[image: University of Wales Trinity Saint David launches new digital healthcare  course - Digital Health and Care Wales]


Student Name: Andreea Rotariu
Student ID: 2107119
Module Name: Developing Relationships and Workplace Achievement

Assignment Two: Individual Report







Table of Contents
Introduction	2
Section One: National Analysis	2
Part One: Cultural Analysis of Russia and China	2
Part Two: Institutional analysis of Russia and China	4
Section Two: Organisational Analysis	5
Part One: M&A Rationale and Integration Strategy	5
Part Two: Role of IHRM in implementing effective M&A	6
Conclusion	7
List of References	7











[bookmark: _Toc131327001]Introduction

The following assignment is developed for the current module studied entitled as “Developing Relationships and Workplace Achievement” with the main purpose of examining the strategic fit between the two companies from national an organisational perspective, as well as cultural and institutional HRM terms.

The two companies that have been selected include Lukoil from Russia and Hengli from China. Based on these two companies that have been selected, key elements will be investigated and represented throughout the report. 

Before moving into the main body, it is important to familiarize with the companies that have been selected. For example, Lukoil is known to be the largest oil provider that is also private in Russia. Different sources outline that this company has approximately 100k employees that work around multiple regions of Russia making sure that all tasks and activities are completed effectively and on time. Moving towards Hengli, this company is also private formed in China. This company is specialising in the production of fibbers from oil with advanced technologies. This company formed in China has less employees that Lukoil, sources identifying approximately 26k employees. 
[bookmark: _Toc131327002]Section One: National Analysis 
[bookmark: _Toc131327003]Part One: Cultural Analysis of Russia and China

In order to undertake a cultural analysis, the Hofstede Cultural Dimensions (Cohn & Russell, 2015) are going to be applied. Starting with Russia, this model applies as it follows: 
· POWER DISTANCE: Russia, with a score of 93, is a society where those in power are very distant. The fact that the world's largest country is highly centralized shows that: Moscow is home to two-thirds of all foreign investment and 80% of its financial potential is concentrated. Status symbols are very important (Hofstede Insights, 2022). 
· INDIVIDUALISM: Instead of saying "me and my friends" when planning a night out with friends, Russians literally said "us and friends". This language scores as low as 39 because when you talk about siblings, you may be talking about cousins. Family, peers, and often the environment are important in coping with the challenges of everyday life. Information, referrals, and successful negotiations all depend on relationships. 
· MASCULINITY: Russia's penchant for status symbols may come as a surprise given its relatively low score of 36, which is due to Russia's greater distances of power. At first glance, Russians tend to underestimate individual achievements, contributions, and abilities, both at work and in social situations. Scientists, researchers, and doctors are often expected to live at a very low standard of living and speak modestly about themselves.
· UNCERTAINTY AVOIDANCE: Not only have Russians built one of the most complex bureaucracies in the world, but they also believe that ambiguity poses a grave threat to them. For example, when negotiations are underway and the focus is on building relationships, the presentation is either poorly prepared or very detailed. Additionally, extensive planning and guidance is common. Russians value background and contextual information. 
· LONG TERM ORIENTATION: With a very high score of 81, Russia is certainly a country with logical prospects. People in pragmatic societies believe that circumstance, context, and time strongly influence truth. They show a strong tendency to save and invest, and an ability to easily adapt traditions to changing circumstances. Frugality and consistency to achieve results. 
· INDULGENCE: A controlled perception of Russian culture is effectively reflected in a very low score of 20 on this dimension. Societies that score low on this indicator tend to be pessimistic and cynical. Furthermore, in contrast to an extravagant society, a restrained society places little value on leisure and controls how desires are satisfied. and we believe that tolerance is not fully acceptable. 

Moving towards the analysis of China, the Hofstede model applies as it follows: 

· POWER DISTANCE: China has the highest PDI score of 80, indicating a society that embraces racial and ethnic differences. The relationship between superiors and subordinates tends to be restrictive and provides no protection from abuse of power by superiors. Formal powers and sanctions affect people, and people generally believe they can take the initiative and lead. 
· INDIVIUALISM: At a score of 20, China is a highly collectivist culture, where individuals act not necessarily in their own interest but in the interest of the group. When close groups (family, etc.) are given preferential treatment, group consideration affects hiring and promotion. The organization has low employee engagement, not necessarily the people who work there. 
· MASCULINITY: At 66, China is a male-dominated, achievement-oriented and ambitious man. The fact that many Chinese prioritize work over family and leisure time highlights the need to ensure success. For example, hairdressers offer their services until late at night. Free time is not so important. 
· UNCERTAINTY AVOIDANCE: China's uncertainty avoidance score is low at 30. Local social circles are concerned with truth, and there are many rules (not necessarily laws), but truth can be relative. Still, pragmatism is real, and laws and regulations can be adapted to real-life situations. 
· LONG-TERM ORIENTATION: China scores 87 on this scale, indicating a very pragmatic culture. People in pragmatic societies believe that circumstance, context, and time strongly influence truth. They display a propensity for saving and investing, prudence and perseverance in achieving results, and the ability to easily adapt traditions to changing circumstances. 
· INDULGENCE: China's low score of 24 in this regard indicates that China is a reticent society. Societies that score low on this indicator tend to be pessimistic and cynical. Furthermore, in contrast to an extravagant society, a restrained society places little value on leisure and controls how desires are satisfied. 
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China and Russia have long, and complicated histories marked by periods of bravery and conflict. Relations between neighbouring countries have strengthened over the past decade, but some experts question their inherent organizational depth. According to them, countries' ties are determined more by their competition with the United States than by their innate ties.

The COVID-19 pandemic, its broad shared borders, and communist doctrine have all fueled tensions in the past. Despite official declarations of cooperation, to this day relations remain tenuous, and officials distrust each other. According to many foreign policy experts, Russia's invasion of Ukraine in 2022 will mark a turning point in bilateral relations, and its developments are likely to have a major impact on the international order.
Russia is currently China's largest energy importer and second largest crude oil importer. Gazprom announced that the Power of Siberia pipeline's daily natural gas exports to China will set a record in his 2023. Since January 1, his daily volume of goods for the organization has reached and exceeded levels expected in the 2023 agreement. Despite its economic benefits, Sino-Russian cooperation in the oil and gas industry has enormous political implications, especially despite Western recognition. This reflects the deepening ties that exist between our two countries and our determination to work together for the benefit of both countries. In fact, the partnership has been so fruitful that other states are interested in adopting it as a cooperation model (Duesterberg, 2022).

The expansion of energy cooperation between Moscow and Beijing was noted by many experts. According to measurements provided by the General Administration of Customs of China on January 20, 2023, Russia's shipments of condensed combustible gas (LNG) to China in 2022 will increase by 43.9% to reach 6.5 million tons, while oil It increased by 8.3% to reach 86.25 million tons. Since early 2022, energy trade between Russia and China has increased by 64% in value terms and 10% in physical terms. 
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All businesses in the global economy are subject to various labour laws and industrial relations in the countries in which they operate, yet labour regulations are largely undeveloped around the world. Familiarity with local laws and practices may differ significantly from those in other countries (Jones, 2014).
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According to Chapman (2003) workers are not just constituents. Rather, considerable power can be wielded through organized unions, sometimes across borders. Given the importance of this control function performed by HR, it is surprising that union issues are rarely discussed in previous research on HRM in M&A. The process of integrating buyers and sellers to the extent necessary to realize the expected benefits of a merger or acquisition is known as "acquisition integration". Goals, priorities, success metrics, non-negotiable factors, and scope of integration are all outlined in an M&A integration strategy (Dringoli, 2016).

The most important phase of M&A coordination is reaching an agreement with your boss on how the acquisition will be conducted. It should be clarified at least 2-3 months before signing the contract.

Without clarity from management, M&A integration teams are more likely to make false assumptions, false plans, and derailment. A clear goal is required from a higher authority before the group can begin. This will help you move in the right direction and drive a compelling plan forward. In addition, management must agree to a set of acquisition integration guidelines that serve as the basis for decision-making and ensure that the integration team acts accordingly (Walis, 2018).
Mergers and acquisitions (M&A) are long, risky, and fast-moving events. M&A combinations are often highly disjointed due to the level of interdependence across associations, and fruitful combinations may not be integrated into the association's core working model. It requires its own set of assets and capabilities. Organizations can maximize the value of mergers and acquisitions (M&A) integrations by appointing executives with the necessary skills to manage the fast-paced and complex process. 
[bookmark: _Toc131327007]Part Two: Role of IHRM in implementing effective M&A 
Four HR roles exist throughout the merger or acquisition process. Antila (2005) states that there are several HR themes in the IM&A process that emphasize the roles of strategic partner, management expert, employee advocate, and change agent. The four roles played by HR managers in IM&As proposed by Schuler and Jackson (2001).
The strategic partner's role includes not only planning and evaluating the M&A process, but also issues of human resources and her M&A strategy. The role of strategic partners becomes more prominent during the pre-merger, integration, and evaluation stages, but less during the integration stage. The roles of managers and employee advocates are prominent at all stages. These roles include specific HR responsibilities such as HR due diligence, implementation of HR practices, recruitment, and communications. Another strategic role, Change Her agent role is weaker than the others (Aizhu & Xu, 2023).
According to Briscoe and Schuler (2004), labour law and industrial relations is one of the traditional areas of international human resource management. Human resources departments at both companies need to be able to quickly develop plans that help achieve the desired synergies. Once the M&A process begins, human resources representatives from both companies should advise management to develop a roadmap in advance so that the combined company will comply. This approach should focus on the combination of associated communication structures, reductions (if any), and corporate entities. This initiative by HR leaders helps management achieve specific goals and prevents future misunderstandings and disagreements (Bokova, 2023).

Human resources (HR) professionals are critical to the success of mergers and acquisitions as they deal with an organization's employees and address key employee-related issues. Extending interventions can help HR professionals make mergers and acquisitions successful. As a result, during a merger and acquisition (M&A) transaction, HR acts as both a motivator and a coach to encourage employees of the merged company to work together effectively (Reiche, 2016). 

[bookmark: _Toc131327008]Conclusion
Overall, the IHRM plays an extremely important role towards the success of businesses, and this has been explored throughout the assignment. Considering the two companies that have been selected- Lukoil and Hengli both need strong an organised IHRM strategies to be able to handle all aspects coming on the way of the industry. 
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