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Abstract 

This essay examines the strategies and approaches necessary to develop relationships and achieve workplace success in the Chevron and Total Energy SE merger. It will examine the impact of cross-cultural understanding, effective communication, and employee engagement on the integration process and provide insights into how the combined organization can overcome potential barriers and leverage its strengths to create a cohesive, high-performing workforce within the global energy industry.
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Introduction 
A business in a country with many different cultures has to deal with social, political, and economic problems. The company needs international alliances to flourish in the market (Olafsen et al., 2021). The company has HRM issues because to mergers and acquisitions. While merging with a foreign company, Chevron Corporation, which sells oil and gas and employs many people, helped comprehend cultural differences. This document integrates US Chevron with French Total Energies SE.

Overview of the companies
Chevron Corporation has been around since 1879 and is a major player in the oil and gas business around the world. As of 2021, the company employs around 48,000 people worldwide. Chevron's market share in the oil and gas segment is substantial, with a production rate of nearly 2.7 million barrels of oil equivalent per day (BOE/d) in 2020. Some of Chevron's key competitors in the oil and gas industry include ExxonMobil, Royal Dutch Shell, BP, and Total Energies SE. The company's customer base is broad, ranging from individual consumers purchasing gasoline at retail stations to commercial and industrial clients requiring large-scale energy solutions, such as aviation and marine fuel, lubricants, and petrochemical products (chevron.co.uk, 2022).
Total Energies SE has been around since 1924. It is one of the largest energy companies in the world, with 105,000 employees and 2.9 million BOE/d of production in 2020. Its competitors include ExxonMobil, Royal Dutch Shell, BP, and Chevron Corporation. Total Energies' customers span various sectors, including individual consumers and commercial and industrial clients (totalenergies.co.uk, 2022).
The oil and gas industry are a big part of the world economy because it provides energy for things like transportation, heating, making electricity, and industrial processes. It has three main parts: exploration and production (upstream), transport and storage (midstream), and refining, marketing, and distribution (downstream). But it faces big problems because of the global energy transition, rising concerns about the environment, and the need to cut greenhouse gas emissions. Companies are diversifying their portfolios and investing in renewable energy sources and low-carbon technologies to keep up with the changing energy landscape and keep their competitive edge. 
Section 1

Cultural Analysis of Countries USA and France
Culture is a complex set of values, beliefs, norms, and customs shared by a group of people that influence their behavior and perceptions. It is essential for organizational behavior, as it determines how individuals communicate, make decisions, and interact with one another (Estay, 2004). Hofstede's Cultural Dimensions and Trompenaars' Model of National Culture Differences are two prominent theories used to analyze cultural differences between countries.
Hofstede's Cultural Dimensions:
Power Distance Index (PDI): Power distance index is defined to the category of Hofstede dimension’s theory which focus on determining the level of inequality and power in the nation. In the case of France, their power distance index is high in comparison to the US which shows that the France have a culture of inequality, power differences, etc.
Individualism vs. collectivism (IDV): It is referred to the category which concentrates on determining the degree in which societies are combined into groups. The degree of individualism in the case of France is low in comparison to US which presents that the US much focus on attaining their personal goals instead of France.
Uncertainty Avoidance Index (UAI): According to Tekeş and et.la., (2019) it focuses on addressing the nation which have degree of tolerance for uncertainty and indistinctness. The degree of uncertainty avoidance index is high in the case of France while low in the case of US which shows that the France has the high tolerance power rather than of the US.
Masculinity vs. Femininity (MAS): This category shows that which society consider the attitude towards the equality, behaviour, etc. In the case of France, the masculinity degree is lower than the US which shows that the US pays much attention towards the equality, sexuality, behaviour.
Long-term Orientation vs. Short-term Orientation (LTO): This dimension compares a society's focus on long-term planning and persistence as per Tekeş and et.la., (2019). Long term orientation is referred to the category which focus on determining the society whose culture inspires delaying gratification, social, etc. The degree of long-term orientation in the case of France is higher than US which indicates that France focuses on delaying short term success in order to achieve long term success.
Indulgence vs. Restraint (IVR): This category shows that which nation has the tendency to fulfil the desires of its society. The degree of indulgence in the case of France is lower than US which shows that US has more tendency of fulfilling the desires of its society in comparison to France (Tekeş and et.la., 2019).
Trompenaars' Model of National Culture Differences

Fons Trompenaars, a Dutch organizational theorist, developed a model of national culture differences based on seven dimensions (Trompenaars and Hampden-Turner, 1998). This model compares the USA and France to identify differences and similarities that may influence organizational behavior.
Universalism vs. Particularism: US organizations tend to rely on rules, regulations, and standard procedures, while French organizations may be more likely to consider unique situations and personal relationships when making decisions.

Individualism vs. Communitarianism: Both the USA and France lean towards individualism, but the USA is more individualistic. This can change how an organization works (Adler & Gundersen, 2007). For example, American organizations may put more emphasis on personal accomplishments and individual performance, while French organizations may put more emphasis on teamwork and working together.

Neutral vs. emotional: Both the USA and France are considered emotional cultures, meaning that emotions are openly expressed in social interactions (Schneider & Barsoux, 2003). This can influence communication styles within organizations and affect how conflicts are managed.

Specific vs. diffuse: Organizations in the US tend to keep their personal and professional lives separate, while organizations in France may blend these parts together more (Trompenaars & Woolliams, 2003). This can impact work-life balance and the nature of professional relationships in these countries. 

Achievement vs. attribution: In the United States, social status is based on what you've done, while in France, it's more about what you've done (Trompenaars & Hampden-Turner, 1998). This difference can affect how employees are evaluated, promoted, and rewarded within organizations.

By understanding these cultural differences and similarities, organizations can better adapt their ways of managing, communicating, and making decisions to be successful in both the US and France.

Part 2.  Institutional analysis of Countries US and France 

IHRM tries to figure out how political, economic, and social institutions in different countries affect how human resource management is done. By looking at these institutions, companies can better adapt their HR practices to the local environment, making sure they follow rules and meet cultural expectations (Kynighou, 2020). 
Political Institutions: In the United States, power is shared between the federal government and the governments of the states. This can lead to variations in labor laws and regulations across different states, such as minimum wage laws and union regulations. IHRM practices in the US need to take these differences into account and change their policies accordingly (Brewster, Mayrhofer and Smale, 2016). France is a unitary state with a centralized government, making labor laws more consistent across the country. The country has a long history of protecting workers' rights, and labor unions have a big say in how labor policies are made (Edwards and Rees, 2006). 

Economic Institutions: The United States has a market-based economy with little interference from the government, a flexible labor market, and a strong focus on entrepreneurship and new ideas. In the United States, IHRM practices often put an emphasis on rewards based on performance, employee development, and being able to adapt to change. France has a mixed economy with a combination of market-oriented policies and government intervention. The country has a more rigid labor market, with strict regulations regarding employment contracts, working hours, and dismissal procedures (Edwards and Rees, 2006).  France needs to comply with these regulations and focus more on job security, work-life balance, and employee welfare.
Social Institutions: Hofstede's cultural aspects show individualism, low power distance, and low uncertainty avoidance in America. These cultural values may affect IHRM by supporting employee autonomy, merit-based promotions, and open communication (Hofstede, G., Hofstede, G. and Minkov, 2010). French society is somewhat individualistic, power-distant, and uncertainty-averse. French IHRM may emphasize hierarchy, roles, and risk aversion due to these cultural norms.
Neo-institutional theory (Scott, 1995) and the idea of isomorphism (DiMaggio and Powell, 1991) can be used to understand how firms in the United States and France may change their IHRM practices to fit the institutional context. By looking into the political, economic, and social systems of these countries, businesses can learn about the outside factors that affect IHRM practices and make the necessary changes to be legitimate and successful in their own environments. 
Neo-institutional theory (Scott, 1995)

The neo-institutional theory stresses how important it is to understand how institutional factors affect the behavior and practices of organizations. In the context of International Human Resource Management (IHRM), there are three pillars of institutions: regulative, normative, and cognitive-cultural (Scott, 1995). In the United States, the market-based economy puts a lot of emphasis on performance-based rewards, employee development, and being able to adapt to change. In France, on the other hand, the mixed economy with government intervention makes the labor market more rigid and puts more emphasis on job security, work-life balance, and employee welfare. Applying this theory to the institutional analysis of the US and France helps organizations understand the different factors that shape IHRM practice in each country. 
Section 2

 M&A Rationale and Integration  Strategy

Chevron and Total Energies SE may consider a merger or acquisition due to overcapacity reduction, global efficiency, the acquisition of R&D or knowledge, and talent acquisition. Global efficiency could lead to increased efficiency by consolidating operations, reducing redundant assets, and optimizing their global supply chain (Pablo, 1994). R&D and knowledge acquisition could provide an opportunity for both companies to pool resources, share knowledge, and leverage each other's expertise in renewable energy, carbon capture, and energy storage technologies (Hitt, Ireland, & Hoskisson, 2016). Talent acquisition could lead to a more diverse talent pool and enhance their overall capabilities and competitiveness in the evolving energy industry.
Chevron and Total Energies SE are likely to merge as equals instead of being bought out. This will allow both companies to keep their brand names and take advantage of the synergies of their combined resources and skills. Haspeslagh and Jemison's (1991) integration typology, which includes four different approaches: preservation, absorption, symbiosis, and transformation, could be used as a model for the merger's integration strategy. A symbiotic integration strategy would combine the strengths and resources of both companies while keeping their own identities and cultures. This would allow for the desired synergies in efficiency, R&D, and talent acquisition without losing the unique qualities that make each company successful. 
Position of IHRM in applying effective M&A

In the context of a Chevron and Total Energy SE merger, the role of International Human Resource Management (IHRM) is critical to ensure the success of the M&A. IHRM must address several HR challenges arising during the pre- and post-merger stages and align its role with the strategic rationale and proposed integration strategy.
HR challenges during the pre-merger stage include cultural differences, communication barriers, and talent retention. Cultural differences can lead to misunderstandings and conflicts, while communication barriers help minimize uncertainty and keep employees informed. Talent retention is also a challenge, as employees may feel uncertain about their job security and future within the combined organization (Adler & Ghadar, 1990).
Different labor laws, rules, and cultural norms can make it hard to integrate HR practices after a merger (Bhagat & McQuaid, 1982). Change management and training and development are important for a successful integration because they help employees adapt to the new organizational culture and work well in a diverse environment. 

Human Resources (HR) can play a key role in mergers and acquisitions (M&A) by addressing problems and making sure its role fits with the strategic rationale and proposed integration strategy. (Haspeslagh & Jemison, 1991). HR's responsibilities include cultural assessment, communication, talent retention and management, alignment of HR practices, change management, and training and development. HR should lead the change management process, address employee concerns, and facilitate the acceptance of change. Additionally, HR should provide cross-cultural training and development programs to help employees adapt to the new organizational culture and work effectively in a diverse environment. 
Conclusion 

In this report, it is concluded that every business has to focus on developing their relationships with the employees and customers in order to effective consideration of the mergers and acquisitions. If the company effectively develop their relationships with their workers, it leads to increase their profitability and performance in the market and help in better achievement of their goals. The report discusses about the various political, economic and social differences while one company focus on merging with the other one. The report covers the cultural differences between France and US by using the Hofstede dimension’s theory. The report also explains about the role of IHRM in effective mergers and acquisitions with planning and recruitment strategies.    
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