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Abstract

The goal of this report is to give a critical analysis of how the HR department helped the oil and gas companies Rosneft and Essar Oil merge and buy each other. The report starts by pointing out the most important institutional and cultural differences between Russia and India, as well as the problems that these differences could cause in the merger and acquisition process. The report then highlights the role of International Human Resource Management (IHRM) in implementing effective mergers and acquisitions at both pre-merger and post-merger stages. At the end of the report, the board of directors are given key suggestions for how to handle the HR parts of the merger and acquisition process. Key findings show that cultural differences can cause big problems during the integration process and that the success of the merger and acquisition will depend heavily on how well the HR department can deal with these differences and manage the workforce during the transition period. The report recommends that the HR department should be involved in the merger and acquisition process from the early stages to ensure a smooth transition and effective integration of the two companies' cultures and systems.
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1. Introduction

The oil and gas industry is a substantial and complex component of the global economy. It plays an essential role in driving transportation, manufacturing, and other vital industries. This report examines the global merger and acquisition between Rosneft and Essar Oil, two industry leaders. Rosneft, a Russian state-owned company, is predominantly involved in the upstream sector of the oil and gas industry, including exploration, reserve recovery, and well drilling. Moreover, it has large operations in the midstream and downstream segments, including transportation, pipelines, refining, and marketing. Rosneft was founded in 1993 and has a market share of over 40% in Russia, making it one of the world's largest oil companies (Poussenkova, 2007). Essar Oil, on the other hand, is an Indian integrated oil and petrol company that primarily operates in the downstream sector, refining and marketing petroleum products. Also, it engages in the upstream and midstream sectors, which include exploration and production, transportation and storage of crude oil and natural gas. Essar Oil was founded in 1969 and has a significant market share in India with over 1,400 retail outlets (Ray, 2016). Rosneft and Essar Oil's merger and acquisition present significant challenges and opportunities for the affected companies. As the HR team tasked with overseeing the integration process, it is vital to understand the cultural and institutional gaps between the two countries and to design strategies for overcoming them. In addition, understanding the role of international human resource management (IHRM) in the execution of successful mergers and acquisitions is essential. In the following sections, we will investigate these concerns in depth and give solutions for the HR department to guarantee a smooth and successful integration process.

[bookmark: _Toc129466629]2. Cultural and Institutional Issues in International HRM: Russia vs. India
[bookmark: _Toc129466416][bookmark: _Toc129466478][bookmark: _Toc129466630]Comparing cultural and institutional elements between Russia and India is essential to understanding international human resource management. By studying these aspects, firms may better connect their HR processes with the local environment, improving performance and effectiveness.

[bookmark: _Toc129466631]2.1 Cultural Analysis of Russia and India

Culture is the collection of common values, beliefs, practises, behaviours, and artefacts that serve to distinguish one civilization or group from another. It influences people's thoughts, feelings, and actions in their day-to-day lives, including how they behave in organisations. The behaviour of organisations is impacted by a number of cultural factors including, but not limited to, power distance, individualism-collectivism, uncertainty avoidance, and masculinity-femininity. The cultural dimensions theory developed by Hofstede and the cultural dilemmas model developed by Trompenaars are two of the most well-known cultural models that may be utilised to study the differences or similarities that exist between Russia and India.
[bookmark: _Toc129465344][bookmark: _Toc129466418][bookmark: _Toc129466480][bookmark: _Toc129466632]The cultural dimensions hypothesis developed by Hofstede is predicated on six aspects of national culture. These aspects include power distance, individualism-collectivism, masculinity-femininity, uncertainty avoidance, long-term orientation, and indulgence-restraint. According to Hofstede's research, Russia has a high power distance and masculinity score (DiMaggio & Powell, 1991). This indicates that there is a big difference between the powerful and the powerless in society, as well as a strong focus on conventional gender roles. On the other hand, India has a low power distance and a high collectivism score, which indicates that the social hierarchical structure is generally flat and that there is a great emphasis on group harmony and collaboration.
[bookmark: _Toc129465345][bookmark: _Toc129466419][bookmark: _Toc129466481][bookmark: _Toc129466633]The cultural problems model developed by Trompenaars is predicated on the following seven elements of culture: universalism against particularism, individuality versus collectivism, neutrality versus emotion, specificity versus diffuseness, achievement versus ascription, time, and environment. According to the findings of Trompenaars's research, Russia possesses a unique culture, one in which there is a distinct divide between one's professional and personal life, and in which interpersonal connections are centred on the accomplishment of specified goals (Greenwood, and Meyer, 2008). On the other hand, India has a culture that is more diffuse, which means that business and personal life are connected and those interactions are founded on mutual trust and respect for one another.
 


[bookmark: _Toc129466634]2.2 Institutional Approach to IHRM and its Impact to Russia and India

The institutional approach to International Human Resource Management (IHRM) emphasises how important formal and informal institutions are in shaping HRM practises in multinational companies. This approach says that institutions, which include political, economic, and social factors, have a big effect on HRM practises in different countries. Institutions can be made up of laws, rules, and values that have an effect on organisational practises and can make things harder or easier for multinational companies to do business around the world.
Institutional settings in Russia and India are different, which can have an effect on IHRM practises. In Russia, the government is centralised and authoritarian, and it has a lot of control over the economy and social life. Most economic institutions are run by the government, and there is a lot of corruption and red tape for foreign businesses. The social institutions are shaped by a strong sense of collectivism, with a hierarchical view of authority and loyalty to the group (Perlmutter, 1969). These institutional features can make it hard for multinational companies to do business in Russia, especially when it comes to hiring and keeping good people. For example, foreign companies may find it hard to deal with the complicated legal and bureaucratic procedures needed to do business in Russia. They may also find it hard to find and keep skilled local workers who are hesitant to work for foreign-owned companies (Khanna, 2015).
In the same way, India's political institutions are made up of a complex, decentralised, democratic government where the private sector has a lot of power (Heller, 2001). Economic institutions are also different, with a mix of state and private control and a growing focus on innovation and entrepreneurship. The social institutions are based on a caste system and have a lot of different kinds of people (Haspeslagh and Jemison, 1991). Family and group identity is very important. These institutional features can affect how IHRM is done in India, especially when it comes to cultural differences and getting employees to work hard. For example, foreign companies may find it hard to understand how the caste system works and how it affects the workplace. They may need to change their HRM practises to make sure that everyone is welcome and that the workplace is diverse.
People can use theories like the neo-institutional theory and the theory of isomorphism to learn more about how these institutions affect IHRM practises. The neo-institutional theory focuses on how institutions shape the behaviour and practise of organisations and says that organisations must conform to institutional pressures in order to be accepted in a given setting (Scott, 1995). Isomorphism is a theory that says organisations often do things the same way as their competitors to gain legitimacy and avoid institutional pressures (DiMaggio, 1991). By applying these frameworks to Russia and India, people can see how multinational companies must deal with institutional pressures to succeed in these markets. For example, if a foreign company wants to be taken seriously and not seen as an outsider, it may need to use the same HRM methods as its competitors.
In the end, the institutional context of Russia and India has a big effect on how multinational companies handle IHRM. The HRM practises of foreign companies in these markets are affected by political, economic, and social institutions. Theories like neo-institutional theory and the theory of isomorphism can help us understand the institutional pressures that multinational businesses face in these situations (Hall, 1960). Multinational companies must invest in local knowledge, build strong relationships with stakeholders, and come up with flexible HRM strategies that balance global standards with local realities if they want to do well in these tough environments.

[bookmark: _Toc129466635]3. International HRM and M&As: Suggestions for Effective Integration

Mergers and acquisitions are complicated, especially when it comes to integrating human resources. International HRM addresses cultural differences, aligns HR policies and procedures, and retains essential people to ensure integration success.
[bookmark: _Toc129466636]3.1 The Purpose of M&A and the Integration Plan

The Rosneft and Essar Oil merger was motivated by several considerations, including the necessity for worldwide expansion, access to new markets, and the pursuit of economies of scale. The major objective of the combination is to establish a presence in the Indian energy sector, which is anticipated to continue expanding over the next few years. Rosneft will get access to Essar's refineries and distribution network with the acquisition of Essar Oil, enabling it to become a key participant in the Indian oil and gas business (Aithal, 2020).
Rosneft is anticipated to acquire a majority interest in Essar Oil as part of the proposed merger. Rosneft will thus supervise Essar's activities and be responsible for combining the two enterprises. To ensure the success of the integration, Rosneft must implement an adequate integration plan. The functional integration plan entails merging particular functional areas, such as marketing, sales, and finance, across the two firms. By integrating processes and removing duplication of activities, this strategy can assist create economies of scale and enhance efficiency (Birkinshaw, 1998).
The complete integration plan integrates all areas of the two businesses, including operations, management, and culture. This strategy can be useful for building synergy and developing an united company culture. Yet, implementation can be more difficult and time-consuming (Cartwright & Cooper, 1993). The proper integration plan will be selected based on a number of variables, including the size and complexity of the two organisations, the compatibility of their operations and cultures, and the merger's objectives.
The purpose of the Rosneft and Essar Oil combination is to obtain a foothold in the Indian energy industry, achieve economies of scale, and diversify operations. Rosneft will be responsible for combining the two enterprises and, based on existing information, the merger will likely constitute an acquisition. Rosneft will need to pick a suitable integration approach, such as functional integration or complete integration, and prepare a comprehensive integration plan to assure the success of the integration. Rosneft can achieve the required synergies and become a big participant in the Indian oil and gas market by taking this action.

[bookmark: _Toc129466637]3.2 IHRM's contribution to efficient M&A implementation

Cultural and institutional differences cause HR problems in cross-border mergers and acquisitions. During the pre-stage, HR has to deal with resistance from employees and make sure that they are able to adapt to the new culture. Post-merger, HR has to deal with cultural clashes, employee turnover, and talent retention.
HR plays a vital role in M&A implementation by ensuring the strategic alignment of HR policies with business goals. It means figuring out the differences between cultures and making HR plans that fit with the organization's culture, values, and goals (Aguilera, 2004). HRM makes it more likely that a merger or acquisition will be successful by reducing risks, dealing with employee resistance, and making it easier to integrate different types of workers.
The integration typology created by Haspeslagh and Jemison says that HR should focus on four things: cultural integration, strategic fit, structural integration, and process alignment. The model by Adler and Ghadar says that HR strategies should take into account national culture, corporate culture, and professional culture. Based on Perlmutter's model, HR should find a balance between the need for global integration and the need for local responsiveness.
Hall's theory of communication across cultures shows how important communication is in M&A integration. Effective communication makes it easier for employees to understand why the merger is happening, builds trust, and lowers resistance (Scott, 1995).
In conclusion, HR is a key part of M&A implementation, and HRM strategies should be in line with the strategic reasons for the M&A and the proposed integration strategy. During the M&A process, HR professionals can use relevant theories and frameworks to find and deal with HR challenges.

[bookmark: _Toc129466638]4. Conclusion 

In conclusion, the cultural and institutional comparison of Russia and India illustrates the enormous disparities between these two nations, especially with regard to their political, economic, and social institutions. The institutional approach to IHRM demonstrates that the institutional environment plays a crucial role in defining HR practises, and that these practises must be changed to meet the institutional settings of the various countries. Managing cultural differences, talent retention, communication, and leadership development are HR problems that occur throughout the pre- and post-M&A phases. By aligning with the strategic justification for the merger and the proposed integration strategy, HRM practises may enhance the success of M&A. regarding the convergence-divergence argument; we advocate that HRM techniques be adapted to varied nation settings in order to support a seamless M&A transition. We recommend that both companies work together to build an all-encompassing HR strategy that takes into account cultural differences, talent management, communication, and leadership development. The HR department should play a vital role in the M&A process by ensuring that HRM practices are aligned with the merger's strategic justification and proposed integration strategy. Our recommendations to the IHRM department include developing a comprehensive HR plan that takes into account the cultural differences between Russia and India, identifying key HR challenges during the pre-and post-M&A stages, and aligning HRM practise with the merger's strategic rationale and proposed integration strategy. So, the IHRM department can enable a seamless transfer of the M&A process and increase Rosneft and Essar Oil's prospects of success.
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