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[bookmark: _Toc138848648]1. Introduction
· China National Petrol Corporation is one of the large oil and gas corporations in China
· Murphy Oil Corporation is an independent energy company, which is committed to producing oil and natural gas in the United States
· This study focuses on understanding the role of HRM during the Merger and Acquisition of CNPC and Murphy Oil
Merger and Acquisition refer to the process of combining two companies for developing a joint organisation. This study focuses on implementing a smooth transition between CNPC and Murphy Oil. The impact of cultural differences and differences in organisational life has been identified between China and the US. Differences and similarities between the HR practices of China and the US have been critically analysed. Possible challenges of cross-broader M&A have been identified and recommendations have been provided for implementing a smoother transition between two cross-cultural companies. 
[bookmark: _Toc138848649]2. Impact of Culture and organisational life
[bookmark: _Toc138848650]2.1 Impact of Culture
· Chinese culture is all about the group, and American celebrates individualism (Wei, 2019)
· Hofstede’s cultural dimension theory can be applied to understanding the cultural difference between China and America
· Chinese people always show respect while talking, while American use rude and offensive language 
Both Chinese and American cultures have several similarities. People in China and America are motivated by the same factors, which include money, comfort, job satisfaction and job security. Understanding the different cultural beliefs of China and America can help to implement successful intercultural communication (Petri and Plummer, 2020). Hofstede’s cultural dimension model has been used for analysing cultural differences between China and America, which help to develop an international merger and acquisition between Murphy Oil and China National Petrol Corporation. 
[bookmark: _Toc138848651]2.2 Impact of Organisational Life
· Hierarchy organisational structure is vital for the Chinese Organisation
· American companies have a more flattened organisational structure
· Elder people hold a high position in Chinese companies (Liu, 2020)
· American companies focus on speed, quality and time 
Speaker notes: There is a huge difference between the organisational life of China and America. While Chinese companies prefer hierarchy organisational structure, American companies prefer a flat organisational structure. In Chinese organisations, senior positions are always held by elder people (Cioli et al., 2020). On the other hand, American people encourage youth for achieving senior positions. Thus, Chinese people consider age as an indicator of experience. On the other hand, American companies engage more youth in their business.
Hofstede’s cross-cultural theory
[image: 1 Chinese culture in six cultural dimensions in comparison with United... |  Download Scientific Diagram]
· According to Hofstede’s cross-cultural theory, different culture shows different way of communication (Christofi et al., 2019)
· According to this theory, China has a social hierarchy and normally use verbally unsaid communication
· United States has lower power of distance compared to China
· China has 20% of individualism and United States has 91% individualism
According Hofstede’s cross-cultural theory, Culture of China and US is different from each other. While US prefer individualism, China prefer groupism and follow social hierarchy (Kiessling et al., 2019). China uses an indirect communication style, which helps to analyse both non-verbal and verbal communication. On the other hand, America focuses on verbal communication and uses a direct communication style. However, both China and America prefer masculinity similarly. United States has lower power of distance compared to China. 
[bookmark: _Toc138848652]2.3 Impact of the political factors
· The community party leadership is followed in China
· A democratic agenda is followed in the US (Usa.gov, 2023)
· China and US both use dollars as currency 
Political landscapes of China and the US are different. While dictatorship was followed in China, the U.S. remains constantly a democratic country. The government of China has taken initiatives for increasing investment in LNG or Liquid Nitrogen Gas, which can be beneficial for Murphy Oil during establishing M&A with China National Petrol Corporation (Gov.cn, 2023). The cross-trade policy of the US has been improved, which can help both CNPC and Murphy Oil during future business operations. Both China and America take advantages of the dollar, which reduce the complexity of currency exchange or cross-currency business operations. 
[bookmark: _Toc138848653]2.4 Impact of Economic Factors
· Both China and US are economically stable
· The US holds the highest rank among the richest countries in the world with the highest GDP rates (Usa.gov, 2023)
· China has the second-highest GDP just after the US
Both China and US hold great positions in the list of richest countries in the world. The US is the first richest country and China is the second richest country. However, the population of China is four times larger than the US (Hughes et al., 2020). Thus, M&A between China and US will help in the transition of money between the two rich countries, which will be beneficial for the economic development of both China and the US.
[bookmark: _Toc138848654]3. Key areas of Similarities and Differences between HR practices in China and the US
[bookmark: _Toc138848655]3.1 Difference in HR practices
· China and US have different employment systems
· According to existing literature, China widely uses an insourcing strategy for employment and the US uses outsourcing strategies (Paudyal et al., 2021)
· China Recruits employees based on academic qualifications and interview
· The US recruits employees based on academic and technical qualifications along with several stages of interviews (Zhang et al., 2020)
There are some notable differences between the employee selection process in China and the US.  While HRM of China focuses on an insourcing strategy, which helps to keep control over the firm process and procedure. The US widely uses outsourcing strategies, which helps to hire talented and skilled labour from other sectors and countries. The recruitment strategy of both China and America is different from each other. China recruits employees based on their academic qualifications. Contrary to this, HR practices in the US allow firms to recruit employees based on both academic and technical training. 
[bookmark: _Toc138848656]3.2 Similarities in HR Practices
· The process of Requirement is almost similar in both the countries
· Both China and US hire employees using company websites
· Almost 32% workforce in China is Women (Gov.cn, 2023)
· International labour law of the US ensures gender equality 
The process of hiring and selection is almost similar in China and US. In the digital era, both China and US search for technological advancements and technical skills among employees. Both China and US use company websites as required tools. HRM team post a job advert, and job description and select job application using company websites (Choudhury, 2021). Both China and US provide equal rights and opportunities for the female applicant. Almost 32% of the workforce in China is Women and the International labour law of the US ensures gender equality in the workplace. 
[bookmark: _Toc138848657]4. Role of IHRM in implementing effective Merger and Acquisition
[bookmark: _Toc138848658]4.1 Pre-merger
· IHRM ensure that both company culture come together
· IHRM reduces the risk of cultural clash 
· Understand the need for training and development for both companies to fit into a different culture 
If culture does not fit, merger and acquisition can be failed. Thus, the role of IHRM is vital in minimising the risk of failure and cultural clash between two cross-cultural companies. The vital role of IHRM in cross-cultural Mergers and Acquisitions is to ensure the culture of both companies come together. During the pre-merger stage, IHRM identifies the need for training and development for employees of both companies to fit into different cultures. HR professional helps to determine employee benefits, compensations and other legal policies (Rao-Nicholson et al., 2020). Documents for the Merger and Acquisition between Murphy Oil and CNPC should be documented and recorded by the HR professionals.
[bookmark: _Toc138848659]4.2 post-merger
· IHRM plays a vital role in merging two cross-cultural companies
· HR team plays an important role in communicating challenges (Tarba et al., 2020)
· Gathering feedback from employees and sending it to the upper management for implementing and smoother transition between Murphy Oil and CNPC 
Constant monitoring of M&A is important for achieving successful joint business operations. Due to a lack of effective communication and unsolved issues of employees, several M&A breaks within six months of the transition. Thus, the HR team plays an important role in communicating challenges. Feedback is gathered from employees to understand their issues, which helps to solve them within a limited period. HR professionals manage employee training during the transition. HR team share the culture of the newly merged organisation with new policies. Key policies for the newly merged organisation are developed by HR professionals. These key policies provide rules, which help to control the operations and human resources within the newly merged organisation. 
[bookmark: _Toc138848660]4.3 Post-merger Integration Strategies and Challenges of HR 
· Managing post-merging integration activities is one of the key factors for implementing a smooth transition 
· An integration team should be selected for developing an effective plan for merger and Acquisition 
· Integration activities should be divided into different categories such as manufacturing, sales and finance
· Creating an internal communication plan (Liu, 2020)
Post-merger integration strategies are important for eliminating the HR challenges, which include poor planning, failure to gain synergies, loss of talents, communication difficulties and cultural clashes. Post-merger integration helps to develop an internal communication plan for both Murphy Oil and CNPC, which helps to eliminate the challenges of communication difficulties among employees of China and US companies. Furthermore, selecting an integration team could be beneficial for reducing the challenges of talent loss (Murphyoilcorp, 2023). An effective team helps to develop an effective plan and eliminates the HR challenges of poor planning. 
· Post-merger Integration helps to develop clear exit criteria
· Exit criteria would help Murphy Oil and CNPC to know when it completes (Cnpc.com.cn, 2023)
· It defines key processes including legal, finance, human resources and other information 
Post-merger integration plays a vital role in creating clear exit criteria. HR professional plays a vital role in defining existing criteria, which includes the legal process. Exist criteria helps to merge organisation to know when it should end. A clear exit plan includes legal, financial, human resources and other necessary importation related to the newly merged organisation. 
[bookmark: _Toc138848661]5. Recommendation and Conclusion 
[bookmark: _Toc138848662]5.1 Recommendation 
· The HR team should develop secured third-party services
· Identify an effective integration team for the transition
· A clearly defined exit plan should be developed (Tarba et al., 2020)
Based on the critical analysis of the IHRM practices during post and pre-merger situations, some recommendation has been suggested. It has been recommended to the HR team for developing secured third-party services, which include investment bankers, lawyers and accountants. It has been recommended to select an integration team, which helps to develop an effective plan for a smooth transition between Murphy Oil and CNPC. It has been recommended to set a clear and defined exit plan, which helps companies to know when they should exist. All legal and financial information should be included in the existing plan, which mitigates the risk of legal dilemmas. 
· Create a new policy for guiding the newly merged organisation
· Increase the retention of existing and key employees
· A compensation strategy should be developed (Petri and Plummer, 2020)
According to the above critical analysis, IHRM should create a new policy for the new merger organisation, which helps to eliminate the risk of poor communication. A new policy would be effective for developing strong communication between the existing employees of Murphy Oil and CNPC. The development of key policies and guidelines helps to govern employee behaviour including attendance, work harassment, time off and privacy issues (Petri and Plummer, 2020). Retaining key employees can help a new organisation to become successful. Key employees help to manage the business effectivity. On the other hand, hiring new employees required huge capital. Thus, retaining key employees has been suggested form the HR team. On the other hand, compensation strategy will help to select salary structures for employees in the new merger organisation. 
[bookmark: _Toc138848663]5.2 Conclusion 
· IHRM plays a vital role in developing cross-cultural merger and acquisition 
· For an effective transition between Murphy and CNPC, an existing plan should be developed 
· integration team plays a vital role in eliminating the challenges of HR
It can be concluded from the above analysis that IHRM plays a vital role in implementing M&A between cross-cultural companies. Both China and US have similarities and dismisses between HR practices. However, implementing the integration team, common policies and compensation strategy may help to solve the challenges of HR, which can lead to the help to implement a successful M&A between Murphy Oils and CNPC. 
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