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Abstract
Murphy Oil Corporation, a US-based oil and gas exploration company, and China National Petroleum Corporation (CNPC), a Chinese state-owned energy giant, could potentially engage in a merger and acquisition (M&A) deal. If such a deal were to take place, it could lead to a significant expansion of CNPC's global oil and gas reserves, as well as help Murphy Oil to access new markets in China and the Asia-Pacific region. However, such a deal could face political and regulatory hurdles, given the tense trade relationship between the US and China, as well as potential concerns over national security and strategic interests. As with any M&A deal, the success of a potential merger between Murphy Oil and CNPC would depend on various factors, including due diligence, valuation, financing, and regulatory approvals. The report is focusing upon the role of IHRM during M&A between the two companies. 
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The report will discuss regarding the role of HR in planning for smoother transitions and managing the political, economic, and cultural aspects of M&A, will specifically focusing on the M&A between Murphy Oil Corporation and China National Petroleum Corporation. Mergers and acquisitions (M&A) are complex transactions that involve significant changes in organisational structures, processes, and cultures. The success of an M&A largely depends on the organisation's ability to effectively manage these changes and ensure a smooth transition.
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Mergers and acquisition (M&A) is a complex process that involves numerous factors, including political, economic, and cultural aspects. When two companies from different countries, like Murphy Oil Corporation and China National Petroleum Corporation, merge, managing these aspects becomes even more critical. The role of HR in managing the political, economic, and cultural aspects of two countries during the M&A process is vital for ensuring the success of the merger.
Political Aspects: One of the most critical aspects of a cross-border M&A is understanding the political landscape in both countries. HR plays a crucial role in ensuring that the M&A complies with all applicable laws and regulations, including those related to foreign investments. HR should also work closely with legal and compliance teams to ensure that the merger adheres to all regulations and policies. Moreover, HR monitors any political or regulatory changes that could impact the M&A process, such as changes in trade policies or tariffs. HR professionals also work to build relationships with local government officials and regulators to ensure that the M&A process is smooth and hassle-free (Cooke, et. al., 2019).
Economic Aspects: HR analyses the economic environment in both countries, including the currency exchange rates, tax laws, and labour laws. HR also consider the impact of the M&A on both companies' financial performance, including cash flow, revenue, and expenses. HR works closely with finance teams to ensure a smooth transition and to identify potential risks that could impact the financial health of the merged entity. HR also identify any potential redundancies or reorganisations that may be necessary as a result of the M&A. They should work with management teams to develop a plan for workforce reduction, including a clear timeline and communication plan.
Cultural Aspects: Cultural differences are among the most challenging aspects of a cross-border M&A. HR work closely with both companies to understand their cultures and identify potential conflicts that arise during the integration process. HR facilitates the integration of the two companies’ cultures and values to ensure a cohesive and productive workforce (Cooke, et. al., 2020). HR develop cross-cultural training programs for employees to help them understand and appreciate the differences in work styles, communication, and values. This training focuses on building cultural awareness, improving communication, and fostering teamwork. HR also develop clear policies and procedures to manage cross-cultural issues, such as language barriers or different work schedules. 
Following certain theories such as the Hall's theory of cross-cultural communication, the HRM can help to identify the issues that occur due to cultural differences and eradicate them. Hall's theory of cross-cultural communication is a framework developed by anthropologist Edward T. Hall. It emphasizes the importance of understanding cultural differences and their impact on communication (Margariti, et. al., 2019). Hall identified two types of cultures, high-context and low-context, which differ in how much information is conveyed through context and nonverbal cues. In high-context cultures, much of the meaning is implied and conveyed through nonverbal cues, while in low-context cultures, most of the meaning is conveyed through explicit language. Therefore, the HRM of the companies which are being merged needs to focus on establishing policies and share formal e-mails to carry on communication efficiently among executives and managers. On the other hand, leaders and supervisors will be allowed to use explicit language to discuss the task and state the targets with the employees.
Communication: Effective communication is crucial during an M&A process, particularly in cross-border M&As. HR should play a leading role in communicating with employees, management teams, and stakeholders throughout the M&A process. HR ensure that all stakeholders are informed about the progress of the merger, including any changes in company policies or procedures. HR also be available to answer questions and address concerns that may arise during the M&A process (Mayrhofer, et. al., 2019).
HR plays a vital role in managing the political, economic, and cultural aspects of two countries during the M&A process. HR professionals work closely with both companies to understand their unique challenges and develop a plan to manage these aspects effectively. By effectively managing these aspects, HR can help ensure the success of the M&A and the long-term sustainability of the merged entity.
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During the pre-merging stages of the M&A between Murphy Oil Corporation and China National Petroleum Corporation (CNPC), the HR professional played a vital role in ensuring a successful integration of the two companies. This involved various tasks and responsibilities that helped to facilitate a smooth transition from two separate entities to one unified organisation. One of the primary tasks that the HR professional was responsible for was conducting a comprehensive analysis of the human resources of both companies. This included assessing the skills, experience, and qualifications of employees at all levels, from entry-level positions to top-level executives (Wood, 2019). The HR professional also evaluated the compensation and benefits packages offered by both companies to ensure that they were comparable and aligned with industry standards. In addition to analyzing the human resources of both companies, the HR professional was also tasked with developing a plan for integrating the two workforces. This involved identifying areas where redundancies existed and developing strategies for reorganizing the workforce to eliminate these redundancies while also maintaining the necessary levels of productivity and efficiency. The HR professional also played a crucial role in communicating with employees throughout the pre-merger process. This involved creating a communication plan that kept employees informed about the progress of the merger, including any changes to company policies, procedures, and organisational structure. The HR professional also provided support to employees who had questions or concerns about the merger and helped to address any issues that arose during the integration process (Stone and Deadrick, 2020). Another key responsibility of the HR professional during the pre-merger process was to ensure compliance with all relevant employment laws and regulations. This involved reviewing and updating employment contracts, policies, and procedures to ensure that they were in compliance with local and national laws in both the United States and China. Finally, the HR professional played a critical role in developing a culture of collaboration and cooperation between the two companies. This involved organizing team-building exercises, training sessions, and other activities designed to help employees from both companies work together effectively and build strong relationships. Overall, the HR professional played a vital role in the pre-merger stages of the M&A between Murphy Oil Corporation and CNPC. Through their efforts, they helped to ensure a successful integration of the two companies and set the stage for continued success in the future (Harvey et. al., 2019).
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After the successful implementation of the merger and acquisition between Murphy Oil Corporation and China National Petroleum Corporation (CNPC), the role of International Human Resource Management (IHRM) continued to play an essential role in the integration process. One of the critical areas in which IHRM played a role was in the harmonization of HR policies and practices. The two companies had different cultures, practices, and policies, and it was necessary to align them to avoid any conflicts that could arise after the merger. IHRM facilitated this process by identifying the policies and practices that were essential for both companies and aligning them to form a common HR framework. IHRM was also responsible for ensuring that the employees from both companies were integrated seamlessly into the new organization (Yawalkar, 2019). The employees needed to be made aware of the new company's culture, values, and mission to help them adapt to the new work environment. IHRM was responsible for designing and implementing training programs that focused on cross-cultural training and team building exercises. The goal was to create a sense of unity and a common identity among the employees, which would enhance their performance and productivity. Another critical area in which IHRM played a role was in talent management. After the merger, the new organisation had a diverse workforce with a range of skills, experiences, and expertise. IHRM was responsible for identifying and managing the talent pool to ensure that the right people were in the right positions. This involved evaluating the employees' skills and experiences, identifying their career aspirations, and aligning them with the company's objectives (Guest and Woodrow, 2021).IHRM also played a vital role in managing the expatriate workforce. The merger resulted in an increase in the number of expatriates, and IHRM was responsible for ensuring that they were adequately supported and integrated into the new organisation. This involved providing them with the necessary resources, such as housing, healthcare, and educational facilities, to ensure that they could work and live comfortably in the new environment. IHRM was also responsible for managing their contracts, ensuring that they were aligned with the company's objectives, and that they complied with the local laws and regulations (Bowen et. al., 2022).
Finally, IHRM played a crucial role in managing the employee relations after the merger. The merger had resulted in a change in the reporting structure and job roles, which could have created conflicts and tensions among the employees. IHRM was responsible for addressing any issues that arose and ensuring that the employees were motivated and engaged. This involved designing and implementing employee engagement programs that focused on building a positive work environment, promoting open communication, and recognizing and rewarding employee contributions.
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Mergers and acquisitions (M&A) are complex transactions that involve significant changes in organisational structures, processes, and cultures. The success of an M&A largely depends on the organisation’s ability to effectively manage these changes and ensure a smooth transition. The role of human resources (HR) is critical in planning for smoother transitions during M&A. 
Recruitment of employees- The HRM of the companies which are merging needs to have an efficient and skilled workforce for developing their productivity. The firms need to follow models and theories like Perlmutter’s model to develop the recruitment system within the merged workspace. This theory consists of three factors- ethnocentrism, polycentrism, and geocentric approach. As per the ethnocentrism, the companies can choose the employees from the country where the parent operates while polycentrism can help the firms to select employees from the host country. The geocentric approach can help the companies to recruit employees regardless of the nationalities. In case of the merger of Murphy Oil Corporation and China National Petroleum Corporation, the employees should be recruited as per the geocentric strategies of Perlmutter’s model as this can help the companies to get skilled employees. Moreover, the firms would not have to be answerable to the stakeholders as they can show that they have a diversified workforce which can help to develop their goodwill and ethical working practice as well. The merger can be a success if the companies focus on developing their productivity and managing the workforce using geocentric strategy can be beneficial in this field. 
Culture Integration: One of the most significant challenges during an M&A is integrating the cultures of the two organisations. HR plays a critical role in this process by facilitating communication, identifying cultural differences, and developing strategies to integrate the cultures (Isa, 2021). HR conducts cultural assessments to identify the cultural differences between Murphy Oil Corporation and China National Petroleum Corporation and develop strategies to align the cultures. This includes developing a shared vision and values, implementing cross-cultural training programs, and creating opportunities for employees to interact and learn from each other.
Talent Management: HR plays a crucial role in talent management during an M&A. HR assesses the skills and competencies of the employees of both companies and develops a plan for managing talent during the transition period. This also includes identifying key positions and employees, developing retention strategies, and providing career development opportunities. HR also conducts a skills gap analysis to identify areas where additional training or hiring may be required (Oancea and Kamau, 2020).
Communication: Effective communication is critical during an M&A to reduce employee uncertainty and anxiety. HR develops a communication plan that includes regular updates on the progress of the M&A and its impact on employees. HR also provides forums for employees to ask questions and provide feedback. Effective communication helps to build trust and reduce resistance to change.
Change Management: Change management is critical during an M&A to ensure that employees are prepared for the changes that will occur. HR develops a change management plan that includes a clear timeline for the transition, identifying key milestones, and providing employee training and support. HR works with managers to ensure that employees understand their roles and responsibilities during the transition period.
Benefits and Compensation: HR plays a critical role in managing benefits and compensation during an M&A. HR conducts a review of the benefits and compensation packages offered by both companies and develops a plan for aligning them. This includes developing a new compensation structure, developing new benefits programs, and communicating the changes to employees (Desarno, et. al., 2021).
The success of an M&A largely depends on the organisation’s ability to effectively manage the transition period. HR plays a critical role in planning for smoother transitions during M&A between Murphy Oil Corporation and China National Petroleum Corporation. 
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The report has concluded that HR will play a vital role in the pre-merger stages of the M&A between Murphy Oil Corporation and China National Petroleum Corporation, including conducting a comprehensive analysis of human resources, developing a plan for integrating the two workforces, and communicating with employees. After the successful implementation of the merger, the International Human Resource Management is expected to play a crucial role in the integration process, including harmonizing HR policies and practices, integrating employees seamlessly, managing the expatriate workforce, managing talent, and managing employee relations.
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