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' ..r'; From the Chairman

Dear Colleague:

For firms operating in today’s rapidly changing business environment, effective human resource
management is critical, particularly within information technology (IT) departments. Making sound
hiring decisions requires access to the most current employment and salary information available.

RHI Consulting, a division of specialized staffing leader Robert Half International, assists IT managers
by providing comprehensive data on compensation and hiring trends. Information in this guide is the
result of extensive research conducted in our North American offices, the company’s
ongoing surveys of chief information officers (ClOs) and the cumulative industry expertise of our account
executives throughout the organization.

Our Salary Guide is only one of many services we offer our clients and candidates. We look forward
to assisting you with your project and full-time staffing needs through our offices in North America,
Europe and Australia, and through our web-based recruiting and job search services located at
www.rhic.com.

Sincerely,

M e

Max Messmer
Chairman and CEO
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rstanding the Guide

The RHI Consulting 2002 Salary Guide provides comprehensive data on average starting salaries for
technology professionals. For decades, businesses of all sizes have used this information to determine
suitable compensation levels for their information technology employees. Government agencies and
educational institutions also rely on the guide for the most current IT salary data. The U.S. Department
of Labor’s Bureau of Labor Statistics references the Salary Guide in preparing its comprehensive
Occupational Outlook Handbook.

How Data is Collected

Information in the Salary Guide is derived from the thousands of job searches, negotiations and
placements conducted each year through RHI Consulting’s North American offices. Salary ranges
for the coming year are based on actual starting compensation in 2001 and an extrapolation of current
data into 2002.

The 2002 ranges projected for each job category are salaries at the time of hire and exclude other
factors that may be part of a starting compensation package, such as bonuses and incentives.
Continuing or ongoing salaries are not reported since too many external factors — including seniority,
performance, work ethic and training — impact the salaries of full-time professionals as work histories
develop. Other variables that may affect the starting salary ranges reported in the guide include industry
type, company size and employee benefits programs offered.

Adjusting National Salary Ranges for Local Markets

Salary ranges for each position listed in the Salary Guide represent national averages.
Compensation ranges for specific markets may be estimated by referring to the Regional Hiring Trends
sections beginning on page 18 for the United States and page 26 for Canada, or speaking with a local
RHI Consulting representative.
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The Hiring Environment

Companies of all sizes continue to invest in technology — e —
although, more judiciously in the current business envi-
ronment — in an effort to increase productivity, streamline
internal processes and gain a competitive advantage. As a professionals remains positive
result, demand continues for experienced IT talent. In fact,
research from the Information Technology Association of
America conducted in April of 2001 found that more than view technology as a key tool
425,000 jobs will remain unfilled in the next 12 months.!
This number represents a decline from 2000, but is stil
indicative of the ongoing need for highly skilled IT
professionals.

The long-range outlook for IT

as companies continue to

for growing their business.

ECONOMIC ENVIRONMENT AFFECTS JOB-SEEKER WISH LIST

In a survey commissioned by RHI Consulting, executives weighed in on the importance
of corporate stability for IT professionals. ClOs were asked, “Other than salary and tradi-
tional benefits, such as health insurance and 401(k) programs, which one of the fol-
lowing is the most appealing to technology professionals when considering an
employment offer?” Their responses:

Stability of company Work-life

balance programs

Challenge/prestige
of position

Don’t know/no answer

Other — 2% Stock options

Source: RHI Consulting U.S. and Canadian survey of more than 1,650 CIOs from companies with more than 100 employees

" Information Technology Association of America study, “When Can You Start?” April 2001
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THE HIRING ENVIRONMENT

One trend that has emerged as a result of a slowing
economy is that businesses are taking longer to make
hiring decisions in an effort to extend employment
offers to only the most qualified candidates. To prevent
overhiring, many firms are choosing to keep full-time
staff levels constant and are bringing in IT consultants
with specific skill sets to assist with periods of heavy
workload or projects of a set duration, such as systems
implementations or upgrades. This helps reduce the
possibility of layoffs in a business downturn.

Because the skills shortage has eased somewhat

in the technology sector, firms are more selective
when hiring. They seek candidates who possess the exact

To prevent overhiring, many
firms are choosing to keep full-
time staff levels constant and
are bringing in IT consultants
with specific skill sets to assist
with periods of heavy workload
or projects of a set duration.

skill sets and industry background required for the position. For this reason, experienced workers may
have a slight advantage over entry-level candidates in the current environment.

Candidates, in turn, are looking for employers with a history of proven success. In fact, in a recent
survey commissioned by RHI Consulting, ClOs said that — other than salary and traditional benefits —
today’s IT candidates are most interested in a company’s stability when evaluating an employment

offer (see chart, p. 3).
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THE HIRING ENVIRONMENT

Candidates who possess relevant industry experience, specialized technical knowledge and well-
developed “soft skills” remain highly marketable to prospective employers, particularly if they can
demonstrate a history of contribution to the company’s bottom line. Likewise, IT professionals with
expertise in multiple technologies or platforms can command premium compensation. Individuals skilled
in specialties such as network security, wireless technologies and customer relationship management
(CRM) are also in strong demand.

The long-range outlook for IT professionals
remains positive as companies continue to
Because the skills shortage has view technology as a key tool for growing
their business. However, average starting salaries
have been impacted by the 2001 economic
sector, firms are more selective slowdown. In 2002, average starting salaries in
the United States and Canada are expected to
increase just 0.1 percent over 2001. High demand
who possess the exact skill sets and positions, such as network security administrator
and database manager, will see base compensa-
tion increases from 2 to 5 percent.

eased somewhat in the technology

when hiring. They seek candidates

industry background required for the
position.

RHI CONSULTING - 2002 SALARY GUIDE



,-"; Technology’s Hottest Jobs

More than 1,650 CIOs interviewed for RHI Consulting’s biannual Hot Jobs Report ranked networking,
Internet/intranet development, help desk/end-user support, database management and applications
development as the specialties most in demand among all IT categories.

A growing emphasis on safeguarding corporate systems and the desire to offer remote and wire-
less network access to an increasingly mobile workforce are just two of the factors fueling the need for
those skilled in designing, securing and managing corporate networks. In addition, the escalating
number of web-enabled business systems is creating continued demand for professionals skilled in
Internet/intranet development. Further, data management and applications development are expected
to gain momentum as firms translate vast amounts of data collected by e-commerce applications into
business intelligence. Skilled help desk technicians are also required to provide end-user support and
assist with upgrading network infrastructures.

INFORMATION TECHNOLOGY'S HOTTEST JOBS

The seven specialty areas experiencing the strongest growth in U.S. and Canadian corporate
IT departments, according to CIOs surveyed, are:

etering IIIIIIIIIIIIIIII
Internet/intranet development
Help desk/end-user support
Data/database management
Applications development

Project management

Systems analysis

Other/don’t know

0 B 10 15 20 25 30

. United States . Canada

Source: RHI Consulting U.S. and Canadian survey of more than 1,650 CIOs from companies with more than 100 employees
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TECHNOLOGY’S HOTTEST JOBS

Specialties and Skills in Demand

Following is a summary of technology specialties currently experiencing the strongest demand:

Networking

As companies continue to upgrade systems and expand infrastructures to meet communications
requirements and incorporate emerging wireless technology, networking will remain a critical IT func-
tion. Systems engineers and network architects are highly marketable, as are security specialists
who can secure corporate data. Firms are actively recruiting network administrators, architects and
analysts who can establish and maintain security standards.

Job Function

= Helps firm administer, define, maintain, and expand local area networks (LANs) and wide area
networks (WANSs), including voice and data integration, and wireless technology

= Incorporates distributed data, troubleshoots technical problems

= Develops, implements and maintains integrated programs to protect the confidentiality of an
organization’s information resources

Job Skills

= Hands-on experience with Windows 2000/NT, UNIX and/or Linux systems

= Microsoft Certified Systems Engineer (MCSE), Cisco Certified Internetwork Expert (CCIE) certification

= Interpersonal and business skills

= Security-related hardware and software experience; LAN/WAN management and systems
administration; background in virtual private networks, TCP/IP, intrusion detection and firewall
implementation

Internet/E-Commerce Development

The need for Internet specialists and e-commerce strategists is ongoing as companies expand their
web initiatives to expedite business processes and market products or services. The growing popularity
of XML-based software is resulting in increased demand for developers with experience designing
online applications.

Job Function

= Creates Internet, intranet and extranet sites
= Maintains and supports e-commerce sites, manages web-based applications

RHI CONSULTING - 2002 SALARY GUIDE



TECHNOLOGY’'S HOTTEST JOBS

Job Skills

= Understanding of business strategy, company objectives, customer needs and requirements

= Java, JavaScript, JavaBeans, XML, HTML, CGI, Perl, ColdFusion, Visual Basic or Active Server
Page (ASP), Oracle and C++ experience

= Interpersonal and communication skills

Technical Support

Companies are actively seeking help desk professionals to provide end-user support and assist with
new software installations, such as Windows 2000, enterprise applications and web site maintenance.
The growth of e-commerce combined with rapid technology advancements has resulted in continued
demand for technical support specialists and help desk managers.

Job Function

= Manages hardware and/or software support; troubleshoots as needed

= Trains the end-user community on new systems; answers technical questions about equipment
and applications

Job Skills

= Strong interpersonal and communication skills
= Microsoft NT/2000/98, Unix and Microsoft Office applications

Database Management

Relational databases enable companies to efficiently monitor and link information about customers,
inventory, vendors and projects. As organizations recognize the value of mining data, demand for data-
base administrators, architects and analysts will intensify.

Job Function

= Designs, manages and maintains databases that house critical data
= Analyzes husiness data requirements within an organization and models data flow

Job Skills
= Experience with Oracle, SQL Server, DB2/UDB, Sybase and Informix technologies
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TECHNOLOGY’S HOTTEST JOBS

Applications Development

Applications development will remain a core foundation of IT departments. As custom applications
become more prevalent on the web and within network systems, companies will continue to seek
skilled programmers.

Job Function

= Designs, writes, tests and supports complex software programs that, depending on the organi-
zation, are run on internal systems or packaged for sale and general use

Job Skills

= Strong object-oriented language skills, such as Visual Basic, Java and C++
= E-commerce applications development

Vi
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o Hiring Smart

Making effective hiring decisions is critical to the success of any company. Organizations that
emphasize their candidate evaluation processes are able to quickly identify the best potential employ-
ees and ensure they have the right talent mix to accomplish business goals.

Hiring smart begins with a plan. Following are some essential steps:

Define staffing needs. Write or revise job descriptions for each position to be filled. This will provide
a better indication of the specific experience and skills required, and can serve as the basis for classified
ads and interview questions.

Coordinate hiring efforts. Make sure everyone on the team knows his or her role in the process.
For example, will certain employees be expected to help evaluate resumes or participate in interviews with
applicants? Assign responsibilities and provide a timeline for completing each stage of the assessment.

Review each resume thoroughly. Start by looking at the document’s overall appearance. A dis-
organized resume that contains typographical errors and misspellings should be a red flag that the can-
didate lacks attention to detail.

When reading the content of a resume, watch for unexplained gaps in work history, vague job
descriptions or a failure to list actual positions held. Consider conducting screening calls to address ini-
tial concerns and narrow the pool of applicants who will then be invited for in-person interviews.

Prepare for the interview.
Before meeting with each candidate,
create a list of questions. In addition
to those designed to evaluate techni-
cal proficiency, include some points
that will help gauge the applicant’s
communication skills and his or her
ability to thrive in your company’s
culture. Some examples:

= What did you like best/least

about your last position?

= In which type of professional
environment do you feel you
do your best work?

e If you could have made
improvements in your previ-
ous job, what would they
have been?

= What is the most satisfying
project you've worked on in
your career?
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HIRING SMART

Get the most out of the process. It can be tempting to rush through interviews, particularly if
there is an immediate need for an individual with a specific skill set. But failing to devote sufficient time
to these meetings can leave organizations with inadequate information upon which to base the hiring
decision.

Listen attentively to what each candidate has to say, but avoid making interpretations or judgments
until after the interview. Also, be careful not to get so distracted by one aspect of an applicant’s back-
ground — the fact that you grew up in the same town or attended the same university, for instance — that
other important considerations are overlooked. Creating a consistent rating system based on the job
description can help in comparing each candidate’s qualifications and evaluating everyone equally.

ClOs were asked, “Which one of the following is the single most effective way to find
qualified IT candidates?” Their responses:

Employee referrals

Classified advertising

Using a staffing or
recruiting firm

Other/don’t know Internships

Participating in job fairs Posting job offerings

L . on company web site
Visiting web sites that

post resumes

Source: RHI Consulting U.S. and Canadian survey of more than 1,650 CIOs from companies with more than 100 employees
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#% Managing for Success

Keeping team members motivated presents a variety of challenges for most IT managers.
Businesses must constantly evolve and reinvent themselves to stay one step ahead of the competition.
Guiding employees through this process takes strong leadership, effective communication, teamwork
and training. Following are some tips for managing for success in this dynamic environment:

Set clear expectations. One of a manager’s key responsibilities is to make sure his or her staff
knows what'’s required. It is important for employees to understand the company’s overall objectives,

B RHI CONSULTING - 2002 SALARY GUIDE

the department’s role in achieving
those goals, and how their jobs fit
into the big picture. This process
generally starts with an employee ori-
entation program that covers the
basics, such as company history, ben-
efits and office hours, as well as how
coworkers prefer to communicate
about key initiatives.

Map out a plan. Career mapping
is an effective way to build retention
rates. It involves working with employ-
ees to establish long-term goals and
developing a plan for achieving them.
The objectives should be challenging,
yet realistic. By establishing individual
and team goals, managers will be
more vested in the results.

Make performance appraisal an
ongoing process. Employees need
feedback on a regular basis. Many
managers think of appraisals as annual
or semi-annual events where months
of activities are summed up in one
meeting. However, by regarding
performance reviews as a year-round
process, the task becomes less daunt-
ing and more effective. Throughout
the year, managers should take notice
of their team’s efforts and offer praise
or constructive criticism as appropriate.



MANAGING FOR SUCCESS

This procedure ensures formal reviews hold no surprises for employees, but instead provide an
opportunity for staff and managers to communicate one on one regarding past performance, future
expectations and long-term career goals.

Establish a “safe-to-risk” environment. Innovation is critical to business success. Staff mem-
bers who are encouraged to think outside the box are more likely to come up with better ways to do
their jobs. Employees should not be censured for taking smart risks, even if the gamble doesn't pay off.

ClOs were asked, “Which one of the following is the single most effective tool for retain-
ing technology professionals?” Their responses:

Training
opportunities/education
reimbursement

Supportive
corporate culture

Performance-
based incentives

Other/don’t know

Opportunity for

Higher salaries — 2% advancement

Stock options — 2%  \work-life
balance programs

Source: RHI Consulting U.S. and Canadian survey of more than 1,650 CIOs from companies with more than 100 employees
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.-r'; Managing Salary Negotiations

Salary negotiation is more of an art than a science: The approach tends to vary depending on current
market conditions, and the experience level and technical skill set of the prospective hire. Still, there
are steps every hiring manager can take to make this process more effective each time. Here are some
suggestions:

Don't procrastinate. Once a top candidate has been identified, the offer should be made as soon
as possible. A delay of even a few days can cause a firm to lose the most qualified applicant.

Research the trends. Hiring managers should be aware of compensation trends in their indus-
tries and regions. Optimally, firms should pay slightly more than their competitors in order to attract
the best talent. Companies that do not have the ability to modify starting salary levels should consid-
er offering alternative incentives such as extra vacation time, flexible schedules or pay increases after
a predetermined period of time on the job.

“Sell” the firm. The best technology candidates may have other offers. Therefore, hiring managers
should highlight those aspects of working at the firm that appeal to most prospective hires. Staff recog-
nition and bonus programs, training opportunities, company reputation, stock options and profit sharing
programs, advancement potential, and key elements of your corporate culture are all of interest to
potential new hires.

Leave no room for misunderstandings. If possible, hiring managers should make the offer in
person and describe it in detail. A one-on-one conversation provides the opportunity to explain every
provision of the salary and benefits package, and gives the candidate a chance to ask questions and
clarify areas of concern.

Put it in writing. Once the offer has been discussed, managers should draft a letter outlining the
details. Many firms ask their legal counsel to develop a template, which should include information
about possible contingencies to the offer, such as the satisfactory completion of a reference check.

Be willing to let go. If a candidate seems reluctant to accept an offer, try to pinpoint the source
of concern. The issue may be negotiable, but if doing so would compromise the company’s pay scale
or cause other adverse effects, it's best to consider other applicants. Hiring someone who has serious
reservations may do more harm than good if he or she remains dissatisfied on the job.

Keep the lines of communication open. In advance of a new hire’s start date, stay in regular
contact with him or her. Send information about the company, and call or send an e-mail at least once
to ensure the employee has all of the information necessary for a successful first day.
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.r'; Salaries for IT Professionals in the United States

INFORMATION TECHN

Title 2001 2002 % Change

Administration

Chief Information Officer $122,250 - $200,750 $123,500 - $202,500 0.9%
Chief Technology Officer $98,750 - $152,500 $96,000 - $155,750 0.2%
Vice President of Information Systems $111,500 - $177,000 $112,250 - $168,500 2.7%
Vice President of Technology $107,250 - $168,750 $109,250 - $161,500 -1.9%
MIS Manager $92,250 - $125,500 $89,000 - $120,000 -4.0%

Applications Development

Manager $76,500 - $109,250 $78,500 - $108,500 0.7%
Project Manager $74,000 - $96,500 $72,250 - $95,750 -1.5%
Project Leader $62,500 - $82,250 $61,500 - $81,750 -1.0%
Systems Analyst $64,750 - $93,500 $63,750 - $90,750 -2.4%
Programmer/Analyst $51,750 - $77,500 $53,250 - $80,500 3.5%
Applications Architect $69,500 - $92,000 $71,250 - $101,000 6.7%
Business Systems Analyst $55,750 - $80,750 $56,750 - $79,500 -0.2%

Consulting & Systems Integration

Director $85,750 - $116,000 $87,000 - $127,000 6.1%
Practice Manager $86,250 - $112,000 $89,000 - $115,750 3.3%
Project Manager/Senior Consultant $78,250 - $100,750 $77,250 - $101,250 -0.3%
Staff Consultant $58,500 - $74,750 $57,750 - $77,250 1.3%
Package Implementation Specialist $61,250 - $92,250 $64,500 - $92,500 2.3%
ERP Integration Manager $77,750 - $96,500 $76,000 - $103,250 2.9%

Data/Database Administration

Database Manager $82,000 - $106,000 $83,000 - $114,000 4.8%
Database Developer $72,000 - $99,750 $69,500 - $102,250 0.0%
Database Administrator $72,500 - $105,750 $71,500 - $102,750 -2.2%
Database Analyst $62,000 - $84,250 $60,750 - $81,500 2.7%
Data Architect $74,500 - $103,500 $75,500 - $105,250 1.5%
Data Modeler $64,250 - $88,250 $65,250 - $87,500 0.2%
Data Warehouse Manager $80,250 - $108,750 $80,000 - $107,500 -0.8%
Data Warehouse Analyst $70,750 - $95,750 $70,250 - $93,750 -1.5%
Capacity Planner $70,000 - $95,750 $70,750 - $95,500 0.3%

Add 5 — 10 percent for C++ development skills, 5 percent for Visual Basic, and 5 — 15 percent for Java.
Add 10 — 15 percent for Oracle database expertise, 5 — 10 percent for Microsoft SQL, and 5 — 10 percent for IBM DB2.

RHI CONSULTING - 2002 SALARY GUIDE B



SALARIES FOR IT PROFESSIONALS IN THE UNITED STATES

INFORMATION TECHNOLOGY

Title 2001 2002 % Change

Quality Assurance (QA) & Testing

QA/Testing Manager $63,000 - $83,000 $63,000 - $81,500 -1.0%
QA Associate/Analyst $50,500 - $65,750 $49,500 - $66,000 -0.6%
Systems Auditor $59,750 - $75,250 $59,250 - $75,250 -0.4%

Internet & E-Commerce

Programmer/Analyst $56,500 - $84,000 $56,500 - $86,250 1.6%
Senior Internet/Intranet Developer $68,750 - $94,250 $69,500 - $94,500 0.6%
Internet/Intranet Developer $56,250 - $76,750 $54,000 - $75,500 -2.6%
Internet/Intranet Administrator $58,000 - $82,500 $56,500 - $80,000 -2.8%
Electronic Data Interchange (EDI) Specialist $56,500 - $76,250 $55,500 - $74,750 -1.9%
E-Commerce Analyst $59,750 - $89,500 $59,500 - $89,500 -0.2%
E-mail/Groupware Administrator $47,000 - $67,250 $47,500 - $67,000 0.2%

Networking/Telecommunications

Network Architect $72,250 -$102,000 $67,750 -$103,000 -2.0%
Network Manager $68,250 - $91,500 $66,750 - $90,000 -1.9%
Network Engineer $62,500 - $85,250 $62,250 - $87,000 1.0%
LAN Administrator $46,250 - $68,000 $47,500 - $68,000 1.1%
LAN/WAN Administrator $48,000 - $69,250 $47,000 - $68,250 -1.7%
Telecommunications Manager $70,750 - $91,250 $70,000 - $90,250 -1.1%
Telecommunications Specialist $54,500 - $73,000 $53,500 - $73,000 -0.8%
Operations

Senior Manager $62,250 - $81,000 $61,500 - $82,000 0.2%
Manager $55,000 - $69,250 $52,750 - $68,250 -2.6%
Computer Operator $28,250 - $40,500 $27,750 - $38,250 -4.0%

Add 5 — 15 percent for Java development skills, 5 — 10 percent for ColdFusion, 5 — 15 percent for XML, and 5 — 10 percent for Active Server Page.
Add 10 — 20 percent for Cisco Certified Internetwork Expert designation.
Add 5 — 15 percent for UNIX administration skills, 5 — 10 percent for Linux, and 5 — 10 percent for Windows 2000.
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SALARIES FOR IT PROFESSIONALS IN THE UNITED STATES

INFORMATION TECHNOLOGY

Title 2001 2002 % Change
Security

Data Security Analyst $62,250 - $76,750 $64,750 - $81,000 4.9%
Systems Security Administrator $60,500 - $84,250 $62,250 - $86,500 2.8%
Network Security Administrator $59,750 - $82,750 $61,250 - $84,750 2.5%

Software Development

Product Manager $80,500 -$116,250 $79,000 -$111,000 -3.4%
Pre- & Post-Sales Consultant $52,250 - $75,500 $53,750 - $78,250 3.3%
Product Support $48,500 - $68,250 $46,750 - $67,000 -2.6%
Software Engineer $62,750 - $92,000 $65,000 - $97,000 4.7%
Programmer/Analyst $54,000 - $77,750 $53,000 - $80,000 0.9%
Developer $58,750 - $90,250 $56,000 - $90,500 -1.7%

Technical Services, Help Desk & Technical Support

Manager $68,750 - $95,500 $66,750 - $91,500 -3.7%
Desktop Support Analyst $54,750 - $74,250 $52,000 - $71,000 -4.7%
Systems Administrator $50,250 - $70,750 $51,000 - $72,500 2.1%
Help Desk Tier 1 $30,500 - $39,750 $29,250 - $39,250 -2.5%
Help Desk Tier 2 $34,750 - $46,000 $33,500 - $45,750 -1.9%
Help Desk Tier 3 $41,250 - $56,000 $45,000 - $57,000 4.9%
Technical Writer $42,500 - $60,750 $42,500 - $63,250 2.4%
Instructor/Trainer $45,500 - $60,500 $43,250 - $65,500 2.6%
PC Technician $31,750 - $44,500 $31,500 - $43,000 -2.3%
Mainframe Systems Programmer $53,750 - $67,000 $55,000 - $69,250 2.9%
Disaster Recovery Specialist $53,750 - $85,000 $57,000 - $86,000 3.1%

Add 5 — 10 percent for C++ development skills, 5 — 15 percent for XML, 5 percent for Visual Basic, 5 — 10 percent for ColdFusion, 5 — 15 percent for Java,
and 5 — 10 percent for Active Server Page.

Add 10 — 20 percent for Cisco Certified Internetwork Expert designation.
Add 5 — 15 percent for UNIX administration skills, 5 — 10 percent for Linux, and 5 — 10 percent for Windows 2000.
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/"; Adjusting National Salary Ranges for Local Markets

Information in the Regional Hiring Trends section is based on data supplied by RHI Consulting’s U.S.
offices, the expertise of local account executives, independent research and our company’s ongoing nation-
al surveys. Compensation ranges for each position listed in the Salary Guide represent national
average starting salaries. Pay scales can be localized for your market using the following variance index
numbers for selected U.S. cities in major urban areas. The average salary index for all cities is 100.

To calculate the estimated salary range for a specific position in your area, multiply the average
national salary by the regional index number for your market. (Note: Use the index figure as a percent-
age by moving the decimal point two places to the left.)

For example, to determine the starting salary for a network engineer in Atlanta, apply this formula
to develop an estimate:

(National Average Salary) x (City Index as a Percentage) = Regional Average Salary
$74,625 x 1.071 = $79,923

The average starting salary for a network engineer in Atlanta would be $79,923.

The index figures are intended to serve as a guide to determining average salary figures in various
U.S. cities. A number of factors such as company size, employee benefits, a candidate’s skill set and
current market conditions can impact actual starting salaries. Your local RHI Consulting representative
can help you refine a salary package to match your local market conditions.

/"; Regional Hiring Trends — United States

NEW ENGLAND Connecticut, Maine, Massachusetts, New Hampshire,
Rhode Island, Vermont

Fastest-Growing Industries:

Biotechnology, insurance, real estate SELECTED LOCAL VARIANCES:

Monthly unemployment rates are consistent with the Boston, MA ... 1260
national average. As companies focus on expanding Burlington, VT ............... 910
CRM systems, there is an ongoing need for qualified IT Hartford, CT ... 1150
specialists, particularly Oracle and Java developers. Manchester, NH ... 170
Firms in the real estate and insurance sectors have a Providence, Rl ........... L
significant need for web developers, database administra- Springfield, MA ............. 8.2
tors and help desk technicians. Stamford, CT ... 1230
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REGIONAL HIRING TRENDS — UNITED STATES

MIDDLE ATLANTIC New Jersey, New York, Pennsylvania

Fastest-Growing Industries:
Health care, pharmaceutical, real estate

The region’s suburban areas continue to benefit from
corporations that are relocating operations from major
metropolitan centers. Health care and pharmaceutical
companies are growing quickly and, as a result, are experi-
encing heightened demand for experienced network
architects, systems analysts and Internet developers.

SELECTED LOCAL VARIANCES:

Buffalo, NY .............. 87.4
New York, NY ........... 150.1
Paramus, NJ ............ 122.4
Philadelphia, PA . ......... 108.4
Pittshurgh, PA . ........... 94.8
Rochester, NY ............ 935

SOUTH ATLANTIC Delaware, District of Columbia, Florida, Georgia, Maryland,

North Carolina, South Carolina, Virginia, West Virginia

Fastest-Growing Industries:
Government services, health care, manufacturing

Expansion in the region’s health care industry has
increased the need for skilled IT professionals to enhance
existing systems. Companies are seeking e-commerce
specialists, network administrators and programmers.
Help desk and end-user support technicians who can
assist with the installation of online applications and
maintenance of corporate information systems are also in
demand.

SELECTED LOCAL VARIANCES:

Atlanta, GA ............. 107.1
Baltimore, MD .. .......... 98.0
Charlotte, NC. ............ 98.4
Greenville, SC........... 90.3
Miami, FL ............... 919
Raleigh, NC ............. 100.0
Washington, D.C. ........ 122.2
Wilmington, DE .......... 109.0
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REGIONAL HIRING TRENDS — UNITED STATES

EAST NORTH CENTRAL Minois, Indiana, Michigan, Ohio, Wisconsin

Fastest-Growing Industries:

Financial services, health care, real estate SELECTED LOCAL VARIANCES:

Ongoing expansion of the region’s financial services BTG, cocinsanaons 1184

. . . Cincinnati, OH ............ 96.4

industry and growth in new business sectors such as

high-tech are driving the need for skilled networking .3 1 G e %9

experts. As companies continue to expand online initia- CALLS Bil osnaococaco: %0

. . . L ) L Detroit, MI ............. 117.1

tives, e-business and security specialists will remain in ) i

demand. Indianapolis, IN- .......... 96.5
Milwaukee, WI ........... 95.7

WEST NORTH CENTRAL lowa, Kansas, Minnesota, Missouri, Nebraska,

North Dakota, South Dakota

Fastest-Growing Industries:

Construction, financial services, health care SELECTED LOCAL VARIANCES:
Companies attracted by a pro-business climate and lower B|smarc.k, B cssvonss il
operating costs are relocating to the region. In turn, they e Momles, B ocussonsies —
are recruiting an educated workforce that is drawn by the Kalnsas C't.y‘ MO %l
area’s low cost of living. As job growth continues in the Minneapalis, ML - M
health services, pharmaceutical and data processing sec- Omahaj A= 5090080500059 238

) . ) - St. Louis, MO ............ 95.6
tors, firms are in need of skilled network administrators,

database developers and technical support specialists.
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REGIONAL HIRING TRENDS — UNITED STATES

EAST SOUTH CENTRAL Alabama, Kentucky, Mississippi, Tennessee

Fastest-Growing Industries:

Agriculture, health care, insurance SELECTED LOCAL VARIANCES:

Growth in the region’s health care industry and an IR AL wosoioc o L
increase in the number of automotive manufacturers 2 I vossvunsone e
relocating to the area have resulted in a need for IT BRI covessioc o L
specialists skilled in expanding corporate networks. e AR
Network architects, systems engineers and database LRITEE T covesnooc o 2
administrators are highly marketable. BRI T couessiocenn L

WEST SOUTH CENTRAL Arkansas, Louisiana, Oklahoma, Texas

Fastest-Growing Industries:

Energy, financial services, real estate SELECTED LOCAL VARIANCES:
Oil and gas manufacturers and insurance and utilities AT S 00 v0s 033000 A
companies in the region are experiencing significant DE1ES B8 cousvuasovons Ay
growth. These firms are actively recruiting UNIX adminis- Houston, UL aceganconace L
trators, network managers and Internet/intranet special- 20 AR """""" e
ists to assist with web development and the integration DT ES 00 Gl
of data, voice and video through corporate networks. STYALEN S wovsvuoson a9
Tulsa, OK ..o 84.0
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REGIONAL HIRING TRENDS — UNITED STATES

MOUNTAIN Arizona, Colorado, Idaho, Montana, Nevada, New Mexico, Utah, Wyoming

Fastest-Growing Industries:
Construction, financial services, health care

Quality of life and a lower cost of living are attracting
more workers and new businesses to the region, espe-
cially within the gaming and health care sectors. Hiring
activity in the metropolitan areas is expected to remain
strong as companies continue to recruit network archi-
tects, web developers, help desk technicians and data-
base administrators.

PACIFIC Alaska, California, Hawaii, Oregon, Washington

SELECTED LOCAL VARIANCES:

Albuquerque, NM ......... 83.0
Boise, D ..........iiiid 85.6
Denver, CO ............. 109.4
Las Vegas, N\V........... 102.6
Phoenix, AZ ............. 93.0
Salt Lake City, UT ........ 100.4

Fastest-Growing Industries:
Agriculture, energy, pharmaceutical

Despite dot-com closures, companies in the Pacific region
continue to hire skilled technology specialists, particularly
in the biotechnology, legal and pharmaceutical industries.
Positions in demand include database administrators, net-
work security experts, desktop support technicians and
programmers.

B2 RHI CONSULTING - 2002 SALARY GUIDE

SELECTED LOCAL VARIANCES:

Honolulu, HI ... 88.8
Los Angeles, CA ......... 108.3
Portland, OR ............. 98.6
San Diego, CA........... 112.0
San Francisco, CA . ... .... 1439
SanJose, CA ........... 160.3
Seattle, WA ............ 126.0
Spokane, WA ............ 79.1




/"; Salaries for IT Professionals in Canada

INFORMATION TECH
Title 2001 2002 % Change

Administration

Chief Information Officer $117,500 - $192,000 $116,500 - $186,500 -2.1%
Chief Technology Officer $108,500 - $155,000 $106,500 - $152,500 -1.7%
Vice President of Information Systems $112,250 - $187,500 $111,500 - $184,250 -1.3%
Vice President of Technology $110,500 - $185,500 $110,000 - $183,000 -1.0%
MIS Manager $88,250 - $136,750 $87,750 - $132,000 -2.3%

Applications Development

Manager $78,500 - $113,750 $78,000 - $115,000 0.4%
Project Manager $71,750 - $98,250 $72,500 - $97,500 0.0%
Project Leader $68,500 - $82,500 $64,000 - $82,000 -3.3%
Systems Analyst $61,750 - $91,750 $62,500 - $88,250 -1.8%
Programmer/Analyst $48,500 - $75,000 $48,500 - $76,000 0.8%
Applications Architect $67,500 - $90,000 $67,500 - $90,000 0.0%
Business Systems Analyst $55,000 - $84,750 $57,500 - $85,000 2.0%

Consulting & Systems Integration

Director $80,250 - $115,000 $80,000 - $115,250 0.0%
Practice Manager $79,000 - $105,250 $79,500 - $105,500 0.4%
Project Manager/Senior Consultant $81,000 - $98,250 $78,750 - $95,000 -3.1%
Staff Consultant $50,000 - $66,750 $50,000 - $67,500 0.6%
Package Implementation Specialist $60,000 - $80,000 $60,000 - $80,000 0.0%

Data/Database Administration

Database Manager $76,750 - $97,000 $77,500 - $99,750 2.0%
Database Developer $57,750 - $84,750 $58,250 - $89,000 3.3%
Database Administrator $62,000 - $96,750 $62,250 - $95,250 -0.8%
Database Analyst $65,000 - $85,000 $64,750 - $89,000 2.5%
Data Architect $70,000 - $97,500 $72,500 - $97,750 1.6%
Data Modeler $68,250 - $92,250 $66,500 - $90,250 -2.3%
Data Warehouse Manager $77,500 - $92,250 $76,750 - $96,000 1.8%
Data Warehouse Analyst $67,500 - $92,500 $68,000 - $94,000 1.3%

Add 5 — 10 percent for C+++ development skills, 5 — 10 percent for Visual Basic, and 5 — 15 percent for Java.
Add 15 — 20 percent for Oracle database expertise, 10 — 15 percent for Microsoft SQL, and 15 — 20 percent for [BM DB2.

Note: All salary ranges on pages 23 — 25 are listed in Canadian dollars.
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SALARIES FOR IT PROFESSIONALS IN CANADA

INFORMATION TECHNOLOGY

Title 2001 2002 % Change

Quality Assurance (QA) & Testing

QA/Testing Manager $50,000 - $63,500 $51,000 - $63,500 0.9%
QA Associate/Analyst $58,250 - $74,750 $52,750 - $79,500 -0.6%
Systems Auditor $59,750 - $75,250 $60,000 - $79,500 3.3%

Internet & E-Commerce

Programmer/Analyst $57,250 - $95,000 $57,750 - $92,250 -1.5%
Senior Internet/Intranet Developer $69,250 -$100,000 $67,500 - $97,500 -2.5%
Internet/Intranet Developer $57,500 - $75,000 $57,500 - $75,000 0.0%
Internet/Intranet Administrator $56,750 - $74,250 $57,000 - $74,000 0.0%
Electronic Data Interchange (EDI) Specialist $56,500 - $76,250 $56,750 - $77,250 0.9%
E-Commerce Analyst $51,000 - $72,250 $52,750 - $75,000 3.7%
E-mail/Groupware Administrator $45,000 - $68,000 $45,000 - $68,500 0.4%

Networking/Telecommunications

Network Architect $63,000 - $96,750 $62,500 - $96,250 -0.6%
Network Manager $65,000 - $90,750 $65,000 - $88,750 -1.3%
Network Engineer $56,500 - $78,500 $56,500 - $77,500 -0.7%
LAN Administrator $38,000 - $65,000 $37,500 - $65,000 -0.5%
LAN/WAN Administrator $42,000 - $75,250 $42,000 - $74,750 -0.4%
Telecommunications Manager $72,500 - $86,250 $72,000 - $85,750 -0.6%
Telecommunications Specialist $58,750 - $79,250 $57,000 - $78,250 -2.0%
Operations

Senior Manager $65,000 - $90,000 $66,500 - $88,500 0.0%
Manager $55,000 - $65,000 $55,750 - $64,500 0.2%
Computer Operator $30,000 - $45,000 $30,000 - $45,000 0.0%

Add 5 — 15 percent for Java development skills, 5 — 10 percent for ColdFusion, 5 — 10 percent for XML, and 5 — 10 percent for Active Server Page.
Add 5 — 15 percent for Cisco Certified Internetwork Expert designation.
Add 10 — 15 percent for UNIX administration skills, 5 — 10 percent for Linux, and 5 — 15 percent for Windows 2000.

Note: All salary ranges on pages 23 — 25 are listed in Canadian dollars.
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SALARIES FOR IT PROFESSIONALS IN CANADA

INFORMATION TECHNOLOGY

Title 2001 2002 % Change
Security

Data Security Analyst $59,500 - $78,000 $60,000 - $81,250 2.7%
Systems Security Administrator $57,750 - $80,750 $58,250 - $83,250 2.2%
Network Security Administrator $61,000 - $91,250 $62,250 - $94,250 2.8%

Software Development

Product Manager $82,000 - $117,000 $80,250 -$115,750 -1.5%
Pre- & Post-Sales Consultant $45,000 - $70,000 $45,000 - $69,500 -0.4%
Product Support $46,750 - $69,000 $46,500 - $69,250 0.0%
Software Engineer $50,000 - $92,500 $52,250 - $87,500 -1.9%
Programmer/Analyst $48,500 - $69,000 $48,500 - $69,500 0.4%
Developer $52,250 - $79,000 $51,500 - $80,750 0.8%

Technical Services, Help Desk & Technical Support

Manager $71,750 - $95,000 $69,250 - $94,500 -1.8%
Desktop Support Analyst $57,250 - $73,500 $56,500 - $73,250 -0.8%
Systems Administrator $48,500 - $72,750 $49,250 - $72,500 0.4%
Help Desk Tier 1 $31,250 - $35,500 $31,750 - $37,500 3.7%
Help Desk Tier 2 $39,000 - $48,000 $39,000 - $48,000 0.0%
Help Desk Tier 3 $51,500 - $58,250 $50,000 - $62,500 2.5%
Technical Writer $39,250 - $57,750 $40,000 - $58,500 1.5%
Instructor/Trainer $45,000 - $75,000 $45,000 - $73,750 -1.0%
PC Technician $36,750 - $49,250 $36,000 - $48,250 -2.0%

Add 5 — 10 percent for C++ development skills, 5 — 10 percent for XML, 5 — 10 percent for Visual Basic, 5 — 10 percent for ColdFusion, 5 — 15 percent for
Java, and 5 — 10 percent for Active Server Page.

Add 5 — 15 percent for Cisco Certified Internetwork Expert designation.
Add 10 — 15 percent for UNIX administration skills, 5 — 10 percent for Linux, and 5 — 15 percent for Windows 2000.

Note: All salary ranges on pages 23 — 25 are listed in Canadian dollars.
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..r'; Regional Hiring Trends — Canada

Demand for skilled IT professionals remains healthy as businesses leverage technology to enhance
revenue and reduce fixed costs. In particular, firms are actively recruiting individuals with strong C++,
Visual Basic and database development skills (Oracle, SQL, Informix, Sybase) for initiatives including
customer relationship management and e-procurement. Business analysts are also needed across the
country to re-evaluate short- and long-term IT strategies. Candidates who possess solid interpersonal
skills, in addition to technical expertise, are particularly marketable.

Financial services and utilities firms in the greater Toronto area are reporting strong demand for
e-business specialists and project managers. In Ottawa, while employment growth in the telecommu-
nications and technology sectors stalled somewhat in 2001, government services firms and the non-
technical private sector are seeing increased hiring activity, particularly for individuals able to assist with
upgrades to network infrastructures. Montréal’s financial services and manufacturing industries are
also witnessing active IT hiring levels.

In Calgary, natural resources firms are seeking systems administrators, programmers and database
specialists. Edmonton is seeing the most activity in the energy sector as well as among business serv-
ices. Firms in Vancouver’s forestry, mining and high-tech sectors are experiencing demand for a wide
range of technology professionals, particularly in the area of online development.

Below is a cost-of-living index for selected Canadian cities. This information reflects cost-of-living
variances in urban areas and takes into account costs for grocery items, housing, utilities, transporta-
tion and miscellaneous services. The average for all cities in Canada is 100.

These figures can be used to determine commensurate salaries for various locations.

Calculating the Canadian Salary Range
Current Salary x (City B/City A) = New Salary

For example, if your firm is relocating a database administrator earning $78,750 from Montréal (City
A, 91.8) to Toronto (City B, 118.5), apply the following formula to determine the salary this person
would need in order to maintain a comparable standard of living.

$78,750 x (118.5/91.8) = $101,654
The comparable salary for the database administrator is $101,654.

COST-OF-LIVING INDEX — SELECTED CANADIAN CITIES

Calgary................. 118.1 Québec City .............. 89.1 Vancouver............... 1135
Charlottetown/Summerside . . . 83.0 Regina.................. 106.6 Victoria. . ... 99.6
Edmonton............... 111.8 SaintJohn................ 86.0 Whitehorse . ............. 112.0
Halifax .................. 97.4 Saskatoon................ 92.5 Winnipeg . ............... CRIS)
Montréal ................ 91.8 St.John's............... 101.5 Yellowknife .............. 157.9
Ottawa ................. 120.2 Toronto . . ... 1185

Source: Statistics Canada and RHI Consulting
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# Meeting Your Staffing Needs

In today’s business environment, the success of an organization is often determined by its ability to
react to changing market conditions and remain competitive. Forecasting and flexibility are especially
critical as these environmental factors require continual reassessment of human resource needs.
Nowhere is this more true than within a corporate information technology department. Today, IT exec-
utives are ensuring flexibility through the long-term planning and management of their personnel needs
with a practice called strategic staffing.

Technology managers must maintain the right combination of talent to improve quality of service,
satisfy user demands and capitalize on emerging business opportunities. At the same time, they must
avoid overhiring, which can lead to layoffs. The key is to develop a strategic staffing plan that
emphasizes careful hiring decisions through a well-chosen mix of full-time and project employees.

Complementing regular staff with specialized IT consultants offers a cost-effective way to bring
together the experience companies need to complete current and backlogged technology initiatives as
well as continue progress toward long-term goals. This assistance is ideal for short-term projects, peak
workload periods, employee absences

and dUring JOb searches for full-time I ——

staff. In addition to receiving immedi- ClOs were asked, “How long does it take, on
ate access to specialized experience, average, to fill a full-time position within your
many companies also find contract IT department?” The mean responses were:
professionals an excellent source of ] ) -
candidates for open full-time positions = 43 days to fill a full-time staff-level position
since they can be observed and evalu- = 59 days to fill a full-time manager position
ated on the job over an extended peri-

od of time.

Source: RHI Consulting U.S. and Canadian survey of more than 1,650 CIOs from compa-
Strategic staffing provides flexibility e ¥ more than 100 employees

in managing human resource expenses.

By using IT consultants, a company can

convert a portion of its largest fixed cost — labor — into a variable expense that’s tied to workload peaks

and valleys. This can offer a tremendous competitive advantage.

With more than 30 years’ experience placing IT professionals, RHI Consulting is ideally
positioned to address your specialized technology staffing needs. Our account executives typically
possess industry backgrounds, which allows them to help companies better identify their requirements
and locate the best project and full-time professionals to meet those needs.

As a business unit of Robert Half International Inc., the world’s first and largest specialized staffing
firm, RHI Consulting is backed by a history of proven excellence. We have more than 100
locations throughout North America, Europe and Australia, and offer online recruiting and job search
services at www.rhic.com.
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;’; Technology’s Leading Resource

RHI Consulting is a business unit of Robert Half International Inc., the industry’s leading resource on
hiring and employment trends for more than 50 years. Our chairman and CEO, Max Messmer, is a wide-
ly published author and columnist. His most recent book, Motivating Employees For Dummies® (Hungry
Minds, Inc.), gives advice for managers on building a strong and motivated workforce. His other books
include Managing Your Career For Dummies®, Job Hunting For Dummies®, 2nd Edition, Human
Resources Kit For Dummies® (Hungry Minds, Inc.); and The Fast Forward MBA in Hiring (John Wiley &
Sons, Inc.).

In addition to the annual Salary Guide, RHI Consulting provides career and management-related
information to its clients through complimentary publications, including Hiring Smart and Keeping Your
Best People. For job seekers, our career management resources include the IT Career Guide: Success
Strategies for Technology Professionals and Developing Soft Skills for Technology Professionals. To iden-
tify current trends in hiring and employment, RHI Consulting regularly conducts extensive research and
national surveys on workplace-related topics and shares this information with clients, candidates and
the media.

For more information about our professional services and resources, contact a local RHI Consulting
office or visit our web site at www.rhic.com.
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u Office Directory

ALABAMA
Birmingham

Carlsbad . ...............

SanJose ...............
SanMateo..............
Scripps Ranch
Stockton. . ...l
Walnut Creek . ...........
Westlake Village . . ........
Westwood . .............

COLORADO

Denver.................

CONNECTICUT

Hartford ................
Stamford ...............
DELAWARE

Wilmington. . ............

DISTRICT OF COLUMBIA
Washington, D.C. .........

FLORIDA
Fort Lauderdale

Tampa

GEORGIA
Atlanta-Buckhead ... ......

ILLINOIS
Chicago

Hoffman Estates . .........
Northbrook . .............
Oakbrook Terrace

INDIANA
Indianapolis. . ............

IOWA
Cedar Rapids
Des Moines

KENTUCKY
Louisville. . . .............

MARYLAND

Baltimore ...............
Columbia ...............
Rockville. . ..............

(205) 967-1001

(602) 224-2486
(520) 877-5035

(760) 603-9434
(510) 744-9755
(949) 476-0879
(858) 558-6990
(510) 839-5975
(909) 945-2272
(925) 847-1522
(916) 922-3147
(415) 434-4940
(408) 271-9063
(650) 573-0551
(858) 547-1187
(209) 474-0119
(925) 930-0803
(805) 496-4525
(310) 209-6838

(303) 417-0577
(719) 532-0222
(303) 296-2345
(303) 221-2700

(860) 278-0300
(203) 356-9500

(302) 791-0171
(202) 626-0250

(954) 763-5578
(904) 997-9960
(305) 774-7860
(407) 849-2983
(813) 636-5020
(561) 366-1093

(404) 846-9010

(312) 616-7974
(847) 839-0387
(847) 480-1774
(630) 261-3760

(317) 687-3275

(319) 362-8606
(515) 223-9525

(502) 394-0525

(410) 783-6290
(410) 720-6005
(301) 590-9313

MASSACHUSETTS

Boston ................. (617) 439-3000
Lexington . .............. (781) 274-7800
MICHIGAN

Grand Rapids .. (616) 451-7000
Southfield. ... .... .. (248) 372-7501
TOY e (248) 689-4290
MINNESOTA

Bloomington (612) 861-3200
Minneapolis .. (612) 359-4960
Plymouth ............... (763) 543-9606
MISSOURI

Creve Coeur ............. (314) 205-1770
NEBRASKA

Omaha................. (402) 493-4933
NEVADA

lasVegas............... (702) 866-2869

NEW HAMPSHIRE

Portsmouth ............. (603) 433-6600
NEW JERSEY

Mt Laurel. .............. (856) 439-9595
Paramus......... .. (201) 843-7776
Woodbridge (732) 634-9211
NEW MEXICO

Albuquerque . . ........... (505) 888-6225
NEW YORK

Albany .. . (518) 432-7442

Melville. ... ... ... .. (631)547-5680

(518)

_ .. (631)
New York-Midtown ... ....(212) 687-7072
Rochester ......... . (716) 232-4140
White Plains ............ (914) 761-7300
NORTH CAROLINA
Charlotte. . .............. (704) 342-7982
Greenshoro .. (336) 931-1060
Raleigh................. (919) 782-5111
OHIO
Akron........... .. (330) 253-8160
Cincinnati .. (513) 621-6890
Cleveland .. (216) 621-6633
Columbus .. (614) 365-7442
Dayton.......... .. (937) 224-7442
Worthington . ... ......... (614) 854-0020
OKLAHOMA
Oklahoma City ........... (405) 236-0202
Tulsa. . ..o (918) 493-2411
OREGON
Beaverton .. (503) 892-9778
Portland ................ (503) 222-0946
PENNSYLVANIA
King of Prussia (610) 337-3650
Philadelphia .. (215) 568-1513
Pittsburgh. . ............. (412) 471-0888

RHODE ISLAND
Providence .............. (401) 273-4000

SOUTH CAROLINA
Greenville . .............. (864) 232-7442

TENNESSEE

Memphis ............... (901) 759-2332
Nashville-West End. . ... ... (615) 385-1977
TEXAS

Austin. . ... (512) 477-3389
Dallas-Downtown . . .. ... .. (214) 468-9191
Dallas-Galleria. . .......... (972) 503-3787
FortWorth .............. (817) 336-1818
Greenspoint ............. (281) 448-0077
Houston-Downtown . ... ... (713) 658-0011
Houston-Galleria ... ....... (713) 993-1888
Houston-West ........... (281) 679-9321
Irving (972) 518-1787
Richardson . . (972) 480-9576
San Antonio (210) 696-1134
UTAH

Salt Lake City . ........... (801) 364-5490
VIRGINIA

Arlington ............... (703) 243-4001
Dulles..........coovvns (703) 796-6591
Richmond-West .......... (804) 747-9500
Tysons Corner............ (703) 847-0271
WASHINGTON

Bellevue ................ (425) 401-2941
Seattle . ................ (206) 749-9260
WISCONSIN

Brookfield . .............. (262) 821-9349
Madison-West ........... (608) 827-8882
Milwaukee . ............. (414) 271-9670

INTERNATIONAL OFFICES

AUSTRALIA

Melbourne 011-613-9691-3691
Sydney.............. 011-612-9240-0626
CANADA

ALBERTA

Calgary................. (403) 237-7500
Edmonton............... (780) 423-1466
BRITISH COLUMBIA

Vancouver. .............. (604) 688-5256
ONTARIO

Mississauga . . ........... (905) 273-4092
North York .............. (416) 227-0581
oftawa. ................ (613) 236-7442
Toronto. ...t (416) 350-8143
QUEBEC

Montréal. . .............. (514) 875-8588
FRANCE

Paris. ............... 011-331-5504-1818

UNITED KINGDOM
London-West End . . . . 011-44-207-389-6900

CORPORATE OFFICE
RHI CONSULTING

2884 Sand Hill Road

Menlo Park, California 94025
USA.

(650) 234-6000
www.rhic.com
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