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EXECUTIVE SUMMARY 
[bookmark: _Hlk130326366]	This report examines the cultural differences and similarities between two countries and the different international human resource management approaches that can be used to make merger and acquisition successful. It focuses on PJSC Lukoil and Murphy Oil Corporation, two well-known companies, and highlights the importance of developing relationships and workplace achievement for business success. It also covers the different challenges and issues faced by human resource management.
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Introduction 
[bookmark: _Hlk130321120]The oil and gas industry are an important part of the world's economy, providing energy and jobs for millions of people. Companies like PJSC Lukoil and Murphy Oil Corporation have to deal with changing oil prices, concerns about the environment, and geopolitical issues. To succeed, they must foster strong relationships with stakeholders and promote workplace achievement. This essay provides a general overview of these companies and their strategies in the oil and gas segment.

[bookmark: _Hlk130321089]Overview of the companies 
In 1991, three Soviet oil and gas companies that were owned by the government came together to form LUKOIL. LUKOIL is the second-largest oil producer in Russia, making up 17% of the country's total oil production and having a big share of the global market. It does a lot of different things, like finding oil and gas, making it, refining it, selling it, marketing it, and distributing it. It has more than 100,000 employees all over the world and spends a lot on their training and development. It has to deal with competition from both foreign and domestic companies, and its customers come from many different places  (lukoil.com, 2021).
Murphy Oil Corporation is an international oil and gas company that employs 1,000 people worldwide. It is known for its commitment to fostering a diverse and inclusive work environment, with a strong focus on safety, professional development, and employee engagement. It faces competition from international and regional players but has managed to differentiate itself by focusing on targeted exploration and production strategies, operational efficiency, and strategic partnerships. Customers include refineries, petrochemical plants, and other industrial consumers of oil and gas products (murphyoilcorp.com, 2020).

[bookmark: _Hlk130321372]Section 1: 
[bookmark: _Hlk130309618]Part. 1:  Cultural Analysis of Countries US and Russia.
Culture is a range of things that are passed down through generations and have an effect on people's behavior and interactions (Junni and Teerikangas, 2019). It is often attributed to a particular region or location. The United States and Russia are two countries with vast cultural differences, shaped by their unique histories, geography, political systems, and societal values. Geert Hofstede's cultural dimensions theory and Fons Trompenaars' model of national cultural differences provide a framework to compare and contrast the cultural aspects of different countries.
[bookmark: _Hlk130321437]Hofstede's Cultural Dimensions:
Power Distance Index (PDI): The United States has a low PDI score, which shows that they like equality and a flatter organizational structure. Employees expect to be consulted and involved in decision-making processes (Minkov and Kaasa, 2021). In contrast, Russia has a high PDI score, reflecting a more hierarchical society where power is centralized, and subordinates expect clear directives from their superiors.
Individualism vs. collectivism (IDV): The US scores highly on individualism, which means people are expected to be self-reliant and prioritize their personal goals over group goals. In organizations, this translates to a focus on individual achievements and rewards. Russia, on the other hand, has a more collectivist culture, where group loyalty and shared responsibility are more important than individual accomplishments.
Uncertainty Avoidance Index (UAI): The US has a lower UAI score, which means they are more comfortable with ambiguity and change. Organizations in the US are generally more open to innovation and risk-taking. Russia has a higher UAI score, indicating a preference for stability, predictability, and well-defined rules and procedures in organizational settings (Sorokin, 2017).  
Masculinity vs. Femininity (MAS): The US has a fairly high MAS score, which shows that people in the workplace prefer assertiveness, achievement, and material success. Russia also has a pretty high MAS score, which shows that their work culture is based on similar values and preferences.
Long-term Orientation vs. Short-term Orientation (LTO): The US has a lower LTO score, reflecting a short-term orientation with a focus on immediate results and quick returns. Russian culture is more focused on the long term, with an emphasis on patience, planning, and adapting to new situations. 

[bookmark: _Hlk130321477]Trompenaars' Model
Trompenaars' Model of National Culture Differences is a framework that helps to understand and compare different cultures by examining the underlying values and preferences that shape people's behaviors and interactions. It identifies seven aspects of culture that can be used to compare and contrast how cultures in different countries are similar or different, such as the United States and Russia.
[bookmark: _Hlk130309161]Universalism vs. Particularism: Universalism is the idea that general rules and principles should apply to everyone. On the other hand, particularism says that context and relationships are important when making decisions. The US tends to lean towards universalism, with a strong belief in rules, laws, and regulations (Khan and  Panarina, 2017). Russia, on the other hand, is more specific and makes decisions based on personal relationships and loyalty.
Individualism vs. collectivism: Individualism emphasizes personal freedom and achievement, while collectivism prioritizes group harmony and shared goals. The US is known for its individualistic culture, where personal success and autonomy are highly valued. Russia, on the other hand, has a more collectivist culture, emphasizing group cohesion and loyalty to family, friends, and the nation.
Neutral vs. Emotional: This dimension addresses how emotions are expressed in a culture. In neutral cultures, people tend to control their emotions, while emotional cultures allow for more expressive displays (Khan and  Panarina, 2017). The US generally falls in the middle, with people being open with their emotions but also valuing a level of restraint. Russia is considered to be more emotional, with people often expressing their feelings openly and passionately.
Specific vs. diffuse: This dimension refers to the extent to which personal and professional lives are separated. Specific cultures compartmentalize work and personal relationships, while diffuse cultures intertwine them (Minkov and Kaasa, 2021).  The US tends to be more specific, with clear boundaries between work and personal life. Russia leans towards being diffuse, with personal and professional relationships often overlapping.
Achievement vs. Ascription: Achievement cultures value people based on their accomplishments, while ascription cultures focus on status, age, or other attributes. The US is an achievement-oriented culture where people are recognized for their skills and results. In Russia, ascription plays a more significant role, with age, social connections, and authority being important factors.
Sequential vs. synchronic time: This dimension relates to how a culture perceives time. Sequential cultures see time as linear and value punctuality, while synchronic cultures view time as more flexible and interconnected (Farndale and. et. al.,  2023). The US is more sequential, with a strong emphasis on deadlines and schedules. Russia leans towards being synchronic, with a more relaxed attitude towards time and deadlines.
Internal vs. External Control: This dimension addresses a culture's relationship with the environment. Internal control cultures believe they can control and shape their environment, while external control cultures see themselves as subject to the environment. The US exhibits a more internal control orientation, with a belief in the power of individuals to shape their destinies. Russia tends towards external control, with a stronger belief in the influence of fate and external forces. (Nardon and  Steers, 2009). 

[bookmark: _Hlk130321523]Section 1. Part 2.  Institutional analysis of Countries US and Russia.  
Institutional analysis is a way to look at the formal and informal systems that make up a country's political, economic, and social systems. This approach suggests that IHRM practices should be adapted to the local context in order to be effective, since institutions shape the regulatory environment, labor market conditions, and societal expectations, all of which affect HR policies and practices (Meyer and Rowan, 1977). The most important details in this text are the political implications of HR practices in the United States and Russia. The US has a stable democracy with regular, competitive elections, a strong rule of law that protects property rights, and a market-based economy with moderate rules. Russia's political system is more centralized, and there are worries about election fraud and political repression.
Russia has a more state-controlled economy with heavier regulation in key industries, a less developed financial system, and high-income inequality and disparities in access to healthcare and social welfare. Multinational corporations operating in these countries should be aware of these differences and adapt their HR practices accordingly to ensure success in these diverse environments (Storey,2023).
[bookmark: _Hlk130321584][bookmark: _Hlk130311426]Neo-institutional theory (Scott, 1995)
Scott's neo-institutional theory states that three institutional pillars shape the environment in which businesses work: regulative, normative, and cognitive. (Scott, 1995). This institutional analysis of the United States and Russia will use the Varieties of Capitalism framework to understand the differences in their political, economic, and social institutions and their implications for businesses.
The US and Russia  all have strong individualism, competitiveness, and innovation. The US has a strong rule of law that protects property rights, moderate regulation in the business environment, and strong labor laws and regulations. Russia has weaker regulation overall and more regulation in key industries. HR implications include compliance with labor laws, fair labor practices, and respect for employee rights (Suddaby, Seidl, and Lê, 2013). The United States has a strong education system, a market-oriented economy, and a strong tradition in STEM education.

Russia has a state-controlled economy with more bureaucratic processes. Businesses need to adapt to the local educational and labor market context and be prepared for more bureaucratic processes in HR practices (Noss and Scott, 1995).
[bookmark: _Hlk130321621]Theory of isomorphism (DiMaggio and Powell 1991) PES  analysis. 
In this institutional analysis of the United States and Russia, will be applied  the neo-institutional theory of isomorphism (DiMaggio and Powell, 1991) and the PEST (Political, Economic, Social, and Technological) framework to understand how these factors influence the institutional environments in both countries.
DiMaggio and Powell's (1991) neo-institutional theory of isomorphism and PEST analysis show that the US and Russia have different institutional environments shaped by their political, economic, social, and technological contexts. Understanding these factors is important for companies to change their practices and strategies to do well in both countries.
The most important details in this text are the similarities between the US and Russia in terms of coercive and normative isomorphism, mimicry, normative isomorphism, and PEST analysis. The US has a strong rule of law and protection of property rights, while Russia has a weaker rule of law, centralized political power, a market-oriented economy with moderate regulation and a highly developed financial system, and a state-controlled economy with heavier regulation in key industries and a less developed financial system (DiMaggio and Powell, 1991).  The US also has a highly developed education system, high income inequality, and disparities in access to healthcare and social welfare, while the Russian system is characterized by centralized power, concerns about electoral fraud, and political repression. The US is also a world leader in technology and innovation, while Russia is historically strong in science and technology but faces challenges in adapting to the rapidly changing global technological landscape (Meyer and Rowan, 1977).

[bookmark: _Hlk130321684]Section 2.  M&A Rationale and Integration  Strategy

PJSC Lukoil and Murphy Oil Corporation, both operating in the oil and gas industry, may consider a merger or acquisition (M&A) to achieve specific strategic objectives. The primary reasons for this M&A could include overcapacity reduction/global efficiency, acquisition of R&D or knowledge, diversification of assets, and talent acquisition (Harford, 2005). Lukoil can benefit from the acquisition of Murphy Oil Corporation's technologies, intellectual property, and knowledge, which can help the combined company innovate faster, improve operational efficiency, and strengthen its market position. Additionally, Murphy Oil Corporation has skilled employees and management teams that Lukoil could buy, giving the combined company an edge in the industry and improving its human resources (Ahuja and  Katila, 2001). Lukoil's decision to buy Murphy Oil Corporation could be based on a number of strategic goals, such as reducing overcapacity, getting more R&D, diversifying assets, or getting better people. Relevant literature and theories support the rationale and strategy proposed in this analysis (Hitt,  Ireland and  Harrison 2001).

Section 2, Part 2 – Role of IHRM in implementing effective M&A
The pre- and post-merger stages of the M&A between PJSC Lukoil and Murphy Oil Corporation may present HR challenges such as cultural differences, integration of HR systems, talent retention, and employee anxiety and resistance. According to Adler and Ghadar, (1990) HR's role in M&A processes and improving chances of success includes aligning the strategic rationale and integration strategy, facilitating cultural integration, finding and motivating the best people in both companies, and providing change management strategies to help employees adjust to the new work environment (Haspeslagh and Jemison, 1991).
[bookmark: _Hlk130321759]Theories and frameworks:
Haspeslagh and Jemison’s integration typology (1991) provides a framework for understanding the different approaches to integration, emphasizing the importance of aligning the integration strategy with the strategic rationale for the M&A.
The model by Adler and Ghadar (1990) shows how important it is to take cultural differences into account during M&A integration. Ignoring cultural differences can lead to misunderstandings, conflicts, and less M&A success.
Perlmutter's EPRG model from 1969 is based on the idea that organizations need to find a balance between global and local perspectives. This can help HR manage talent in multinational companies more effectively.
Hall's theory of cross-cultural communication from 1976 stresses how important it is to understand how communication styles vary by culture. This can help HR make sure that people can communicate well during the integration process. 

CONCLUSION
	  The above report concludes that mergers and acquisitions are performed by the companies in order to gain increased market share and high profitability in the other countries.  The various reasons why a merger or acquisition occurs are discussed in this essay. This report examines the various cultural similarities and differences that exist between various businesses. The presentation also discusses the institutional approaches of the IHRM and the part that human resources managers play in making mergers and acquisitions successful. In addition, the essay provides a description of the various difficulties that international HR management faces. The different strategies that can be used by the managers, leaders and other people on the key positions of the company are included in this essay. 
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