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     Total Energies was founded in 1924 with the goal of enabling France to play a significant role in the big oil and gas adventure, and it has always been motivated by a true pioneering spirit. Some of the world's most fruitful fields have been found by it. Its refineries have produced ever-more complex goods, and its large distribution network has offered a wide variety of services. The firm is solidifying its competitive edge and continuing to enhance output while maintaining an unshakable commitment to the safety of people and property in order to face the major challenges in the oil and gas sector as well as the demands of our partners and stakeholders.
     In order to create the oil industry group LangepasUrayKogalym (LUKOIL), the Russian Soviet Federal Socialist Republic issued Regulation No. 18 on November 25, 1991. This regulation consolidated the three oil production enterprises Kogalym, Langepas, and Uray as well as a number of refineries, including those in Perm and Volgograd.The first initials of the names of the cities of Langepas, Urai, and Kogalym, which are the locations of the Company's principal oil-producing subsidiaries, were combined to form the name LUKOIL. Ravil Maganov, who was Langepasneftegaz's director general at the time, suggested the name. 
     TotaleEnergies Currently employing over 10,000 people throughout France, the business is renowned for its aggressive pricing, first-rate customer support, and innovative products. EDF, Engie, Eni, and Direct Energie are the major rivals of TotaleEnergies. Residential and business clients make up the company's clientele, and it places a strong emphasis on offering innovative energy solutions that are tailored to each market segment's requirements. Although they have operations in other nations including Spain, Italy, Germany, the UK, and the US, its clientele are predominantly in France.
     Russian transnational energy company Lukoil was established in 1991. With a market share of 11.9%, it is the second largest publicly traded oil and gas corporation in the world and the biggest business in Russia. With over 100,000 people and a presence in more than 40 nations, Lukoil competes primarily with ExxonMobil, Royal Dutch Shell, BP, and Chevron.
Lukoil has operations in several nations across the world, with a particular emphasis on the Russian and Central Asian markets. With a market share of 24.8% in Russia, Lukoil is the biggest oil and gas business there. It is also the second-largest oil and gas producer in Central Asia. Additionally, Lukoil has sizable activities in North America, Europe, Africa, and the Middle East. Customers of Lukoil include both businesses and private individuals, with a concentration on providing oil, gas, and other energy supplies to a variety of industries. Oil and gas exploration and production, refining, petrochemicals, marketing, and retail are all included in the company's range of goods and services. Overall, Lukoil is a significant participant in the global oil and gas sector and is well-positioned to profit from its clients' future energy demands.
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    According to Hofstede (1980), “Culture is the collective programming of the mind which distinguishes the members of one human group from another.” Using Hofstede insight, it will show the next analysis about our 2-home country: 
   1. France does admirably in Power Distance, scoring 68. In some ways, parents nurture their kids to be emotionally reliant on them. This dependence will eventually be extended to superiors and teachers. So, it is a society where a certain amount of inequality is tolerated. Power brokers in Russia, which had a score of 93, are quite far apart from society. The fact that the world's greatest nation is highly centralized—80% of all financial potential is concentrated in Moscow, where two-thirds of all foreign investments are made—underscores this. Status symbols are very important because of the enormous gap between the powerful and the less powerful. 
    2. With a score of 71, France is demonstrated to be an individualist society. Parents help their kids develop emotional independence in relation to the social groups to which they belong. This implies that one should solely focus on taking care of themselves and their families. The primary concern this dimension attempts to address is the level of interdependence a society maintains among its constituents. For example, Russians would literally say "We with friends" instead of "I and my friends" when discussing plans to go out, and they may refer to their brothers and sisters as cousins. As a result, a lower score of 39 even manifests itself in the language.
    3. France has a somewhat feminine culture, scoring 43. This may be implied by its well-known social security system (security sociale), 35-hour workweek, five weeks of annual vacation, and emphasis on quality of life. But, French culture as a model has another distinctive quality. Working class members score Masculine, whereas higher class members score Feminine. Regarding its predilection for status symbols, Russia's comparatively low score of 36 may come as a surprise, but they are tied to the country's high Power Distance. On closer inspection, one may discover that Russians tend to downplay their own accomplishments, contributions, and talents both at work and while interacting with others.
    4. French culture ranks well on uncertainty avoidance with a score of 86. These examples show this to be the case: Surprises don't appeal to the French. Planning and structure are necessary. They prefer to have all relevant information before meetings and discussions. Getting 95 Russians have one of the most intricate bureaucracies in the world and feel particularly intimidated by uncertain circumstances. Presentations are either poorly planned or completely unprepared, as is the case when negotiations are just getting underway and the emphasis is on developing relationships. Moreover, thorough preparation and briefing are fairly typical. Russians like to know the context and history.
    5. France has a high score (63), making it pragmatist. People in pragmatic civilizations hold the view that situation, context, and time all play a significant role in determining what is true. They demonstrate a capacity to readily adjust traditions to new circumstances, a high predisposition to save and invest, thriftiness, and persistence in getting things done. Russia has a very high pragmatic attitude score of 81, making it clear that nation. People in pragmatic civilizations hold the view that situation, context, and time all play a significant role in determining what is true. They exhibit a high desire to save money and invest it, and they can readily adjust their customs to changing circumstances.
    6. When it comes to the balance between indulgence and restraint, France comes in somewhere in the centre (48). This suggests that the French are less laid back and enjoy life less frequently than is generally believed, especially in light of their high Uncertainty Avoidance score. With a very poor score of 20, Russian culture readily demonstrates its Restrained character. Cultures that score poorly on this dimension tend to be cynical and pessimistic. Restrained cultures also place less value on leisure time and restrict the satisfaction of their wishes than Indulgent societies do. 
[bookmark: _Toc129193019]  3.0 SECTION1: PART2 INSTITUTIONAL ANALISYS OF COUNTRYES FRANCE AND RUSSIA

     The fundamental components of a political economy framework are outlined by Scott (1995), who describes how the interaction of the state, economy, and social institutions influence the growth of international human resource management (IHRM) practises. The government, French corporate culture, and the French labour market are the three primary political, economic, and social institutions influencing IHRM practises in France. Due to its authority over employment legislation and regulations, the French government has a substantial impact on IHRM practises. This entails establishing minimum pay and benefits as well as passing legislation to safeguard workers from unfair practises and discrimination. The limits for the terms and conditions of employment are established by this, and as a result, the manner in which companies can build up their HR policies and practises are also determined. This directly affects IHRM practises. IHRM procedures are significantly impacted by the French corporate culture. The French have a propensity for a more hierarchical management style as well as a dislike of risk-taking and change. Employers often choose a more conventional approach to HR management and are less inclined to adopt creative or current HR methods, which has an influence on IHRM practises. Last but not least, the French labour market also has a significant impact on IHRM procedures. The French labour market is heavily controlled, extensively unionised, and leans toward long-term agreements. Employers are more likely to provide more stable and secure employment terms and conditions, which are often more generous and protective in nature, which has an influence on IHRM practises.
     According to DiMaggio and Powell's (1991) argument, a country's institutional environment has a significant impact on how organisations behave. In the case of Russia, IHRM practises are significantly influenced by political, economic, and social institutions. In terms of politics, Russia is a federation with a powerful centralised administration. The government establishes laws and rules that regulate how organisations, including those involved in IHRM, operate. For instance, the government has the authority to set minimum wage requirements and labour legislation. Russia has a market economy in terms of economics. This has given businesses the chance to adopt innovative IHRM techniques like performance-based pay and flexible work schedules. Organizations must remember, though, that they must follow government laws, some of which can be burdensome. Russia has a very diversified and lengthy history. This affects how businesses approach IHRM. When hiring or training new personnel, for instance, firms may need to take cultural norms and expectations into account. Furthermore, the presence of bribery and corruption can have an effect on how businesses implement IHRM. Overall, Russia's political, economic, and social institutions have a significant impact on IHR.
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     Totalenergie and Lukoil will embark on an acquisition, with Totalenergie being the target company. The two companies have complementary business portfolios and the acquisition will be a way for Lukoil to expand its operations into the energy sector. The proposed integration typology for this acquisition is a horizontal integration. Horizontal integration is a type of acquisition in which the acquirer purchases a company in the same industry, or a related industry, in order to increase the acquirer's market share and gain competitive advantages (Johansson, 2017). This type of integration is beneficial in terms of cost savings, market share and competitive advantages, as it gives the acquirer access to the target company's customer base and resources. This type of integration also allows for economies of scale, as the combined company can benefit from the combined resources and knowledge of both companies (Konstantinou, 2020). The proposed integration strategy is supported by the resource-based view theory, which states that a firm's competitive advantage is based on its ability to create and use resources that cannot be easily replicated or imitated by competitors (Barney, 1991). By acquiring Totalenergie, Lukoil will gain access to Totalenergie resources and knowledge, which will enable the combined company to create a competitive advantage over its competitors.
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     The HR issues that surface before and after stage in France may be explained by Hall (1976) idea of high- and low-context cultures. Low-context cultures depend more on explicit communication and verbal clues, whereas high-context cultures, like those found in France, rely more on implicit communication and nonverbal cues. Due to the recruiting process's potential increased reliance on implicit communication, which can be challenging for individuals from low-context cultures to grasp, this might present difficulties in the pre-stage of HR. The post-stage of HR can also be challenging since there might not be enough specific feedback for staff members to appreciate their performance and the demands of their roles Kira (2017). 
     According to the Adler and Ghadar (1987) model, four major HR issues—cultural fit, language, lack of transparency, and legal uncertainty—occur at the preliminary stage of the hiring process in Russia. Due to the disparities between Russian culture and the culture of the company, cultural fit might be difficult. The linguistic barrier that exists between the company and the potential employee makes language a hurdle. Because there is little information accessible on pay, working conditions, and job descriptions, there is a difficulty with lack of openness. Finally, the absence of a defined legal framework in Russia presents a barrier in terms of legal ambiguity. In the post-stage, Russia has HR difficulties such as a lack of career advancement, poor wages, inadequate training, and a high employee turnover rate. Lack of professional development is a problem since there are few opportunities for employees to advance inside the company, (Heller, 2018) Because they are lower than in other nations, low salaries provide a hurdle. Due to the minimal investment in staff training, there is a problem with lack of training (Borodovsky, 2019).
     A acquisitions (M&A) process's effectiveness depends heavily on human resources (HR). HR offers the knowledge and tools required to assist the merger of two or more businesses. The formulation and implementation of plans for a seamless employee transition, the blending of corporate cultures, and the creation of efficient management systems are all the responsibility of HR in making sure the two firms are successfully integrated. Additionally, HR is in charge of collaborating with both organisations to make sure that the new structure supports both firms' missions and core values and creates a productive, energetic workplace. Because it helps to guarantee that the appropriate human capital is in place to support the transition, HRM is crucial to the success of an M&A transaction. The right rules and procedures can be developed and implemented, the required resources can be identified and managed, and the effective integration of the two companies can be ensured. This entails the formulation of policies and procedures to support the new organisational structure, the execution of effective communication and training efforts, and the development and implementation of strategies to guarantee that.
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     To maintain equity and uniformity in their policies and procedures, merging companies must use the same HRM best practises internationally. To guarantee adherence to local rules and regulations, there can be a few exceptions that need to be considered. For instance, the minimum wage may be greater in Russia than in others, therefore HRM processes should be modified to guarantee adherence to local laws. Furthermore, it is important to consider the various cultural and religious customs that may exist in France. When this occurs, the HRM procedures should be changed to ensure that they follow not just the local laws and regulations but also the cultural and religious beliefs of the people as well like: 
    1.  Establish effective channels of communication between the IHRM division and the M&A team
    2. Create an M&A strategy that is suited to the organization's unique requirements.
    3. Determine and evaluate any potential effects the proposed M&A transaction may have on human resources. 
    4.Create a transition management strategy that identifies important stakeholders, discusses communication tactics, and establishes timetables for the process. 
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