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You know the difference between hiring an Impact Player and settling for a "good
enough" finance leader? One reduces your close cycle by 30% while improving forecast
accuracy and building the infrastructure that carries your company from Series B to
IPO. The other costs you hundreds of thousands in lost productivity, missed strategic
milestones, and team attrition, with executive mis-hires costing 10 to 15 times their
salary in derailed initiatives and cultural damage.

Here is the situation for West Coast hardware, manufacturing, and med device
companies: 93% of finance leaders report a talent shortage. The CPA candidate pipeline
has contracted by more than 30% since 2016. Senior finance roles now take 90-120
days or longer to fill. And the challenge compounds in your world because most Bay
Area finance talent comes from SaaS and software backgrounds. The intersection of
deep finance expertise and real operational experience in physical product companies
is exceptionally rare.

If you are posting job ads and waiting, you are fighting over a fraction of the available
market. Nearly 37% of the workforce are passive candidates who will never see your
posting but will consider the right opportunity when approached by a trusted specialist
who understands their world.

This guide gives you:

The 5-Step Framework for securing finance leaders in hardware and manufacturing
before your competitors post the job
How to access the hidden passive talent pool that traditional recruiting methods
miss entirely
A pipeline strategy that keeps your finance leadership bench strong year-round
The 5 costly mistakes that derail executive finance hires and how to avoid each one

Every day you wait, another VP of Finance or Controller signs with your competition.
The best candidates are off the market in 10 to 21 days once they begin interviewing.
The math is unforgiving.

Let's make sure the next exceptional hire signs with you.

Building Your 2026 Finance Dream Team

01



Dear Finance Leader,

In my decade of placing senior finance and accounting professionals, I have watched the talent
landscape shift dramatically for West Coast hardware, manufacturing, and med device companies.
With 93% of finance leaders reporting an ongoing shortage, senior roles taking 90-120 or more days
to fill, and the CPA pipeline shrinking year over year, the pressure to build high-performing finance
teams has never been greater.

What sets my approach apart starts with where I come from. I am a former CPA who spent 10 years
working in finance and accounting before transitioning into executive search. When you describe
what you need in a Controller who can manage a complex manufacturing close, or a VP of Finance
who understands cost accounting, inventory valuation, and audit preparation for a physical product
company, I am not learning your language. I already speak it.

That background matters more than most people realize. The West Coast market is dominated by
software and SaaS companies. Finding finance leaders with genuine hardware, manufacturing, or
med device operational experience requires a recruiter who can evaluate that experience at a
technical level, not just match keywords on a resume.

Over the past 10 years, I have built a network of senior finance professionals across the Bay Area,
Los Angeles, and San Diego who are not actively job searching but will consider the right
opportunity when someone they trust brings it to them. That network is your competitive
advantage in a market where the best candidates never apply.

Our results reflect what this level of specialization produces: a 90% fill rate from the first batch of
candidates presented, a 70 to 90% interview ratio on submitted candidates, 5 to 8 highly vetted
candidates delivered within two weeks, and searches that typically close in 6 to 12 weeks. These
numbers stand well above industry averages where typical interview rates run 20 to 30% and CPA-
required roles take 73 or more days to fill.

Whether you implement the strategies in this guide on your own or partner with us, my goal is the
same: help you win the talent war in the toughest finance niche on the West Coast.
Let's build your Dream Team.

Sincerely,

Sabina Levin
Founder,
Altitude Search Group
Former CPA | 10 Years in Finance & Accounting |
10 Years in Executive Search 

       sabina@altitudesearchgroup.com 
       (650) 695-3496
       linkedin.com/in/sabinalevin www.altitudesearchgroup.com

A Letter from Sabina Levin
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Picture your company 12 months from now. Now remove your most experienced finance
leaders: the Controller who manages your manufacturing close and keeps your auditors
satisfied, the VP of Finance who built your forecasting models from scratch, the CFO who
guided you through your last funding round.

That is not a worst-case scenario. That is the math playing out across the West Coast right
now.

The Numbers Behind the Crisis

According to recent industry research, 93% of finance and accounting leaders report an
ongoing talent shortage. The CPA candidate pipeline has contracted by more than 30% since
2016, and 75% of currently practicing CPAs will be eligible for retirement within the next 15
years. The accounting unemployment rate sits near 2%, compared to the national average of
roughly 4%. This is a seller's market where the strongest candidates have multiple options and
no urgency to move.

Senior finance roles now take 90-120 or more days to fill. Controller searches routinely push
past 78 days. CFO searches can exceed 90. Meanwhile, 99% of accounting professionals
report experiencing burnout, and nearly half of those who leave their roles cite excessive
hours as the primary driver.

The West Coast Manufacturing Layer

These national numbers tell only part of the story. For hardware, manufacturing, and med
device companies on the West Coast, the challenge has an additional dimension that makes it
significantly harder.

The Bay Area, Los Angeles, and San Diego finance talent pools are overwhelmingly shaped by
software and SaaS companies. Finding a Controller or VP of Finance who genuinely
understands manufacturing cost accounting, inventory valuation, revenue recognition for
physical products, and operational complexity in a scaling environment is a fundamentally
different search than filling the same title at a software company.

The intersection of deep finance expertise and real hardware or manufacturing operational
experience is one of the scarcest skill combinations in the West Coast market. Most finance
leaders have built their careers in software. The ones who have done the work inside physical
product companies, navigated complex supply chains, managed cost structures across

The West Coast Finance Talent Crisis
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production facilities, and prepared financials that reflect the realities of 
manufacturing, are a small and highly sought-after group.

The Real Cost of Getting It Wrong

Replacement costs for senior finance roles range from 100% of salary at the director level to
200% or more for VP and C-suite positions. Research from Harvard Business Review suggests
that failed executive hires can cost organizations 10 to 15 times the individual's annual salary
when factoring in severance, lost productivity, derailed initiatives, and downstream attrition.
For a $300,000 VP of Finance position, the daily vacancy cost can exceed $1,200. Three
months without that leader in place represents more than $100,000 in lost productivity alone,
before counting the premium you will pay when you finally hire out of desperation rather than
strategy.

And in manufacturing, where the finance function directly supports production planning,
inventory management, and capital allocation decisions, a vacancy at the top does not just
slow down reporting. It creates a ripple effect across operations that compounds with every
week the seat remains empty.

The B-Player Trap

Top finance performers deliver two to three times the output of average peers. A strong
Controller builds systems, shortens the close, and creates competitive advantages for the
business. A mediocre one maintains what already exists and hopes nothing breaks.

The deeper problem is that B-player finance leaders repel A-players. Your high performers will
not tolerate carrying someone who cannot keep pace. They leave for stronger teams, and now
you have two positions to fill in a market where filling one takes 90 days.

Settle for one mediocre hire, lose your best people within 18 months, and face multiple open
positions in the tightest finance labor market in a generation. That is the compound cost of
lowering the bar.

Why 2026 Demands Urgency

Most organizations hire the same way: wait until someone leaves, scramble to post the job,
then wonder why they are paying premium prices for mediocre talent. That approach is
expensive under normal conditions. In today's market, it is devastating.

The Proactive Advantage

Research consistently shows that organizations with proactive workforce planning fill roles
faster, at lower cost, and with better outcomes than those relying on reactive hiring. Proactive
companies fill positions approximately three weeks sooner and spend 15 to 20% less per hire.
The reason is straightforward: desperation is expensive.

When you hire reactively, you pay 5 to 11% salary premiums just to get someone in the seat.
You compete with every other company that is also desperate at the same time. You settle for
whoever is available rather than who is best. And you make emotional decisions under
pressure instead of strategic ones with conviction.

For hardware and manufacturing companies on the West Coast, reactive hiring carries an
additional penalty. The talent pool with genuine manufacturing finance experience is already
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small. When you enter that pool under time pressure, your options narrow even 
further, and the candidates who remain know they have leverage.

The Compound Spiral

The real danger is not the individual vacancy. It is the chain reaction that follows.

Month 1: Your Controller leaves. The team absorbs the workload. 
Month 2: Overtime increases. Your senior accountants are stretched thin across close, audit 
                   prep, and daily operations. 
Month 3: Your strongest senior accountant resigns from burnout. 
Month 4: You are down two critical positions and operating in crisis mode. 
Month 5: You are paying premium fees and inflated salaries to fill both roles simultaneously.
Month 6: New hires are onboarding while the team is still recovering. Productivity remains 
                   well below baseline.

What began as a single departure became a six-month spiral that cost the organization
several multiples of what proactive hiring would have prevented.

The Budget Disappearing Act

There is another risk that finance leaders understand intuitively but rarely discuss openly.
That approved headcount you have been sitting on is already being evaluated for reallocation.
Every day you do not act on it is another day leadership questions whether you truly need it.
By the next budget cycle, that Controller position or VP of Finance slot may be absorbed into
another department's priorities.

In hardware and manufacturing environments, where capital allocation decisions are
scrutinized closely, unused headcount approvals rarely survive two consecutive quarters.

Strike While Others Are Complacent

The best time to hire is not when everyone else is hiring. It is when you are strategic and they
are still deliberating.

The best candidates are off the market within 10 to 21 days once they begin actively
interviewing. Senior finance roles take 90-120 or more days to fill through conventional
methods. If you wait until the need is urgent, add another 30 days and 20% to the
compensation package.

The companies that consistently secure top finance talent on the West Coast are not luckier
than their competitors. They are earlier. They build relationships with candidates before there
is an opening. They move decisively when others are still scheduling internal alignment
meetings. And they invest in talent acquisition as a strategic function rather than treating it
as an administrative task that begins after someone gives notice.

They are building their 2026 finance teams right now. The question is whether you will be
competing with them or behind them.

Building Your 2026 Finance Dream Team
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Most organizations approach executive finance hiring like a transaction: post the role, review
applications, interview whoever shows up, and hope for the best. That approach produces a
50% success rate at the senior level. The framework below is designed for West Coast
hardware, manufacturing, and med device companies that cannot afford to get it wrong. It
reflects what consistently delivers 70 to 90% interview rates and searches that close in 6 to 12
weeks.

Step 1: Define Success Beyond the Job Description

Impact Players do not respond to laundry lists of duties. They respond to challenges worth
solving.

Stop listing responsibilities. Start defining outcomes. Instead of "Manage month-end close,"
write "Reduce close cycle from 12 days to 7 while improving accuracy and building repeatable
processes that scale with the business." Instead of "Oversee financial reporting," write "Build
the financial reporting infrastructure that positions the company for Series C diligence within
18 months."

Build a performance profile. Define what this person needs to accomplish quantifiably in their
first 12 to 24 months. Then backwards-engineer the seven to ten core competencies required
to accomplish those outcomes. That becomes your scorecard, and every candidate is
evaluated against it consistently.

For hardware and manufacturing companies, this step matters more than in most industries.
A Controller at a SaaS company and a Controller at a med device manufacturer are
fundamentally different roles requiring different operational experience. Your performance
profile needs to capture that distinction explicitly, including manufacturing cost accounting,
inventory management, supply chain financial oversight, and regulatory compliance where
applicable.

Step 2: Access the Hidden Passive Talent Pool

Roughly 37% of the workforce are passive candidates. In senior finance, that percentage
skews higher. These professionals are delivering strategic value in their current roles,
performing well, and not scanning job boards. Yet more than half of them would consider the
right opportunity if it were presented by someone they trust and who understands their
expertise.

Building Your 2026 Finance Dream Team
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These are your best potential hires, and they will never see your posting.

Build a competitor talent map specific to your market. Identify the 15 to 20 hardware,
manufacturing, and med device companies on the West Coast whose finance leadership 
you respect. Track their organizational changes. When a competitor announces 
restructuring, a leadership departure, or an acquisition, you want to know which finance
professionals may be open to a conversation.

Engage where this talent congregates: state CPA societies, CFO and Controller roundtables,
finance conferences with a manufacturing or operations focus, and alumni networks from Bay
Area, LA, and San Diego companies in your sector.

The reality is that specialized finance leaders in hardware and manufacturing receive recruiter
outreach regularly. Most of it comes from generalists who do not understand their world. The
outreach that gets a response comes from someone who can speak credibly about their
specific challenges. That is where a specialist with a finance background and deep niche
relationships changes the equation entirely.

Step 3: Assess for Technical Competency AND Operational Fit

Gut-feel interviewing produces roughly a coin flip in outcomes. Structured assessment gets
you above 90%.

Use the scorecard from Step 1 in every interview. Score each candidate immediately after the
conversation. Compare scores across your interview team rather than trading impressions in a
conference room, which tends to reward charisma over substance.

Design role-specific evaluations that reveal real capability:

For Controllers: Walk through your current close process and ask the candidate to identify
bottlenecks and propose improvements. Present a manufacturing cost accounting scenario
and evaluate their depth of understanding.

For VPs of Finance: Present a strategic scenario involving capital allocation, production
scaling, and financial planning. Evaluate how they balance operational demands with forward-
looking analysis.

For CFOs: Discuss a board-level financial strategy challenge relevant to your growth stage.
Assess how they communicate complex financial information to non-finance stakeholders.
Invest in thorough reference checking. Contact former colleagues and previous supervisors
who are not on the candidate's provided list. Ask directly: "If you could hire this person again
tomorrow, would you?" Listen carefully for hesitation. Ninety minutes of diligence on
references can save you from a mistake that costs several hundred thousand dollars and sets
your team back by a year.

Step 4: Sell the Opportunity, Not Just the Compensation

Compensation gets you into the conversation. It does not close the deal with Impact Players.
Research shows that nearly half of finance professionals are confident they could find a new
role if they wanted one. They can afford to wait for something compelling. To win them, you
need to sell what money alone cannot buy.

Building Your 2026 Finance Dream Team
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Four motivators that move senior finance talent:

Autonomy. "Own the financial strategy for a $200M hardware company preparing
for its next growth phase."
Mastery. "Build the finance infrastructure from the ground up, including systems, processes,
and the team itself."
Purpose. "Your decisions directly impact production, capital allocation, and the trajectory of a
company making physical products that matter."
Impact. "This is not a maintenance role. You are building something that does not exist yet."
For manufacturing and med device companies, equity participation and the opportunity to be
part of a company's growth from early stage to IPO are powerful differentiators. Lean into
them. Be honest about the challenges, including pace, resource constraints, and the
operational complexity of hardware, while framing them as exactly why this role requires
someone exceptional.

Step 5: Lock Down Your Impact Players

The verbal offer is not the finish line. It is the beginning of the most vulnerable phase of the
process.

Follow the acceptance sequence: secure verbal commitment before issuing the written offer.
Address every concern immediately and directly. Conduct at least two counter-offer
preparation conversations before the candidate gives notice. Connect them with future
teammates before their start date. Begin onboarding touchpoints immediately.

Counter-offer inoculation is essential. Research indicates that 80% of candidates who accept
a counteroffer from their current employer leave again within six to 12 months. Have this
conversation before their manager has it:

"Your current company will likely counter with more money. Consider what that changes. The
growth limitations that made you open to this conversation do not disappear. The leadership
dynamics remain the same. The strategic ceiling is still there. A higher salary delays the
decision but does not resolve the reason you were ready to move."

For West Coast manufacturing companies competing against well-funded software firms for
finance talent, the counter-offer conversation is especially critical. Prepare candidates for the
possibility and ensure they have internalized why this opportunity aligns with what they
actually want from their career, not just what they want from their next paycheck.

10-Point Hiring Checklist

1.Success defined as measurable outcomes, not a list of duties
2.Performance profile built with 7 to 10 core competencies
3.Competitor talent map created for your West Coast market
4.Scorecard criteria established before interviews begin
5.Interview team aligned on evaluation process
6.Role-specific assessment scenarios designed
7.Reference strategy planned, including backdoor references
8.Offer strategy documented with compensation rationale
9.Counter-offer discussion prepared and rehearsed

10.30-60-90 day onboarding plan ready before the start date
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The difference between a specialist and a generalist recruiter is
not a matter of preference. It is a difference in outcomes.
Research from SHRM shows that companies using specialized
recruiters for professional roles experience 29% higher retention
and fill positions approximately 30% faster. In a niche as narrow as
finance leadership for West Coast hardware and manufacturing
companies, that performance gap widens further.

Understanding Your World

A specialist recruiter does not just know your industry. They
operate inside it every day.

With a CPA background and a decade of experience in finance and
accounting before transitioning to executive search, I evaluate
candidates the way a finance leader would, not the way a recruiter
typically does. I know why a Controller from a SaaS company is not
interchangeable with one from a manufacturing environment. I
understand the difference between someone who has managed a
software revenue recognition process and someone who has

The Specialist Advantage

 navigated manufacturing cost accounting, inventory valuation, and multi-entity consolidation
for a physical product company.

When you tell me you need a VP of Finance who can "build the function," I know that means
someone who has done it before in a hardware or manufacturing context, not someone who
scaled a finance team at a software startup where the operational complexity is fundamentally
different.

That technical fluency matters in every phase of the search. It shapes which candidates I
pursue, how I screen them, which questions reveal genuine expertise versus surface-level
familiarity, and how I present candidates to you with context that accelerates your decision-
making rather than adding noise.

The Network Effect

In a talent pool this small, access is everything. The best finance leaders for West Coast
hardware and manufacturing companies are not responding to job postings or generalist
recruiter outreach. They are succeeding in their current roles and ignoring most of what lands
in their inbox.

The only reliable way to reach them is through relationships built over years of operating in this
specific niche. When I contact a passive candidate, I am not making a cold introduction. I am
reconnecting with a professional who trusts my judgment because I have demonstrated an
understanding of their career, their market, and the types of opportunities that would
genuinely warrant their attention.

That trust converts into candidates who actually engage with your opportunity rather than
dismissing another recruiter's message.



Results That Reflect Specialization

Our metrics demonstrate what this level of focus produces: a 90% fill rate from 
the first batch of candidates presented, 70 to 90% of submitted candidates advancing to
interviews, 5 to 8 highly vetted candidates delivered within two weeks, and searches that
typically close in 6 to 12 weeks. We review more than 1,000 profiles per search and screen 20
to 30 candidates through 30 to 45-minute video calls before presenting the final shortlist.

These numbers reflect what happens when a recruiter works exclusively in one niche, takes
no more than two to three searches at a time, and brings genuine technical expertise to every
evaluation. The specialist advantage is not a marginal improvement. It is a structural one.

Building Your 2026 Finance Dream Team
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With 93% of finance leaders reporting talent shortages and senior
roles taking 90-120 or more days to fill, you cannot solve this
challenge with just-in-time hiring. You need a pipeline, not a panic
button.

Workforce Planning for Hardware and Manufacturing

Real planning means getting ahead of departures you can already
see coming.

Start with retirements. Seventy-five percent of currently
practicing CPAs will be eligible for retirement within the next 15
years. Survey your senior finance team. Many will share their
timeline candidly if you ask. For manufacturing companies where
institutional knowledge about cost structures, vendor
relationships, and operational processes is concentrated in a few
key people, losing a retiring Controller without a succession plan
creates a knowledge gap that takes years to close.

Building Your Finance Leadership Pipeline

Plan for promotions. Your strong senior accountant or Director of Finance will not stay at that
level indefinitely. Map their advancement path and begin identifying their backfill now, not after
they have already stepped into the new role and left their previous responsibilities uncovered.
Anticipate growth positions. That new product line, facility expansion, or acquisition you are
planning for 2026 or 2027 needs finance leadership. The time to begin building relationships
with candidates who could fill those roles is months before the headcount is approved, not
weeks after.

The 70-20-10 Pipeline Rule

Maintain three tiers of candidate relationships at all times:

70% ready-now candidates who could start within 30 days if a position opens. These are
professionals you have already met, evaluated, and identified as strong fits for your
organization.

20% developing prospects who are currently employed and performing well but have expressed
interest in the right future opportunity. These are six-month relationships that require periodic
touchpoints to keep warm.
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six-month relationships that require periodic touchpoints to keep warm.

10% future stars you are tracking at competitors. High-potential finance leaders 
who may not be ready to move today but are building careers that will eventually intersect
with your needs.

When you maintain this pipeline year-round, an urgent need does not mean starting from
zero. It means activating relationships that already exist.

Competitive Intelligence in the West Coast Market

Your competitors' organizational changes are your opportunities.

Track restructuring announcements, leadership departures, and acquisition activity at
hardware, manufacturing, and med device companies across the Bay Area, Los Angeles, and
San Diego. When a competitor announces layoffs, a merger, or a change in executive
leadership, the finance professionals affected by those changes become immediately more
receptive to outreach.

Where to find this intelligence: LinkedIn activity and "open to opportunities" signals, local and
industry business journals, manufacturing and med device trade publications, professional
conferences and CFO roundtables, and state CPA society events across California.

The companies that consistently win the talent war in this niche are not reacting to vacancies.
They are monitoring the market continuously and moving on opportunities before their
competitors recognize them.

The Long Game

Invest two hours per week in pipeline building, or spend 90 or more days in crisis mode when
your VP of Finance accepts an offer elsewhere. The math consistently favors the proactive
approach.

Your 2026 results will not be determined solely by the products you ship, the customers you
sign, or the capital you raise. They will be shaped just as much by the finance leadership
pipeline you build today.

Building Your 2026 Finance Dream Team



Smart finance leaders make avoidable hiring errors. These are the five mistakes I see most
frequently in West Coast hardware, manufacturing, and med device companies, and every one
of them has cost organizations their best talent.

Mistake 1: Waiting for the Unicorn

The search for a candidate who checks every single box is one of the most expensive habits in
executive hiring. Hiring managers reject strong Controllers and VPs of Finance over minor
gaps while the position sits open for months. Meanwhile, a competitor hired the 90% fit
candidate, invested in closing the remaining gaps, and now has a productive leader in the
seat.

In manufacturing finance, where the combination of technical accounting expertise and
operational experience is already rare, holding out for perfection means competing in an
increasingly depleted pool with diminishing leverage.

The fix: Set a clear decision timeline before the search begins. Two rounds of interviews
maximum. Hiring decision within 48 hours of final interviews. Offer extended within one week.
The best candidates will not wait while you deliberate.

Mistake 2: Moving Too Slowly

The strongest candidates are off the market within
10 to 21 days once they begin actively interviewing.
Organizations take 90-120 or more days to fill
senior finance roles. By the time most companies
make a decision, their top two or three choices
have already accepted offers elsewhere.

For West Coast manufacturing companies
competing against well-funded software firms that
move quickly and offer aggressively, slow internal
processes are a structural disadvantage.

The fix: Streamline your decision-making before
launching the search. Empower the hiring manager
to move without multiple rounds of internal
approvals. Use scorecards to replace subjective
debate with structured evaluation. Every week of
delay increases the probability that your top
candidate signs somewhere else.
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Your competitors on the West Coast are making their moves right now.
While you are reading this, another hardware or manufacturing company is
locking down the Controller, VP of Finance, or CFO you will need in the
coming months.

The talent war in manufacturing finance is not approaching. It is here. And
the winners are not the organizations with the largest budgets. They are
the organizations that moved on talent while everyone else waited.

YOU HAVE TWO PATHS FORWARD.

Path 1: Wait until you are desperate. Fight over the same depleted pool of
manufacturing finance talent as every other company that delayed. Pay
premium prices for whoever is available. Watch your best people leave
because they are exhausted from carrying the extra weight. Repeat the
cycle every 18 months while vacancy costs compound.

Path 2: Act strategically. Partner with a specialist who maintains year-
round relationships with senior finance professionals in hardware,
manufacturing, and med device. Access the passive candidates your
competitors cannot reach through job postings or generalist recruiters.
Leverage proven frameworks that consistently deliver results. Build
finance leadership bench strength while the competition scrambles.

The frameworks in this guide work. Our results reflect it: a 90% fill rate from
the first batch of candidates, 70 to 90% of submitted candidates advancing
to interviews, 5 to 8 highly vetted candidates delivered within two weeks,
searches closing in 6 to 12 weeks, and more than 1,000 profiles reviewed
per search to ensure you see the strongest options the market has to offer.

Your next move determines your outcome.
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Sabina Levin
Founder,
Altitude Search Group
Former CPA | 10 Years in Finance & Accounting |
10 Years in Executive Search 

       sabina@altitudesearchgroup.com 
       (650) 695-3496
       www.altitudesearchgroup.com
       linkedin.com/in/sabinalevin www.altitudesearchgroup.com

Talent Needs Call. For CEOs, CFOs, and Heads of Finance who need to fill a
critical finance leadership role now. We will discuss your specific position,
what is working in your current approach, what is not, and whether a
partnership makes sense for your situation.

Strategy Call. For finance executives who want to understand the West
Coast talent market more deeply. We will explore compensation trends in
hardware and manufacturing, discuss why job postings reach only a
fraction of potential candidates, and help you develop a proactive talent
strategy that positions you ahead of competitors.

Leadership Call. For senior finance professionals considering their next
career move. Whether you are transitioning from a software company into
manufacturing, stepping into a VP or CFO role, or exploring opportunities in
med device and hardware, we will help you evaluate the landscape and
identify the right fit.
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