take slock of your alliances: We all need people who will go to bat for us and push our agenda whan we
ask them to. Don't be a wandering drone when those around you can lead you in the right direction, Ask
yourself. Whom can you count on 1o promote you protessionally?
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How to ace your year-end review - MarketWatch Page | of 2
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IHALL LOEB'S DAILY MCNEY TIP
2 your year-end review

MarketWalch
wrare sepmars oo AM ET Do 7, 2006

NEW YORK {MarketWatch) -- With all the distrecllons the end of the year brings, it's easy to neglect your day-
to-day work. But this might be Iha mestimporiant time of year to locus on your job and your career. Many
organizations hold year-end parfermance reviews, and acing them is often your ticket to a pay raise or
promotion,

Here's how 1o prepare for @ performance review so that you can garner glowing results:

» Be praparad. Conguct B self-review before you mest with your manager. Ba honest with yourself - avaluata
how well you managed your objectives, summarize what you accamplished and give yoursel! an overall rating.
Be sure 1o Include detailed informatiun. Did you save the company lime and/or money on a cariain project?
Determine the numbers. 11 aiso helps lo create a detailed list of everylhing you've accomplished sinca your
last review. [I's good o have concrete information you can polnl to whan you're meating with your boss.

Be sure to share one ar wo stories that illusirate how you've gone above and beyond the cell of duly, This is
ihe time lo remind your bosses of the kinds ot additional cantributions you maka and your dedicalicn to the
oroanization.

Sludy your weaknesses. Identify whal you can do batter, and have a plan prepared lllustrating how. Creale
goals for the upcoming year and formulata a plan for how you will achieve them.

During your raview maating, take notes. || wil bo usetul for you to hava them ao that you can follow up
properly during your next review. Do not losa your camposure during the reviaw process, no matter how
difficult il might be to accept criticism. Ask questions of your evatualar fo lustrate Ihat you understand his or
har concams.

Keep the conversation focused on yoursell, advises Erisa Ojimba at Salary.com. it may ba tempting to tatk
aboul your colleagues, but don't suceumb. Straying to discuss others may reflect pooriy on your own
parformance.

By the and of your reviaw, Iry fo reach spme Kind of consensus about your overall parformance, If you can't
agren with your supervisor's assessment, ask for more time so that you may find information to back your
clalms, says Ojimb-

Marshalf Loeb, former ediior ur Fortune, Morney, and The Calumbia Jaurnalism Review, wiites “Your Doflars™
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Are bigger paychecks around the corner?

People an Main Street would cheer, but Wall Street and Fed are starting to worry
about upward pressure on wages.

By Chnis Isidore, CHNMonay senwr writer m_

February 3, 2008: 9:26 AM EST

NEW YORK {CNNMonay.com) - All of a sudden one of the bigger worries for invesiors is what average
workars hava long been waiting for: bigger paychecks.

This week brought several reports suggesting that wage growth (s finally ready lo accelerale,

Of coursa, those same regorts fanned worries an Wall Street about rising |abor costs that could dent
corporate profits and lead to a plckup in inflation.

Th il to 4.7 percent Friday, the lowest ievel since July 2001, just bafore the Sept. 11
ter . _ ling helped send stock futures down in pra-market trading.

The same repert showed ihe average hourly wage rose 7 ceénts in the month to $16.41, a 0.4 perceni increasae that was shghtly mere than lorecast by econgmists.
During the last 12 months, average wages are up 3.3 percent on a seasonally adjusted basis, Ihe biggest 12-manth change in nearly three years.

Friday's report follows a number of olher readings and surveys suggesting the balance could be tipping to employees from employers.
On Tuesda ™ ™= * ~~~ "~==~mnant sai amped 0.8 percent in the fourth quarter, the biggest gain In its Employment Cest Index sinca 2002. And

Thursday, i showeq ., ker proguclivity, the first In tive years. Strong productivity growth in the 1890s through much of last year
helpet kagy cunw: wowio v vomeaKe
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Exparts In (hie fisid say thal in many regions and acrgss many occupations, serious labor shartages are developing that are putting upward pressure on wages.

“We conducted a survey af 600 hirlng managers in January and found 70 percant said worker retention |s a primary concern in 2006, said Steve Pogarzeiski, president
at onling job search firm Monster.com.

“The underlying reasan for the concern is escalating wages. especially in occupations thal have experienced strong demand.”

Pogorzelsk|, who saw his firm's Manster Employment index of online hiring activity jurnp 4 percent in January, said a light supply of job candidates is spreading beyand
some af Ihe skilled occupations that have been hol for mere than a yeer, Such as nursing and accounting.

"We're also seeing skrong pressure in fransportation and warehousing. Accommodation and food services as well as office and administrative support are all i high
demand,” he said.

Reglonally, ampioyers alang the Gull Coast are having a particularly tough time finding the workers they need in the wake of ast year's hurricgnes.
Employers aren’t the anly anes nervously watching the direction of paychacks.

"The Fed has intimated that it Is concemed about tightness In some jabor markats," saud Jeolf Hall, managing economist at Thomson Financial. “More than hall of
industries and occupationalcategorias are reporling lightness.

“"i's going from pockets of labar rasourca censtraints to somelhing closer to a tight national labor market,” he added.

Of course, thal's goed news for those hoping for fatter raises Ihis year, especially with energy pricas rising and wage increases not keeping u oross
much of the cauntry.

(Other surveys show employees are already fliguring out what the experls are seeing.
A survey by Salary.com released this weak laund that 65 parcent of U.S. workers said lhay are considering loaking for a job.
Bill Coleman, vice presiden| for comgensation at Salary.com, said that the job searching by current employees is foroing employers to be more generaus with raises.

“They know there is a larger trend than in recent years for people to ieave,” Coleman said. "They realize that in arder to meet growth goals, they'll have fo pay 1he
pacple they want {o keep as wefl as to hiré the peopia they want 1o lure in.”

Coleman said that someone switching jobs can look for a 10 percent increase as par! of the move.

“Twao or three years ago, 5 percent would have been on tha high end," Goleman said. “There were a ot of peopie switching jobs for about the same pay or even tgking
iess money. That was a result of inflaled salaries from the lale "90s."

Ha addsd that even empioyeas who fing new hires being pald more for comparable work will benefit as employers adjust salary scales.

hitp:#/conmoney prinethis.clickability com/pt/cpt Taction=cpt& title=Stronger-+job+market-+putting+upward+pressure+on+wages-+—+Feb....  3/22/2007
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The Genference Board's consumer confidence survey also lound that those saying jobs are “"pientiful” increased fo 26.9 percent In January from 23,3 a month earlisr,
white those claiming jobs are "hard ta gel” fell to 20.3 percent from 22.5 percent.

Experts like Pogorzelski and Lauren Willams, managing pariner of the execuliva recruiting firm Princeton Search Group, say that It's probably too soon o expect big
jumps in compensation across the board this year.

But many workers cauld find mare recoptive bosses when pay raisss are discussed.

“Thare have not been drastic jumps (in wages) like wa saw in the late '90s, but certainly there's a hght at the end of the tunnel,” Williams said. " think we'll see that Slow
and steady conlinuous increase in wages in the 4 to & percent range "

But without the large jumps in productivity ssen in the 18905, employers are more (ikaly to look to pass alang increased wage costs, And that could keep the Federal
Reserve raising rates longer than current forecasis in an efforl to slow the econamy and keep inflatian in check,

“The bond markel has been hit hard the last few days on Ihese concerms,” Hall said.

Thal's why a very strong January jobs raport could actualiy result in furiher daclines in the stock markats, especially il the wage component of the report nises more than
analysts are gxpecting.

Far more on the U.S, labor markel and what it means for you, ¢

Find thls article at:
hitp/imaney.cn.e. hiobs_wages

heck e box 1o inctude the fist of links referenced in the article.

© 2007 Cable News Network LP, LLLP.

http://cnnmoney.printthis.clickability.com/pt/cptTaction=cpt&title==Stronger+job+market+putting+upward+pressure+on+wages+-+Feb....  3/22/2007



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

bty

Are you underpaid -- or "overtitled"

If you think your salary’s unfair, consider this before you den
more fikely you have ajob tlitle fancier than you deserve.

By Anue Fishier, FOATUNE semior writer
Februaty 1, 2006 10:18 AM EST

NEW YORK (FORTUNE) - Dear Annie: | was among the top five salespeople at
yaear, and I'm preity sure I'm drasticafly underpaid. | really ike working here, buf |
compensatad fairly becauss I'm the youngest person In this rofe. How can | verify
position are making acrass the industry, to support my argument that | deserve

Dear Closer: It shouldn't be hard to get a farly accurate sense of your market va
Salary.com can give you guidelines on what peogte are making in various jobs ar

To back up those numbers, check oul help-wanted ads -- in trada publicalions, o

specialized boards for salespeople such as Salesanimals.com - 10 sea what pay

people with track records similar to yours.

It you're acquainted with any recruiters, call them. These folks are In a position to give you fhe siraight, up-to-the-minute skinny on who's earming whai.

It 1 furns aut that you are indeed at the low end of the pay range, yeou can certainly mention that when you ask for a rase. (Your boss probably already knows |t, bul
may nct be aware that you do.)

But don'l make {hat the main part of your pitch. Instead, spend mosi of the conyersation pomting out how good your numbers are, what great new clients you've brought
on board, and so on. Gather all the facts about your terrific performance and write them down $0 you don't overlook any. Emphasize thal you are asking for & raise, not

hitp:/fennmoney.printthis. clickability com/pticpt?action=cpt&title=Are+ycusreal ly+underpaid® 3F+-+Feb + 1 %2C+ 2006 & expire=-1&...  3/22/2007
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becausa other people make more than you do {(someone probably always will), but because you're worth morg fo the company han you're currantly making.

Don‘ be too surpnsed, though, if your research reveals that you're already earning just about what you should ba. Consider some fascinaling findings from & new paoll,
wherein Satary.com collected pay data (rom abou) 14,000 amployees and 400 human-resources managers nalionwide. Amang the 1,600 paople surveyed who said
thay think they're underpaid, the researchers’ analysis says that over 80% are not only already earning Iheir reaf market value, but - surprisef -- sume are actually paid
mora lhan their job description warrants.

"People’s pay is a sensitive topic, and most people prebably der’t want 1o be 1o/d that they'ra already being paid what they deserve,” observes Bill Coleman. a
Salary.com senior vice prasidant,

"Thera are a number of reagons why employees may mistakanly think they're underpaid,” Colemnan says. "For instance, we found thal many are earning so much less
than their apparant markel value that many of them had probably been ‘overtitled’ * - thal is, given a fancier title than Lheir aclual job description merits.

"Over-titling” was a common praclice in 1he tough financlal climale ot the past few years when, Caleman says, "many people ware offered trumpad-up job tltles in lieu of
salary increasas. As a result, their actual @xperience leval and value 1o the cempany may not be on a par with the safary they expact based on their titie.”

Indeed, when Salary.com compared amployees’ job descriptions (not nacessarily their lilles) with what they currenily earn, 30% were found 10 be “overlilled,” while
nearly 35% wara earning about what thay'd be worlh on the open market, and 20% were overpaid retative t¢ whal they could make aetsewhere. Only 15% were aclually
underpaid.

Obvigusty, this can make it haxd 10 figura out how much of a reise you could get by changing jobs. i, lor exampla, you recently got bumped up 16 assistani vice
presidant but without any increase in your real-lile responsitilities, you'll get a distarled view of your market value uniess you focus your search an jobs whose
descriptions match what you actually do, rather than on ihose whose titles include the words "assistant vice president”.

Of course, maybe you really are undarpaid. Bul if instead you're like that 20% in the Salary.com study who are actually sarning more than Lheir job warrants, | won't telt
tl you don't.

1s your }

See the
Find this article gt:

hitpJfmoney.cnn.com/2006/01/30/mews/ecanomyfannie _0130/ndex.htm

[} Check the box o include the it of links ratarancad in the aricle,
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Being amom could be a 6-figure job
If mothers were hired to do ali that they do, they'd be well compensated, says
one survey.

By Jeanne Sahadi, CNNMoney.com senior stall wriler
May 3, 2006 11:22 AM EOT

NEW YORK (CHNMcney.com} — Raising chikiren lo be praduclive members of sociely is an Invaluable
contribution. But you don't gat cold cash for that kind of work - this saciety values only those economic
contributions one makes cuiside of tha heme.

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

Salary.com on Wednesday released (is annual market valuation of & mother's work. Alier tatking with 400
stay-at-home and working mothers, [t determined the 10 major jobs a molher performa at home and the
number of hours she typically devotes ta each of those jobs.

Researchers then tried lo determine Ihe compatitive market value that an employer would pay for ane pers

Salary.com determined thal a slay-al-home mother might be pad as much as §134,121 for her contributions as a housakeaper, cook, day care center teacher, janitor
and CEQ, among othter functions. {Sea full list at right.) The slay-at-home mothers surveyed said thay logged & lotal of 32 hours a week parforming thoss joba.

The market valuation for working molhers — who make up close to 70 parcent of all mothers wilh luds under 18 - comes tc $85 876, assuming a 5C-hour week in the
Mom role. That would ba on top of whatever salary a working mother draws from her job oulside (he home, working 44 hours.

http:/ennmeney . printthis.clickability.com/pt/cpt Taction=cpt&title=S8alary com%3 A+ Being+a+mom+<ould+be+a+6-figure+job+-+May... 3/22/2007
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Safary.com's seniar vice president of compangation, Bill Galeman, acknowledges that the inciusion of GEC as a function might skew Ihe eslimated pay for @ mather's
work toward 1he high end, since a CEQ earns north of $800,000 a year, and while both reles invoive a jot of decision-making, it's unrealistic to say that running a family
and running a company are comparable in terms of size and scape of responsibility.

Running a househokd is more comparable, perhaps, to a lop manager's job — a manager who in the workforca might make in the low six figures.

The mothers surveyed by Salary.com only reperied periorming GEC-lke duties no more than 4.8 hours & week. Thal's a reiatvely small portion of their ime - unlike
the very low-paying dulies ol housekesping, laundry and janitoria! work, which combined account for between 30 parcent and 40 percent of molhers' time.

1f you want to find oul how much a mother might get paid in different parts = "= —=-=*" =*~-*=~to7Ing in cost-of-living differances, or 1o s6a how pay may change
besed on tha number of kids a mother cares tar, Salary.com has created .

Find this article at:
cnn. L worl7enn=yes

P
“heck tha bax 10 include the list of links refaranced in the arhele.

® 2007 Cable News Network LP, LLLP.
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compensation i5 Yied to both, at feast in theory. "Does it always correlate with perdormanca? Sometimes,” Peck sald.

An eartier study on CEQ compensation by The Gormorate Library found that B of ihe 12 highest paid CEOs in hscal year 2005 received packape increases Ihat didn'l
reflect performance. Their companies underpertarmed thair peer group aven as they banked somewhere betwaen $83 mllllon and $295 muttion,

Find this article at;
htip/fmoney.cnn.cam/2006/1 172 1/news/companiesiceo_raises_confboard

heck the box 1o include 1he list ol inks referenced in tha articls.

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

Obsessing about salary {s a waste of time, but if you really nead to know if your compensation is fair, here are soms ways to find out

wigs human-resourcas people, bacausa (hey know what the other amployees get pald. Big deall Believa ma, | worked as a conporate HR persan for
20 years, »rwi therg are na bin sumrises ahout salaries. The big guys {ihet's a unisex term) get paid a fortung, and everyone else geta paid aimost exactly what

you would k they woul s » pretly boring stuff. (Now, tha political squabbles belwesn vica-presidents—that can be mora intriguing.)
Sure,th arep vho are overpaid and people who are underpaid, but for the most par, a typical corporation doesn't allow wide swings between Ihe pay
tevels of paople « ilatively similar work, even when tenure (g taken Into account. For thal reason, employaes who fret that their colleaguas are earning more

than they do are generally wasling their brain cetla.

RESEARCH SALARY SURVEYS

Butif you'ra worried about your pay level relative to ather people, there are steps you can take (o make sure you're nol miles away from your peers whera
compengation is concerned. First, check out www.salary.com, tha most well-established salary-survey Wab site for non-HR types. It's easy 1o typa In your zip
code, find the Job titte that most nearly malches your own rasponsibllilies, and zera in on what peopls llke you are earning in other companies.

The www.salary com database (of actual salaries that employaes are being paid) ie enormous, but strongar in soma functions than others. so use It Bs a first stop
In your research journsy, and use Job postings on www.manster.com, www.carearbulider.com, and other shtas 1o gain further insight Inta the salaries (and ealary
ranges) that jobs ke yours are commending.

Sacond, you can check in with & local search person to see If your pay leval is In sync with other paople who do what you do. If you don't know a friandly
headhunter whe would provide this infermation for you, use an a-mail discussion group for jobhunters In your city to locate one (you can find & group on

http://www. businessweek.con/print/careers/content/dec2006/ca20061218_798036.htm 372272007
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www.yahoogroups.com). O couraa, you're asking the search professional 1o take time out of his or her day and give you a compensation-sanity chack, 8o do him
or her & favor as well: Pass on the headhunter's name to your company's HR departmert, in cage the pecple In Ihat depariment naed helping filllng a job opening
oF twa.

KNOW THY FIELD

Third, you can find the trade publication that covers the function you're in, and write to the publication of call someone there o purchase a eapy of the annual
salary-survey issue. Nearly every print magezine that specializes in an indusiry of function (¢.g. the field of property managemaenl, or the functicn of HR) publishes
an annual salary-survey lssue that repons on the current pay levels of people by geogeaphy, years in the field, and other dimengions. This ane is good because,
unlike the headhunier opinfon and the Salary.com data, you can actually use It as fodder if you need to epproach your boss aboul your pay lavel va. other
pecple’s.

Keep in mind, though, that a gap between your compensation leve! and thal of olher peopla isn't a manager's favorite reason for considering a pay adjustment. It's
much more importanl to be able 1o show your manager how you comributed to the company’s results {read: incremental revenue or reduced cost) than just a
differance in pay batween you and someone alse.

MAKE A DIFFERENCE

The very best way to demonstrate your value is to be tha most hard-working, resulis-achieving, and pleasant employea in the depariment, and wait far the
manager to notica on his of her ow. Do you Ihink 'm joking? I'm abaciutely serious. Much better for the manager 1o offer a pay increase, beaming with pride over
hig or her good judgment in hiring you, than for you (o get the same pay increase by having to ask for it. Stlll, you could grow old quietly demonstrating your vaiue
and wailing for tha well-deserved salary increase 1o coma, so if you've felt undervalued far six months and haven't had a hint of any good news comiug, take the
next step and broach the topic directly with your manager.

Either way, if you've got the nagping fesling that averyone eise is getting paid more than you are, maybe you should jump ~~ *~ “alary.com right this minute and
ralieve your anxiety. Then you can get back to worrying about more important things, like the co-worker wha (ives on eBay ¥ the one who can't get off the
phane with her boyfriend in under 20 minutes. Or you could make a Naw Years resolution to stop comparing yourself 10 Gu i s, aiw hava your besl work year
aver.

Have a question far Liz, or wani to suggesl a lopic for a column? Contact her |

Liz Ryan is a forma, n author and speaker on the naw-miffennium warkplace. Ayan is the CEQ of WorldWiT, the globai nelwerk for professional
woman. Asach her

http:/iwww. businessweek.com/print/careers/content/dec2006/ca200612 1 8_798036.htm 342242007
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1sarved.

http:/fwww. businessweek.com/print/careers/content/dec2006/ca20061218_798036.htm 3/22/2007



Earning power Page [ of 3

PPbaltimoresun.com

npl Wl 2.storyleoll=t  ome

1

From the Baltimore Sun

Earning power

Maryland's highest-paid exccutives

By Laura Smitherman
sun reperter

June 18, 2006

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

Tt didn't hurt the chief executive's paycheck too much, though: She still reccived 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 cantributed 1o some of the most lucrative pay packages among Maryland CEOs last year, After Rothblatt, who madce the
most in the state, Raymond A. "Chip” Mason received a compensation package worth $40 million from Legg Mason Inc., and about 50 ather CEOs
earned at least $1 million in total pay, according 1o a survey by Salary.com of 100 public companies with headquarters here,

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

http:/fwww baltimoresun.com/business/bal-te.bz.execcomp 1 Bjun 18, [, 7578430, print.story ?coll=bal- home-headlines&ctrack=1&cset=true  3/22/2007
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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 scom from investor groups and labor unions.

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

"No CEQ is 50 talented that his or her compensation should be unlimited," said Brandon Rees, assistant director of the office of investiment at the
AFL-CIO. "Every dollar in cxcessive executive compensation comes out of sharcholders’ pockets.”

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

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

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

Nationally, the median CEQ base salary of large companies remained flat last year at $975,000, while bonuses rosc 8.4 percent, according to 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 partly by corporate-board philosophies on how best to align
the interests of top executives and sharcholders, company officials say.

An increase in one part of a pay package -- such us an equity gramt - coupled with cuts in other areas - such as salary or bonuses - is ot
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 | disagree with the idea that executives can't lose,” said Chris McGee, a principal at Mercer who works with
several campanies in the Baltimore-Washington corridor. "With executive compensation, you see a couple of egregious situations here and there, and
then il's laken like all executives are pigs.”

Company officials also say that stock options are technically worthless initially. Options allow executives to buy stock at a specified exercise price
that js set at curreni market prices on the day they are granted. Their evenwal value depends wholly on whether, and by how much, 2 stock riscs
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subsequently.

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

To allow for uniform comparisons among companies, Salary.com calculated the value of options by using the Black-Scholes method, named for
veonomists 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 facters. Because of that, its computed values for stock
options difter from those assigned by the companies in many cases, sometimes substantially.

CEO pay has ballooned in recent decades for many reasons, Some say the main one has been the unintended consequences of government regulation,
In the early 1990s, two events spurred compensation to new heights: Congress passed a law limiting to 51 million the amount of exccutive pay that
isn'l Jinked to performance that a corporation could deduct on its income 1ax return: and the Securities and Exchange Commission required that

companies disclose pay in tabular reports that aliowed for easy comparisen.

As a resull, companies started paying excculives through different vehicles, including stock options, and increased pay when they realized that
corporate peers paid their executives more.

For the CEQs, information meant leverage. With the bullish stock market of the 1990s, "bass boat options® became the norm, meaning that the
options conterred enough weaith for exccutives to buy a bevy of Tuxuries.

Harvard University prafessor Michael C. Jensen and Kevin J. Murphy, now at the University of Southern California, defended CEO compensation
levels in a seminal 1990 article, "CEQ 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
sports figures should eam more than CEOs of multibillion-dotar enterprises whose ability to sueceed affecis 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 CECQ Pay and What To Do About It

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

Compensation eonsultants acknowledge the emotional reaction to the issue, But they say the implications for the nation and the economy could be
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greater in the long term if socicty fails to reward the competitiveness and innovation of a limited number of people whe posscss the skills and
experience 10 run a large company.

"We don'l want to kill the golden goose," said Pear] Meyer, a senior managing pariner at compensation consulting firm Steven Hall & Partners. "We
don't want lo kill the entrepreneurial spirit in America.”

At Silver Spring's United Therapeutics, which Rothblatt founded to develop a treatment for her danghter, 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 Rothblatt for her "long-standing
leadership, determination and perseverance.”

Stock options formed the biggest chunk of Rothblatt's compensation in 2005. In a move that many companies used after the market bubble burst in
2001 and rendercd 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. In 2000, the company's stock zoomed as high as $132, far
above the approximately $50 a share that the stock now trades at,

“It's hard to call something an incentive when it's so out of reach,” said Fred Hadeed, the company's chief financial officer.

The board also awarded nearly 370,000 options for 2005 and delayed until fast year the granting of abeut 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 et options with higher exercise prices
than the old options.

Mayo A, Shattuck ITT, Constcliation Energy's CEQ -~ facing criticism for negotiating a multimillion-dollar severance package while Constellation’s
BGE ulility was proposing a 72 percent rate increasc -~ made a fotal of $9.3 million last year, according to Salary.com.

That number dues nol include a $43.5 miltion paper profit that Shattuck made by exercising options awarded in previous years, a form of
compensation that is lypically not counted as pay within a single ycar. Shattuck still holds the shares, so he did nol 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,

It's not only options that can cause pay packages to soar,
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At Lege Mason, the board awarded CEO Mason a $14 million cash bonus, Mason has drawn praise for enginecring the acquisition of Citigroup Inc.'s
money-management operations last year, That deal alse served 1o 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 bonus amounts can change greatly with a merger or acquisition.

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

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

Other pay vchicles, such as restricied stock grants essentially conveying blocks of shares to the exccutive over 4 period of time, are intended to
cnsure 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 retum” from 2003 (o 2005, when the company's stock rose more than 110 pereent, almost twice the rate of an index of its peers.

Although restricted stock has become a popular aliemative to stock options, shareholder ad vocates don't like the idea. Jenser, the Harvard professor,
said restricted stock "rips off the shareholders even more,” He said, "Suppose you started with a $10 million grant and the stock price goes down 10
percent. Is that CEO siill a happy guy? You bet.”

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

At Ficldstone Investment Cerp., 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 been
terminated and has not left voluntarily,

laura.s! S Itsun.com
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First Jobs: The Best Place to Launch a Career
Plus: In depth profiles of all 55 top-ranked employers

Los Angeles native Kehi ¥ v from a young age thal he wanted ot 1 artist. But that didn't eeem the most secura path for someone growing up on
welfare with a single mot « siblings. So even as he worked on his MFA at Yale—the launch pad for many ganerations of artists—he was awaré that no trust
tund would buoy him after graduation. So Wiy always kept Pian B in mind: If he couldn't make a living a5 & painter, he would be a chef,

Ferlunately for Wiley, ha could stick 1o his painting palette, Now recognized as one of today's hottest young arlists by gallerists and collectors as well as
magazines ltke Vibe, Wiley, 29, actuaily makes a Iving—and & substantia! cre—doing whal he loves. His works, which invelve mostly young hip-hoppers posing
against old European or Aoral backdrops, go for about $80,000 aplace these days. That leaves him more than enough ta pay the rent and wages for a few
assistants.

“'m blessed 1o ba in a place where | can actualize what's going through my head,” says Wiley, barefoot and wearing a paint-riddled tank top and shoris In hig
Broakiyn studio. He casually mentions that Spike Lee recently stopped by to check out his offerings and speaks of Irlps to Poland, China, Nigeria. and Turkay 1o
“internationalize” his work.

THE TWO PATHS

Wiley is the excaption—a star among the huddled masses living on Cup-a-Soup and hoping for & break from a gallery or callector. The truth s, dream jobs don't
come easy, and tha chances of rising to the very helghts of your feld are slim, especially for glamour Jobs like actor, artist, alhlete, or musician, Even the most
talented, hard-working, and lucky among us aren't guaranieed & slot ai the top. The unfortunate reality is that following your passions during work hours often isn't

conduclve to paying the bills.
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But does Ihat mean you must resign yourself to a life of compromises, Plan Bs, and a spiril-crushing daily grind? It ali dapends.

When it comes fo your lile's work, you can take ane of two paths: You couid be sure you're doing what you love and deal with the risks and low pay that could
accompary It COr you can work a day job that's tolerable and fraes you up—and pays—enough 10 allow you to do what yeu want after work. Following your
passion can mean taking & chanca, but for purists, unfulfilfing day jobs aren't an gption. What counts for tham i practicing their craft, whethar it's acting,
basketbalt, singing, or designing.

THE SKY'S THE LIMIT

The siar system in Amerlcan cullure ensures that people in high-profile dream Jobs like rock gtaf, supermodel, and Hollywood actor will live luxuriously, Adoring
audiences pay top doller to watch these icons perform, and advertisers will pay even more to have them endorse their wares with a smile. Tha cetebrity-driven
economy of ahowbiz just isn't siructured 1o nourish talent beneath the tier of slars.

Less flashy dream Jobs (ke astronaut or ambassador pay a comforiable salary because so few people have the skills to do them. “Skilled warkers command plenty
of mnnav because of their urique contributions. You gan't train Inst anyone to do that work," says Marce! Legrand, senior vice-president of strategy & corporale
deve N at the employment Web sila Monster.cor The pass rate for the U.S. foreign-service exam—required of afl career diplomats—Is a slim 2%.

Since a lot of professions pay heavenly salarles to onty a fucky few, the rast have to settia for a iife without security—which might be an adventure, but likaly an
exhausiing one.

“A lot of prestiginus ar sexy fields have a bipolar pay strutlure,” says Bill Goleman, senior vice-presldent of compensation al Salary.com, a company that studies
pay. "A handful of people make incredible amounts of monay while a lot of people are eaming very little. A lot of these paople hope to jump to the other brackat,
but chances are sliim.”

"GROWING MALAISE"

The numbers are scbering. Want to be a fiim of theater direcior? You're looking al a $27,954 madian national average, says Salary.com—a good distance from
Steven Spielberg's eatimaied $330 miflion a year. You would do slightly betier as a fashion desigr<- ~* =n average of $41,387, bul chances are you won't ba in the
company of dasigner Raiph Lauren, the blillonaire chalrman and CEQ of his sponymous compan who errned $19 million in the financial year that gnded
Apr, 1, 2006, on top of & personal forfune estimated at almost $4 billion, Arlist? You're mere likely . __ . work sporadically and struggle for galiery rapresamation
than reach Witey’s lovel of comiort.

Facing deunting odds, most people are more pragmalic and see a more Iradilicnal job s a way to pay the bille. But that route has ite coats, too. Americans are
growing incraasingly unhappy with their jobs, says Lynn Franco, director of the Conference Board's consumer-research center. The Board's most recent study,
released in 2005, shows that about haif of all Americans loday say they're satisfiad with thair jobs, down steadily from 1995 when neerly 80% wera. No wonder
Tie Office, & TV sitcom that detalis the emptiness and absurdity of The Office Job, is such a hit with viawers,
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"Thara's & growing malaise In the workplace,” says Franco, who nales thet saiisfaction has declined among all ages and income groups. "It's parly that the
demands of work heve changed and there has been a blurring of the line betwesn work and play. You're expected ko be available 24/7, even on vacation.”
Stagnating wagas, costly heallh benefits, and a trend 1oward doing more work with less staff don™t help ihe situalion for many employees, Franco adds.

OTHER AVENUES
I you're stuck, it may heip to take a page from tha book of thase with dream jobs. They often share key traits: talent, passion, drive, and disciptina. Bul they share

another characteristic often overlooked: courage, says Mark Cldman, founder of the workplace Web site Vault.com. “Dream-job searchers have to shiald their
dreams from the haters and nay-sayers.” Oldman palnts out that such people may seem like the voice of reason but they are aclually an “emotional impediment,”

ha says.

Finding more meaningful work won't happen overnight, but tha search starts with simple steps. Monster's Legrand says bsfore you jump to the nexl job, teke time
to siudy yourselt, “It's so easy 10 access self-agsessmenl infarmation today,” he says, polinling, for exampia, 1o the free self-test tocls his site offers to help you
figure out whether you're an entrepreneur, workaholic or team ptaysr. “Get to know what personality type you are, your behavior traits and motivators, and how &
wide variely of jobs coukd suit you,” Legrand advises.

So if you don’l make it s a pro basketball player, mayba your competltive drive would make you Bn ace Wall Street trader. It you can'l act or host your own talk
show, maybe slanding in front of 25 studenls each day would quench your thirst for performance. f you're not writing best sellers, work in publishing.

Human-resources gurus say that ultimately, what's most important is having a sense of purpose in your job—even if i's filing your pocket s6 you can fill your soul
aftor work. So lake heart: You may not be working your dream [ob, but at lsast you'll run frea of the paparazzl mob.

sea a Nsl of dream jobs with dream pay.

porier lor Business Week.com in New York.

T e T
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Great expectations
College seniors have high hopes for high-paying jobs, but are they realistic?

By AndreaCc 35, MarketWatch
Last Updale: o.ua PM ET May 8, 2006

SAN FRANCISCO (MarketWatch) - Cellege seniors these days are nothing if not oplimistic about thew fulure
job prospecls, according to a new survey.

Almost 53% af college seniors sald they expect fo find a full-time job within one to three months of starting thair
search, and anather 16% said it will take them less than a month to find a job.

Just 22% said thair job search would taka four to six months, and aboul 10% said i would take more than six months,
according 1o the survey of about 700 collage seniors at college campuses in six states by Yahoo! HotJobs, 2 job-
88arch site.

Maanwhliig, 53% sald they'll ind thein jub afler interviewing with just two to five companies, vs. the more possimistic
28% who said it would take interviews with six to 10 companies o find a position.

Almost §8% said they'll find the full-time job Ihey want in the field they like, compared with 20% who wers |ess
hopeful and said thay'd find a full-time job but not [n the field they want.

"There's clearly a much better job» markel thes year than (asl year. Gompanies ara hiring ke gangbusters and college
saniors know [t," said Dan Finnigan, senior vice prasident at Yahoo! HotJobs. Finnigan is based in New York.

“Whon you have about 70% believing they're going to have a lull-tima job within three manths of graduation, up krom
52% percent a year ago, thay're pretty confidant in the supply-and-demand marketplace right now,” Finnigan said.
Yahoo! HotJobs conducted the survay in California, New York, Pennsylvania, South Caralina, Chicago and
Washington, D.C.

Bring on the money

Some college seniors may be too confident when it comes to salary.

About 20% said they expsct tc earn between $40,000 to $50,000 in their first job out of college, whila 14% said they'It
earn betwasen $50,000 and $60,000, and 11% said their Iirst ull-lima job out of schooi would pay between $60,000
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and $70,000.

Those who might be closest lo the mark, based on average anlry-lave! salaries nationwide, are the 26% who said
they expect to earn belween $30,000 and $40,000 in thelr first job.

While he says oplimism is important, Finnegan doesn't think new college grads should hold out for & spacific dollar
amount,

*1 balieve that it's good and healthy for college seniors to have high expectations about what they want in a job
market (ke this. Thay just need lo be realistic once ihey get a good offer, to take it and get started. It's more important
lo get siarted on the right path than It ig to wait for some salary number when you're just geiting started,” Finnigan
said.

Planty ct college saniors may well have o adjust their salary expectations, soma say.

The 26% who expact $30,000 to $40,000, Ihose people werg very, very ciose {o what ihey are going o get,” said
Joe Kilmartin, director of compensation at Saiary com, a selary-comparison sit@ and compensation soltware and dala
provider based n Waltham, Mass.

But those expecting maore are tikelisr to be disappointed, Kilmartin said. "Twenty parcent arg not geing to get $40,000
to $50,000 and certainly 14% are not gaing to get $50,000 to $60,000 unless they go to work for Dad,” ha said.

For instance, tha typical salary for an anlry-lavel accountant is about $33,800, Kimarlin sa«d, based on Salary.com
data. For an antry-level business-systems analysl, It's $37,800, and for a copy wriler, $31,700, An antry-lavel
angirieer s closer to $42,000, while an entry-level programmer earns about $41,500.

But a registered nurse, given Ihe current shorage of such workers, commands a starting salary of aboul $44,600,
Kilmartin said.

"There’s a profession that has been abused over the years, but bacause of the shortage and the need for mora RN,
they're starting lo get some dacent money now,” he said.

Still, Kiimarlin notes, these are nationwide averages and there's substantial variation based on locala. For instance, a
registered nursa in Galifornia coud collect $50,000, compared with $40,000 for the same |ob in Florida, he said.

But thorg's also wide variation whan || comes 10 salary projecttans, and soma other estimates are much closer in ine
with the survey respandents’ expeclalions.

The Nalional Association of Colleges and Empioyars says grads with accounting dagrees can expect a staning salary
of $48,188 on averags this year, while entry-level chemical enginears can expect $56,549; civll englnears, $45 544;
and business adminisiration graduates, $40,976. For liberal arls majors, the expected starting salary is about
$30,958. Sga NACE's recent salary-putiook press relgase.

Plan B? Temp work
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Twenty-eight parcani of those who can't quickly find a full-time job in their chasen field said they'd find a ull-iima
position in a ditferent field, while aimost 25% said they'd take a temp job or make money through odd jobs and 18%
said they'd try to voluniger or be an intern, according to the Yahoo! HotJaobs survey.

But 10% said \hey'd wait for a full-lime job in their chosen field, and 15% weren't sure what they'd do.

Once they gat their lull-time job, 68% said they'll stan at the bottom and work thair way up, but 26% expec! to work
on imppriant projects right away.

The most papular fiekd for thase college saniors Is finance and business, with 20% saying they'd seek jabs in that
area, foliowed by 19% who ¢ 1 to advartising/markating, and 13% opting for ans and entertainment, while
another 13% said health carc

Andrea Coambes is a reporter for MarketWatch in San Franaisco.
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Hey, where's my raise?
Workers say they're underpaid, but most aren't: survey

B MarketWaich
Last upuawe: <z Fm 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
wark, according to a new survey by Salary com.

Sixty-five percent of those surveyed say they're going fo 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 wha've never been 1o 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 positicns.

“The difference between what someone is paid and what they think they should be paid is based on ditierences 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 | getting paid less than Bob?' The reason is because the

companies ... actually value Bob's contribution more,” Coleman said. "We all think aur 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 ot jobs in ditferent industries, different company sizes,
ditferent locaticns. We use that 10 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 1o do with
stagnating wages.

When Salary.com says people are overpaid, he said, “we're talking relative 1o other people who are doing affectively
the same job basad 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 awav those gains, according to the Economic Policy Institute, a
liberal economic think tank in Washington. See the | data.

"Lack of salary increase does create the belisf that you're underpaid, or certainly that you could do better elsewhers,”
Goleman said.

Then, "when you test the market, you find cut you could get more money to go elsewhere, and that confirms people's
belief that they were underpaid,” Coleman said.

"The prablem with that is often companies will slightly overpay to recruit you," he said. “V'll give you an exira 5% or
10% today, and then I'll et 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 thair job functions,
Coleman said.

Salary.com conducted telephone interviews with some of the survey respondents to find out the nature of their jobs,
and to assess whather job titles matched job functions.

About 30% appear to be oventitled, Coleman said.

A massive misconception out there is people ... assume that job titles are standardized," he said. “lf | have the iitie
of manager of customer service, then that's my job and it doesn't matter where | work, other people with that title will
have the same job as me.’ That's not true.”

Forinstance, a customer-service manager at a [arge 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 maiters

There are situations where people doing similar jols at companies earn different incomes -- hance, 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 Jook at that,” lidd. "It 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.
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What, you might well wonder, could an oil company, a coffee-shop empire, a couple of express-delivery services, @ brewer, and a drugstors chain possibly have in
common?

As It turns out, plenty. First, says Fd Jensen, who runs the global human resources practice al consulling powerhousa Accenture, “You'li find that communication up
and down tha ranks in these companies is more open, and more frequant, ihan in other companies, Top management is more accessible, which makes employees al
all levels fee| engaged in meating the company's goals.”

Serond, these employers expact excelience from avarybody. “They chiallenge (hair people early and atten, and move them around mare than In most companies,”
Jensen notes. “They don't want anybody to gat too comicriabla in one job.”

That plays directly inlo the third slrangth these comparigs shars: inslead of grooming only so-called high-potential workers for bigger opportunities, they offer plenty of
charnces lor every employee to learn and grow -- which means that when they need tatent, they can Jind it in-house rather than having lo look elsewhera.

"Even in taugh aconomic times, when most companies cul back cn {raining and on relocating people to develop their skills, thase companies keep right on doing 11,
Jensen says. "That gives them a broad poo! of people to promote. And it heips with retention, {oo, because employees cen see fong-term opportunities.”

Look, for instance, at FadFx and UPS, where mara than 80% of senior management started on the foading dock -- often on the night shiit, and came up through the
ranks. Or consider Procter & Gamble, where GEC Alan "A.G. Lafley started his career In 1977 (after a stint In the Navy and a Harvard MBA) as B markeling assistant
for Joy dishwashing liquid.

if's no coincidanca that PAG's annual furnoves i & tiny 2%. "Many ol our employees have been here 25 or 30 yeara. Loyally isn't daad. I('s just changed a bBit," eays
human resources chief Dick Antoine. “The oid litatime-ampleyment guarantee may he gone, du! that’s okay, because | was almost like a parent-child relationship. We'd
rather see it as 2 business deal betwaan two adults -- and we do promise that we will invest in your career.”

Arloine is a poster chikl far P&G's practice of giving newbies big challenges right away. (n hig lirst job with the company, siraight out of college in 1868, he ran a $20
million Ivcry soap cperation, managing a stafl of 30.

Of course, for a promate-from-within cuiture to work, you have to hire the right paopie In the first place. P&G, which gets more than one miflion jok apphcations aach
year in the U.S. alone, has three Ph.D. psychologisis on stafl who oversee a rigorous testing process.

"We're lgoking for nine characteristics, which wa call success drivers,” says Anlaine. They include the wilingness lo embrace change, a knack lor collalzoration, the
abllity 1o executa a plan, and leadership taient. Line managars make all the hiring decisions and, in interviews, they iry lo ebcit examples from canddales of iheir
experience in alf nine areas.

That selection process -- and Ihe emphasis on developing those drivers -- has helped make P&G, ke close runner-up General Eleciric, & veritabla CEC factory.

"When peopla do leave, wa stay in touch with them, and they tell us they miss being surrounded by tatented, high-energy colleagues,” Antoine says. “But we're very
proud of our &iumns, who tend 1o do pretty well glsewhere.”

You might say that, To name just three, who naw sit on P&G's hoard: Boaing CEQ James McNernay, Intull founder and chairman Scotl Gook, and Meg Whitman, CEC
of eBay.
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Frionds, for an upcaming story In the magazine, tel! me: When and where do you pat your best ideas? Think beck, if you would, to a lime whan you needed to salve a
complicaled business problem or coma up with a fresh approach to your job. Did it come to you when you were overworked, ovanlired, and siressed out -- or when you
were rested, relaxed, and maybe not even thinking about work at all?

I'd be wiliing to bet that most of us expenance our "Eurekal” moments, those mystarious flashes of insight or creativity, when we're least axpecling ™ rrhaps
while driving, gardening, working oul, or even sleaping. If you'd like to tell me about yours, please include the word “ideas” in the subject line of you fany
lhanks!

See the full list of A Cy

Got a question or commant? £

Find this article at:
hitp/monay.can, Tiy/anni _loriuna_ask0223

T Check the bax 10 include the list of links refaranced In he article.

© 2007 Cable News Network LP, LLLP.
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SNEws

How Much Should Dads Make for Housework?

Fathers Are Spending More Time on Housewark and Child Care

June 16, 2006 — - If dad could get a puycheck for everything he did lo help with the chores and children at home, how much would he make?
According 10 a Salary.com survey conducted exclusively for "Good Morning America,” dads would earn $71,160.45 a year if paid in real wages.

The survey found the average American dad who worked full time typically spent 39.6 hours a week doing work around the house -- including 1.6
hours of groundskeeping a week, 5.8 hours of gencral maintenance work, 3.4 hours doing laundry, 2.6 hours of ceoking, and 2.7 hours driving a van,

Over the years, the time fathers have spent with their children on werkdays 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 lamily, and chanping community.

"Dads are clearly involved,” said Tory Johnson, CEO of Women fer Hire and "Good Moming America's™ workplace conuibutor. “in my house, my
husband does more chores that | do. He is a neat freak.”

Breaking the Stercotypes
Johnson said that dads had become more involved because wives had become dismissive of the stereotype that they could only handle chores.
In addition, men's belief that work outside the home is the be-al! 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. Resentmnent builds, and this is not healthy
for anyone, Mom turns into a nag and dad becomes resentful.”

hitp://abenews.go.com/GMA/print lid=2084(76 312272007
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While dads certainly deserve recognition lor their work at home, clearly moms do as well.

The Salary.com survey found that working moms were still doing an average of 10 hours’ inore housework a week than working dads, [f moms were
paid in real wages for their labor, that would come out to $85.876.

Stay-at-home moms arc worth six figurcs. Between cooking, cleaning and chauffeuring, they arc worth $134,121 a year, Salary vom says.
To sec how much the mom or dad in your life deserves to be paid, vis

Copyright © 2007 ABC News Intemet Ventures
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Create a porilalia of your achievemants. Try 10 use number and exact figures whan possible, Itke you managed a staff of iwglve or you Increased sales by 25%. Use
words like "First” and "highest™ and "best.”

Aher each accomplishment ask yourself how this halpad the company. Atter all, that's what your supervisor s interested In.

If a raise seems out of tho question, ask about & bonus instead. According to a recent study by Hawitt Associates, a majority of companies are going to be cutting back
on annual ralses and relying mara an bonuses.

3) Bemere likeable
Remamber when we told you that you shoukd go to all those holiday parlies? Wa hope you listenad.
Being like-able around colleagues goes a long way in career advancement, according to a recent sludy

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 dishked, no
matter how gkilled they are.

So how can you baos! your [Tke-ability tactor at wark? According to Tim Sandars, the author of “The Likeability Factor” there are a few prachical things you can work an
to boost your emotlenal inleftigenca,

To begin with, stop criticizing peopte, inslead criticize autcomes. You should also ba smarter with 8-mail recornmends Sanders. Don't hit reply all, he says and naver
send an e-mail when you're mad, Keep it in your drafl folder until the next day and chances ara you won't send il.

And finally, don't forgat your smile. Over hall of your personality is visually determined.
4) Find the hot jobs
The beginning of the year is a good time to look for jobs says Johr Challenger of career outsourcing company Chalienger, Gray and Chrisimas.
Just as peopie may be looking 1o improve themselves, companies are also looking to expand their business and take risks.
If yau think it's time for a new job, think health care. “This is the sirongest, most cansistent area for job growlh," says Challenger.
Other good areas to look for jobs include technology and International fislds. “With increasing globatization, knowing ancther language is very valuable,” he said.
5} Test Drive a Dream Job
If you have the luxury of pursuing your dream job, think about test-driving a career...for a price.

You ¢an be trained as a pastry chef and work as a chocolatier In Portland Cregon for two days.

hitp:#fennmoney.printthis.clickability com/pvept?acdon=cpt& title= 5+ Tips% 3A+Making+more+money +at+work+-+Hlan+6%2C+20006...  3/22/2007
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For 8349 you can be an innkeeper at a Bed and Braaklasl lor a day.

I you fancy vinlage cars, you can be a car restorer in Detroil for a grand.

And this may be a way to figure out  your dream job is really thal dreamy ¢ T *T = -~ 7Iny only a few people have actually followed through with

their vacation and made their dream job a reality. For more infprmation go !

Gerri Willis is a parsonal finance editor lor CNN Business News and the host far Opan Heuse. E-mail comments |

Rebates: How 1o get what's coming to yoi

Find this article at:
Y.CNN.Col p g/ _fips

"] Check tha bax 1o inctude Ihe list of knks rafarenced in the article.

© 2007 Cable News Network L, LLLP.
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Mommy Money-Bags

Parenn -
Mommy Money-Bags

What's the real market value ol & mom? Think six figures, baby.
By Elizabeth Tumar

May 17, 2006 - WANTED: Woman to work 90 hours a week. Job involves heavy hausekeeping
and childcare dutles, Including cooking and faundry. Must have a kmack for nurturing, share glory
of joh with othar senlor staff {"husband™), sometimas put up with Insubordinate employess
{"kids™}, and remambar to cul crusts oft all sandwiches. SALARY: $134k,

It would cost $134,121 annually to pay professionals to replace a stay-at-home mom's wark,
arnording to 8 new study from Sajary com. Working moms would earn $85,876 annually for the
“mom jab” portion of their work, in addition to thelr achval “work job” safary, the study says,

Based an 400 respensas kom women with chlidren aged 18 or younger, Salary.com came up
with a list of 10 jobs that best matched a mom's cefinition ol her day-lo-day dutles: housekespar,
daycare center teacher, cook, computer oparater, faundry machine eperator, janitor, facllities
manager, van driver, GEQ, and psychologist. They then multiplied the avetage number of hours
gpant on each task by a typlcal salary for the job funclions o arrive at the ttal (ex; time spent
acting as “household GEQ” was valued at a $640,000 annual rate), All hours worked above 40
wara considered overtime and paid at ime and a half.

Gritics of the study might argue that the aumber of women surveyed wes small, the number of
hours the moms sald they worked were inflatad, and the “typical salaries™ each job function were
bazed on were much higher than what they wouid be in many parts of the couniry. And the salary
estimata Is far bigher than the U.S. Census Bureau's aclual figures, which puts the median
annual Income of a woman who has a bachelors degree and works fuli-time a1 $39,818.

"Peonie recognize that both stay-at-home moms and working moms carry a heavy load of
rasponsibiiity and work long hours,” said Blll Coleman, senior vice president of compensateon at
Salary.com, "It Is an eye-opener lor many peopie when they sea lhe real markat value ol the work
moma perdorm.”

Page 1 of 2
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Qther Interesting findings of tha 2005 Stay-at-Heme/Morking Mom study:

® Al mama wark an averaga of 80 hours a week -- working moms reparted spanding 44
haurs at thelr "work job™ and 49.8 at their "mom job” fer a totai of 93,8 hours. Stay-at-
hame moms reported warking 81,6 hours al her "mom job."

Working moms get (ess sleep, reporting only 5.4 hours ol sleap per nighl versus 6.7 for
the stay-at-home moms.

Working moms and stay-at-home mems both spend roughly 4 hours per week nurturing
the emotional needs of theit Kids In the "mom job* of psychologist. The big difference
appears ta be In the "mom job™ of daycare center teacher, with stay-at-home moms
reporting an average ol 15,7 hourg per week and working moms raperting 7.2 hours per
week.

"Stay-at-hame moms give up the benefits of working outside the hama, including extra Income,
title, and caraear advancerent. Working moms give up more slaep, tima for exercise, and skig
luneh to spend quality time nurturing and educating their chiidren,” says Senior Yice President
Moredith Hanrahan of Salary.com Interactiva,

What do you think about this study? Does the salary they suggost seem reasonable b you?
- B o © " age board helow:

swemne 1oy Pgrents.com

@ Capyright 2007 Meredith Corporation. All Rights Reserved.
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ickatlity

Mormns are priceless at home and away Aavartsoment

IR ANIPMIT
Most of us will hanor our moiher, or har mamory, tus wegkend. Mother's Day also always trings debale over "stay-ai-home” or "working"” moms.

Latest {2004) Census Bureau figures show there are 36.7 million moms with minar children across the USA. O those, 10.8 million are stay-at-homes and 25.3 milion
have outside jobs.

This year, Salary com compangalion experis have come up with a job analysis and these price lags for both categories:
« Stay-at-home moms work an avorage 81.6 hours a week. That shoutd be worth $134,121 annually,
= Working moms also put In 49.8 hours a weak on the job at homa. They should get $85 876 a year.

The compensalion analysts figure the lowest paying pasts of a mom's job are housskesper, laundry maching cperator and janitor. Higher paying categorigs inciude
compuler operator, {acilities manager, psychologist and famiy CEQ.

The Safary.com numbers are sure to stir up conirovarsy. But this is not debatable: Moms simply are pricelass, and nothing could compensale them properly for all they
do.

My mom, Christina, was a “working” mother, by necessity. My dad, Daniel, died whan ! was 2. Mom had to provide for me and my brother, Waller. In tha depression
days of the 1930s, she washed dishes at thel. & I. cafe m Alpena, 5.0., for $1 a day and took in other pecple’s laundry to wash and iron at night. Some weeks sha

earned as much as $15.

She also cooked and played cop for us kids. She taught us the difference between good and bad. She msatilled a work-hard aethic In us.

hutp://usatoday. printthis.clickability.com/pticpt?uction=cpt&title=USATODAY .com+-+Moms+are+priceless+at+home+and-+away &ex...  3/22/2007
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Pape 2 of 2
She died in 1879 at age B6. But she'll never be forgotten. Happy Mother's Cay Mom.
Find this article at:
Rt wwrer. T fopini is¥neunarth’2006-05-11-neuharth_x.rm
Check tha box to include tha st of links referanced n he articls.
Copyright 2007 US
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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 Fok Kelley, CNNMoney.com stalf writer
April 12, 2006: 8;27 AM EDT

NEW YORK (CNNMoney.com) - People who are satisfied an the job have the bas! perks in areas you migh
expaci, bul thay actually put in longar hours than less satisfied employees, according io a naw survey.

In & survey of 26,000 workers, MONEY Magazina and Salary.com asked just how satisfiad pecple were at
their jobs -- and how strassed their work makes them.

Workers who exprassed satisfaclion af work had substantially better conditions across the board, with east
unscheduled lime off, schedule Hexibiity and better telecommuting opticns.

Ferlings of stress were closely relaled 10 longer commutes, less flexibility and mora hours worked.

The mosi siressed workers said too much work, their boss's behavior and long hours were the top causes af discontent. Among the least shessed, lack of abiity 1o
advance was the biggesl cause for concern.

The survey lound that American workers wera doing well when it comes to Iringe benefits. 49 percant of workers get an empioyes discount, and 30 percent gel o use a
wark computer at home. 14 percent reported 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 ygars in (heir current role.

http:/fennmoney.printthis.clickability.com/pticpt?action=cpt&title=Survey% IA+Most+satisfied+workers+staying+on+job+much+long.,.  3/22/2007
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Satisfaction vs. Stress

There are & lot of workers who ara both stressed and exiremaly satisfled. 40 parcent of respondants in the most satisfied category said they were above the madian in
fealing siress, according to the study. Bul that number jumped to over hall of respondents in Jess satistied categarigs.

At tha bollom of the satisfaclion scale, 61 percanl of workers said that lhey wara stressed on the job.

But as you might expect, the most satisfied workers had the highast parcantage of low-siress jobs, far more than any othar category.
Commule

Commute lenglhs weran't as gorrelated to stress and satisfaction as most other calegories.

The most salisfled workers did have the shortest commutes -- BS percent reported under an hour. But that categary had aimost as many commutes of over 2 houre as
others.

Laast siressad workers had slightly more commutes under an hour than other categories -- at 87 percent.
Heours worked

The hours category showed a real shocker -- that extremely satistied empioyees are putting In a lot mora time al work than others. Tha mos! satisfied reported
averaged 56 hours a week -- 11 hours rore than the least satisfied group. Aimost wilhout exception, ag satisfaction rose, workers reported putting in Jonger hours.

The most stressed employeas worked about 56 hours a week 0o, but in the least strassed category, the average was 62 hours.
The overalt average for Ihe survey showed Americans putting in 49 hours per waek,
Time off

Salistiad workers had a much easier time gatling tme cif from their jobs. 82 parcent said it was easy Lo take time off without advance warning, which rose lo 83 percenl
for schadulad time ofi.

Only 40 parcant of unhappy workers said it was easy o gat unscheduled tims, rising to 50 percent for schaduled lime. A sizable portion of the leas| satisfiad
raspondents, 21 percenl, said that gatting time off with short notice was always a problem.

Unschaduled time was axtremely tied to stress, with 81 parcent on unsiressed employees getling lime easily, while only 5 percent of stressed workars said the same.
Telecommute

Overall, 16 percent of respondents sald they could telecommule any time they pleased, 28 percent could do so wilh their manager's approval and 55 percen! were nol
allowed to.

htip://cnnmeney printthis.clickability. com/pt/cpt2action=cpt& title=Survey B3 A+Most+satisfied+workers+staying+on+job+much+long...  3/22/2007
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Satistied workers had more work-from-home options Lhan other respandents, wilh only 38 percent saying telecommuling was naver an gption. Unhappy workers weare
least able to lelecommuta, with 70 percent reperting if was nol an option.

Tha mast stressed workers were also (east able lo talecommute, with only a third saying it was an option for them at work.
Flexibility

60 percent of workers said they had some flexibifity m their schedule and 17 percent said they had absolute control. But 23 percant said their schedules shsolutely
could nol be changed.

The mos! satisfied workers reported the highest numbars tor working whenever they wanted, and the least in having set hours at only 5 percent. Meanwhile 42 parcent
of unhappy workers said their schedulas were set in stoné.

Low-sirass workers ware most able to work whanaver they wanted $o long as their assignments were completed. High-stress jobs tended to have more set hours.
Vacation time
As might be expected, salisiled workers eas!ly took the cake with vacation days, averaging aver 27 a year, On {he other end, the unsatistied got around 21 gays,
Unslressed workers were truly coasting during the year, averaging 3B vacation days. Highly stressed came In around 21 days.
Health coverage

The survey also asked who was footing the empioyee's health bill. 66 percent said thay spiit the cost of either standard or pramium govarage with their employer. 22
parcent had full coverags from their company, and 7 pement were fooling their own bill entirgly.

Find this artlcie at;
httpiimoney.cnn.com/2006/04/ Y 0/prbestobs_surveysndex him?secticnemaney. latest
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New ruie to expose pay packages

Updaled 7/27/2006 3:42 AM ET
By Elllot Blair Smith, USA TODAY

.5, public companies must disclose new detans of top executives’ pay that will add tens of milllans of dollars to the compensation totals some
enmpanies report to their charsholders under a rule the Securllles and Exchange Cnmmission adopted Wednesday.

Respanding to inyestor outrage ovar unaway pay packages, the commission unanimously adopted refarms that will require deferred pay and
retirement banafits to be factored into annual compensation totals for companies’ top flve exscutives (n rapons to regulators and shareheiders
beginning in December.

2005 CEQ Coempensation repor “han

"Golden parachutes” for exscutives who quit or are fired must also be ciearly spelled out In the companies’ public disclosures. And tha sempanies will
have I tell whether they coardi the issuance of stock options o top executlves with tha release of materigl non-public information
that may benetit them.

SEC Chalrman Chrstopher Cox said “no Issue” in tha agency's 72-year history "has generatad such interest” as requiring greater disclasure of
cotparate pay.

“Tha better information thal both sharahaiders and boards of diectors will get as a rasult of these naw rulas will help them make belter declsions
about the appropriale amount to pay the (executives) running their companles,” Cox sad.

The SEC propasal gainad lraction in recent months, amid growing contreversy ovar the practices at dozens of U.S, companies l¢ manage the dates
on which executive stock options are awarded so their officiais could take advantage of lluctuallons In markel values.

Advrrtisemant
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But for the public, the biggest impact is Tkaly to come from seeing axecutiva pay and bonuses combined with the annual accumulation of deferred
benefits. ExxonMobil recently disclosed that it gave retlring CEC Lee Raymond a $38 millon lump-sum pension payment in December, i addition 1
$2.9 mifllon In salary and bonus, stock awards and such retiremant perks as a car, driver and airplane use.

“The iceperg of retirement benellts will very much coma 1o the surface,” says Harvard University {aw professor Lucian Babchuk, oo-author of the
book Pay Withou! Performance and a critlc of “steslth compensation™ he sees in the form of deferred compensation, pensions and assorted perks.

Bill Coleman, senior vica president of Salary.com, says the compensation totais are "going lo be a shocking number for some people. You are goin
1o see numbers that are tans or hundreds of millions of dollars.” Coteman says, "People are going to ba more under the microscope.”

Ellen Zimlies, GEO of Daylight Foarenslc 8 Advisory, agrees. She says tha new disclosures will “put a (itie strain between the hoard and the CEO, £
thal's what the board is for — to pul oversight Inio the company.”

Paul Dorf, managing director of Comp ion R responds that increased porting req ents ams unlikely to tein in executive
pay but will hasten the trend of public companles going private, *The realily,” he says, "is some companios will say it's not worth it to be public
compzanles.”

Find this article at:

htip:/fusatoday.printthis.clickability.com/pt/cpt?action=cpt&title=USATODAY .com+-+New +rule+to+expose+pay+packages&expire=..,
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| easy to forget how important Networks are - ey Can D& NeIPIL! TOT BXCEINNG W1 YOUN CUTiBIt jus,
not just for finding a new job. Thay can also enhance your knowledge of your industry or function,
AUVEHNIDEMEN |
3. Seok feadback. Maks an appointment with your boss 1o talk about how wall you are daing, your
frustrations, and your concerns. Plan for your next promotion befera you are ready by lsiling your
bess where you wani 10 be in one year and asking what you need 1o do to get therg. This helps
you deveiop a plan and lets your boss know you are interasted in furthering your caréer at your

http://bostenworks. boston.com/news/articles/2G07/01/03/give_your_career_a_kick_start_in_2007/ 372212007
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I current company.

4. Datermine your caraer worth. Find cut what you are worth by monitoring online websites such
as Salary.com [http:/fboston, salary. comisalarywizardiayoutscripts/swz!_keywordsearch.aspj . In
order to nagotiate salary and bensfits, you naed 1o know what is realistic for your position and sklfl
set. Alsc find one or twa |ob boards and search for comparabie positions at Jeast once & week to
spe what's avallable and in demand.

5. Talk to & racruiter. Even if you are happily employad, next time a recruiter phonas, talk to him or
har. Or make a proactiva call to your favorite heashunter, You have & lot of advisors in your life -
a lawyer, a financial / tax porson, & doctar — use & recruiter to assess your professional heaith.
They have a wealth of knowledge about what is happening in the Job market, and whether you are
considsring a career mova or not, this miormation can be invaluable o you,

6. Keep your resume updated at all times. You have heard this advice a million times and hardly
anyona heads il. However, what happens when at your next networking maeting. .. family
raunion...haircut appeintment.. .you mest somecne who has the perfect opportunity for you —~ and
wanls your resuma? And the last time you updated it was five years ago? You don't need to post it
or make it public, but you should always ba ready to go when someone calls you or you need a
change.

7. Keep your referances updated, 100, Update your references at least once & year by calling each
parsor to make sure lhey are slilt enthusiastic about you and will say great thinga whaon the
occasion arises, There Is & huge difference between giving & reference and giving a great
reference. Saak oul the great ones.

8. Coneentrate on self-promotion. Make a plan to market yourself intarnelly at your company —
volunteer, thair a committee, and show the right stuff 1o other depariments and manapars.
Vigibllity and internal exposure ara kay to moving up and demanstrating your leadership abilities.

9, Form a personal advisory team. Everyona has a trusted friend, former colleague of mentor who
has been influential in helping thair carear move forward. Seak them out, talk about where your
careel is nght now and whare you want ta be in ana to five years. If they've halped you before,
they'll halp you now and this will glve you a data point about being on the right track,

0. Enhance your talent. Find at least one educational or professional development program
during 2007 to enhanee your skills and knowledpge. Make sure to include classes, saminars and
activities that will strengthen not only your functional expertise, bul your technical and
Interpersonal skills, toa. Additionally, subscriba to print and online newsletters and publications to
keep up-to-date on what's happening in your industry and function.

UiBHI bIIuy
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Burfington, MA
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More Job Fairs, Nel ing E

NEWSLETTERS

Page 2 of 4

3 Open H

Sign up for one of the newsistter e-mails listed

here for the |atest job news, tips, and morel

hitp://bostonworks, boston. com/news/articles/2007/01/03/give_your_career_a_kick_start_in_2007/

3222007






New Year's resolution: Give your career a kick-start in 2007 - Boston.com Page 4 of 4

Message hoards Contac! Ua
Careor Dov. & Edu.
Nowsletiors

© 2008 The New Yark Timas Company - Privacy Policy | Usor Agroement

hitp:/fbostonworks.boston.com/news/articles/2007/01/03/give_your_career_a_kick_start_in_2007/ 3/2242007



I —
My Monster: Page t'of 2

Nontraditional Jobs That Pay $100K

by John Rossheim
Monster Senior Contributing Writer

It's no secret that doctors, fawyers, traders and senlor ves at large cor typicalty earn six figures or more. But where are the $100,000
jobs for the rest of us -- the 140 milllon Amerkcan workers who lack the inglination, the aptitude or the toierance for student debt to go for the classic
big-money careers?

g,

It tums out that (n the 2000s, there are quite 8 number of sbe-Nigure occupations. Here are a few worth your consideration:

Technology

Developing natlons may graduate more engineers than the United States, but wa've stilf got enough Jobs to keep selaries generous, 8t least in some specislties. Electrical
engineers earned en average of $112,000 in 2005, according ta the Employment Policy Fou Englneering managers earned a median salary of $97,000 in 2004, soys the
Bureau of Labor Statistics.

“There's an absolute dearth af talent with three to five years of experlence” in interactive spaciailes such as Web design, informalion archltecture and usabllity, says Allison
Hemming, president of staffing firm Hired Guns,

Senlor Web producers can earn $85,000 to §110,000. "Interactive feels very 1559 right now," Hemming says. "It's a real opportunity for people who may have feft the feld and
come back ar are just out of college.”

Can production workers approach six figures? They can If they're in the nght high tech speciality. According ta Jack Dolmat-Connell, president of cor firm
DolmatConnell & Partners, some semiconductor fab technicians can make up to $90,000 with overtimea,

Finpnclal Services

Professionsls Involved in the provision of hread-and-butter financlal services -~ not just thase ensconced on Wall Street -- often @am six figures. "Producers [salespeople] in
Insurance and branch -= those can ye $120,000 tn $125,000," says Dolmat-Connall,

Real estate may be suffering from sn overabundance of new entrants, but long-term prospects for high earnings In pricey markets are stiil buMish. Real estate agent — that's one
of those qulet little jobs where you can make a boatload of monay,” says Bill Coleman, senkar vice president for compensation at $Salary.com. An agent who participates In the
sale of 12 or 14 half-milllon-dollar hames per year -~ easy te do in big-money markets llke the Northeast — 1§ likely te hit $100,000 in commissians.

Entertalnmant and Hospitality

Can a worker ascend from burger flipper to six-figure earner? Not every day, but It happens, Restaurant managers can eam $100,000 at high-end restaurants and resorts,” says
Ceolemman.

For those who live naar a casing, blg esmings may be within reach, even without a college education. "The top 25 percent of casing pit manegers earn over $100,000, with just
high schoo| and five years of experience,” says Dolmat-Connafl,

Security and Hazard Duty

http://content.monster. com/articles/3482/17245/1/default. aspx 372272007
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Run-of-tha-miil security guards generally earn low pay, but well-placed securlty professlonals can do much better. "Securty guards for celebritles can earn six figures,” says
Coleman. These fobs are concentrated In New York and Los Angeles, but sports superstars may have security based in their téams' hometowns.

Less-glamorous gigs can pay equally well, if work conditions warrant 2 premium. Off rig warkers must cope with hazardous and remote work sites, so high-renking crew
members @arn up to $100,000.

Governmant

If you're 8 six-figure aspirant, the federal govermment may be one of the last employers to come to mind. But Uncle Sam is tooking for thousands of professianals at this leve!
each year.

rates for are high; maore and more, the government 5 hiring people from the outside directly into management,” says Kathryn Troutman,
Monster's Federal Career Coach,

And middle-management jobs In government may he better compensated than thelr private-sector counterparts. “Midrange professional salaries are much higher, and the
Raxibifity and benefits are much better," says Troutman, These jobs generaily fall into the G5-14 and GS-15 grade levels.

Here are just a few of the federal jobs that can pay $100,000 or more, acrording to USAJO8S:

#* Alr traffic controlier

® Budget analyst

o Human resource specialist
® Nurse consultant

® Department of Agriculture district ranger.

© 2007 Monster - All Rights Reserved - U.S. Patent Na, 5,832,497 - Nasdq:MNST Investor Relations
Hedp - Contact Us - Site Map - Research Companies - Scholarship Search - Online Degrees - International Jobs - Esparip)
Advertise with Us - Parimer with us - Employer Hiring Login - Investor Relations ~ Monster Employment [rdex
About Monster - The Monster Network - Privacy Statement - Be Safe - Terms of Use - Monster Stora - Work At Monster
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It often seems that the salary is greener on the other desk, but studies show that may not be true.
By Marilyn Gardner | 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 i 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 Botios, director of compensation for Salary.com.
The online survey of employee satisfaction and retenticn polied nearly 14,000 workers and some 400 human-resources managers
in a wigde range of industries.

Salaries have long been cloaked in secrecy for many workers, making comparisons difficult. Now, ontine salary data sites enable
workers to measure their pay against comparable positions In their field and location.

"You netwerk 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.”

Anocther survey, done in 2005 by Hudson Highland Group, finds that only haif of workers believe they are paid on a par with their
pears.

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 ses that the market is starting to pick up. The grass is always
greener."

At the same time, employees are becoming "a littie boider” in terms of what they think they are worth, says Jeff Cooper, a senior
business consultant at Authoria, g talent-management software company in Waltham, Mass,

Employers themselves have unwittingly created some of the confusion. When the economy slows, some companies inflata
workers' tities in lieu of salary increasas. Salary.com finds that nearly 30 percent of respondents are "over-titled.”

"When a manager wants to reward an employee and dossn't have the budget to do so, you tack on 'supervisor,’ 'manager,’
‘director,’ or ‘'senior' to their titie," Bottos says. "But the problem then arises that you've given someone this ‘manager' titie, 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 Pringeton 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 titte, many employees who are dissatisfied with their income say that a 10 percent raise would be enough to kesp
them for another year, according to Salary.com, Bottos calls that "an interesting number, because it isn't outrageous.”

Employees at smaller companias may be more likely to feet underpaid. "We don't pay the most money," says Tobin Johnson, a
manager for an independent financial services company in Minneapolis. As a resuit, 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 underearning particularly prevalent among women, but notes that it
also affects men. "l would like the message spread that anyone can make more than they are now, if that's 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 employse would hope. *To make more monay,
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 betwsen being almost successful and getting a raise. Even
reading one nonfiction bock 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 bsing palid fairly."

If someone is not being paid fairly by market standards, Bottos suggests doing some "What it?' scenarios: What if | move? What if
| 9o to a larger company? What if | change industries? "Take a look at how the pay would change, s0 you can find cut if the grass
is really greener."

Typically, individuals who stay with a company for their entire career earn below market value, Ms. Williams 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 currant 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 ofiers 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 goad candidate for a big raise,” he says.

Ask your boss, "If | do this, this, and this, and set goals for the quarter or year, would | 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 remunaration.

"There are ways smployers 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



lifa. And telecommuting, he points out, could reduce commuting and child-care expenses.

Eric, the [T consultant, says his salution will be to leave. His manager does not have the autherity to give a meaningful satary
increase.

Yet he considers his eventual departure regrettable. "I really like my managers,” he says. "The guy | report directly te 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
responstbility. 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
organizatign's best interest to pay their employees faitly," says Williams. "It keeps them there, and it keeps them happy."

www.csmonitor.com | Copyright © 2007 The Christian Science Moniter. All rights reserved.
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Compuier and (nformation systems managers earn more In San Jose than any othar U.§, market. That makes sense, given the concentration of high-tech
firms in Silicon Valley,

Geography ¢an explain a (ot about pay. Financial managers do better in Bridgsport, Conn., and nearby Naw York City than anywhere else. That stands to
réason, sinca New York (s the nallon's financlal capital.

But not al of tha highest-paying, upscale jobs are found In the natian’s largest metros, according to & new Bizfournals study.
For example.
e Greensboro, N.C, — highest average pay for dantists a} 189,560,

» Worcesier, Mass. — highest avaerage pay for family doctors at §176,370.
» Dayton, Ohlo — highest average highast pay for aptometrists at $161.930.

The Bizjournais study compared the average salaries for 20 high-paylng nccupalions in 75 meajor matropolitan areas, using raw data Irom the U.S. Bureau of
Labor Statistics, Detallad profiles of all 20 occupations covered by the study can ba viewed here, And what the 20 occupationg pay In the 75 malros beging
here.

The study refutes the stereotypa that high-paying |obs are concentrated In the natlon's largest metropolitan areas,

Tiny Albany, N.Y.. for axample, outperforms New York City in five categories. Tha typical Albany surgeon sarns 8 parcent more than his or her counterpart in
the big city 150 miles to the south. Albany offers higher salaries than New York Cliy far chemlcal engingars, college administrators, dentists and family
dactors, too.

Thae study demonstrates the importance of comparing cost-ol-living diffarences between two markets.

Chemlcal engingers in Los Angeles aarn 3 percent less than workers (n the same ffald in New York City. Bul it cozls 9 percent less to live in suburban Orange
County, Calif_, than on Long Island, according to Salary com. That maans tha lypical chemical engineer actually gets more for the bugk in tha Los Angeles

area.

Biziournals focused on 20 occupations that offer high wages to sizable paols of employess, Each job fits into the lop 10 percent of the nalional pay scale, as

http://www.msnbe.msn.com/id/ 16545234/print/1/displaymodes 1098/ 32272007
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wel| a4 the upper half in larms ol lotal employment.

The study group consisted of America's 75 largest metropolilan areas, renging from New York Gity with 18.8 million residants to Gresnsboro, N.C., with
BB0,000. The group's total papulation was 182 million, about 80 parcent of the national tatal.

year by the U S, Bureaw of Labor Statistias. Tha bureau's accupational profiles can be accesaed gt

San Jose has the highest salary levels In seven of the 20 categories, Thay are: chief executives, computer and Information systems managers, electrical
engineers, industrlal production managers, lawyers, markating managers, and salas managers,

Bridgeport-Stamford is the only other metro to lead more than a singla category. It 15 No. 1 on live pay scales: construction managars, financlal managars,
general and operations managers, public relations managers, and sacurities and tinanclal sarvices sales agents,

The 20 accupations covered by Bizlournals® study ara concentrated in the managerlal, financiai, technical and medical fialds. All but ene category is lad by a
metro with an average salary above $100,000. Electrical enginaers are the axception, tepping out at 594,330 in San Jose,

The most competitive categories ate chief axecutives and surgeons, where the average salarles for all metros reach six figures. San Jose teads chiel
execulives at $179,720, while Chatlotte is tirst for surgeons at $196.150,
URL. http://www manbe man.com/id/ 16646234/

W HUUF PASTVBL.COm
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Business Basics
Qalarv Envy
1.14.06, 10:60 AMET

Talking about your salary with cc-workars may be among the touchiest of office taboos, But inevitably, such private matters don't stay privata for long.

Finding cut that someone with the same job description and titie is making more than you ¢an be infuriating. Even the slightest diserapancy between office mates
18 enough to drive down morale and divide ctharwise harmonious departmants, But before a serious case of salary anvy propels you Inte your boss's office to
demand more money, stay calm. Putling your paycheck on par with others requires a caiculated approach.

Approach the situation as you would any salary negotiation and arm yourself with as much information as possibia. Compile a datailed iist of accomplishments
you've made throughout the past year and incirde how they positively affected the company.

In this case, it's also important to have a sense of what other colleagues have accomplished. They might ba making more monay because their salary from
another job was higher, and the company needed to match it fo bring them over. It could also be that the colleague was a better negatiator and was able to eak the
salary up by a few thousand dollars during the hiring process. Another reason could be that the colleague came from a different department within the company
where salaries are higher, and the manager decided not to cut the parson's salary to malch the new department.

Either way, don't thnk "The Man" is out to get you, says Bill Caleman, senlor vice prasident of compensation al Salary.com. "Have a thoughtful, preparec
discussion,” he says. "Spend tima cansidering why you're not being treated feirly. You'll do 2 lot better if you do reasonabie research about what you're goed at.”

You need to be bold. After gathering salary Information from various sources (don't forget Wab sites lika Linkedin.com and Ryze.com), say semething such as: |
understand from mulliple sources that my colieague 18 bang paid significantly more than me. I'd like to understand what | nead to do to be paid at that level.”

This is whara the list of your accomplishments comes in handy. If your bose supgests things you need to do, rafer to your list to see if you've accomplished them
already. Also, if you hava a sense that your colleague hasn't accomplished certain things suggasted by the boss, feal free to point out that he or she didn't need to

http://www.forbes.com/2006/1 1/1 3/leadership-jobs-money-fead-careers-cx_tw_1114bizbasics_print.html 3/22720070
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do that.

Patar Handal, CEO of Dale Carnagie Training, which teachas leadership skills, offars another way of appreaching the topic. He suggests saying: "I've heard a
rumor that ppople are paid more than | am. | looked at & couple of Wab sitas, and it's entirely possible that my satary got overicoked because the market went up.
know you don't want to have people underpaid--1 know that's not the way you do business. What do we nged to do to correct this?"

Your boss might try 1o steer the convarsation toward how you figured out this information. It's important to stay as far away from that topic as possibla. Let's face It
There's an office grapevine, and it's not unusual for people 1o discuss salary. If your manager asks how you got the information, Goleman recommends saying, "It's
not important how | got the informaticn,” or “We can discuss that later, What 15 impertant is that thera is @ discrepancy.”

Don't think that only cash 1s on the negotiating table. Companies are much more fexible when it comaes to fringe and lifestyle banetits than they are on cash.
Consider asking for paid parking, flaxible hours, the ability to work frem home or extra days off.

Realize that soma companies have vary formal sglary reviews, and they can only be adjusted at carialn imes. If thal's the case, keep notes on the conversation
you had with your boss and bring it up during your review time. It's better late than never.

I

http:/fwww forbes.com/2006/1 1/13/1eadership-jobs-money-lead-careers-cx_tw_1 1 [4bizbasics_print.htm] 32272007
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Al the time, 1he company fired iis head of Human Rescurcas” emplayment and Its chief legal officer resigned.

Karatz, like othar heads of publicly traded home- buliding P saw his ion soar in recent ysars thanks 1o the
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U.S housing boom, He ook in nearly $45.6 million in The fiscal yaar anded Movember 30, 2005, induding base pay, bonuses,
rastricted stock and stock option grants, up abowl 239 percant from $35.3 million in 2004, amording to Salary.cam, a

compen sation specialis.

KB is among more than 160 U.S companias that are the locus of g or are g internal

prabes into options practices. The focus is on options that wers bad(daxsd 1o increass thelr value to rscprems, mostly top
axaculives.

KB sald in Decambar Ihat it expects to restats {inencal results for 2003 through 2005 and the first half of 2008 becauss of
optlons peicing arrors. It has said it expects A nancash expensa of about 341 million spread over several years.

KB Homa shares were down §1 ar $61.12 in alternoan trading an the New York Stock Exchange.
(Additional reporting by Nick 2leminski in New York)
Copyright 2007 Reuters

htip://news.moneycentral msn.com/printarticle aspx ?feed=0BR&date=2 00701264 id=6394663 3/22/720070
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Business Basics

Savan No-Nos When Asking For A Raise

11.05.06, 6:00 AM ET
NEW YORK - You want more money. Great, Who doasn't?

Asking for & raise requires praparation, skill, iming and a fallback plan. [t also demands wrapping your mind around a bas:c fact many employees miss: A pay
inurease 15 based on performance and the market for your sldlls.

"The worst thing you can do is baso a request for a raise on personal issues,” says Bilt Coleman, senior vica president {or compansation at Safary.cam n
Nesdham, Mass. “Saying, 'l need a raise bacause | have a gambling problem’ is a loser. It's alsc a bad idee to ask for a ralse if the company is having layotfs.
Superstars can get a rajse because ifte company must retain its best perfarmers, If you're not sure that you're among the elite, you're not.”

Build your case tor a raise by making a list of your accomplishments in the previous vear, If, Jor example, you've outperformed cther sales representatives, have
the figures handy to back up your stetement, Remind tha boss of the new accounis you've landed, or the eurrant customers you've kept from jumping te Lhe
competition,

Don't be bashful aboul iisting your accomphishments, but don't ba boastful, sither. Let the numbers tall the story.

It you're a manager, detail the initiatives you've launchied and prablems you've solved, ang tell your boss how this has boosted morale and plumped the company's
Bottomn line.

Before taiking to your boss, learn what your company can afford by reading its quarterly earnings report, liled 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 thera have been layefis and sharp cutbacks and desks remain empty after
people leave, don't ask for the moon and don't expect much, It anything.

http:/fwww forbes.com/2006/01/04/careers-work-employment-cx_sr_0105bizbasics_print.html 3/22/2007
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There are many salary survays available online or at tha library that break pay down by industry and job fitle. They're helptul but often not definitive. Keep regional
difterences in mind, and remamber that engineers typlcally get pald more than English majors, even if thay handle the same job.

Summarize your pitch for a raise In a short written slatement, and have a lrusted colleague reag it. This wiil underscore any points you've missed or not made
clearly, and may halp anticipate your boss's response.

If you'ra a goad anployee in a competitive fielg, it's unlikely your boss will turn you down cold. But if your boss rejacis your raquesl and tells you to continue pulling
on the oars, the game's not over.

"|¥ you ask for a raise and don't get it, most people walk away,” Colemman says. "That's just the first step. Your response shouldn't Ba whining, sulking or storming
out of tha office. You should ask your boss, "What do | need {o do to get the raise | think | deserve?”

I Ihe response isn't encouraging, It may be time to start looking tor anothar job. No jab lasts forever, and you may have exhausted prospects for advancement with
your currant employer.

1 things don't go well with the boss, cansider the possibility that your performance and aftitude could be Imiting your pay. If thai's not the cags, think about moving
on. But don't threaten to guil on the spot, because your boss may wave farewsl! and you've got to be prepared to back your statement with action. if you don't
have anather job lined up, you're sunk.

Timing is everything in love, hiting the curvebali and asking for a raise. If you don't recalve an anrnual salary review, make your pitch when your boss has the time
Lo listen, Chances are it won't be first thing Monday maming or late Fricay aftemoon. Start negotiations stowly--ask to sat up a time in a short e-mail. Be patient i
you domt get an immediate response. Your boss hasn't forgolien you--and don't assume that everything revolves around you, or should.

Tailor your pitch 1o your needs and the company's capabilities. Mora money 18 always nice, but taxes will gobble & good chunk of any raise, and your company
may not be gble to giva you lhe salary you want. If money is tight, think about other things, such as aducatian, child care and health coverage.

If you want to pursue an M.B.A., you may be able to cut a deal to iake tme off for class or even get tuition assistance. If you have small childeen, you may be able
to work from home several days a week. You may be able to apply parl of the raise 10 increased heaith benefits. Unless your job is covered by a union contract
that requires everyone to mareh in tockstep, assume that every reascnable request is on the tabla.

These pointers will work for large and smali companies across all industries, including banks such as Wells Farge, software companies like Microsott,
semiconductor compantes like Intel and food companies such as Tyson.

“A ralse should be based on performance and market data estabhshing the value of your job,” Coleman sgys.
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Among the exaculives who headed up key funclions for & company, Ihose who head up the legal depariment are the highest paid beth in terms of base salary
($194,500) and lotal cash compensation ($244,800). On the botlom rung are oflice managers, whose median salary ($45,000) and 101a) cash compensation ($42,000)
coma in at nearly half thal of mast other depariment haads.

Just as with large companies, the pay scale in small companies {ends to increase along with company size and revenug and often 15 higher at publicly hsld finms.

Geography pay trends also follow thoge af their big-time cousing, Executives at small businesses typically are paid mose in the Northeasl end Wast than they are in
slates in the Midwesl, Sauth and Mountain regions,

There was one big exceplion. In Salary.com’s tally of the top 5 araas for averaga CEQ pay (the mean this time, not the median}, Tennessee came inat No. 3 wilh a
mechan base salary of $300,500, just below New York ($321,800) and the District of Columbia ($395,4D0).

See why (t n nake the

Find this article at:
fittpirnoney chn. 10/187sr i iz_pay_survey/index. htm?secbon=money_latest

Sheck the bax to Includa the list of tinks referenced in tha article.

© 2007 Cable News Network LP, LLLP.
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Entrepreneurs
Small Employers, Bigger Paychecks

10.17.06, 2:20 PMET
Which way I3 the economy going? I executive salaites at smaller companias ara any indication, the answar is sideways--at best,
According to a new small-business compensalion survey released today by Salary.com, madian base salaries for most executivas at smail firms increased this
yoar over ast, The median paycheck for marketing managers rose 4.7%, 1o $336,100; head bean counters gat a 3% bump, up 10 $155,000; and ptant managers
took homa $80,000, or 1.8% mora.

The annual survey spanned 11 job functions (net inciuding “ownar’} at more than 1,800 organizations, botn privately and publicly hald, employing ane to 500
employeas.
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erageme

Hose Windoy

énall-Busi ness Secrets to Hiring

offering prospective employees real responsibility, access to management, and work schedule flexibility, your small
E{aneasc%rgcomete tn tngay!s competltlfr% hiring r¥1ark t 4 vy

) Small-business owners usually fee! at a disadvantage when It comes to hiring talenled, qualified employers, Where large corporations can pravida altractive

TP peneflt packages, smaller firms ara too often constrained by the cost of such programs. But Danie! Sclomons, prasident and CEQ of Hyrlan, a recrultment-

T~ process outsourcing firm based In Los Angeles, says thet o have soms perks Up thelr sieevaes, if onfy they know what [o emphasize. Ha spoke
recentty with Smart Answers columnist Keren E Kleln. Edtted exoerpln of thelr conversation follow,

Why do emall buginesses have trouble artracting and keeping good workers?

Thate are a number of reasons, Tha first thing | haar from candidates Is the quastion of stabiiity, There's a parcaplion often an the part of the candidate that thera's a certain

instablifity assoclated with smalier finms. | don't think that's always correct. In fact, thers are reasons it could be very unstable k> work for a farge company beceuse you don't
ity know what'a happening with the frm financiaily.

But tha dot-com bust, which was particuiarly profound hera in Southem Gaﬂllomla mntrlhuted to a leeling that smaller companias ara less slable, moie lean, and perhaps dont
provide the same oppertunities for upward mobility, There even arg simple disadh ges: things llke the smaller company's offices aren't as nica,

How can business owners emphasize the benefits of working for a smaller firm?

Small companies certainly should ensure job candidates that they do everything they can to provide as much security for people as thay can within their budgets. The cther thing Is
to provide benefits if at all possibla. | founded my own company, and | know what It's (K to be self-lunded, But | aiso think a lot of small compantes don't reallze how reasonably
inexpensive beneliis can be. They say, “Oh, we can't afford dental, or disability.” Bul when you compare Insutance premiums vé. the thousands of doflars you lose when e really
good employee laaves, it doesn't really make a lot of sense not to do lt.

The cthar thing Is that you ¢an encourage a candidsta to look at a job situation holistically. Yes, a larger company might have a disability plan that your firm doean'l, but a small
company can offer a really ambitious, bright person the chance to learn & lot more. They'll be getting a fot more job responsibifity right up-lrent and will have the ability to directly
influanca the company's growth and devalopment. A smaller company that offers solid heaith coverage, and a 401(k), and vacalion time ahould be compatitive. A }nb candidate can
always po out and buy a vision plan if they really need it. What's mere imporniant ia that the employee can tesl new ideas or business practices and wark independenthy.

What other things can small firms hold out to tempt potentiai employees?
The hirst thirg Is, they can hire faster. They typically don't have hiring committees and fverarchis of managamant that have to giva epprovals, So they can move quickly to secure
quelity personnei and make them fes valued.

Also, because smaller companies have more fing-of-sight management, the CEQ usuatly will work side-by-sida with employeas at every lavel, Thal should be emphasized when it
comas to Interviswing: The highest-level person possible should meet with job candidates and take an active rols in foliow-up. And white a corporate CEQ likely will not follow up

httpe/fwww.businessweek com/print/smallbiz/content/aug2006/sb20060804_197963.htm 32272007
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with a candidate after tha interview, declsion makers al a small business can keep tha lines of communication opan and steady with leading candidatas, making an inmadiata,
pesitive impression.

That kind of access ko top management can also be sold as a phis for an employae wha wants 1o get noticed and advance quickly. O course, it depands on how vpwardly moblle
and ambitious the job candidate is. in a small company, ¥ you &it thare and watch the cleck, and you'n out tha door at 5, that will also get naticed and oould work againat you.

You mentionad work envirenment. What can amail firms do to maks thelrs more appealing?

A small business should play up perks such as casuel work environmenis, flaxible work schedules, lelecommuting, social activites, extra vacation and personal time, or any other
supportive or tamily-friendly palicies they offer that larger companies have difficulty supporling. If your small firm could possibly function with some emplayees working from home.
at least part-time, try it We'va set up a pilot program for cur smployeas in Minneapolis who have leng commutes. Wa have allowed them to wark from homa in cerlain roles twice a
week on nonconseculiva days. A lot of compariles ara afraid of doihg this, but it can be tha difference between keeping and tosing a valued employes. You may nat be able to pay
a3 miich as the corporation that wants to lure tham away. but they'll stay with you because that flexibility 1s imporiant 10 them.

Gther important things are making the fun and aging soclal r ing so your Bmployaes get to know each other across depariments and they make friends.
Relention studias show that pecpla don't ke to kave [obs whara they have Iols of Irlends. We recently oHared cur emiployeas hee memberships at the health club next doar.
Paopla go over to work out togather at lunch or aftar work. The cost of thle & a peanut for me compared lo the coat of keasing and replacing good people.

What about the physical environment of the entrepreneurial workplace?

Small-busineas owners naad io realize that tha physical environmant does malter to people. An oftice doesn't have o be glided marble at the fanclest address in town. But pacple
derive a groat deal of their identty trom thels jobs, and they want o take pride in the place whate they work. They feel good about themsalves if thay are proud io show thelr friends
and family whare thay work.

Employers should nol discount the importance of making the office a place that's dignified. This makes a big impression when you're hiring Job candidates. Think about the use of
color on the walls, putting In new campat, amanging for a nlce break room, and making sure the ofiica Is always clean and tidy.

Of coursa, the bottomn lina aiways gets dewn to salary, How can a smaller flim ba competiliva?

They have i kiow Uie going salary rates for qualifind team mambera and be prepered o maloh them, if not offer mars money, ta make sure they get the bast talmnt Snmr smaliar
company ownars wili say they can't alford o pay more. Bul if you're an emesging company and you want o grow, you're not going bo get thare with medioera pecpls, You nesd the
bes! candidates—and they'ra not stupid peopie. They know thay're the bast, 50 you've got to make R wortn thefr whila to work for you. They might settla for a mall company with
lower benefits, but they won't come on board if you also expect to pay them feas.

A smaller company might have an advantege here these days. actually, begausa thelr salarlas may not be as highly scrutinized in terms ol cost-culting. They can make salaries
compatitive by researching what cther firms are paying. | recommend Salary.com, which does surveys based on numbers from actual companes. You can pay a fee to |ein and
search by company slze and job titte. The Labor Depl. elso releases surveys with accurate information gathered from around the country.

In terms of guerrilla research, get on the job boards and search for the Kinds of paople youi'ra iooking for. Notice what kinds of salaries they're asking for and what ihey say they're
baing pald In their current jabs, The market is changing se last, and i's so competitive right now, you have to ba right in thera. If the peopia you want to aliract are all agking for
$5,000 more than what you wanted to pay, you can't walk away from that! Raeally good people dan't (ast fang In the job markalplace, o you'll hava 1o slap up.

Vnean B Winin ie o | e Anaaten-hocad wrier wha sovers antrapreneurship and smallby-i==== i~~~

s roges (mEerveR)
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souwars enginewr: nest job in America?

=k i= bnabantens grg ranking high on a fisting of the

sompiied by Mongy Magazine and
s g e snies ~ D@EN quickdy circulating around the
bloaosphere todayv.

tones 1y

it should ba noted that jobs wera aliminated from tha list If the
average pay is below $50,000, if there are fewer than 15,000
people employed in such |obs, If the work environment is
dangerous, of il thare aré lewer than 800 annual openings in
such Joba,

The listing hes got bloggers contempigating thair own caraer
paths--some proudly and some with regret (like maybe
physicians, whe rank well belew physician assistants).

CMrmsn s tdeanal 824100 on the list?"

"The only thing that sucks about {baing a software
anglineer) Is the ‘cccasional' long hours and the skress
that comas around release time. Other than that: it's the
best Job. You get to make your own schedule, you can
work from anywhere, and you ara given a licanse lo
really unleash your crealive skllls while designing the

"Software anglneers are needed In virtually every part of

http://news.com com/2061-11199_3-6060607 . html 3/22/2007
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Also, the perceptlion that big companies offer beller satarias may not always be true. Cf thosa surveyed who had warked lor a large company, 75 percenisaid thal at a
bigger firm, the benefits ware belter, and 45 percent said the cpportunities to move up were graater. Just 38 parcent of those respandents said pay was aclually beller
at a large company.

Salary.com surveyed 474 employees from small and large compan:es.

Find this article at:
o ley.cnn 1701 I y_surveyimdex. him?postversicnu 2007012611

‘reck the box iz include the list of links referenced in the article.

©@ 2007 Cable News Network LP, LLLP.
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Surviving a layoff
5 Tips: The tools you need to come out of alayoff in good shape.

B B, CNN/ Money contributing eelumnist
* 06 10:52 AM EST

NEW YORK (CNNMoney.com) - Ford molor company plans to cut 30 thousand jobs over the next slx yea:
That's about 21 percent of its workforce.

And it Ford is downsizing this much, can your company be next? In today's top five tips we'ra going lo teli
you how you can cope with job logs.

1. Read the wriling on the wall

It you're like Ford's autoworkers and you know in advance about a layofl, you'li be much better prepared. B
on the lagkaut for some layoff waming signs In your own company.

Some of these signs include expense reductions, hiring ireezes, management resignations, travel cutbacks
and your competiiors cufting jobs. Keep in mind these aren't always signs ¢f a layoff, but make sure you monitar your work enyironment.

First of all schedula, medical of dentat wark naw, while you still have health insurance. Update your resume and actively mainlain your network, Make sute you check in
with members of your netwark with a quick phone call or e-mail.

If you wanl to expand your nelwork, check out online networking services such a i These services lat you sign up for free and you'll
be able to connect with other mambars and invile colleagues SO hal your DeWON . 1o wwr v vy wnpeassdung.

http://canmoeney. printthis.clickability.com/pt/ept?action=cpt& title=5+Tips & 3 A+Surviving+a+Hayoff+-+Jan +26%2C+2006&ex pire=-1...  3/22/2007
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2, Gel abelter packaga

It you're part of a union, your separation package s primanly based on how [ong you've been with the company. Terms vary by union contracts, but f you're in a strong
union like the eutowarkers, says Steve Miranda, of the Sociaty for Human Resaurce Managemenl, you'll generally get a more ganerous saverante packege.

if you'rg a ran-reminn amplgyea, your separation package is also based on tenute (generally you'll jet one to two weeks severance pay for every year accarding to Bill
Goleman o } but if's also based on your lavel within the company. And surprise surprise, a CEO's sevarance will far outwaigh (hat of 2 mid-isvel employee,
no matter f..... ..., _._ hard they've worked far the company.

And while it may be harder to negaliate in a mass-fayolf situation, it's detinitely warth your time 1o try, according to Afan Skiover, a compensation atiorney and author of
“Fired, Downsized or Laid-Off: What Your Employer Coasn't Wanl You to Know.”

Many times union separation packages will include training and re-skilling says Miranda. For example, some autowarkers may consides a second career as a licensad
nurs@ or morigage brokers,

With white collar workers, most separation packages have oulplacement sarvices that will help polish your resume and find you a new positian.

But if you want 1o starl your own business, you may want to ask for a cash award in lieu of outplacement suppori. Or maybe you |us! want lo mave aitogether. Gel
rejocation assislance.

The trick t¢ gatting what you want is making sure you ase respactiul, your raquests are reasonable and you give the reason behingd your ratuiast. Tha warst thay can
say is no,

3. Coltect what you're owed

There are some (hings lo which an employee has a right aftar thay leave. Healih care coverapge is one of them. GOBRA is a lederal law Ihat allows you lo continue your
health care coverage up 10 a year and a half atter you leave your job.

You generally have 80 deys to decide if you wanl this coverage. [ you have a pre-existing condition or you'ra going to be traveling overseas, you'll wani lo take
advantage. But remember COBRA isn't cheap. You'll be required to pay full premums and administration tees of 2 parcent.

Most companies will pay your medical coverage lhrough the month, So if you get Jaid off on Jan. 30, sea if you can push it to Feb. 1si. [l you think you'll have another
job lined up within LTose 2 months, or you'ra able to join your spouse's heallh care plan, you may want to rethink getting COBRA coverage.

You algo have a right to whatever monay you've collacted in your 401{k) and your pension benefit pian, Don't forgel Lo roll over your 40+1{k) or your pansicn into a
Traditional [RA using a irustee-lo-tfrustee rollaver. You'll have more investmant options for your retirement and you won't have (0 pay penalty fees that come with taking
a cesh distursement.

Keap in mind thal you can’l do a direct 401(k} rollover into a Roth IRA because of tax taws, accortding to Hewitt Assaciales, but lunds may be transterred frem a
Iraditional IRA to a Roth IRA.

1l you have aflexible spending accounl you'll generally want to use your allotment batore you leave the company. And don't forget those stock options. It you have

hitp://cnnmoney.printthis.clickability.com/pt/ept Paction=cpt&title= 5+ Tips% 3A+Surviving+a+layoff+-+1an 4+ 26% 2C+2006 &expire=-1...  3/22/2007
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vested stock oplions, check the price and decide it you should exercise them. f Il makes sense, you'll typically have 90 days to do this, otharwise you'll lose them.
“Thara's nolhing worse than having free money just takan off the table,” says Miranda.
4. Don't forgeat that Rolodex

So, you've basn given the pink slip. Make sure you take the stuff that will heip you: find another job. Make sure you grab all those conlacis and nerwarks you'va been
gatablishing. Bul you may want 1o leave company property.

These are documents like customer lists, mancial data, strategic plana and conlract information. If you get caught, you could lose your severance or gel sued,
according 1o Miranda.

Yeu'll usually have seme time to refurn gargats so you'll be able to refain any pargonal information, But in case you're required to hand thesa gadgets in right away, you
want to be prepared.

It you have a fapiop computer you have ta return, make sure you download the parsonal stull. It you kept contacts on your Blackberry, make sure you have backup
copies at home.

5. Don"t burn your biridges
Walk oul the door with dignily, says Richard Bayer ol W18 Five O'Clock Club, You don'l wani to do anything splieful.

Beluie you wath uul of the door, get a recommendation. Evan if you're nol parting on the bes! lerme, remembar 1hat this job s going o be on your resume so you may
as well gel a good review (or at least a neuiral one),

11 the 1ayolf was a result of downsizing and nol an ndicator of your performance, a (atter of recommendation thal explains why termination wasn't your fauit might come
n handy.

Gerri Willis is a personal finance editor for CNN Business News and the host for Open House. E-mail comments |
Find this arlicle at:

hitp #/money.cnin.com2006/01 /29 plisavmghwillis tips

heck the box o Include the st of kinka referenced in the arlicle.
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Pay raises more modest than low unemployment would suggest - Dec. 6, 2006
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The missing pay hikes
Wage gains are expected to be modest as employers use bonuses, contractors &
curb costs.

By Chris Isidare, UNNMoney.com senior writer
December 7 2006 1:07 PM EST

NEW YORK (CNNMoney.com) - Signs of a faity competitive job market are everywhere, unless you'ra
looking for a big raise.

Employers are working hard 1o keep a lid on wage increases - and o a larga extant thoy're succeeding -
even though the unemployment rate of 4.4 percent is the lowest il's been in more than ftive years, Far those
with coflege degrees, the unemployment rate af 1.8 percent is not lar above the lowast reading since the
Labor Department started tracking those stats back in 1992

And even for inose without high school degraes, the unemployment rato stands at 5.8 percant, tiad for the
lowest an record. Cutside of same battered seclors such as the aulo Industry, layols are dropping as well.

Page | of 3

=2 PRIN
Powared ¢ :kality

Job cut announcemenis have hit the sinca 2000, accarding to tha survey by outp tirm

Challenger Gray & Christmas, droppuny 1« et through the first 11 months of the year. 2006 is poised o have less than 1 millien Job cut announcements, the lirst

tima that's happened since 2000.

But Tuesday's government report on praductivity and labor costs showed thal hourly wages rose 4.3 percent In the third quarter from a year earlier, the lowest gain o

far this year, and wall below the 8.7 to 8 parcant gains rom 2000.

That might be goed news i you're an employer trying to manage labor costs, or an economist warried (hat higher wages could send people shopping, sparking price
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increasss that could push the Federal Reserve to raise interest rates again. But it's not good news for the typical warker's take-homa pay.

“I'm befuddled. | would have expected o sea larger increases too, but | would have expected to see them in 2006 as well," said Joe Kilmartin, diractor of compensation
al Salary.com, a company ihal tracks pay and related issues tor employers and workers,

His group's resaarch shaws employers arg planning modest increases for 2007 - raises of about 3.8 percent to 4.0 parcenl, ebout 0.1 percenlage point better than this
year.

In & survey, Satary.com aiso found that about two-lhirds of employers expected raises next year la just rmatch this year's, about a guarter expect bigger pay hikes and
some 5 percent are expecting smallar incragses.

Other suryeys sbggesl similar gains for 2007. Hewilt Associates, a human resources lirm, forecasts base salary increases of 3,7 percent next year, Iha highest in five
yeara but only 2 modest Increase from this year's 3.6 parcent, And Mercer Human Rasource Consulling also is forecasting a 3.7 percent pay increasg next yoar, the
same as it saw in 20086,

Cne way smpioyers are holding the line is by using bonuses and other variabte pay programs, rather than raising base wages, 10 try to atiract and keap employees
withoul foreing casts higher. That's because companies are trying to stay lean in case ¢f a slowdown in business, of a recassion,

"Tha real action is not in base pay, it's in variable pay.” said Steva Gross, a senior consultant for Marcar. "Companies are trying to use cash bonuges more and more.
They're hesilan! about raising fixed costs more than nacassary.”

Salary.com's Kilmartin said about 80 percent of employers surveyed now use bonuses &s a parl of thelr compensalion package. up from only about 50 pescent five
years ago.

Employers are also making greater use of outside contractars, who might not show up on the company's budget for wages, or in some govarnmenl pay and employee
agtimates.

Economists say the growih of euiside contractors is one of the reasons the Labor Department's survey of households keeps showing stronger job growth than ils
saparate survey of employers, which produces the more widaly lollowed monthly payrali nurmber,

The depariment’s last payroil survey found emplayers added just 92,000 jobs in Octebar, leaving job growth at just under 2 million for the |ast 12 months. But the
department's separate survey ol househoids, used 1o generate the unemployment rate, found 437,000 new jobs in October, and a 2.7 million rise in payrolls over the
last 12 months,

Economisls say payroils probably grew by 105,000 {asl month but that the 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 reper is due Friday morning.

And tha economlsts aran't expecting o 5ee wages acceterats, The average hourly wage Is forecast to post a 0.3 percem monih-over-month Increase, aclually a bit less
than the 0.4 parcent rise in Otiober.

"We're [ocking at [annual] wage growth of 4 percent for il of 2008, and a little over 3 percent in 2007," said Gus Fauchar, director of macroeconomics at Moody's
Economy.com.
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But Faucher is projecting mora modest wage gains next year as the ecanomy slows and unemployment negrs 5 peicent. He said strong corporale earnings growth and
modest wage growth aren't likely to continue farever if unemployment stays low - eventually it will pul more pressure on wages.

“Normally we think productivity gains end up in workers’ wages. But if you look at corporate profils, it's businesses that have been benefiting,” he said. Thera's got to be
a revarsal at somae poinl.”

Find this article at;
hitp7/maney.cnn.com2006/1 Omy. r_jebs_wakup/ T i 120713

__| Check the bax to include the list of links reterenced in the anicle.

©® 2007 Cable News Network LP, LLLP.

htip:/icnnmoney. printthis.clickability.com/pt/cpt 7action=cpt&title=Pay+raises %o AOmore+modest+than+How-+unemployment+would-+su, .- 3/22/2007
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Survey offers snapshots of what Richmond-area jobs pay
Richmond Timgs-Dispatch
Wednesday, November 1, 2006

SELECTED LOCAL MEDIAN
SALARIES

Salaries in the Richmond area are generally about 9 parcent below the national averaga, according to a new HR dhrottor, $99.500

survey, but that's not necessarily bad nows. < Markaling managar: $40,000

- Purchnsing mnnager: $77.80¢

) . < Civil Enginoar; 308,300

The Titan Greup LLC and Salary.com surveyed 94 Richmond-area employers and gathared wage and salary data]. Natwerk sgministeator: $50,100
for 180 jobs. « Registerud aurse: $66,000

- Execuliva assislant $44,000

» . N - B « Customer-sarvica rap: $36,000
When you look at whal the cost of living is In Richmond versus somae other cities, it becomes an attractive « Call-center 10p: $92,000

place for many af the largar firms to move to," said Jea Kilmartin, director of compensation for Salary.com, - Forklilt nperator; $20,900

 Sacuilly guard. $24,400
* Housekenper: §20,100

Richmond's cost af living is about 8.6 percenl above the national average, he said. By comparison,
Washingten's is 54 percent higher.

Some jobs locally paid higher than the national figure, Kilmartin seid. A business-systems analyst's salary in Richmond was 20 percent higher,
and a recruiter got paid 17 percent more.

The survay ingludes soms cf Richmand's fargest and most weli-knawn companles, though Salary.com and the Titan Group, a human-
rasources consultant, did not release names, Particlpants represent a broad rangs of industries and range in size from five to 73,000
employeas, wih an average slze of 2,53t employess.

-- Jonn Reid Biackwell

htp:/fwww timesdispatch.com/servlet/Satellite?pagename=Common%2FMGAricle%2FPrint Version&e=MGArticle&cid=114919144,.,  3/22/2007
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Salary Secrets and Myths

Employers seem to have the better hand in pay negotiabons. But here are B ways o bofler read the cards they
haid.

By Jeanne Sahadi, GNNMortay. com ser ©

yay essall

[SIVIVIVINS SVIv]

Thanks to a fear of lawsuits and
dissansion in the ranks, companies
usuglly employ a systematic
process, complete with outside paid
cansultants, to determine
compansation.

Typically, however, companies

dan't do a good |ob comminicating to empicyees how thay arrive at pay decisions, BuUt they Shoug,
and if yours doesn, don't be afrald to ask. “it's only falr to say 'can | have the basic facts,” sald
Dallas-based compensation oensultant Rebecca EXins.

What you should do: Ask what salary surveys they use to assags the geing rate for your position and
which competitors’ pay scales they use as a point of comparisan.

Safary surveys that companies uss may not be available to Individuals. But Salary.com now

htip:/fmoney cnn.com/popups/2006/pfisalary_secrets/4.htm] 372272007
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C

* 1 Time reflects local markets trading time. 1 - Infraday data delayed 15 minutes for Nasdaq, and 20 minutes for olher exchanges.

sla News Nedwork LP, LLLP. A Time Warner Company A D,
NDER WHICH THIS SERVICE (S PROVIDED TO YOU.

http:/imoney cnn.com/popups/2006/pffsalary_secrets/d.html 372212007
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Another Ingrease in Compliance Gosts
thics officers are getting paid bigger salaries. Pul the blame on Boesky, Enron and, of course, Sarbox.
SFO.com
008

The Sarbanas-Oxiey Act Is often blamad [ar a dearth of acesuntants, and their new found laverage to demand mare money fram thefr employers, The Act has
also given rise a boost to ancther corparata denizen: compliance and ethics officars, wha Increasingly are being invitad into the executlve suite, and greetad
with bigger paychecks,

Compensation far compliance and athics alflcers has risen more than 12 percent since last year, according to Salary.com and the Ethice & Compliance Officer
Assoclation. Since the fallout from Enron and othaer corporate scandals—and the advent of Sarbox—ecom panies have begun 1o coddle these managers, glving
them titles lika “Chlat Ethics Officar® and having them report. In some cases, directiy to the board of directors. “Tha quatity of the individual haa been
upgraded,” says Keith Darcy, executlve directer of the ECOA.

The top global ethics and compliance gxecutives make a median annual salary of $206.800, cushioned by $132,100 in median leng-term Incentives. The top
domestic executives spectalizing in ethics and compliance earn §180,600 for 1heir median annuai salary, with $81,600 in median long-term incentives, such
as tncentiva stock options, nonqualifiod stock options, and rastricted stock, These feng-term Incentlves have declined Irom last year's raport, which the
survey-takars attribule to hiring ewards. Companles are Increasingly using full value shares thraugh stock bonusas, restricled stock, or performance shares to
campensate their campliance olticars,

Tha compliance and ethics officer is fawrly new to the corporate world as Lhe role did not exist 30 years ago. The position evolved after the Foreign Gorrupt
Practices Acl was passed in 1977, and campanies continued to add the position after corporaie scandals were made public during the next three dacades.
Indeed, the insider lrading convictions of lvan Boesky and Michaal Milken, antd the subsequent craation of the Defense industry Initiative on Business Ethics
and Conduct in 1886, halped spawn more carporate compliance oflicers.

Tha unraveling of eorporate accounting issues at WarldCom, Global Crassing, and Enron has fueled the importance of compliance officers, as does this year's
headlineg about the Increasing number of investigations into companies stock option backdating practicas, Darcy says. "Since Sarbanes-Oxley was passed in
the summer ¢f 2002, the risk of doing busginess has gotten greater,

ECOA's membership has mora than doubled since 2002, when the ECOA had ebout 800 members. {n addltion o raising the praminance of compliance
ofticers, mare companias are creating camphlance com mitteas liiled with risk mangers, Darcy adds,

While companies across the board have declded to pay thelr compliance offlcers more. they're Incansistent about who's the boss. A minetity of compllance
officers report to the CFO, according to Darcy. More comphance officers report to a gereral counseal, chief operating officer, or the hoard of directors, "My
leeling is there should be a dottad iine with the compliance officer reporting to the board of diractors, if not a direct line structurally," Darcy says.

@ CFO Pubiishing Corporation 2008, All rights reserved

hitp:iiwww cfo.com/printable/article. cfim/795656%c_7941983f=options 32272007
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From the Yankee Group’s October 2006 Compensation Report:

~ tober 2006
b :es Dirsctor,
478800338

Compensation as the Foundation to a Talent
Management Strategy

Oclober 2006

IV. Four Approaches to a Performance-Driven Compensation
Strategy

Compensatlon-Focused Talent Management Vencdors

Compensation-centric vendors focus on dynamic compensation planuing that adheres to
programs. policies and budgets. These vendors enable 2 real-time view of the planning
process, budding comphance issues and the financial and budgetary affect on the
organization. More recently, these vendors have integrated perforinance management
capabilities that align performance and compensation in a pay-for-performance model.

Successful vendors such as Salary.com and Workscape focus on intuitive, highly
confipurable applications delivered in a SaaS model. Workscape focuses on a large
glabal reach with multi-language, multi-currency suppert. Salary.com leverages highly
reliable market data from more than 3,400 job codes to differentiate 11s offering and
nermalizes industry and market compensation wends to drive individual performance and
business outcownes.
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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 evaluation of the employee, and related
compensation decisions is virtually universal. The concepts, tools and management's intentions are
terrific; the problem is widespread failure 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 this critical process.
Failure to set goals, provide ongoing feedback and summary evaluations, generally results in
employees "not knowing where they stand" - the central tenant of effective management, according
to Jack Welch, previous CEQ of General Electric.

Very often, the accuracy of employee performance evaluations and the validity of associated pay
actions are viewed skeptically, if not cynically, by employees and managers alike. Formal research
and observation of real organization behavior indicate 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 omitted aitogether.

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 perception. Employers typically set
percentage limits 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 three rating," "meets expectations,” or other terms used to label those in
the middle of the bell curve? Performance management, as practiced by many fine organizations
and managers, is continually questioned and criticized because of this fundamental and inescapable
conflict between self-assessment and organizational judgment. What can employees and
management do about a process that is frequently unsatisfactory and so immune to improvement?

Research of high performance organizations and management behaviors provides the essential
characteristics of effective performance management techniques and practices. Here arg seven
immediately identifiable components —

1. Widespread Understanding of Company Direction and Goals. With a clear view of the
organization's direction and objectives, rmanagers and employees can align their own efforis
and goals to the overarching priorities.

2. Balanced and Diverse Goals. Performance goals reflect a mix of what is to be achieved and
how it is to be achieved, including such factors as financial results, quality, innovation,
customer satisfaction, employee satisfaction and organizational strength.

http://businessedge.michcpa.orgfissue/print.aspx?i=v3n3&a=176&s=MI 32272007
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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 highly valued, even critical, trait.

4. Continually 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
effectiveness.

5. Focuson 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.

8. 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. |t will cascade very naturally from there. It will fail 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. All new hires
are told they are considered a "full 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 instituted. Failure 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 really works. Look for ways to make it better and watch
the contributions improve.

Bill Coleman, GCF, 1s senfor vice president of compensation witt located in Needham,
Mass. He has more than 20 years of compensation and benefits experience 1 consulting and
corporate management. He heads Salary.com's compensation and content teams that research and
publish Salary.com findings on compensation data and trends for an audience of human resource
nrnfaccinnale husiness managers, and individual employees. Bill can be reached al

The information 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 positions of the Michigan Association of Certified Public
Accountants.

Readers are encouraged to contact the authors, or their professional advisars, directly.

5480 Corporate Drive, Suite 200, Trrw Ml ARNGR Phona 248 DR7 3700 Fax; 248.267.3737 E-mail:

http://businessedge.michcpa.org/issue/print.aspx?i=v3n3&a=176&s=MI 3/22/2007
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Smell Companies Woo Finance Staifers

- ' smployment challenge: kesping up with salary offers by |larger companies,
CFO.com
006

Competition for financial executives may be haating up in 20G6. That's good news for job candidates, but it will pose some challenges for smaller businesses,

"About B0 percent of small to midsized companles believe they will invest in hiring in 20086, not just to replace, but to add staff," says Michael Assaad, a vice
president at staffing company Ajilon Finance. "These companies are growing their revenues as the economy gets better, expanding their headcount, and
looking to grow in other aspects, such as office space and technelogy.”

Their biggest employment challenge: keeping up with tising salerles at Jarger companles. In the past two years, salarles for professionals in public and private
accounting have increased an average of 10 percent each year, according to Afilon. "Companies are dying for great talent," explains Assaad — especially
given the scrutiny brought by Sarbanes-Oxley — "and there is a labor shortage.”

Bill Goleman, a senior vice president at Salary.com, pegs the recent yearly Increases somewhat lower, at 3.5 percent to 4 percent across large ang small
companies. This year, Coleman expects those figures te hold steady at smaller companies, but larger companies, he believes, may see these numbers rise.

Another challenge for smaller businesses is the inability to match benefits such as tuition reimbursement, a large 401 (k) match, and iengthy vacation time
that may be cffered by their larger competitors.

To successfully compete for candidates, advises Assaad, these companles must instead highlight those characteristics that set them apart. "We find that at a
smailer company, employees have more job security, autonomy, and a greater voica in the company,” he says. Assaad also maintains that the "next step” an
the career path Is better defined at smaller businesses; aithough the CFO might not pull down the big salary that a farger company would offer, “you can get
the title and contro! a lot qulcker.”

Salary.com's Coleman also notes an interesting twist in the hiring picture as a rasult of recent regulatory reforins., True, he projects rising salaries for CROs,
controliers, and to a lesser dagree treasurers, hut the increases will be much more apparent at larger public companies where the 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 fer their more-exposed counterparts at larger companies. That's one more character|stic that might help a smaller company set itself apart: a little
peace of mind.

A salection of saianies 1or rinance execurives at companies with less Tnan $5u minon i annual revenues, according to Ajilon Finanee:

* Nationwide, chief financial officers and treasurers at thase smaller companles 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 Mid-Atlantic region, $86,000 to $100,000; in the Midwest, $78,000 to $98,000;
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. [n the Northeast, the range is $73,000 to $120,000; in Northern Californiz,
80,000 to $100,000.

hittp:/fwww.cfo,com/printable/article.cfm/5350968/c_3666324 =options 3/22/2007
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+ Aceounting managers earn $43,000 to $76,000 on average. As in most categories, Northern California has the highest compansation range and the
Midwest, the lowest.

+ Nationwide, Sarbanes-Oxley auditors at these smaller companies earn $51,000 to $§94,000 on average; those In the Pacific Northwest average In the range
of $67,000 to $94,000.

@© CFO Fublishing Corporation 2006. All tights reserved.

http://www.cfe.com/printable/article.cfm/5350968/c_3666324f=options 3/22/2007



EXHISIT H



Salary.com - to deliver of b sofu [ terpris  ind small
businesses. We are pleased to have our efforts sading industry authorities
and anizations.

Salary.com, Inc.
2006 Deloitte Fast 50 - #12 in New England
2005 Deloitte Fast 50 - #2 in New England

Salary.com, Inc.
2006 Inec. 500 - Ranked #417
2005 Inc. 500 - Ranked # 85

CompPlanner®
Winner of the 2004 Top Product of the Year Award

CompAnalyst™
Winner of the 2001 Top Product of the Year Award

Com + Analysis
Winner of the¢ )4 Infc  mmerce b el of
Exceilence A\




Salary Wizard®
2002 MIMC Awards Finalist

Salary.com, Inc.
Winner of G1O Web Business 50 Award

Salary.com, Inc.
Winner of WebAward for Best Employment Website

Salary.com, Inc.
Certificate of Appreciation WoridatWork Society of
Certifled Professionals
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~—2007 SIIA ——
//CODE/N
~—— AWARDS —
o VOTENGW: -
2007 FINALISTS
[ WHYENTER? Best Human Resources Solution
CATEGORIES Awards the best software solution that automates any aspect of human resources managemen
including HRIS, benefits administration, recruiting, payroll, performance appraisal, asset
PROCESS & RULES management, etc.
JUDGING
FREGQUENTLY ASKED
GIESTIONS Errol Network. ADP
mployease Network,
CODIE AWARDS GALA The Employease Network by ADP gives your organization
SPONSORSHIP the time to focus on the issues that matter, the data to make
AWARD HISTORY | better decisions and the infrastructure to support programs
PRESS ROOM ® that drive your organization forward.
MARKETING PARTNERS The solution helps mora than 1,500 companies redefine how

they manage employee information, resulting in extraordinary
improvements in HR, benefits and payroll processes. By
redefining flexibility, innovation and service, we deliver an
unparalleled experience. Your organization will have the tools
you need to face today's workforce challenges.

Witht :mpic Network by P you can experience:
fast and risk-free implementations without installing software;
configure your application quickly and experience the joy of a
seamiess and automatic upgrade. This on-demand solution
can help you improve service to employees, reduce
administrative burdens and focus on strategic business issues.

Go.To ADP's VWeb Site

iForms, iCIMS, Inc.

The iForms engine automates paper processes, streamfining
the way documentation is completed, stored, and routed to
and from candidates, hiring authorities and third parties.
Leveraging the inherent flexibility 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
direcdy 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:/fwww.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,

Go Ta Salary.com, Inc's Web Site

iVantage 4.0, SPECTRUM Human Resource Systems
Corp.

iVantage® is 2 complete web-based HRIS designed to meet
the needs of any HR department Comprehensive
functionality, uldmate reporting and powerful time-saving
features are just a few of the reasons iVantage 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 applicanc
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, or OLAP tools. iVantagt
is a software system that gives you options — all backed by
intuitive Help features and toll-free, non-cutsourced product
support. Since 984, 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 HireDesk 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 selution for mid market
corporations, recruitment and stafffing 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. HPWS
empowers people by bringing award-winning, tried-and-true

3/2212007
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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 employaes could cultivate their
learning and performance. But, this was only the beginning...

Over the last 3 years, TELUS has rolled out the HPWYS suite
of HR products to several companies to help them achleve
the same success that TELUS itself gained through its own
experience. One HPWYS 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 cultural
changes that ensued. We are pleased to offer our experience
and our products to assist others in their own employee
empowerment strategy.

With HPVVYS, you can become an employer of choice.

Go Tao TELUS High Performance Workfarce Solutions’ Weh
Site

Copyright @2007
Sofoware & Infarmation Industry Associarion,

3/22/2007




Salary.com(TM) Executive Compensation Software Named 2007 CODIiE Award Finalist

Salary.com(TM) Executive Compensation Software Named 2007 CODIE Award Finalist

- Scftware & Information Industry Association Honors CompAnalyst
Executive (TM) in Best Human Resources Solution Category -

WALTHAM, Mass., Jan. 29 /PRNewswire/ —- Salary.com, Inc., a leading
provider of on-demand compensation management soluticons, today anncunced
that its CompAnalyst Executive (TM) product has been selected as a finalist
for the 2007 CODiE Awards. The CODIE Awards, a peer-recognition awards
program, honors outstanding achievement and vision in software, education
technology and digital content.

CompAnalyst Executive, Salary.com's executive compensation research and
benchmarking software, is a finalist in the Best Human Resources Solulion
category. The product combines one of the largest databases of executive
pay and company performance data for U.S., public companies, with on-demand
software to create a streamlined 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 inline with the market.

"We're honored to be a CODiE finalist, " said Joshua Lurie, Salary.com's

e :sident of Executive Compensation. "With executive compensation and
corporate governance practices coming under ingreased 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 intelligence they need to attract and retain
executive talent while meeting organizational cobijectives."

Now in its twenty-first year, the CODiE Awards program was established
by the Software & Information Industry Associaticon (SIIA) to provide a
unique oppertunity for companies to be recognized by their competitors.
SIIA is the principal trade asscciation for the software and digital
mantnnt dnduetrey B Tdietr Af fimaliete ie awvrailgbhle at

LAdh WL wkbg A er b h e s e a , ceee ww«? 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.
All the companies on this year's list should feel Jjustifiably proud of
their recogniticn."

About Salary.com, Inc.

Salary.com is a leading provider of on-demand compensation management
solutions helping businesses and individuals manage pay and performance.
Salary.com provides companies of all sizes comprehensive on-demand software
applications that are tightly integrated with its own proprietary
compensation data sets, thereby automating the essential elements of the
compensation management process and significantly improving the
effec ' i@ nf ite rlient's compensation spend. For more information,
visit

http://www.prnewswire.com/cgi-bin/stories.pl?ACCT=104&STOR Y =/www/story/01-29-2007/00...

Page 1 of 2
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Top HR and Training Products of 2004 will be Awarded at
This Week's HR Technology Conference & Expo®

- Human Resource Executive® Magazine to Honor Winners at Awards Luncheon -

CHICAGO (Cetober 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 dscision-
makers. The awards luncheon will be held from 12:15 to 1:45 p.m. at McCormick Place in
Chicago.

"For more than 16 years, Human Resource Execulive® 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  ue of the magazine. A record number of companies
entered products, and we feel honoring e top products during the conference will give HR's top
decision-makers a chance to learn more about these innovators.”

The magazineg'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 inctuded
below.

Top 10 HR Products of 2004:

* Hire.com'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 fot 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

* Ingenix's Plan Gost Estimator, a Web-based service that allows employees to estimate
individual and family health-care costs and manage expenses under various plan models



* Workscape's OneForce, a suite of Web-based employee self-service and employer workiorce
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 repeaiable, 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.com'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:

*  idership 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 International's Interaction Management; Exceptional Leaders ...
Extracrdinary 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 tearn 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 ail 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 fram October 13 4, 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 platin== #nr thn lnimabhina af nmas mvad aes
and ideas for Human Resource software and services. Vis

for full conference registration details.

#H##

Nate to editors: Trademarks and registeted trademarks contained herein remain the property of
their respective owners. A limited number of complim * Tttt 77 vailable through
The Devon Group at (732) 542-2000, ext. 17 or e-ma

October 13, 2004
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Press Release
Top HR Products of 2001
For Immediate Release

Contact; Joan Viola
(215) 784-0910, EXT. 342

Human Rescource 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 Execulive has recognized those products that make the
best use of technology and are easy to deploy.

The 2001 winners inciude 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 Inc.'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 Inc.'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.com's CompAnalyst, a professional-strength compensation-
benchmarking source delivered via the Internet.



*WebExit from Hawaii-based Nobscot Gorp., 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.

*Planiinx, 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 fo attract and interact with qualified candidates.
Icarian is based in Sunnyvale, Calif.

* Atlanta-based Employease added Employease Recruiting Module, an online recruiting and
appllcant tracking capability, to its Employease Network.

* Hodes /Q, 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 preducts can be found in the December issue of Human
Resource Executive.

December 1, 2001

Copyright 2001@ LRP Publications
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INTHE UNITED STATES PATENT AND TRADEMARK OFFICE

In re Application of Salary.com, LLC

Mark: SALARY.COM (logo)

Serial No. : 87254642

Filing date: December 2, 2016

DECLARATION OF ALX REYNDERS SCOTT
SALARY.COM, LLC.

Aly Reynders Scott states the following of her own personal knowledge:

I.

1 am the Chief Marketing Officer for Salacy.com, LL.C., the Applicant in this matter, and have served
in this position since April 3, 2017,

The SALARY.COM mark has been in continuous use for approximately 18 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, blogs, and educational services in this field.

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.

The 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.

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

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

The Applicant serviced morc than 33.5 million users of its frec 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.






EXHIBIT J







3/5/2018 WHOIS search results

Registrant Phone Ext:

Registrant Fax:

Registrant Fax Ext:

Registrant Email: bingyu.su@salary.com
Registry Admin |D:

Admin Name: DNS Admin, Salary

Admin Organization:

Admin Street: 34 Washington St

Admin City: Wellesley

-Admin State/Province; MA

"Admin 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 State/Province: MA

Tech Postal Code: 02481

Tech Country: US

Tech Phone: 671-863-8000

Tech Phone Ext:

Tech Fax:

Tech Fax Ext: =

Tech Email: dnsadm@satary.com

Name Server: PDNS981.ULTRADNS.COM
Name Server; PDNS91.ULTRADNS.NET
Name Server; PDNS91.ULTRADNS,ORG
Name Server: PDNSS1.ULTRADNS.BIZ
DNSSEC: Unsigned

URL of the ICANN WHOIS Data Problem Reporting System: http://wdprs.internic.net/
>>> Last update of WHOIS database: 2018-03-05T19:44:527 <<<

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:/iwww.godaddy.comiwhois/results aspx?domain=salary.com&recaptchaResponse=03ANcjosq_tBbwkvn7_eRP4KFZs_cJaGwapPwBO2jiMPccZp. ..
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3/5/2018 WHOIS search results

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 without the 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:/lwww.icann.org/resources/pages/epp-status-codes~20 14-06-16-en.

Registrar: Network Solutions,' LLC.

Whois Server: whois.networksolutions.com
Creation Date: 1995-12-31T05:00:00Z
Updated Date: 2016-03-22T22:24.322
Expiration Date: 2025-10-20T13:19:51Z

Nameserver: PDNS91.ULTRADNS.BIZ

Nameserver: PDNS91.ULTRADNS.COM

Nameserver: PDNS91.ULTRADNS.NET
“Nameserver: PDNS91.ULTRADNS.ORG

Registry Status; ok
See Underlying Registry Data

Want to buy this domain?

Gei it with our Domain Buy Service.

Go

Is this your domain?
Add hosting, email and more.

Go

https://www.godaddy.com/whois/results.aspx?domain=salary.comérecaptchaResponse=03ANcjosq_tBbwkvn?_eRP4KFZs_cJaGwapPwBO2jIMPccZp... 3/4
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to your website.

» Advertising. Expertly
match relevant offers to
appreclative audiences.

» Affiliate program. Link
your site to Salary.com.

Salary Calculater and Related Tools by Salary.com™

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

» Elght ways to raise your pay
» Business phone etiquette guide
» Writing_a business |etter

What benefits should you expect?

Benefits Calculator

What benefits go with your current pay?
Enter salary $ 35000 o
Enter bonuses $ 0o . . ‘

Registration required

And on the lighter side...

':Svalary 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. Glve it a
shat...

Employee benefit plans

» Benefits beyond healthcare

» Disability and long-term care

» Healthcare benefits

» Pald time off policies

» Vision, dental and drug_coverage

Mandated benefits

» Family and Medical Leave (FMLA)
» Military leave (USERRA),

Dream Jobs

» Brain Surgeon

» Commercial airline pilot

» Fitness instructor / athtetic trainer
» Funeral director / mortician

» Marine Biologist

» Preschool teacher

» Project Manager

Contacl Us | Feodback | Glogsary | tegal | Privacy [ Site Map | Help

Copyright 2000-2006 © Salary.com, Inc.

https://web.archive.org/web/2006083104550 1/http://www.salary.com:80/salary/layoutscripts/sall_display.asp 272
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Salary.com™ Jab Salaries & Compensation Survey Software

M):/lwww. salary.com:B0/salary/layoutscripts/sall_display.asp/

J JUL SEP OCT

QOO

1,002 captures
§ Mar 2007 - 26 Dog 2017

‘sulaW@Omu Connecting people, pay and performance

Salary.com Home

About Us
Corporate Overview
Company Timeline
Céreers
Advertise
Partnerships

Corporate Goverpance
Management Team
Board of Directors

Data Methodology & Process
Client Data
Corporate Data
SalaryWizard® 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
Johs by Category
Jobs by Location
Career Education Opportunities
Cost of Living Information
Unemployment
State Taxes
College Savings
Public Company Proxy Data

405 »

2006 2007 2008

I ALuuL NG et

Home | Persana! | Small Business | Enterprise | About Us

Enterprise
My Account
Products
CompAnalyst™
Job Analyzer
Survey Center
Reporting & Analysis
Executive
TalentManager™
Performance Management
Compensation Management
Incentive Management
Salary,com Research
Salary.com Surveys
Participate
Purchase
Sponsor

Services
Compensation Analytics
Executive Compensation
Compensation Planning
Performance Management
Talent Management
Compensation Surveys

Partners
Research
Request a Demeo
Customer Login

Small Business

My Account

Products
Salary.com Professional
Job Valuation Report
Compensation Market Studies

Research

Free Trial

Subscribe

Salary.com: Personal | Small Business | Enterprise | Site Map
Advertise [ Become an Affiliate | Careers | Glossary | Methodology, | Partner with Us | Contact Us

Copyright 2000-2007 § Salary.com, Inc. | Privacy Policy | Legal

hitps:/#iweb.archive.org/web/20070905121945/http://www, salary.com:80/salary/iayoutscripts/sall_display.asp/ 11









3/5/2018 Salary.com's Personalized Salary Data & Tools

Salary.com: personal | Small Business | Enterprise | Investor Relatigns | Site Map
Advertise | Become an Affiliate | Careers | Glossa)y | Methodology | Partner with Us | Contact Us

Copyright 2000-2008 ¢ Salary.com, Inc, | Privacy Policy. | Legal

https://web.archive.org/web/20080704121028/http://salary.com/salary/layoutscripts/sall_display.asp 212









3/5/2018 Salary.com's Personalized Salary Data & Tools
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Cost of Living Calculator Browse Jobs (2] RSS Feeds
Premium Salary Report Unemployment Information D Twitter
Salary Wizard Canada Job Search Advice Facebook

Performance Self-Test
Salary Negatiation Advice
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inclusive job descriptions. enabling a blind resume review, and providing data-driven hiring. Oh. and
they just acquired Talent Function with industry rock star, Elaine Orler, joining the team.

“extio uses a rich data set based on 300 million job applications and provides “augmented
wiang ) help recruiters improve job posts and attract a more diverse talent pool. Textio docsn’t
currently partner with ATS providers but [ am guessing that will change in the luture.

Yello is no doubt the sleeper of 2017, This provider has raised more imoncy in the past six
wionnns dhan most of its competitors combined (including a $31 Million round of Series C led by JMI
Equity}. It has an aggressive product roadmap and has made diversity and inclusion a priority
through capabilitics and specific usc cases. It provides companies with insight into their candidate
pipeline to see the effectiveness of their diversity and inclusion cfforts.

Jf all the companies | met with last week. WCN was the one that impressed me the most.
v wrny woause [ had never heard of them before — and | should have. They support over 400
cmployers, have a growth rate of over 30%. and cever end-to-end talent acquisition. Their diversity
solution strengthens recruitment marketing, events management, and analytics cfforts. It also helps
companics strengthen their talent pools of diverse candidates actively looking for new jobs.

Experience Economy

According to research by Aptitude, §3% of companies plan to continue to improve the expericnee of
candidates, employees. and managers. But most companies are not clear about wherce to starl. They
understand that they should cmpower individuals, but do not have the right strategies and tools in
place. Herce are a few providers doing some great work:

Jeamery is the company to watch in recruitment marketing this year. Beamery
s ownmmen oo 1€ candidate experience and allows organizations (o measurce that experience through
cvery stage of the process and compare data across different functions. It includes fecdback surveys.
talent promoter scores, and a way 1o measure recruiler performance.

ellyvision combines behavioral scienee with technology and a little bit of humor to help
o -, €es through difficult life decisions such as obtaining hcalthcare coverage, sclecting life
insurance. and cstablishing {inancial wellness. 11 docs this through Alex, a communication platform.
The solution is so popular with clients that Jellyvision even tracks the number of marriage proposals
that Alex gets each year!

This provider offers a comprehensive suite of selutions Lo handle everything from
ciproyer branding to attracting talent through onboarding. The entire suite is developed on one code
and fully integrated. Analytics and advanced reporting gives clients a full view of the candidate’s
cntire journcy and a consistent experience for users.

‘he Muse has always been successful at helping individuals prepare for their next job
anu vennewe 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.



