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DEB BESEMER is President and CEO of BrassRing, a leading provider of talent
management solutions. Prior to being named President and CEO of BrassRing, Ms.
Besemer was President and CEO of BrassRing Systems, the recruitment software unit
of BrassRing. Under her leadership, BrassRing has grown into one of the most
comprehensive software/services solution providers in the human capital management
market. Software revenues have grown consistently during every year of her tenure,
highlighted by 400% growth between 1999 and 2000. Under Ms. Besemer’s guidance,
BrassRing has assumed and retained a position of leadership among talent
management Application Service Providers (ASPs). Ms. Besemer brings to BrassRing
more than 20 years of experience in building and growing software companies. Prior
to joining BrassRing Systems, Ms. Besemer spent more than a decade at Lotus, where
she managed a business unit with revenues in excess of $1.3 billion and more than 4,000 employees in 46
countries. She is a former Chairwoman of the Massachusetts Software Council and currently serves as a Trustee
and the Chairperson of the Nominating Committee. She is an active member of the University of Massachusetts
High Tech Executive Council. In addition, she is a former Director of Kubisoft, Inc., Eprise Corporation and the
Massachusetts Software Council Fellowship Program, an initiative to retrain people for jobs in software and the

Internet. Ms. Besemer holds an M.B.A. from Rutgers University and a B.A. from Cedar Crest College.

TWST: What is BrassRing?

Ms. Besemer: BrassRing is in the business of providing
talent management technology and services to large, complex, orga-
nizations. So, what that means is that we provide software, expertise
and outsourced recruiting services to larger organizations that have
complex recruiting and staffing processes, so that they can manage
that entire process more efficiently and effectively. We differentiate
ourselves by a philosophy called Workforce by Design ™, which es-
tablishes a vision that companies can design their own perfect work-
force through a combination of technology and services. It takesalot
of hard work, and it takes expertise, but getting the right people into
the right jobs ought to be the priority for any organization that de-
pends on people for its success. So, Workforce by Design is how we
differentiate ourselves from other companies — that we provide
more than just software — as there are a lot of companies out there

that solely provide software. We provide software, expertise, and,
most recently, we entered the outsourcing business to do outsourced
talent management for companies.

TWST: In the back of my mind, | keep hearing that job
satisfaction equalsjob retention. Isthat part of the process?

Ms. Besemer: Yes, it's part of the process, and is now being
caled internal mobility. It is one of the things for which we provide
both the technology and services. Internal mobility is how companies
provide career paths for employees. For example, for many employ-
ees, a large portion of job satisfaction comes from continuous learn-
ing and advancement within a company. One of the things that we
encourage our clients to do is — before they go to the outside world
to find a candidate for ajob — to really actively look within their ex-
isting employee base to see who they already have on staff who might
be the appropriate recipient of a career advancement opportunity.
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TWST: What size company needs this, uses this, what
do you see as your typical client today?

Ms. Besemer: For us, the typical client is not always de-
fined by size. It'susually defined by complexity. So, the more com-
plex the talent management processes are within a company, the
better the ROI they will get from the technology and services that
we offer. So, what defines complexity? Certainly one definition is
size. Another factor is process. How many people are involved in
the hiring decision? And, are both recruiters and hiring managersin-
volved? If you think about when you or anybody interviews for a
job, how many people are involved in the decision to hire you. An-
other form of complexity is geographic. For example, a multina-
tional company with various divisions in multiple countries.
BrassRing is often the better choice for large multinational compa-
nies that have a complex environment. But some smaller companies
can have complex hiring and talent management processes by the
nature of the business they are in. For example, a firm that cares a
lot about assessment and that has a high level of organizational com-
plexity. The firm that assesses every candidate that comesin, giving
them personality tests, seeking to understand that the candidate fits
culturally in the company. Government contractors have levels of
background checking and security that make the hiring process
more complex. So, again, our target market is really around the
complexity of the hiring process.

TWST: How do you find your clients? How do clients
find you? Are there headhunters out there that look at organiza-
tions that you know, you are asking for this job or this position
and these talents, but realistically from our experience, you are
not asking the right question and BrassRing could not only help
you under stand the questions but provide some of those answer s?

Ms. Besemer: There is a small market of companies that
are complex enough to generate a large ROI on our technology and
services. So, it tends to be the Global 2000 or 3000 largest compa-
nies. In each of those companies, there tends to be somebody in
charge of worldwide talent management. And so, for us, it is making
sure those 3,000 people know who we are and marketing directly to
them. And, most of them do know who we are. We are aleader in our
industry. Then it's up to us to convince them that investing in our
technology and services will improve their results.

TWST: Is that person usually within the human re-
sources area or can it be in the other operational or executive
areas of the company?

Ms. Besemer: It is usualy in the human resources area.
Typicaly, the Head of Talent Management reports to the Vice Presi-
dent of Human Resources. Other people who are involved in the de-
cision to work with us tend to be the IT group, because what we do
istechnology based, and the CFO, because the CFO istypically look-
ing for the return on investment.

TWST: What's the difference between managing
knowledge inside of a company and managing its talent?
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Ms. Besemer: They are very similar in that, in each case,
you are trying to take information and make it a corporate asset. So,
for example, if you are in knowledge management, you want to make
information about clients and products available throughout the or-
ganization as a corporate asset. In talent management, you want to
know everything that you can about the skills and abilities and per-
formance of your employees and external candidates. It starts with
having a very good database of information that you can turn into
knowledge and an asset to your company.

TWST: We've spoken in the past with companies that
can go into an organization, look at the documentsrelated to in-
dividuals, look for key words, look for threads of communica-
tion, look for who they interact with within — inside their own
organization and outside of the organization and actually create
a sort of a profile of topics or subjects or knowledge areas for
each person, isthat what you are discussing here?

Ms. Besemer: It is similar to that. Since | have a back-
ground in that area, | know it fairly well. 1t's similar because what
you are looking at isa profile of not only your own workforce but the
people who are interested in working for you. So, again, you are
right. You would look for the common thread. For example, you
would look at the people that have indicated an interest in working at
your company, and determine how many of them have the following
characteristics — PhDs versus master’s versus bachelor’s degrees;
how many of them have a certain number of years experience; and
you would profile which are the candidates that are interested in
working at our company. Likewise, of course, you can do this type of
profiling for the people who aready work for your company.

TWST: Sure. With BrassRing, specifically, what wasthe
genesis of the company? How did it get started? What’s been its
funding history?

Ms. Besemer: The Company began through the uniting of
three media companies and one venture capita firm. They were our
initial investors and our owners, and have remained as such to this day.

TWST: | was just curious how long you have been in
businessin this area and what precipitated BrassRing?

Ms. Besemer: Well, BrassRing was formed five-and-a-
half years ago. What originally precipitated the formation of the
technology business — of which we are the industry leaders —
goes back to the days of career fairs. At acareer fair, the candidates
would come and bring their resume, and recruiters would leave the
career fair with a stack of resumes. The genesis of this company
was to take those resumes and convert them in an electronic format,
put them on a diskette, and give them to the companies who had
come to the career fair. This company was then purchased by a ca-
reer fair company that, in turn, was then purchased by Kaplan,
which was owned by the Washington Post. A few ClOs from the
Washington Post and Kaplan went and looked at this career fair
company they had bought and said, “Wow, look at this technology
they have.” These two gentlemen envisioned what this company
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could be in terms of taking these resumes, building the software
around it, and making it accessible to your browser on the web to
find the right candidates. That grew into not just finding the right
candidates, but also managing the entire recruitment process. That
was the genesis of the company.

TWST: Very nice. What's the agenda at this point for
BrassRing? What are your priorities, what would make the next
12 to 24 months a success?

Ms. Besemer: Well, our number one priority isto maintain
BrassRing's leadership position as the choice for large complex or-
ganizations, and increasing our importance to them. And — with the
coming labor shortage that most agree is already upon us — raise
top executive awareness of the importance of retaining and attract-
ing talent in organizations to make it a top priority. Our goal is to
maintain our leadership position in terms of technology, services
and outsourcing.

TWST: Introduce us to your top-level management
team, yourself and a few of your cohorts, focus on experiencein
leader ship credentials. And also your assessment as you look at
that team, are they areas today you are looking — bench
strengths, skill setsto add or augment? Do you apply the talents
to your technology to your self?

Ms. Besemer: BrassRing has a very complete manage-
ment team. Each of the executives in the Company has over 20
years' experience in either technology or in talent management.
John Haworth is our executive in charge of Strategy and Marketing.
John has over 20 years' experience again in technology as it's ap-
plied to the human resources function. Gary Cormier, is both our
Head of Human Resources and the Head of our Consulting busi-
ness, as he knows what heads of corporate human resources want.
He has 20 years' experience in human resources. Jan Wahby isin
charge of our worldwide Sales activities with 20 years experience
in the staffing industry. Steve Turner, our Chief Technology Officer
has 20 years' experience in building enterprise level software. Dick
Goldman, our Chief Financial Officer, has over 20 years experi-
ence including being CFO at a number of high-tech companies in-
cluding Pegasystems, PictureTel, Giga Information Group and
Prime Computer. So, as you can see, we have a combination of
technology and staffing. Certainly every one of us has run our func-
tion at a larger company, and we all have every intention bringing
BrassRing to that next level.

TWST: What is the competitive landscape, who do you
consider competition? Who istrying or has a similar technology
or services for customers today? You mentioned the differentia-
tor, can you relate that more to that competitive landscape?

Ms. Besemer: Yes. We have to segment our competitors,
because there is no other company that has both the technology and
the expertise, particularly to do outsourced talent management. We
have a group of competitors that are software companies, and then
we have a group of competitors that are outsourcers that use some-
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body else's software. We believe we are uniquely positioned in the
marketplace for companies who are interested not just in technol-
ogy, but really want some help in getting to the next level of talent
management. And, those that are looking to outsource their function
are very comfortable with us, because we own the technology that
we apply, we don’t obtain it from somebody else and outsource it.
So, if you want me go into those different areas on the outsourcing
side, there are HR outsourcers, not necessarily recruitment out-
sourcers, but those that would outsource all of the HR functions, and
those are large companies like Hewitt and Fidelity. On the software
side, there were the three large software companies of Oracle, Peo-
pleSoft and SAP. They were all interested in getting into this mar-
ket, but | think their focus is e sewhere at the moment. There are
also awide range of small software companies that are meeting one
or two of the various specific areas in talent management. For ex-
ample, thereis a software company that just handles hourly workers
or a software company that would just offer assessment. That's the
landscape of our competitors.

TWST: Doesit make sensethat BrassRing will stay an in-
dependent company? Does M & A activity either to bring you into a
larger organization or to perhaps add to your tool set make sense?

Ms. Besemer : There are two parts of that question. Would
we be the consolidator or would we be consolidated? And, in any
of those cases, the number one priority for us — and for our in-
vestors — is to do what makes the most sense for our customer set.
If there were a significant advantage in the marketplace, in other
words, if customersthink it isareally good idea, then we would ei-
ther acquire or be acquired by a company. For example, last sum-
mer, we acquired a company that had some very unique cultural
assessment intellectual property and people associated with it.
They used both technology and had expertise in the assessment of
a candidate and whether or not that candidate will fit the culture of
a company. That was fascinating and it fit exactly into what we do
to help companies try to get the right people in the right jobs, and
it was of great interest to our client base. In addition to acquiring
the technology and the expertise, we had the founder of that com-
pany join us. He isreally world-renowned in terms of his expertise
on cultural assessment. That's the kind of thing we look at — is
there some intellectual property or area of expertise that’s of great
interest and value to our clients that furthers our mission? What we
are not interested in is changing our mission through acquisition.
We have three growth paths for the company and we always ook at
possible combinations along those three growth paths. Our three
growth paths are: new markets, which are primarily geographic
markets for us. Second, extending our product and service line, this
is why we acquire intellectual property to extend our product and
service line. And third, an area which is just growing in the mar-
ketplace is the outsourced talent management business. As we look
at strategic combinations, it could be any combination of these
three growth paths.
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TWST: What is the value of BrassRing or companies
that could be similar to BrassRing for outside investors, what
would compel them to look at this area to consider thisasan in-
vestment region, what value should they see in such a company?

Ms. Besemer: | think the value is that the market is still
nascent. The market itself, both for the technology and for outsourc-
ing, has alot of growth potential and there is no disagreement on that
among the industry analysts that cover this marketplace. Thisis one
of thelast bastions of corporate process that has not benefited enough
from technology and expertise. Now, you know recruiting, for ex-
ample, alot of very large companies still do in avery old-fashioned,
very inefficient way. So, the appeal isthat the market is growing and
there is certainly a significant amount of coverage being written
about outsourcing. The other trend in the marketplace that would cer-
tainly be of interest to investors is the global momentum that really
positions us and is positioning this particular marketplace for growth
and success. Talent management has never been done on a truly
global basis up until recently — even the largest companies in the
world. And so, the valuation of our company, and what we allow or-
ganizations to accomplish, is...priceless.

TWST: Did the pace of technology change the ways in
which companies|ook at their own assets and manage their own
assets including their personnel change? What are some of the
significant trends or issues you see either in technology, people,
tracking people management, talent management that you feel
perhaps may ring the bell for some companies not necessarily
yesterday or today but in the next year or two or three?

Ms. Besemer: There are several trends in technology, both
positive and negative. Let me start with one that’s negative — the
protection that companies need to take around privacy. Improved
data protection is a positive thing, but it can be viewed as a negative
because it is one of the things that companies have not paid enough
attention to and must address. Technology can help them maintain
the privacy of both their employee and job candidate data. Thereisa
lot of personally identifiable information that people send to a com-
pany when they are applying for ajob, and so taking the precautions
around the security of that information is extremely important. Un-
fortunately there are technol ogies out there and people that are trying
to get that information for identity theft.

TWST: Do you seethat as an active area for hacking or
intrusion?

Ms. Besemer: Yes.
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TWST: Or potential area?

Ms. Besemer: A potential area in that, where we see it is
five years ago, nobody even asked about security. Now, anytime we
talk to a company about being a potentia client, there is just realy
deep due diligence done on the security that we offer, particularly be-
cause we are Web-based.

TWST: Sure. So, they are concer ned about who would then
have access to their data and how it isstored or secured, both inside
whileyou are accessng it and outside are you free from intrusion.

Ms. Besemer: Exactly. So, some of the other trends are
software as a service, which we are. So, you don't actually buy our
software and install it inside your own company. We host the servers,
we own the software, and you use it — you as a company would use
it asaservice and pay for it asa service. So, that is atechnology and
business model trend.

TWST: Which also lowerstheir active start-up cost?

Ms. Besemer: Absolutely.

TWST: By not having to install and change any of their
own equipment or operating system.

Ms. Besemer: Absolutely. And because it isamonthly sub-
scription, we are engaged in making improvementsto that product on
an continuous basis that our clients benefit from.

TWST: And seamless?

Ms. Besemer: Yes, absolutely. And it is not a big project to
do an upgrade for them. The other technology trend that is enabling
changesin our market isit the use of Web services as away to develop
software. It permits us much more rapid application development so
that we can build new things as aWeb service and deploy them quickly.

TWST: Thank you.
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