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Recruiting and Human Resource Development Strategy

Sony Corp. (hereinafter “Sony”), in keeping with its innovative corporate image, introduced an “open
entry” hiring system in 1991 (adopted in April 1992). This is a new hiring format which has caused a
stir among the hiring practices of Japanese companies. = The main features of this system are a
disregard for the names of schools of graduation, hiring by occupation, and open testing. To improve
the functioning of this new system, which was introduced on the basis of Sony’s philosophy, the
corporation’s human resource staff have continued to make minor adjustments in the system year by
year. As this is the fifth year for this hiring system, they believe that the time has come for an overall

evaluation of the system, including its effectiveness.
Company Overview

Sony was established in 1946 as Tokyo Communications Industrial Co., Ltd.

The company grew smoothly in the 1950s, making use of its technological capabilities to release
Japan’s first tape recorder, Japan’s first transistor radio, and other products. It became listed on the
Tokyo Stock Exchange in 1958 and took on its current name, “Sony Corp.” Thereafter, it continued
to release a succession of hit products based on its technological strengths, including the Walkman and
Handycam, and sales continued to grow smoothly (See Appendix 1). Sony also became a global
enterprise at a pace that is exceptional for a Japanese company, and its corporate image and brand
image have continued to enjoy a top ranking. Sony’s “Company” system, which was-launched in

April 1994, is drawing attention as a new format for organizational structure (See Appendix 2).

Sony is one of Japan’s major general electronics companies, with total annual sales of 3.6 trillion yen,

operating revenues of 100 billion yen, and 23,245 employees as of March 1994.

This case study was prepared by Shojiro Takao, Assistant Professor at Graduate School of Business Administration, KEIO

University, as a basic course material for class discussions. The descriptions in this case study are not intended to illustrate business

management performance. Also, some personal names have been changed. (Prepared in November 1995)
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Recruiting and Human Resource Training Strategies at Sony

In the area of product development, Sony has been described as'a “guinea pig” by some economic
critics, because the company has continued to telease new products on the market ahead of its
competitors. Its human resource and organizational systems are no exception, as Sony has explored a
succession of new endeavors in these areas as well. One feature of Sony’s human resource policy
which is often mentioned is its high proportion of mid-career hires. Although this has been a necessity
brought on by the course of the'company’s growth, it has resulted,in an important contribution to:the
inclusion of heterogeneity in the organization. Sony’s job posting system began on the basis of a
philosophy expounded by the company’s Honorary Chairman Akio Morita, who said, “When people
who have a will to work are given the chance to do the work they really want to do, this leads to
personal growth and it is good for the company as well.” This system has helped to make the
organization a dynamic one, and has added to the atmosphere of freedom and openness which the
company has had since its' founding. The new 'system is being integrated under Sony’s common
personnel-related ideal of maintaining the dynamism of its human resources. The open-entry system
is the first manifestation of the philosophy-based policy of realizing the characteristics that society

today perceives as proper in actual personnel policies.

Employment of Experienced Workers

Compared to other major Japanese companies, Sony employs an extremely high proportion of
mid-career hires (Sony calls them experienced workers). As of 1994, these experienced workers

accounted for 40% of the managers at the section chief level and higher.

According to Mr. Kobayashi of Sony’s personnel department, “Since we have continued to grow
consistently since the post-war era, there has been a constant need to add more manpower. So the
hiring of experienced persons was not a strategic decision, but one born of necessity; and it was
simply inevitable that we would hire some persons who were not recent college graduates. Still, since
Sony. hires a very high proportion of experienced workers relative to other major companies, this
situation makes people who move to Sony feel right at home from the very first-day that they work

here.”



Because Sony has achieved rapid growth, it has naturally hired experienced workers to fill in the gaps
in its work force, as the actual number of company employees is continually falling short of the
number needed to complete the work. In 1988, it officially established a system for employing
mid-career hires in a lump a system Sony calls the package employment of experienced workers.

However, this seems to have been an official confirmation of a practice which had already existed in

reality.

Job Posting System

In contrast to the hiring of experienced workers to fill gaps where there is insufficient manpower, as
described above, Sony also has a system of job posting which stresses the in-house training of human
resources (Sony calls this as an job posting system). The job posting system began in May 1966 with a
proposal by then Vice President Morita (now honorary chairman). Among Japanese companies; this
was quite an early introduction of such a system. Sony has two major types of job posting programs.
One type is performed on a non-regular basis about ten times each year, and the other type, a “mass
recruitment”, is held regularly once a year. Recruitment notices are posted on in-house bulletins and
network terminals so that anyone can see them. The recruitment articles include the content of work
duties, interests that a candidate should have, the necessary work experience, and so on (see Appendix
3). " As intended by Mr. Morita, who made the initial proposal, the goals of job posting include
respecting the wishes of the individual, responding to staff needs, and realizing an appropriate
distribution of human resources (see Appendix 4). According to the personnel department, the job
posting system is positioned as a means for individuals to achieve self-realization within the company,
and as a means for creating stimulation and a charged atmosphere in the organization. An employee
who wishes to respond to job posting ads can do so by filling out the necessary information on an
application form and sending it directly to the personnel department. After the deadline for
applications, a representative from the recruiting department holds a “profession interview”, and a
representative from the human resource department holds a “human resource interview”. Throughout
this process, the applicant’s current supervisor is not contacted, and the interviews are held after
working hours or on a holiday. After both interviews (20-30 minutes each) have been completed, the
persons who conducted the two interviews consult with each other to reach a decision. The final
decision is issued after secondary coordination is conducted by the personnel department. (Through

the end of 1990, about 4,200 employees had responded to human resource and about 1,600 of those

10

15

20

25

30



10

15

20

25

30

applicants had been transferred.)

Mir. Kobayashi of the HR department explains, “I think the reason our job posting system functions so
well at Sony is that the HR department strives to achieve a balance between the needs of the company
and the personal goals of the individual. If we tried to force it to fit only the needs of the company, no
one would pay any attention to the system. Although this may sound like self-flattery, I think it’s
important that the HR department is trusted by the employees. If we decided to slacken our efforts on
this system, it could deteriorate indefinitely. I think that care and skill in its operation are very
important. So when someone responds to job posting ads, even if they are turned down for the
position, we take care to follow up thoroughly. We make an effort to help them understand that they
were turned down not because they are incompetent, but because there was not an ideal match

between the employee and the available position.”

The Case of Mr. Tanaka (Planning Department Manager), Whose Subordinate

was Transferred Via

Case writer: “How did you feel when you learned that one of your subordinates had been transferred

via job posting?”

Tanaka: “I decided to think of it as if he had been in a traffic accident. Our business plans are
normally established without much room for maneuverability, so when something is unavoidably
changed, I feel a sort of shock at first. But making a fuss over it wouldn’t resolve anything, so 1

simply do my best to come to terms with the change quickly and deal with it in a positive manner.”

Case writer: “When you draw up your business plans, do you assume that someone might be

transferred to another position?”

Tanaka: “No, you can’t do that. If I intentionally allowed some leeway when drawing up a plan, that
would mean that there was some waste included in the plan.-From the standpoint of making the best
use of valuable resources, that must be avoided. I'draw up business plans without any thought to the
possibility that my subordinates might be transferred. We hold self-evaluation interviews twice a

year, and through consultation with my subordinates about their own career plans at those interviews,



I can get a touch of information about their wishes to be transferred. Still, on the question of whether
they will be transferred this year, next year, or further down the road, much of that depends on when
an attractive positions happens to open up. Even the employees themselves cannot predict when a

transfer might take place.”

“In my opinion, there are two types of transfers that occur via job posting. First, there is the type
where the former supervisor was unable to fully elicit a sense of accomplishment from the
subordinate; and second, there is the'type where the employee actively seeks an in-house transfer;in
order to get work that he would rather be doing. With regard to the first type, I think the concerned

supervisor also needs to do a lot of reflecting.”

Case writer: “Still, frankly speaking, isn’t there also a feeling that it would be better to transfer

subordinates in order to suit the needs of the company or the work situation?”

Tanaka: “This may sound as if I’'m glossing over the issue, but speaking from experience, the most
important thing is whether or not the employee is enthusiastic about his or her work. So, in the sense
that enthusiasm is promoted by transferring employees to the posts where they would prefer to work,
it seems to be a good arrangement. As an ideal, I think the best thing, of course, would be for
employees to work responsibly at their respective posts based on their own free will.. But since many
people are working at their daily tasks in the workplace, if someone is to be moved, it is very
important to coordinate the timing of that transfer. I think that an important point in ensuring the
smooth functioning of this mechanism is to alleviate as much as possible the shock that I mentioned
earlier. The key to this system is to perform that coordination carefully, including thorough

consultation with the HR department.”

The Case of Mr. Tachibana (Six Years at Sony), Who Actually Transferred
Via

Case writer: “How long were you working at your previous position before you transferred?”’

Tachibana: “About five years.”
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Case writer: “When did you start to think about seeking a transfer?”

Tachibana: “I was assigned to my previous position as soon as I joined the company, and I basically
wanted to stay in one place for about three years. If I was going to be transferred, I wanted to first
leave some achievements behind at the place where I was assigned. I set that as one standard for
myself. I had been transferred once within the same section, but ever since I entered the company, I
had wanted to do something new, and if possible, I had hoped to work at some position which entailed
“human interface”. So from about the fourth year, when I came to feel that I had made some

contribution in my own way, I became interested in responding to job posting ads.”
Case writer: ”Did you consult with anyone when you responded to recruiting ads?”

Tachibana: “Yes. As I mentioned earlier, I was transferred once within the same section. I consulted
with the person who'had been my supervisor before that move, with my seniors at the workplace, and

with a colleague who had been transferred in the past through job posting.”
Case writer: “What did you learn from the person who had previously been transferred?”

Tachibana: “He’s the same age as I am, but his case was unusual because he went from a clerical job
to a technical position through job posting. Although this may seem obvious, what made an
impression on me was that in talking with him, I realized that a colleague who wanted to be
transferred had thought about it deeply before going through with it. Although I hadn’t taken a simple
view of the matter, when I talked with him I really felt that this was something that shouldn’t be done

simply on a whim.”

Case writer: “The other workers at your former post would suffer a certain degree of reduction in

their work capabilities by losing you. Did they discourage you at all for that reason?”

Tachibana: “From the beginning, I made sure not to consult with the people I thought might try to
discouragec me (laughing). Other than that, they seemed to consider it natural that I would leave if
there was work in another department that I was more interested in. I think that has become part of

the company’s culture.”



Case writer: “So they were supportive?”

Tachibana: “Yes. Most of them just wished me well.”

Case writer: “I hear that there are opportunities to discuss your personal career plans with your
supervisor at self-evaluation interviews. Did your supervisor sound you out concerning the possibility

of your responding to job posting?

Tachibana: “One’s personal career plans naturally come up as a topic during the interview, but my
supervisor never delved into that. However, the self-evaluation form has a space where you can check
whether you strongly wish to be transferred, would prefer to be transferred if possible, or so on. So I

think my supervisor would have had some degree of expectation based on that.”

Case writer: “Which option did you check at the time when you were thinking about responding to

recruitment?”

Tachibana: “I indicated that I would prefer to be transferred if possible.”

Case writer: “Are there any negative aspects to the job posting system?”

Tachibana: “From the perspective of the department that loses a staff member, there may be some
reluctance to see them go. But for a person who has ambition, the system is very appealing because it
lets you move around by your own choice, and the process is confidential until your.- transfer is
approved. I heard about this system from an alumnus of my university before I joined the company,

and I still remember being impressed with this attractive program.”

Open Entry System

Since its establishment, Sony’s highest management ideal has been to maintain the dynamism of its
human resources. As part of that effort, it hires experienced workers, runs an job posting system, and

so on. Butin the arca of hiring recent graduates, which is the main source of new personnel, Sony had
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been following a path that was more similar to that of other companies. As times changed, some
within the company began to call for a revision of the methods used in hiring recent graduates. In the
spring of 1991, the Central Council for Education proposed that businesses needed to radically reform
their hiring practices””. With this admonition as a motivating factor, based on the goal of using a
bigger net and taking the time to find human resources with future potential, Sony launched its open
entry system with regard to university graduates in Social Science fields. The pillars of this program
are a disregard for the names of candidates’ schools, hiring by occupation, and open testing. As is
generally the case when a new system is introduced, additional problems have been discovered with

each execution. However, gradual improvements-have been made over the past four years.

Phase 1 (1992 Hires)

As this marked the first year of the new program, both the new and the old systems were used in
parallel. The open entry system was used in hiring 40% of the university graduates in'Social Science
fields, or a total of 80 persons (see Appendix 5). The remaining hires were made as in the past,
through university alumni connections. In the open entry hires, hiring by occupation was begun under
the new system. This began with the work of determining what characteristics the line managers
really wanted to see in the people working under them. This led to the formation of a general image
of the kinds of people who would be preferred at each place of work. Based on these results, questions
were prepared by occupation for use on the open test. University students who wished to apply for
employment filled out the prescribed application form (see Appendix 6) with information about
themselves, and applied by telephone for the open test. People who passed the open test then
underwent Profession interviews® with line managers and interviews with the HR department®, and

informal job offers were then extended.

(1) The council indicated that some responsibility for the distortion of school education, which is said to overemphasize test scores,

lies with the hiring practices of large corporations, such as signing employment contracts with university students before the

officially agreed date, the dcsignated school systcm, and recruiter activities.

(2) In the specialized interviews, students were asked to conduct group discussions and so on, and their suitability for the work was

evaluated.

(3) Inthe personnel interviews, aspects such as overall suitability for the company were evaluated.



Phase 2 (1993 Hires)

This marked the second year of the program and the end of the/transitional period. Graduates of
four-year universities in Social Science fields were all hired under the open entry system, and alumni
connections were not used. One fact ihat was learned through the first use of the open entry system,
although this had been foreseen to some extent, was that the applicants lacked a clear understanding of
the content of work duties. In response to this problem, the HR department prepared pamphlets (see
Appendix 7) and videos about individual occupations, in order to explain the content of specific work
duties as thoroughly as possible. For persons who had a high level of enthusiasm and were confident
that they could succeed in any occupation, an open course was added which is not limited to any
particular occupation (see Appendix 8). Also, although the occupational types had been divided into
20 specific areas in the first year of implementation, these were generalized somewhat and boiled
down to just ten courses. Persons who wanted to enter the open.course, not limited to any particular
occupation, did not undergo a Profession interview with line managers. Hiring decisions for these
persons were based on the open test and interviews with the HR department only. Their assignments

were also determined by the HR department alone.

Phase 3 (1994 Hires)

During the first two years, the open entry system was used only with university graduates in
business-related fields; but in the third year, open entry was applied to graduates in engineering fields
as well. Although it was used only for a few hires in the engineering department, with the
occupational category of “product development and design,” this drew expectations from related
persons that open entry would also be expanded in engineering areas in the future. In addition, the
area which had been called an “open course” in the previous year was continued under the new name
of “will entry”, to emphasize the will of applicants to perform a variety of jobs at Sony rather than
acquire one specific occupation. In contrast, the frame for hiring by occupation was re-named “skill

»

entry.” The categories under skill entry were further reduced to just six courses, and the categories
were closer to skills than occupations, such as language study and computer use. As another new
cxperiment, an “original” course was added in the skill entry area with the goal of hiring persons who

excel in a certain art rather than a specialized skill (sec Appendix 9).
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Phase 4 (1995 Hires)

In the fourth year of this program, 1994 hiring activities basically followed the skill entry and will
entry framework which had been established in the third year. However, although applicants in the
area of will entry had been solicited uniformly without specifying occupations in the previous year,
this area was now split into four occupational courses (domestic business, overseas business,
accounting / finance / business planning, and legal affairs / intellectual property), and applicants could
select up to two of the four courses. In the area of skill entry, as in the previous phase, the courses
were divided according to specialized skills such as language study, computer use, law, and so on.

Applicants were allowed to select one of the five available courses (see Appendix 10).

Hnman Resource Department’s Evaluation of the Open Entry System

Case writer: “What are the advantages of the open entry system?”

HR department: “The biggest advantage of the open entry system is that the company’s stance has
changed so that an applicant is no longer hired on the basis of the name of his school, which had
traditionally been emphasized, but instead by determining the applicant’s own characteristics and
making the hiring decision on that basis. By looking at the personality and ambitions of each
individual, and doing that as thoroughly as possible, we can hire people who approve of this method
and who will adapt to it. I think that is very important. As an additional note, I think that the stance of
looking at human resources based on their personal characteristics, taking a fair attitude that isn’t
based on the names of their schools, will improve the image that people have of the company and this

will eventually lead to higher quality applicants.

Case writer: “Are there any disadvantages?”

HR department: 1 think one thing that could be cited as a disadvantage is that some people do not
approve of this method. To take the most obvious example, some students at the most prominent
universities, who in the past have enjoyed an advantage under the more traditional hiring practices, are
strongly opposed to this system. However, we do not see that kind of opposition as a disadvantage.

In fact, there is the view that we are often better off by not hiring that kind of person anyway. Since

10



the transition to the open entry system has been recent, we have not been able to make a precise
qualitative comparison between the employees who were hired through alumni connections and those
who have been hired under the new system, so we can’t make a definite statement; but there is some
anxiety that we may have been hiring more outstanding people through alumni references, since
several screenings were performed on those students. Still, it’s impossible to satisfy all of the
conditions that might be set. So we are not evaluating the current system only from the standpoint of
its results; instead, we choose to take as an important standard an evaluation of whether the system is
properly following the goals that were set at the time of its introduction. I also believe that in any
case, the new system will be highly regarded from the standpoints of equal-opportunity and

eliminating discrimination.”

The following comments by Takeo Kaneko, general manager of the HR group’s recruiting
department, appeared as an evaluation of the open entry system in “JAIOP News”, the bulletin of the

Japan Association of Industrial and Organizational Psychology.

“I have the impression that the open entry system is being favorably received by students. Apparently
some students took the test although they did not have any strong desire to join the company, because
they were interested in finding out what personal characteristics would really be considered when the
name of their school was ignored. 1 have also heard many students say that they would not feel bad if

they were turned down, because they know that an objective scale was used to evaluate them.

“There has been a great deal of reaction from the public, and many other companies have been
contacting us with questions. Several movements seem to be emerging for the evaluation of
applicants based on Sony’s format. I think we have succeeded in causing a stir in the area of human

resource hiring practices.

“At Sony as well, I think there have been important effects such as eliciting enthusiasm for human
resource hiring in each department. In the future, we will continue our efforts to obtain greater

understanding and support for the program.”

The Case of Mr. Yamanaka (Member of the Product Planning Department),

Who was Hired Under the Open Entry System
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Case writer: “What are your thoughts about the open entry system?”

Yamanaka: “I joined the company in 1993, the second year of the open entry system. I.got my first
strong impression of this program when I telephoned Sony as a college junior to ask for application
materials. On the telephone, I introduced myself by saying "My name is Yamanaka and I’'m a student
at XX University,” but the response was, "You don’t need to tell us the name of your university,
because our policy at Sony is to disregard the names of universities.” I had heard that Sony did not
hire based on the name of the applicant’s university, but it was a considerable shock when that
actually happened to me. Then I immediately wondered how I should refer to myself when
telephoning in the future. Should I just introduce myself as ”Yamanaka?” Would the company be
able to identify me correctly based on that alone? What if someone else had the same first and last
name? Looking back, I see that these worries were unnecessary. I felt anxious because I had become
quite accustomed to dealing with other companies in the conventional way, and suddenly I was unable
to rely on that. But at the same time, I felt a great deal of interest in the unique methods of this
company. In subsequent job-hunting activities, I encountered some discrimination by other companies

based on the name of my school. This tended to reinforce my impression of Sony as a fair company.”

Case writer: “What was the actual process by which you were selected?”

Yamanaka: “I applied for the open course, which was not limited to a specific occupation, rather
than a skill entry. First there was a written test which covered general knowledge. After passing this
test, I had three interviews. The first interview was given by a representative from the HR department,
and it lasted about 20 minutes. The second one was given by a middle-level staff member and lasted
about 30 minutes. The last interview was given by the head of the HR department, and I think it lasted
about 40 minutes. The content of the interviews was fairly orthodox. They asked why I had chosen
the electrical appliances industry and why I had chosen Sony within that industry. It seems to me that
they were especially interested in learning what I had been enthusiastic about in school. My other
impressions from the interviews are that the questions were conversational in tone, and that several of

the interviewers were wearing socks with loud colors.”

Case writer: “Has your image of Sony changed since you became employed here?”

12



Yamanaka: “My impression of Sony has not changed in any major way from the impression that I
formed through the interview process. I still see it as a fair company with an atmosphere of freedom.
Speaking from my own personal experience, I think the open entry system is effective in gathering

human resources who sympathize with Sony’s style, since it is a reflection of this style.

Case writer: “Are there any problems with the open entry system that come to mind at the moment?”

Yamanaka: “This isn’t a direct criticism of open entry, but I don’t think it’s such a good idea to hire
all of the new employees at the same time. With mid-year hiring, there would be a little more freedom
for job-seeking activities, and for the applicants, there would be less probability of being influenced
by bad luck at a particular period of time (see Appendix 11). I also think it would be a good idea to
add something like the intern system that is used at U.S. companies, in which prospective employees
are given the chance to actually try working at the company before they are officially hired. Also, if I
might add one more thing, it would give the applicants a more realistic idea of what their actual work
activities would be like after joining the company if the interviewers would explain the actual work
and positions as frankly as possible at the time of the interview. I think this would make it possible for
the company to obtain employees who have consented to their assignments in a certain sense, and this

would lead to more stability in the work force.”
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Appendix 1

Historical Sales and Recurring Profits

FY Sales (in ¥ hundred millions) | Recurring Profit (in ¥ hundredmillions)
1978 4,139 320
1979 6,490 453
1980 6,051 652
1981 7,779 860
1982 8,330 723
1983 7,701 415
1984 9,119 805
1985 10,713 910
1986 10,316 364
1988 10,298 434
1989 12,582 772
1990 15,364 932
1991 18,805 1,145
1992 19,790 241
1993 18,696 457
1994 16,983 305

14

Source: Company financial statements



Appendix 2

Organizational Diagram

(a) Business Organization
The following is a diagram of Sony's business organization.

| Board of Directors

[ Management Advisory Committee ———{ Management Councill—

(as of March 31, 1995)

— Consumer AV Companies

—— Component Companies

— Recording Media & Energy Companies

—— Broadcast Companies

—— System Business Companies

— Information/Communications Products Companies
L—— Mobile Electronics Companies

—— Semiconductor Companies

Central Research Center

—— Production Technology Division

—— Management & Engineering Information Systems Division
—— Customer Service Division

—— Reliability and Quality Assurance Division

World Repair Parts Center

I Board of Auditors ]

S

—— Procurement Division

—— Marketing Division

—— Creative Communication Division
—— Employee Relations Division
—— Commerce & External Affairs
— Legal Affairs & Intellectual Property
——Accounting

— Finance

—— Securities

—— Social/Environmental Affairs

— General Affairs

—— Corporate Planning

— R&D

— Personnel

— Auditing

— Public Relations

Source: company financial statements
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Appendix 3

In — house Recruiting Advertisemen
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Appendix 4

Goals of In — house Recruiting

(1) Respect the Ambitions of the Individual

To accommodate the desire of the individual to select, by his own volition, the
work that suits his own abilities and interests.

To provide opportunities for the utilization of abilities gained through personal
development.

(2) Respond to Human Resource Needs

To eliminate loss from the burying of human resources inside the company,
and respond to human resource needs in each department.
To start up new businesses.

(3) Realize the Optimum Assignment of Human Resources

”Assigning work to the people who stand up an volunteer for it”, in order to fully
utilize the capabilities and skills of individuals

Source: Sony -
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Appendix 5

Number of Attendees at Open Entry Orientations and

Number of Persons Hired Through Open Entry

Year Number in Attendance at Orientation Number Hired
1992 4,000 80
1993 6,000 140
1994 4,400 50
1995 2,000 40

18

Source: Sony data
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Appendix 6

Open Entry Application Form (1992 entry)

Application Form
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®) MLRETNHTRALT( L2,

Please introduce yourself by answering the following questions.

®) IEIGRA S S UMIXIRIS I LA L T (2,

1. Upon joining Sony, what is the job that you would most like to do? Why would you like to do that particular job?

2. What are some of the things that you learned while you were a student? Please answer from both a classroom and non-classroom

perspective.

19
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Appendix 6
Open Entry Application Form (1992 entry)

3. Please tell us about your own capabilities, including both strengths and weaknesses.

4. Please describe your most memorable success or setback.

5. Other than securing employment, what is the one thing that you are most interested in or concerned about at the present time?

What kind of action are you taking with regard to that?

6. Please tell us about your dreams for the future.

Source: Sony
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Appendix 6

Open Entry Application Form (1992 entry)
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Appendix 7
Job Description Pamphlet (1993 entry)

Domestic (Consumer) Sales

Type of Applicants Sought

Products handled by the Consumer Sales Division are the Sony products made for general households and individual customers. As such, this
job requires people who have the sharp senses needed to grasp individual needs and world trends, the excellent planning capabilities needed to
embody these needs and trends as promising products, and the enthusiasm and executive abilities needed to cultivate these.into popular
products.

In addition, the creativity necessary to “create new markets”, the marketing philosophy of Sony since its establishment, along with the
balance needed to accommodate a diversity of customer needs, are also considered vital specifications for members of Sony’s marketing staff.
Job Description

* Marketing Staff <Planning and promotion of marketing strategies for consumer products>

market research / product planning / production-marketing coordination / sales planning / market share planning / inventory planning /

advertising and promotion

* Sales Staff <Planning and promotion of sales strategies for consumer products>
product introduction / sales promotion / promotional planning / product orientations / sales campaign planning / event planning and promotion

* Planning and Administration Staff <Comprehensive strategic planning and infrastructure management for consumer business>
network strategy / sales route policy / marketing administration / business administration / information system development / marketing

——I Information-communications Sales }

Type of Applicants Sought

* Persons interested in professional-use AV equip t

* Persons with the confidence 1o single-handedly conduct business, whether it be on the scale of thousands of yen or billions of yen
* Persons seeking professional sales

* Persons who are good at coordinating

* Persons capable of addressing anyone without fear or hesitation

* Persons interested in both software and hardware

* Persons who are good-natured

* Persons with confidence in their leadership ability

* Persons who are always hungry for more knowledge

* Persons who dare to dream

Job Description

B&1I stands for business and industry. Professional-use hardware at the forefront of Sony is centercd around AV, and we supply customers
with application systems such as video displays, video conferencing, Jumbotron, and so on. Our markets span a wide range, from business
enterprises and government agencies, to educational and medical institutions.

Jobs in this field involve accurately grasping customer needs and then fusing these needs with Sony's technological capabilities. The object
is so-called “solution business”, where a solution is proposed to the customer as a system. Although this requires strong capabilities in a wide
range of areas, including marketing, advertising, engineering, and sales, this tends to multiply job satisfaction, and the majority of our staff
members get a great deal of fulfillment from their work.

Source: Sony
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Appendix 8

Implementation of an Open Course (1993 entry)
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Appendix 9
Open Entry (1994 entry)
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Appendix 10
Open Entry (1995 entry)

Applicants with specialized knowledge or a field Applicants with strong general capabilities and who
of expertise, who wish to utilize that at Sony would like to perform a specific type of work at Sony

Select up to 2 of

Specialization Courses ! Job Courses 4 courses

Select 1 of H 1 selecti

: ection
5 courses Language i Consumer Sales (1 selecti

: : also acceptable)

Accounting
Overseas Sales
Law - -

: Accounting, Finance,
* engineering Computers Business planning
students onl R ) Legal affairs / Intellectual

Y Product development/design § property

Source: Sony
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Appendix 11

Hiring Conditions in the U.S. and Europe
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