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Abstract: As semiconductor usage is prevailing, sustainable growth is deemed highly dependent
on the semiconductor supply chain. Accordingly, it is essential to establish robust supply chain
capability for a semiconductor company. Especially for Japanese semiconductor manufacturers, it is
critical to secure robust and flexible supply chain operation with the background of the experience of
supply chain disruption caused by the East Japan Earthquake. So far, we identified that Japanese
semiconductor manufacturers and Japanese automotive manufacturers have been in cooperation
to secure the semiconductor supply chain. However, the global electronic industry environment
has been significantly changed and it is not enough just to consider natural disasters. With this
perspective, it is not yet fully studied how Japanese semiconductor manufacturers adapted to global
operation through organizational learning. This paper examines how a Japanese semiconductor
firm conducted organizational learning and adapted to environmental changes in cross-border
M&A transactions. Traditionally, Japanese firms have established organizational routines for the
management control systems of their overseas subsidiaries by relying on the expatriates’ transactive
memory systems (TMS), which is based on their personnel experiences over the countries and
cultural background understanding. Japanese firms have used TMS of expats to manage their global
organizations. Recently, however, not a small number of Japanese companies have accelerated their
globalization through cross-border M&A, which requires organizational capabilities different from
those of conventional TMS formation. In this paper, we studied a case of cross-border M&A of a
Japanese semiconductor company by modeling the organizational learning structure throughout the
extracted concepts summarizing semi-structure interview outcome. As a result, it has been found out
that, by shifting from Japanese cultural norms to more global values in terms of management systems,
benefits can be achieved. The company unlearned organizational routines that relied on TMS and
created new organizational routines. This study provides direction from a practical perspective on
how Japanese firms can transform their global organizations and adapt to changes in the environment
for sustainable growth.

Keywords: Japanese semiconductor company; supply chain capability; globalization; management
control; organizational learning; expatriates; transactive memory; organizational routines; unlearning;
sustainable growth

1. Introduction

This paper is studying how a Japanese semiconductor company adopted to global
environmental change through organizational learning in the context of supply chain
capability. Semiconductor supply chain capability is currently one of the crucial topics,
especially after the East Japan Earthquake, which disrupted the supply chain of Toyota and
this experience made Toyota expedite strategic action to secure the semiconductor supply
chain [1]. Not only for automotive industry, but also for all the manufacturing industry,
semiconductor supply chain is the critical issue, represented by political actions taken by
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multiple nations such as US, EU, China and Japan. In this environment, it is important for
the sustainable growth of whole industry that semiconductor manufacturers have acquired
appropriate organizational capability to control the supply chain. From this standpoint,
this paper is contributing to obtain the perspective of a semiconductor company to secure
competitiveness through organizational learning.

With respect to organizational globalization, it has been pointed out that Japanese firms
have traditionally been inferior to other multinational firms concerning the appointment of
locals [2–6]. According to Nakagawa et al. [7], with regard to management control systems
of overseas subsidiaries, Japanese firms rely on control by culture among the three types of
control by classification of Merchant and Van der Stede [8]: “Results”, “Behavior”, and “Cul-
ture”. Japanese firms have been practicing flexible control, as in the “Clan-Type” organization
pointed out by Ouchi [9], in which expatriates from home country, who share corporate values
as well as culture, understand and carry out duties without detailed instructions.

On the other hand, according to the Ministry of Economy, Trade and Industry’s
“Study Group on Overseas M&A by Japanese Firms” report [10], the number of cases and
acquisition value from cross-border M&A have been increasing in recent years. It can be
assumed that this is because Japanese firms have been focusing on overseas acquisitions as
one of their corporate strategies for sustainable growth. Under such circumstances, Japanese
firms, which tend to practice “Culture” control through expats, have been forced to make
various changes in their global organizational management, including the way of operation
after acquisitions. This paper aims to explore the mechanisms by which acquisitions
bring about changes in organizational routines, based on the efforts of semiconductor
company A.

We analyze the case of the acquisition of U.S. firm B by Japanese semiconductor
company A to examine, from the perspective of organizational learning, what changes
occurred as a result of the appointment of locally hired employees instead of appointing
a replacement from the home country after the return of the expats. The structure of this
paper is as follows. First, we describe the types of management control systems in global
organizations and explain how Japanese firms have adapted to their environment. We
then analyze the organizational changes before and after cross-border M&A in Japanese
semiconductor company A, using the perspective related to organizational learning, such
as changes in organizational routines and unlearning of knowledge. Then, we will discuss
how the firms dismissed the organizational routines built on the premise of having expats,
and how they came to apply new organizational routines.

2. Theoretical Background and Research Questions
2.1. Semiconductor Supply Chain as a Crucial Basis for Sustainable Industry Growth

Semiconductor supply chain has gradually drawn attention as the focal electronic
components for sustainable industry growth especially after the East Japan Earthquake in
2011, when many automotive manufacturers such as Toyota suffered significant impact
by disrupting semiconductor supply chain of Japanese semiconductor suppliers, which
factories were seriously damaged. Matsuo [1] argued this experience has made Toyota
revisit the procurement supply chain in cooperation with semiconductor suppliers as a
part of business continuity management (BCM). Recent semiconductor supply shortage has
also made researchers work on this topic again [11–13]. However, the research was mostly
done for the analysis of automotive manufacturers’ management change and the supply
chain operation at the semiconductor supplier was not fully studied. In a more holistic
view of the semiconductor supply chain, Fowler, Mönch and Uzsoy [14–16] have reviewed
the literature on modeling of semiconductor supply chain and cover the broad range of
elements which consist whole process of supply chain including strategic design network,
demand planning, inventory management, capacity planning, master planning, production
planning and demand fulfilment. The research has provided the general view of the issues
which the contemporary semiconductor industry has been confronting. It is meaningful
that the study introduced that the semiconductor supply chain is an aggregation of such



Sustainability 2022, 14, 15316 3 of 18

individual management units in the whole process, and led the researchers to the idea of
how the relationship among those will be important topic for further study.

Furthermore, semiconductor and sustainability relations have been more closely dis-
cussed from an environmental point of view. Gruber [17] clarified how Infineon, a German
semiconductor manufacturer, copes with the alignment of supply chain management by
three pillars, energy efficiency, mobility and security in its Corporate Social Responsibility
(CSR) strategy framework. For more broader views of sustainability, many researchers
elaborate on how to effectively assess semiconductor manufacturers’ capability to align
with environmental sustainability in the research for verifying various index catered for
the measurement [18–21].

As this paper is a case study for a Japanese semiconductor company, the literature
from the regional perspective is important. Except for the aforementioned Matsuo’s re-
search regarding the supply chain management between a semiconductor supplier and an
automotive manufacturer [1], there are few studies concerning Japanese semiconductor
manufacturers but also in the same context with the background of supply chain disruption
by the natural disaster [22,23]. They did not mention the details of how the suppliers
conducted the organizational learning through the experience and established optimal
supply chain operation against vulnerability to disruption by natural disaster. From the
point of globalization, Kamakura [24] concluded that Japanese semiconductor manufactur-
ers will continuously proceed with global operation and have no willingness to re-shore
the production in Japan even after disastrous logistics break down by the strict control
of COVID-19. While it is inevitable that Japanese semiconductor manufacturers should
manage their supply chain operation in scope of the globalization, it is not sufficiently
mentioned in the paper how Japanese firms achieved optimal global operation. Accord-
ingly, from next section onward, we will review the literature regarding global organization
management, management control, organizational learning, organization routines and
cross-border M&A.

2.2. Management Control in the Global Organization of Japanese Companies

According to Bartlett and Ghoshal [25], there are three types of organizational forms
in corporate globalization: (1) “Multinational type”, in which local subsidiaries have a
large autonomy; (2) “Global type”, in which control over overseas subsidiaries from the
home country is strongly emphasized; and (3) “International type”, in which overseas
subsidiaries have a certain degree of autonomy and a well-balanced management structure
through the employment of local management. Japanese companies are said to have
a strong sense of control by the home country and often adopt the “Global type” of
organization [25]. In fact, Kopp [2] and Harzing [26] show that the ratio of home country
nationals as presidents in the overseas subsidiaries of Japanese firms is lower than that of
Western firms. Yoshihara [4] also reports that the ratio of home-country presidents in the
overseas subsidiaries of Japanese firms established from the 1960s to the 1990s shows no
trend toward an increase in the ratio of locals.

One of the reasons for the lack of progress in the globalization of Japanese companies
is the highly contextual nature of Japanese society, which prevents localization by placing
local personnel at the top and enhancing their understanding of local business practices and
general conditions. This is because the application of cultural norms meant that overseas
subsidiaries were expected to respond to the needs of the local market without detailed
instructions [9]. For example, Merchant and Van der Stede [8] categorized management
control into three types: “Results”, “Behavior”, and “Culture”. It can be said that Japanese
firms were oriented toward control by “Culture”, with employees seconded from the home
country who understood the same culture. Harzing [27] and Edström and Galbraith [28]
also support the view that Japanese firms have been oriented toward control by “Culture”
in that the dispatch of expats from the home country facilitates understanding of the
home culture.
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2.3. Organizational Routines in Overseas Subsidiaries of Japanese Companies

In conducting business, a company streamlines the performance of its operations
by making certain repetitive actions routine [29]. The standard practice of an overseas
subsidiary of a manufacturing company is described as follows: (1) Overseas subsidiary
sales company receives orders from local customers, (2) Overseas subsidiary places orders
to parent company in the home country, (3) Overseas subsidiary and parent company
collaboratively manage the delivery of the products to local customers. Many organiza-
tions have established procedures as organizational routines to ensure that such relatively
standardized processes proceed smoothly and reliably, and they have built organizational
capabilities to maintain quality [30].

According to Feldmann and Pentland [29], routines and standardized processes are
presented as statically structured “Ostensive routines”. All processes are processed through
the same actions. However, individual situations are constantly changing. For example,
problems may arise that cannot be dealt with by the standardized routine due to sud-
den requests for increased volume from customers or supply chain disruptions caused
by unexpected disasters or accidents. Therefore, the idea of “Performative routines” is
proposed as a dynamic structure to deal with such problems. The “Ostensive routines” do
not necessarily prescribe who to consult in what department in the home country in the
event of changes in various environmental factors. The “Performative routines” function
as a mechanism to respond to such changes.

In the case of Japanese companies, expats are often assigned to oversee such “Per-
formative routines”. The reason for this is that the local staff does not have sufficient
knowledge of which department in the home country is responsible for which matters
in question. In addition, differences in language ability and understanding of the phe-
nomenon make it difficult to communicate with the contact person in different culture to
make them understand what is happening locally and what action needs to be taken. In
such a situation, it is thought that the expats from the home country functioned in Japanese
firms as a responsible person for the smooth execution of the routine [31].

Wegner [32] proposed the idea that organizational memory holds knowledge for task
execution, rather than individual organizational members storing all knowledge, because
in organizational routines each factor individually acquires the necessary knowledge and
utilizes it in task execution. Knowledge about who is responsible for which task in the
organization as the cornerstone of organizational memory, which he called the transactive
memory system (TMS). TMS is defined as a memory system that relies on the memory
of others [33]. In the TMS, “Who knows what” is important [34]. Japanese companies
are required to utilize TMS of expats to execute performative routines for tasks that are
difficult to handle with static organizational routines due to linguistic and cultural barriers.
However, as mentioned earlier, in recent years, more and more Japanese firms are acquiring
foreign firms. It is necessary to examine what changes have occurred in the TMS, which
used to function based on the knowledge of expats regarding organizational routines in the
integration of acquired firms.

2.4. Changes in Organizational Routines in Cross-Border M&A

Cross-border M&A has recently gained attention as a means of entering foreign
markets and technological innovation in the global economy [35,36]. Morosini [37] finds
that cross-border M&A has positive impact on firm performance by allowing access to
culturally rooted organizational routines in the country where the acquired firm is located.
However, it is also pointed out that reconciling cultural differences between the two firms in
post-acquisition integration is costly [38], and culture clashes can lead M&As to failure [39].
In terms of organizational routines, post-acquisition organizational integration may have an
impact on organizational knowledge resources [40], and expats sent from the headquarter
of the acquiring company serve as a bridge between the two parties’ different cultural
understandings [41]. Hebert [41] reports a case in which the acquiring firm unlearned the
existing organizational routines of the acquired firm and established new organizational
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routines by instilling a new culture. On the other hand, the process has not been sufficiently
studied, in which the acquiring firm unlearned its own organizational routines and how it
established new organizational routines based on the acquired firm’s knowledge.

2.5. Unlearning in Organizational Learning

Hedberg [42] pointed out the importance of dismissing (unlearning) what has been
learned before and learning a new knowledge, when an organization undertakes new
learning. This is because relying on old knowledge that is no longer needed can lead in the
wrong direction (misleading), inhibiting the acquisition of new values and new knowledge
that is necessary for the organization. Organizational unlearning is said to include norms
and routines as well as knowledge, and particular attention has been paid to the unlearning
of organizational routines that govern organizational behavior [43].

This unlearning, according to Rushmer and Davies [44], is triggered by specific per-
sonal experiences or externally imposed demands for change. Previous studies have been
based on theoretical frameworks and literature reviews and lack empirical verification in
actual organizational operations [45]. A few empirical studies include a study of individual
and organizational factors that promote unlearning [46] and a study of factors that inhibit
knowledge transfer in acquired firms [47]. However, these studies have not gone into
the process of organizational routines themselves, which are subject to unlearning. In
this paper, we focus on the process of organizational routines between headquarter and
overseas subsidiaries in post-acquisition cross-border M&A of Japanese firms. The paper
also discusses the mechanism of unlearning in this process.

2.6. Research Questions

Previous literature reviews have shown that global organizational management in
Japanese firms tends to maintain a strong control over the home country, with expats
playing a central role in forming the TMS of the organization. Specifically, we explained
that the expats have formed organizational routines that can adapt to changes in the
overseas environment by taking charge of the formation of the organization’s performative
routines. However, in hyper competitive environments [48], it may be important to establish
organizational routines that utilize local staff. Prior studies are insufficient to explore
and deepen the organizational routines in post-acquisition integration of cross-border
M&A by Japanese firms, which have been proactively conducted in recent years. In this
situation, it is necessary to study how new organizational routines can be created for
sustainable operations.

In this study, we examine the mechanism of organizational routine formation in
organizational globalization from the perspective of unlearning. We explore the details of
TMS of expats who have played a central role in the flow of organizational routines and
their processes, and how they were able to dismiss organizational routines that relied on
their knowledge and establish new organizational routines. For this purpose, we set up
“RQ1: Through what kind of management control do Japanese firms manage their global
organizations?” and “RQ2: Through what kind of organizational routines do Japanese
firms manage their global organizations?”.

3. Research Method
3.1. Case

In this paper, we employ a case study. Regarding the justification of applying single
case study as a research method, there has been argument over long time and R.K. Yin
already mentioned in 1984 [49] that single case is suitable if,

(1) It is a revelatory case, i.e., it is a situation previously inaccessible to scientific investigation.
(2) It represents a critical case for testing a well-formulated theory.
(3) It is an extreme or unique case.

Yin’s guideline for research method has been referred by many researchers and it has
been accepted as a method to test the well-known theory by in-depth analysis. To support
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this view, other researchers such as Eisenhardt [50] also referred to the important role of
single case studies from rigor’s point of view and Barzeley [51] demonstrated the capability
of single case study to produce empirical generalizations regarding administrative rational-
ity, professional treatment, and normative reasoning. Considering the above supportive
view on single case study, we believe it is appropriate to utilize this method to study of a
company in a specific condition to cope with global environmental change. Since a detailed
analysis of changes in organizational routines is necessary, we thought it best to conduct
a case study in a Japanese manufacturing company that has executed cross-border M&A.
The research subjects are Japanese semiconductor company A and its Chinese subsidiary
sales company; the case of A’s acquisition of U.S. company B is taken as the theme. By this
M&A completion in 2018, company A achieved significant revenue growth until CY21, and
improved operation profit as shown in Table 1.

Table 1. Revenue Growth (Year on Year) CY2019-21 and Operating Profit CY2018-21, data from
company A’s IR announcement and percentage calculated by author.

CY2018 CY2019 CY2020 CY2021

January–December 2018 January–December 2019 January–December 2020 January–December 2021

Growth Rate
YonY % Company Total −5% 0% 39%

Automotive
Business Unit −5% −8% 36%

Non-Automotive
Business Unit −5% 10% 42%

Operating
Profit % Company Total 14% 13% 19% 30%

Automotive
Business Unit 4% 8% 14% 26%

Non-Automotive
Business Unit 23% 18% 25% 32%

A case study is conducted through ethnography based on the author’s observation as
a member of supply chain operations in a Chinese subsidiary of Company A, as well as
Semi-structured interviews with the people involved.

The author has been with the Chinese sales subsidiary of Japanese semiconductor
company A from January 2018 to the present (as of writing this paper) and engaged in
supply chain management. The author’s main responsibilities cover regional supply chain
management, as well as support for sales and customer service team.

During the author’s tenure, the acquisition of U.S. company B took place in 2018,
and from 2019, a senior executive of company B became the head of company A’s Non-
Automotive business unit. Non-automotive BU underwent organizational reforms similar
to those of company B’s operations. To distinguish this change, the organization before
the reform will be referred as a Japanese-style organization and the organization after
the reform as a U.S.-style organization. As seen in Table 1, the business performance of
Non-Automotive BU exceeded Automotive BU, and the study is aimed to clarify what
kind of change has brought the gap between two BU from the viewpoint of organizational
learning. This case study is based on data collected through interviews to explore the
perceptions of the parties involved in the practical implementation of the environmental,
managerial, and organizational changes that occurred during the author’s tenure.

3.2. Interview Content

From the perspective of business processes, the interviewees were selected from
various organization which involved in whole process of supply chain transaction in
Table 2. (Non-Automotive BU, Automotive BU, Supply Chain Management Division),
and from job function, title and nationality as well to secure diversified perspectives.
Interviewees’ compositions are as follows; 6 from Non-Automotive BU (Chinese: 1 local
sales vice president, 1 local sales director, 2 local sales manager, 1 local sales staff, Japanese:
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1 former expats in Japan), 3 from Automotive BU (Chinese: 1 local sales vice president,
Japanese: 1 expats sales manager in China, 1 former expats operation manager in Japan),
and 2 from Supply Chain Management Division (Japanese: 1 expats staff in China, 1
Supply Chain Management director in Japan). Semi-structured interviews were conducted
with them in terms of their work execution process, required knowledge, changes in the
environment, and value creation in their work (Table 3). The interviews were recorded, and
key sentences were extracted based on the transcriptions.

Table 2. List of Interviewees.

Distinction Region Organization Function Job Title

Expats China Automotive BU Sales Manager

Expats China Automotive BU Customer Service Assistant Manger

Local China Automotive BU Sales Vice President

Local China Non-Automotive BU Sales Vice President

Local China Non-Automotive BU Sales Director

Local China Non-Automotive BU Sales Manager

Local China Non-Automotive BU Sales Manager

Local China Non-Automotive BU Sales Supervisor

ex-Expats Japan Non-Automotive BU Sales Manager

ex-Expats Japan Automotive BU Customer Service Manager

HQ Japan Supply Chain
Management

Supply Chain
Management Director

Table 3. Questions to interviewees.

Questions

Q1 What is your mission, value and process of your work

Q2 Issue in the process of your work

Q3 What will be the most important knowledge to enhance the value you created in your
work process

Q4 Is there any change from environmental change? Mission, value and process of your work?

Q5 From above context, how do you evaluate expatriates’ role and responsibility

3.3. Analysis of Qualitative Data

The qualitative data were extracted faithfully from the interviewees’ words based on
the Gioia Method [52]. Gioia’s analysis method relies on Glaser and Strauss’ [53] Grounded
Theory Approach (GTA), which makes textual data from interviews into labeled single
sentence as open codes in the first step [54]. The difference between Gioia’s analysis method
and GTA is how to eliminate bias caused by prior knowledge when conceptualizing the
coded data [52]. Therefore, the words spoken by interviewees should be used as much as
possible in the coding process. In the second step, based on the similarities between the
codes, they are grouped into categories from the researcher’s perspective and abstracted
into themes. The grouped themes are then further developed into higher dimensions by
considering the similarities between concepts. The data obtained from the interviews
are structured through the above process. The data structure is indeed important, but
as it is only a static diagram of a dynamic phenomenon [52], it is necessary to explain
the process of what happened in the company under study. At the same time, it is also
critical to pay attention to the relationship between the themes abstracted in the second
step and the dimensions generated in the third step. The individual concepts are carefully
placed based on their relationships, bringing “Behavior” by means of arrows [55] to model
the data. In order to ensure the reliability of the code, it is needed to be checked from a
different perspective other than that of the author, as he is deeply involved in the case as a
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practitioner. Accordingly, the concepts were verified based on the elimination of jargon
and consistency of coding by the co-author.

4. Results

Figure 1 shows the results of the analysis. Concepts are abstracted in the first and
second rows and finally aggregated into the dimensions. Concepts in the second rows and
the dimensions are numbered. First of all, the dimensions are shown as below, as this study
will be developed on the basis of the dimensions.
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1. Knowledge transfer as a prerequisite of unlearning
2. Changes in the external environment that prompt value transitions
3. Unlearning practice through value transitions
4. Organizational routines defined through value vectors

1. Knowledge transfer as a prerequisite of unlearning.

This is abstracted from the concepts in the second rows from 1 to 4.

1. Effectiveness of globalization efforts
2. Knowledge transfer from expats
3. Transactive memory of expats
4. Difficulties in cross-cultural communication

To resolve difficulties in cross-cultural communication at Company A, English had
already become the norm in global communication (1. Effectiveness of globalization
efforts). In addition, the knowledge of TMS of expats has been transferred to local staff to
some extent due to its importance (2. Knowledge transfer from expats). Those concepts
implicated to have gradually fulfilled the conditions to move away from expats dependent
organizational routines, and we abstracted 1 to 4 as “1. Knowledge transfer as a prerequisite
for unlearning”.
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2. Changes in the external environment that prompt value transitions

This is abstracted from the concepts in the second rows from 5 and 6.

5. Changes in customer relationships due to market conditions
6. Organizational routines aimed at the U.S. model

In points 5 to 6, it is implied that the change in the market environment triggered
the hiring of an executive from Company B, which Company A acquired, as the head
of the Non-Automotive BU. This action changed the relationship with customers and
prompted a transition in values. These points were categorized as “2. Changes in the
external environment that prompt a shift in values”.

3. Unlearning practice through value transitions

This is abstracted from the concepts 7 and 8.

7. Values that place the highest priority on the company’s own profits
8. Differentiation by technology

In the concepts 7 and 8, it refers to the shift in values to prioritize the company’s own
profits rather than sacrificing its own profits for customer dedicated service. Furthermore,
the value is shifted toward the differentiation through technology as the competence
replacing the legacy value which prioritize customer dedication through the perfect delivery
support. These ideas that support unlearning the legacy organizational routines through
this value change were categorized as “3. Unlearning practice through value transitions”.

4. Organizational routines defined through value vectors

This is abstracted from the concepts 9 to 11.

9. Organizational routines as competence
10. Values that make customer line retention a top priority
11. Organizational routines complicated by formal organizational changes

These concepts indicate that unlearning of organizational routines was not achieved
due to a strong awareness of existing values in the Automotive BU. The values that place
the highest priority on maintaining customer lines were still considered important. Mean-
while, in the Automotive BU, values are based on organizational routines as competence.
Although formal organizational changes were made, the essence of organizational routines
remained unchanged. Therefore, there was a need to strike a balance between formal
organizational change and business processes based on existing values. This background
has led to more sophisticated processes. These concepts were extracted as the dimension as
“4. organizational routines defined by value vectors”.

Figure 2 shows the results of the theorization of the mechanism of organizational
globalization, which is the core part of the research questions, focusing on the relationship
and continuity of the individual abstracted concepts. Among abstracted concepts in
Figure 1, “1. Knowledge transfer as a prerequisite for unlearning” indicates that Company
A’s efforts toward global organization have gradually become effective, while Company
A had already started even before it acquired U.S. firm B in response to changes in the
external environment. This includes the transfer of knowledge of expats to local employees.
Based on this assumption, the study indicates that “2. Changes in the External Environment
Promoting Value Transition” is a major external factor influencing organizational change
toward the globalization of Company A. In such an environment, different business units
have their own values and approaches to globalization. Under such an environment,
different business units reacted differently to the change in values and formed different
organizational routines. In particular, the Non-Automotive BU has shifted from “10. Values
that make customer line retention a top priority” to “7. Values that place the highest priority
on the company’s own profits” in the second order concepts. This led to the “3. Unlearning
Practice through Transition of Values” in the dimension as described in the Section 3. On the
other hand, the Automotive BU was unable to abandon the “10. Values that make customer
line retention a top priority”, which was originally shared in the second step, and this led
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to the “11. Organizational routines that became complicated due to formal organizational
changes” in the second step. From these two points, we presented the background of
“4. Organizational routines defined by value vectors” in light of the fact that the values
shared by the organization play a major role in the formation of organizational routines.
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The following is an analysis by organization.

4.1. Non-Automotive Business Unit
4.1.1. Value Transitions Due to Changes in the External Environment

In 2018, Japanese semiconductor company A, the subject of this case study, acquired
U.S. company B. Company A operates two business units, one for the Automotive BU
and the other for the Non-Automotive BU. Company A appointed an executive from
acquired company B to the head of Non-Automotive BU. The head of the Non-Automotive
BU immediately abolished the organizational routines used in the previous business unit
and drastically redesigned the sales organization. As a precondition for this organization
change, the idea that the company’s interests were the priority was pushed to the fore, as
the local sales manager said, “Company A’s policy is prioritized now” (Figure 1. First row,
Local manager of the Non-Automotive BU).

The dominant value system at Company A had been customer-centric, as described by
a former expats manager currently in charge of sales in Japan region “slave-like situation”
(Figure 1. First row). The company shifted its focus from superiority through customer
service to making its own technology a competence (Figure 1. Second row, Non-Automotive
BU sales manager) and profit a priority goal. In the area of parts supply, the company
has changed from a customer-dominated business situation to a supplier-dominated one,
for example, by giving priority to customers who are committed to long-term orders
of up to two years. In the past, when faced with a sudden decline in demand for a
product manufactured based on a customer’s forecast, the responsibility for managing
excess inventory was ambiguous, and in many cases the supplier was forced to take the
responsibility due to the strong purchasing power of the customer. The new system clarifies
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that the customer is responsible for such ambiguity and enables suppliers to mitigate the
risk and make stable investments. The customer also has the advantage of being able
to secure volume of semiconductors to be supplied, given the extremely tight supply
of semiconductors.

4.1.2. Unlearning Practices through Value Transitions

As described above, the sales business process changed drastically in line with the
concept of placing the highest priority on Company A’s profit. In order to clarify the
changes that took place before and after Company B’s executive took over as head of the
Non-Automotive BU, this paper has classified the management approach prior to this
change as Japanese-style, and the approach taken afterwards as U.S.-style. The role of
sales in a Japanese-style organization can be divided into two major phases. The first is a
process called “Design-In,” which involves selling the product to the customer, deciding
to adopt the product and obtaining the order. The second is a process called “Delivery”,
which supports the supply of the ordered products. In Japanese-style organizational
routines, the role of sales, which negotiates with the customer, is emphasized in this process.
Company A, regardless of whether it is in the Automotive or Non-Automotive BU, has
traditionally emphasized “Delivery”, and has gained the trust of its customers over the
long term by responding flexibly to their demand fluctuation requests. Company A has
traditionally focused on delivery in both the Automotive and Non-Automotive BU, and it
has built long-term relationships with its customers by responding flexibly to their demand
fluctuations (Figure 1. First row, Local Top Management of Automotive BU). The majority
of the company’s production plants are located in the home country, and the knowledge of
expats from the home country has been utilized to communicate effectively with Japanese
in the home country who are engaged in production planning.

In the U.S.-style organization, on the other hand, “Design-In” is the primary mission,
and “Delivery” is handled by a dedicated customer service department, with a clear
definition of roles. From an organizational perspective, the key capability of “Design-In”
at overseas subsidiaries is the ability to understand market characteristics and customer
requirements, and according to local sales management, the ability to provide optimal
solutions to customers through communication with the head office. Sales and marketing
were naturally considered to be the responsibility of local employees. Therefore, Japanese
expat salespeople were no more necessary. Though they have spent a great deal of time
communicating with the head office, mainly in the delivery process, new management
thought it was unnecessary. As a result, the company decided to return Japanese expats
sales members to the home country and instead expanded local sales resources to focus
more on “Design-In”.

4.1.3. Knowledge Transfer as a Prerequisite for Unlearning

Company A’s organizational routines have been transformed due to a change in corpo-
rate policy, but customer delivery requirements are still a problem that cannot be ignored.
Company A’s production department basically responds to the customer’s requirements,
as it is based on the customer’s long-term forecast. The planned production input has
reduced the need to absorb short-term deviations in individual projects through the efforts
of each sales staff member. The role of sales in delivery was also reduced, and negotiations
with customers were mainly handled by the customer service department.

Customer service is handled by local staff, who communicate with the supply chain
division at the headquarter in a standardized format. According to a local Non-Automotive
BU sales staff, sudden requests from customers to change delivery dates are considered
non-routine work, but local customer service does not respond to such requests individually
(Figure 1, First row); instead, they are centralized with management and handled according
to priority. Management prioritizes issues raised by each region and department from a
strategic perspective, based on criteria such as customer importance and receipt of long-
term orders. After management’s decision, the requests will be sent to the operations
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department to take action. Therefore, the supply chain division at the headquarter can no
longer communicate through Japanese expats of overseas sales-companies, but the members
must negotiate in English with local people in the U.S. business planning department. For
example, the company’s micro controller chips occupy a high share of the air conditioner
market in China, and because demand is seasonal, frequent communication in English with
local sales is necessary. Since the time when the company still had Japanese expats in China,
it has been a rule that when a local person participates in a meeting, the conversation must
be in English. Therefore, even when Japanese expats return to their home country and
only local employees are present, there are no particular problems with communication
(Figure 1. First row, SCM Director, headquarter).

The staff at the headquarter also analyzed that the local sales side also formed a TMS
and deepened their understanding of non-routine operations by learning tacit knowledge
through working with Japanese expats for many years. The experiences enabled them to
fill in the absence of Japanese expats. (Figure 1. First row, SCM Director at headquarter)

4.2. Automotive Business Unit
4.2.1. The Value of Not Stopping the Automaker’s Production Line

Semiconductors are produced by forming hundreds to tens of thousands of chips on a
single wafer to provide a large volume of electronic circuit components with a wide range
of functions at low cost. In addition to the several months required for circuit formation, it
is difficult to respond to short-term fluctuations in demand due to the production input in
fixed-quantity units in the production process. On the other hand, electronic equipment
manufacturers, who are the consumers of semiconductors, have a widespread management
approach to optimize component inventories and minimize inventory risk. It has become
common practice to adjust production volumes according to changes in market demand
and to procure the necessary quantity of parts at the necessary time. In particular, Toyota’s
Kanban system has been adopted by automobile original equipment manufacturers (OEMs)
throughout the industry as the dominant logic, and Just-In-Time (JIT) procurement has
become the norm [56,57]. The OEMs’ JIT policy also requires their primary suppliers, the
equipment manufacturers (Tier 1), to make similar demands on their downstream suppliers.
Therefore, semiconductor manufacturers are constantly under pressure from their Tier
1 customers, who are linked to the OEMs, to supply their products in a timely manner.
Therefore, the policy of “Never stopping an OEM’s production line” is shared as an absolute
value in the organizational routines of the Automotive BU, and all processes are designed
to achieve this goal. In addition, the supply response is recognized as a competence against
Western competitors. (Figure 1. First row, Local top management of Automotive BU).

4.2.2. Organizational Routines Complicated by Formal Organizational Changes

At the same time, the Automotive BU also underwent organizational reform through
functional differentiation. In addition, the company implemented a series of measures
to obtain long-term orders from customers, and it is believed that the company formally
intended to adopt the same organizational routines as the Non-Automotive BU. However,
whereas the Non-Automotive BU was able to respond to customer delivery requests in an
organized manner by selecting customers based on priority, the Automotive BU, which
has a policy of “Never stopping the OEM line”, was not able to make such a separation,
and it was necessary to evaluate all requests from Tier 1 customers on an equivalent basis
without changing the conventional approach.

On the other hand, the formal organizational changes applied by the Non-Automotive
BU and the handling of long-term orders further complicated the business process, and for
certain product lines where supply and demand were tight, regular liaison meetings had to
be held by the relevant departments such as sales, marketing, design, business planning,
and supply chain, etc. (Figure 1. First row). Since all the participating members from
these related departments were Japanese, the role of Japanese expats rather increased in
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the Automotive BU as opposed to the Non-Automotive BU (Figure 1. First row, Local top
executives in Automotive BU).

5. Discussion
5.1. Management Control

The interviews revealed that Company A adopted the management methods of U.S.
Company B after acquiring it and advanced the globalization of its organization. As a
result, the global management of Company A became localized, i.e., the number of Japanese
expats were reduced. There was a significant organizational change in the Non-Automotive
BU, which was headed by the management of Company B, an acquired U.S. company.

The Automotive BU implemented the reorganization and operational measures same
as the Non-Automotive BU. However, this made operations more complex, and the role of
Japanese expats became more important in coordinating this complexity.

The interviews showed that a strong value system of “The OEM’s line cannot be
stopped” continued to dominate in the Automotive BU, while the Non-Automotive BU
had shifted to a policy of “Putting the company’s own interests first”. Despite the fact that
both divisions initially recognized “the ability to respond to supply as a competitive com-
petence (Figure 1. first row, Non-Automotive BU, former expats sales manager currently in
headquarter)”, the Non-Automotive BU rejected the existing organizational routines and
established new ones after struggling with the new values.

In organizational learning, the mental models of individuals and the shared vision of
the organization are pointed out as important factors that define the learning attitude of
individuals [58]. The mental model that “The ability to respond to supply is a competitive
competence” (Figure 1. Second row, local top management of Automotive BU) that the
sales realized in actual negotiations with customers, and the value of “Never stopping the
customer line” as the shared vision of the organization can be understood as influencing
the formation of organizational routines in the Automotive BU. From this case study, we
found that the mental model and the values that are the premise of the shared vision, may
be influential in the organization’s unlearning of existing knowledge and establishing new
organizational routines.

This suggests that management control by culture is applied to “Research Question
1: What kind of management control do Japanese companies use to manage their global
organizations?”. At Company A, values dominate the direction of organizational routines
in both the automotive and Non-Automotive BU. In the Automotive BU, a shared vision
of “Never stopping the OEM’s line” dominates. The mental model of “Supply response
is a competitive competence” requires a meticulous response by each individual. To
achieve this, Japanese expats play a major role in communication between the headquarter
and overseas. In this way, it was observed that cultural control is strongly exercised at
Company A.

Company A made the acquisition of U.S. company B in order to respond to changes
in the external environment, and in applying its management approach, it instilled its
profit-oriented values at the shop-floor level. Using “Cultural” management control, which
emphasizes contextual understanding based on shared values and implicitly requires
actions in line with these norms, the company established optimal organizational routines
for each of its two business units, which target customers with different levels of demand.

5.2. Changes in Organizational Routines

According to Feldman & Pentland [29], organizational routines can be classified into
an “Ostensive” aspect that defines its structure, and a “Performative” aspect that involves
actual actions. Organizational routines are optimized by switching back and forth between
the two aspects. The direction in which more weight is placed in response to changes in the
environment determines the organizational routines.

In this case, Company A acquired Company B, a U.S. company, and adopted the
management methods of Company B. The organizational routines that emphasize the
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“Ostensive” aspect correspond to the U.S. model, while the routines that emphasize the
“Performative’ aspect correspond to the Japanese model.

Semiconductor manufacturing originally has a long production period. Therefore, it is
difficult to respond to sudden increases or decreases in demand. In particular, the response
to increased demand often requires not only a physical shortening of the production period,
but also a solution by freeing up capacity that had been allocated to other customers. It can
be said that the emphasis was on the “Performative” rather than the “Ostensive” aspects
of organizational routines. In such dynamic processes, the targets of communication also
become diverse. In the case of requests from overseas customers, when sales representatives
of overseas sales companies communicate the customer’s request to the home country
where production resources are concentrated, there is no major problem as long as the
customer’s request is communicated in a standardized manner in advance through normal
communication channels. However, when actions outside of the standard channels are
required, it is important to have TMS of expats, who know the appropriate parties to
negotiate with (Figure 1. First row, Local top management of Automobile BU).

The Automotive BU reaffirmed its value of “Never stopping a customer’s line” and
continued to adopt organizational routines that maximize the knowledge of Japanese
expats in order to maximize the value of services to customers in the midst of tight global
semiconductor supply.

On the other hand, in the Non-Automotive BU, an executive from acquired U.S.
company B was appointed to the top management position to instill a “Profit-oriented”
value system, and unlearned business processes that rely on the knowledge of expats and
establish global organizational routines through a systematic approach.

In the U.S.-style organizational routines modeled by the Non-Automotive BU, this
process is carried out by customer service department. The new organization does not
tolerate fluctuations in customer demand. Under the same policy, the new organization
will support production requests based on the delivery date and quantity information
initially ordered by the customer, all the way through to supply. This is a key point that dis-
tinguishes the new organization from Japanese-style organizational routines. The acquired
U.S. company B had outsourced its manufacturing to an external company. Therefore, it
lacked flexibility in making production changes. It is assumed that the company was forced
to design a system to meet customer requirements without changing the production plan
as much as possible.

To establish the U.S.-style organizational routines described above in the Non-Automotive
BU, significant changes were required in organizational reconfiguration and negotiation
policies with customers. In the process, a function-based organization was established that
did not allow any ambiguity in role and responsibility. From this perspective, the role of
Japanese expats who were responsible for non-standardized tasks was difficult to evaluate
and they were sent back to their home country. This can be considered as unlearning the use
of knowledge in the form of TMS by Japanese expats. As a precondition for unlearning, it
was confirmed that (1) “English communication” was available to respond to foreign clients’
requests according to a standardized flow, and (2) Essential management knowledge of
communication with the headquarter was transferred between organizations based on the
actual performance of the expats during their tenure. (Figure 1. Third column 1).

Therefore, the answer to “Research Question 2: What kind of organizational routines
do Japanese firms use to manage their global organizations?” is to apply appropriate
values, which are determined by each business characteristics and implement optimal
organizational routines in that direction. In this process, it was found that changes in the
environment may involve the establishment of new organizational routines by unlearning
organizational routines based on a shift in existing values.

Since Hedberg [32] proposed the model of organizational learning in which existing
knowledge is dismissed. New knowledge is learned through unlearning when there is a risk
of misleading organizational behavior due to changes in the environment and other factors.
It has been considered that there is a certain level of agreement in the academic literature,
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and various conceptual as well as logical explanatory models have been attempted to
validate it. For example, Bettis and Prahalad [59] and Tsang and Zahra [43].

On the other hand, there have been few cases in which existing organizational routines
have been dismissed and unlearning has been implemented from the perspective of the
empirical studies [45]. This paper discusses how unlearning of organizational routines was
conducted through a case study based on interviews with the people in actual operation. It
has further confirmed that organizational values influence the composition of organiza-
tional routines. The organizational routines that had been conventionally defined by the
norms of Japanese “Culture” were expanded after the acquisition of U.S. company B to
spread its management methods. The penetration of “Profit-oriented” values that could
be shared more globally from the Japanese culture, led to the unlearning of organizational
routines that had relied on the conventional Japanese cultural norms. This paper discusses
the unlearning of organizational routines based on traditional Japanese cultural norms
from the perspective of the people in operation. In contrast to the tendency of existing
studies to focus on theoretical considerations, we believe it is significant to reinforce the
case studies of organizational learning in actual organizations from a practical perspective.

6. Conclusions, Implication and Research Limitation

In this study, to answer the question of what kind of management control Japanese
firms use to manage their global organizations, we analyzed the cross-border M&A case
of a semiconductor manufacturer, Company A, and found that the company adopted
“Cultural” management control and adapted to changes in the environment. Through
the cross-border M&A, company A has acquired talents to execute change the values of
the organization by top-down organizational reforms. It brought the change in values
from formerly dominated customer-oriented one to more focus on company’s own profit.
This vector change in values finally brought the change in organizational routines by
unlearning the legacy TMS of expats. In other words, Japanese company A finally achieved
globalization only after acquiring the external view outside of dominant “Cultural” values.
It explains why Japanese firms have recently been accelerating the cross-border M&A. To
obtain such external views to conduct change in “Cultural” management control systems,
it will be effective.

From sustainability point of view, in the unprecedented situation of global shortage
of semiconductors after 2020, we analyzed in detail the supply response process in the
supply chain of a semiconductor company as a case study. It clarified the mechanism
of the organizational routines. Semiconductors are so called the “Rice of the industry”,
and it represents the importance of this industry. Accordingly, this study will help to
deepen consideration of the sustainable growth of the semiconductor industry. There has
been no research to focus on the “Performative” organization routines throughout the
semiconductor supply chain dynamic operation, in which demand and supply balance is
frequently changed. From this point, it is meaningful to find out how a semiconductor
company got the capability to align with the optimal supply chain operation through
organizational learning in the sustainability scope.

On the other hand, we believe that we were able to extract certain mechanisms of
how Japanese companies have globalized their organizations in response to changes in
the external environment, from the perspective of unlearning organizational routines.
However, this is only a case study of one company, and it needs to be verified through
more case studies and multifaceted, quantitative research. In addition, although this
study examined the case of unlearning in the Non-Automotive BU of Company A, it
is insufficient to examine the point where unlearning did not occur in the Automotive
BU due to a lack of transparency in the shift in values. Consideration from factors that
hinder organizational learning and knowledge transfer, such as competency traps [60] and
information stickiness [61], seems necessary.
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19. Qorri, A.; Mujkić, Z.; Kraslawski, A. A conceptual framework for measuring sustainability performance of supply chains. J. Clean.
Prod. 2018, 189, 570–584. [CrossRef]

20. Gopal, S.; Staufer-Steinnocher, P.; Xu, Y.; Pitts, J. Semiconductor Supply Chain: A 360-Degree View of Supply Chain Risk and
Network Resilience Based on GIS and AI. In Supply Chain Resilience: Insights from Theory and Practice; Kummer, S., Wakolbinger, T.,
Novoszel, L., Geske, A.M., Eds.; Springer: Berlin/Heidelberg, Germany, 2022; pp. 303–313.

21. Shen, S.-P.; Tsai, J.-F. Evaluating the Sustainable Development of the Semiconductor Industry Using BWM and Fuzzy TOPSIS.
Sustain.: Sci. Pract. Policy 2022, 14, 10693. [CrossRef]

22. Canis, B. Motor Vehicle Supply Chain: Effects of the Japanese Earthquake and Tsunami; DIANE Publishing: Darby, PA, USA, 2011.

http://doi.org/10.1016/j.ijpe.2014.07.010
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.3930330407
http://doi.org/10.1002/hrm.3930330407
https://www.jstage.jst.go.jp/article/jcar/38/2/38_KJ00009470286/_article/-char/ja/
https://www.jstage.jst.go.jp/article/jcar/38/2/38_KJ00009470286/_article/-char/ja/
https://www.sciencedirect.com/science/article/pii/0090261678900360
http://doi.org/10.1016/0090-2616(78)90036-0
https://www.meti.go.jp/policy/external_economy/toshi/kaigaima/image/20180327003-4.pdf
http://doi.org/10.3390/wevj13100189
http://doi.org/10.1016/j.omega.2022.102720
https://opus.hs-furtwangen.de/frontdoor/index/index/docId/8124
http://doi.org/10.1080/00207543.2017.1401233
http://doi.org/10.1080/00207543.2018.1424363
http://doi.org/10.1080/00207543.2017.1401234
http://doi.org/10.1016/j.eswa.2011.04.082
http://doi.org/10.1016/j.jclepro.2018.04.073
http://doi.org/10.3390/su141710693


Sustainability 2022, 14, 15316 17 of 18

23. Park, Y.; Hong, P.; Roh, J.J. Supply chain lessons from the catastrophic natural disaster in Japan. Bus. Horiz. 2013, 56, 75–85.
[CrossRef]

24. Kamakura, N. From globalising to regionalising to reshoring value chains? The case of Japan’s semiconductor industry. Camb. J.
Reg. Econ. Soc. 2022, 15, 261–277. Available online: https://academic.oup.com/cjres/advance-article-abstract/doi/10.1093/
cjres/rsac010/6585222 (accessed on 1 October 2022). [CrossRef]

25. Bartlett, C.A.; Ghoshal, S. Managing Across Borders; Harvard Business Publishing: Boston, MA, USA, 1989.
26. Harzing, A.-W. Strategy and structure of multinational companies. Int. Hum. Resour. Manag. 2004, 2, 33–64.
27. Harzing, A.W. An analysis of the functions of international transfer of managers in MNCs. Empl. Relat. Law J. 2001, 23, 581–

598. Available online: https://www.emerald.com/insight/content/doi/10.1108/01425450110409248/full/html (accessed on 1
October 2022). [CrossRef]

28. Edström, A.; Galbraith, J.R. Transfer of Managers as a Coordination and Control Strategy in Multinational Organizations. Adm.
Sci. Q. 1977, 22, 248–263. [CrossRef]

29. Feldman, M.S.; Pentland, B.T. Reconceptualizing Organizational Routines as a Source of Flexibility and Change. Adm. Sci. Q.
2003, 48, 94–118. [CrossRef]

30. Cohen, M.D.; Burkhart, R.; Dosi, G.; Egidi, M.; Marengo, L.; Warglien, M.; Winter, S. Routines and Other Recurring Action
Patterns of Organizations: Contemporary Research Issues. Ind. Corp. Chang. 1996, 5, 653–698. [CrossRef]

31. Furusawa, M. Reexamining the “Localization Problem” in Japanese Firms’ International Human Resource Management: Signs of
Change and Their Background. Reg. Soc. 2016, 19, 57–71.

32. Wegner, D.M. Transactive Memory: A Contemporary Analysis of the Group Mind. In Theories of Group Behavior; Mullen, B.,
Goethals, G.R., Eds.; Springer: New York, NY, USA, 1987.

33. Lewis, K. Measuring transactive memory systems in the field: Scale development and validation. J. Appl. Psychol. 2003, 88, 587–604.
[CrossRef] [PubMed]

34. Borgatti, S.P.; Cross, R. A Relational View of Information Seeking and Learning in Social Networks. Manag. Sci. 2003, 49, 432–445.
[CrossRef]

35. Shimizu, K.; Hitt, M.A.; Vaidyanath, D.; Pisano, V. Theoretical foundations of cross-border mergers and acquisitions: A review of
current research and recommendations for the future. Int. Manag. 2004, 10, 307–353. [CrossRef]

36. Christofi, M.; Vrontis, D.; Thrassou, A.; Shams, S.M.R. Triggering technological innovation through cross-border mergers and
acquisitions: A micro-foundational perspective. Technol. Forecast. Soc. Chang. 2019, 146, 148–166. [CrossRef]

37. Morosini, P.; Shane, S.; Singh, H. National Cultural Distance and Cross-Border Acquisition Performance. J. Int. Bus. Stud. 1998,
29, 137–158. [CrossRef]

38. Steigner, T.; Sutton, N.K. How does national culture impact internalization benefits in cross-border mergers and acquisitions?
Financ. Rev. 2011, 46, 103–125. [CrossRef]

39. Budhwar, P.S.; Varma, A.; Katou, A.A. The Role of HR in Cross-Border Mergers and Acquisitions: The Case of Indian Pharmaceu-
tical Firms. Multinatl. Bus. Rev. 2009, 17, 89–110. [CrossRef]

40. Xi, Y.; Wang, X.; Zhu, Y. Organizational unlearning and knowledge transfer in cross-border M&As: The mediating role of
knowledge integration from a routine-based view. J. Knowl. Manag. 2020, 24, 841–860.

41. Hébert, L.; Very, P.; Beamish, P.W. Expatriation as a Bridge Over Troubled Water: A Knowledge-Based Perspective Applied to
Cross-Border Acquisitions. Organ. Stud. 2005, 26, 1455–1476. [CrossRef]

42. Hedberg, B. How organizations learn and unlearn. In Handbook of Organizational Design; Oxford University Press: New York, NY,
USA, 1981.

43. Tsang, E.W.K.; Zahra, S.A. Organizational unlearning. Hum. Relat. 2008, 61, 1435–1462. [CrossRef]
44. Rushmer, R.; Davies, H.T.O. Unlearning in health care. Qual. Saf. Health Care 2004, 13 (Suppl. S20), ii10–ii15. [CrossRef] [PubMed]
45. Akgün, A.E.; Byrne, J.C.; Lynn, G.S.; Keskin, H. Organizational unlearning as changes in beliefs and routines in organizations.

J. Organ. Change Manag. 2007, 20, 794–812. [CrossRef]
46. Becker, K. Facilitating unlearning during implementation of new technology. J. Organ. Change Manag. 2010, 23, 251–268.

[CrossRef]
47. Tsang, E.W.K. Transferring Knowledge to Acquisition Joint Ventures: An Organizational Unlearning Perspective. Manag. Learn.

2008, 39, 5–20. [CrossRef]
48. Wiggins, R.R.; Ruefli, T.W. Schumpeter’s ghost: Is hypercompetition making the best of times shorter? Strateg. Manag. J. 2005,

26, 887–911. [CrossRef]
49. Yin, R. Case Study Research; Sage: Beverly Hills, CA, USA, 1984.
50. Eisenhardt, K.M. Better Stories and Better Constructs: The Case for Rigor and Comparative Logic. AMRO 1991, 16, 620–627.

[CrossRef]
51. Barzelay, M. The Single Case Study as Intellectually Ambitious Inquiry. J. Public Adm. Res. Theory 1993, 3, 305–318.
52. Gioia, D.A.; Corley, K.G.; Hamilton, A.L. Seeking Qualitative Rigor in Inductive Research: Notes on the Gioia Methodology.

Organ. Res. Methods 2013, 16, 15–31. [CrossRef]
53. Glaser, B.G.; Strauss, A.L.; Strutzel, E. The Discovery of Grounded Theory; Strategies for Qualitative Research. Nurs. Res. 1968,

17, 364. [CrossRef]

http://doi.org/10.1016/j.bushor.2012.09.008
https://academic.oup.com/cjres/advance-article-abstract/doi/10.1093/cjres/rsac010/6585222
https://academic.oup.com/cjres/advance-article-abstract/doi/10.1093/cjres/rsac010/6585222
http://doi.org/10.1093/cjres/rsac010
https://www.emerald.com/insight/content/doi/10.1108/01425450110409248/full/html
http://doi.org/10.1108/01425450110409248
http://doi.org/10.2307/2391959
http://doi.org/10.2307/3556620
http://doi.org/10.1093/icc/5.3.653
http://doi.org/10.1037/0021-9010.88.4.587
http://www.ncbi.nlm.nih.gov/pubmed/12940401
http://doi.org/10.1287/mnsc.49.4.432.14428
http://doi.org/10.1016/j.intman.2004.05.005
http://doi.org/10.1016/j.techfore.2019.05.026
http://doi.org/10.1057/palgrave.jibs.8490029
http://doi.org/10.1111/j.1540-6288.2010.00292.x
http://doi.org/10.1108/1525383X200900011
http://doi.org/10.1177/0170840605057067
http://doi.org/10.1177/0018726708095710
http://doi.org/10.1136/qshc.2003.009506
http://www.ncbi.nlm.nih.gov/pubmed/15576685
http://doi.org/10.1108/09534810710831028
http://doi.org/10.1108/09534811011049590
http://doi.org/10.1177/1350507607085169
http://doi.org/10.1002/smj.492
http://doi.org/10.2307/258921
http://doi.org/10.1177/1094428112452151
http://doi.org/10.1097/00006199-196807000-00014


Sustainability 2022, 14, 15316 18 of 18

54. Corbin, J.M.; Strauss, A. Grounded theory research: Procedures, canons, and evaluative criteria. Qual. Sociol. 1990, 13, 3–21.
[CrossRef]

55. Nag, R.; Corley, K.G.; Gioia, D.A. The Intersection of Organizational Identity, Knowledge, and Practice: Attempting Strategic
Change Via Knowledge Grafting. Acad. Manag. J. 2007, 50, 821–847. [CrossRef]

56. Schonberger, R.J.; Gilbert, J.P. Just-in-time purchasing: A challenge for U.S. industry. Calif. Manag. Rev. 1983, 26, 54–68. [CrossRef]
57. Sakakibara, S.; Flynn, B.B.; Schroeder, R.G.; Morris, W.T. The Impact of Just-in-Time Manufacturing and Its Infrastructure on

Manufacturing Performance. Manag. Sci. 1997, 43, 1246–1257. [CrossRef]
58. Senge, P.M. The Art and Practice of the Learning Organization; Doubleday: New York, NY, USA, 1990; Volume 1.
59. Bettis, R.A.; Prahalad, C.K. The dominant logic: Retrospective and extension. Strateg. Manag. J. 1995, 16, 5–14. [CrossRef]
60. Levitt, B.; March, J.G. Organizational Learning. Annu. Rev. Sociol. 1988, 14, 319–340. [CrossRef]
61. Szulanski, G. Exploring internal stickiness: Impediments to the transfer of best practice within the firm. Winter 1996, 17, 27–43.

[CrossRef]

http://doi.org/10.1007/BF00988593
http://doi.org/10.5465/amj.2007.26279173
http://doi.org/10.2307/41165050
http://doi.org/10.1287/mnsc.43.9.1246
http://doi.org/10.1002/smj.4250160104
http://doi.org/10.1146/annurev.so.14.080188.001535
http://doi.org/10.1002/smj.4250171105

	Introduction 
	Theoretical Background and Research Questions 
	Semiconductor Supply Chain as a Crucial Basis for Sustainable Industry Growth 
	Management Control in the Global Organization of Japanese Companies 
	Organizational Routines in Overseas Subsidiaries of Japanese Companies 
	Changes in Organizational Routines in Cross-Border M&A 
	Unlearning in Organizational Learning 
	Research Questions 

	Research Method 
	Case 
	Interview Content 
	Analysis of Qualitative Data 

	Results 
	Non-Automotive Business Unit 
	Value Transitions Due to Changes in the External Environment 
	Unlearning Practices through Value Transitions 
	Knowledge Transfer as a Prerequisite for Unlearning 

	Automotive Business Unit 
	The Value of Not Stopping the Automaker’s Production Line 
	Organizational Routines Complicated by Formal Organizational Changes 


	Discussion 
	Management Control 
	Changes in Organizational Routines 

	Conclusions, Implication and Research Limitation 
	References

