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Executive Summary 
A French global oil and gas organization with tasks in the north of 130 countries is TotalEnergies SE (beforehand All out SA). A huge opportunity for the two organizations to develop their tasks in space has as of late been introduced by the two organization’s declaration of a joint dare to foster a sizable gaseous petroleum field in China. The joint endeavor is expected to acquire from China's rising flammable gas interest, which is being powered by the country's drive to reduce its reliance on coal and to further develop its air quality. The coordinated effort will likewise assist China in accomplishing its level-headed goal of having a cleaner and more practical mix of fuel sources. Eventually, the joint endeavor between CNPC and TotalEnergies SE is a strategic decision that capitalizes on each organization's benefits to add esteem and work on their seriousness in the Chinese flammable gas market. The organization shows a commitment to dependable and feasible turn of events and is expected to deliver significant advantages for the two organizations and the bigger local area.
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Company-China National Petroleum Corporation (China) and TotalEnergies SE (France)
Chosen country for merger and Acquisition- China and France 
Component-1 
[bookmark: _heading=h.gjdgxs]
[bookmark: _Toc137826497]Introduction 
State-owned energy and gas company Beijing is home to China National Petroleum Company (CNPC). It was founded in 1988 and is now one of the largest coordinated energy groups in the world. Pipelines, oil and gas exploration, production, refining, and marketing are just a few of the activities that CNPC is engaged in. Additionally, it has businesses that provide design, development, and associated services. Paris serves as the home headquarters for the French global oil and gas company TotalEnergies SE, formerly known as All out S.A. It was established in 1924 and is one of the seven Supermajor oil companies in the world. Each stage of the oil and gas value chain, including exploration, extraction, processing, marketing, petrochemicals, and distribution, is handled by TotalEnergies. The study aims to focus on the cultural difference between France and China demonstrating key potential factors influencing their business strategies (Hughes et al., 2020). Two different companies’ Merger and acquisition strategy has been detailed with the use of different IHRM strategies and techniques. 

[bookmark: _Toc137826498]a) Factors influencing the institutional and cultural differences in the merger and acquisition between countries China and France. Analyse institutional, cross-cultural management, and IHRM theories 
[bookmark: _Toc137826499]Culture 
Culture is the way, in which an individual can describe his tradition or religion, arts and beliefs and these cultural beliefs are spread from one generation to the next generation. Culture is also known as the lifeways of a whole society. Culture also includes manners, codes, rituals, beliefs and arts, language, dress up and many more. The term organisational culture is the beliefs of any company, attitudes and values of the company and the behaviour of the organisations towards their employees. Organisational culture also keeps an impact on organisational behaviour and a healthy organisational culture can create a positive work environment within the organisation. 
[bookmark: _Toc137826500]Impact on organisational behaviour
Organisational culture is a common term in the context of business and the culture has kept both a negative and positive impact on organisational behaviour. Different background employees are working together within an organisation and that creates cultural diversity within the organisation (Tran, 2021). Positive work culture has created a healthy work environment and motivates employees to improve their work performance. On the other hand, negative work culture can create organisational conflicts and work politics that can negatively affect employee performance. A positive work environment is very necessary for organisational growth and employee motivation, therefore it can be said that to make the proper organisational behaviour, a positive work culture is very necessary. 
[bookmark: _Toc137826501]Hofstede Analysis
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Figure 1: Hofstede Diagram
(Source: Hofstede-insights, 2021)‌
In this part of the study, the Hofstede diagram was provided in this part. The power distance is very high in both countries, China and France. The power distance is much higher in China than in France. Individualism is much higher in France than in China and masculinity is also much higher in China than in France (Hofstede-insights, 2021). From the above diagram, it can be said that the possibilities of uncertainty avoidance are much higher in France than in China and the long-term orientation of the Chinese organisations is also much higher in China than in France. The area of indulgence is higher in France than in China. Therefore it can be said that, from the Hofstede model, the organisational culture of both China and France can be understood by an individual easily. 
[bookmark: _Toc137826502]Institutional approach to IHRM 
International HRM is the common term for organisations and different types of institutional approaches are the strategic HRM approach, commodity and management approach, reactive and proactive approach, and systematic approach HRM (Ererdi et al., 2022). The strategic approaches provide competitive advantages to the organisations and it also focuses on the people management of any organisation. The proactive approaches help to save considerable money and time in the long and short run and the proactive approaches are very important for accelerating the organisation’s overall process. Reactive approaches are not very fruitful because organisations might lose their money and time if the organisations are trying to implement the reactive HRM approaches. 
[bookmark: _Toc137826503]PESTLE analysis of China and the France 

	PESTLE 
	China National Petroleum Corporation (China)
	TotalEnergies SE (France)


	Political 
	· Since CNPC is a state-owned enterprise, Chinese government policies and laws have a significant influence over how the company conducts business.
· CNPC works in numerous nations with various political structures, which can present difficulties in terms of adhering to various regulations and political risks.

	· Since TotalEnergies works in various countries with shifting political designs, the organization’s activities and benefits are affected by political flightiness and rules.
· As far as oil investigation and creation, the business is furthermore represented by various worldwide regulations, including exchange bans and ecological guidelines (Christofi et al., 2019).


	Economical 
	· The profitability of CNPC is significantly impacted by the fluctuating global price of oil and gas, which is a major factor in the company’s operation.
· CNPC has operations in a number of developing nations, which can offer development prospects but also come with certain economic risks like unstable markets and currency fluctuations (Čirjevskis, 2019).

	· Oil and gas cost vacillations affect TotalEnergies and can fundamentally influence the organization’s deals and benefits.
· The condition of the worldwide economy and cash trade rates affect the organization’s monetary achievement.

	Socio-cultural 
	· CNPC works in a variety of cultural contexts, which can present difficulties in terms of social norms, values, and communication.
· CNPC has come under fire for its treatment of human rights and environmental issues, which could harm its standing and ability to conduct business.


	· TotalEnergies is putting resources into environmentally friendly power to satisfy the need for cleaner energy decisions welcomed by the shift to environmentally friendly power sources like sun-based and wind.
· The business should be aware of and adjust to nearby traditions and accepted practices since it works in different social settings.


	Technological 
	· CNPC has made technological investments to boost the effectiveness of its exploration and production processes, including the use of horizontal drilling and 3D seismic imaging (Haapanen et al., 2019).
· The use of renewable energy sources like wind and solar electricity has also been investigated by CNPC.

	· To build efficiency and well-being in investigation and creation, TotalEnergies makes innovation ventures. These incorporate novel investigation strategies, similar to 3D seismic imaging, as well as the utilization of man-made reasoning and information examination.
· The business is additionally making interests in clean energy advancements like carbon catch and battery stockpiling.

	Legal 
	· CNPC is governed by a number of national and foreign laws and regulations, including anti-corruption laws, labor laws, and environmental laws.
· Legal issues have been raised against CNPC because of claims of environmental pollution and bribes.

	· In the countries where it conducts business, TotalEnergies is represented by various regulations and rules, including work regulations and ecological regulations (Haapanen et al., 2019).
· Also, the business faces legitimate troubles like claims and investigations into security and ecological issues.


	Environmental 
	· The operations of CNPC may have a major negative effect on the environment, including air and water pollution and greenhouse gas emissions.
· Through investments in more environmentally friendly technologies and better environmental management techniques, CNPC has worked to lessen its effect on the environment.

	· TotalEnergies is interested in clean creation strategies and sustainable power sources with the end goal to decrease its negative natural impact (Zborowski, 2019). Moreover, the business should maintain rules and particulars to reduce its impact on the climate, like bringing down emanations and limiting the impacts of oil slicks.
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Figure 01: PESTLE analysis of China and the France
[bookmark: _heading=h.2et92p0]Source: (mdpi, 2023)
[bookmark: _heading=h.om7bvphm42ct][bookmark: _Toc137826504]Neo-institutional theory 
[bookmark: _heading=h.1vwp02fq9wpd]Scott's 1995 theory states that organisations must follow the rules and regulations regarding maintaining environmental stability to survive effectively in the global business market. In this reward, CNPC and TotalEnergies will be beneficial if they follow the theory as well as implement it in their business. Moreover, this theory will also help those organisations to identify both the social and environmental aspects as well as fulfilling them in all possible ways. Therefore, the companies will remain one of the most effective brands in China and France respectively. 
[bookmark: _Toc137826505]Theory of isomorphism 
[bookmark: _heading=h.cs6nl4vo9hkr]DiMaggio and Powell developed a theory in 1991 on the concept of isomorphism to explain the homogeneous workforce of an organisation (Aksom and Tymchenko, 2020). This theory presented several mechanisms including mimetic, coercive as well as normative in which isomorphism occurs. Therefore, by implementing this framework, both the companies CNPC and TotalEnergies will run their internal operations as well as other necessary activities within their business. Moreover, both companies will also get several opportunities to implement homogeneity in their workplace. Therefore, every employee can perform all types of activities which are required for their business. It will also turn the companies to generate more productivity as well as provide better performance. 
[bookmark: _Toc137826506]Institutional and cultural differences in the merger and acquisition between countries China and France
The consolidation and procurement (M&A) methodology between countries, including China and France, can be muddled by institutional and social contrasts. Coming up next are a few huge varieties that could influence M&A between these two countries:
Institutional Differences: 
1. General sets of laws: China has a communist overall set of laws, while France works under a common regulatory framework. Different M&A lawful structures might come from this, which might influence the arrangement’s prerequisites and interaction.
2. Government Necessities: The strategy might be more troublesome and tedious in China because of the country’s stricter government rules and endorsement norms for unfamiliar speculations and M&A bargains (Kiessling, Vlačić, and Dabić, 2019).
3. Possession: Because of the sizable state-claimed undertaking (SOE) market in China and the way that SOEs are more dependent upon particular administrative norms than private organizations, this component might affect the arrangement structure.

Cultural Differences:
1. Correspondence Styles: French business culture is more direct and objective centered, though Chinese business culture will in general be more backhanded and relationship-centered. Subsequently, correspondence and perception issues might emerge during the dealing system.
2. French organizations commonly have a more varied leveled administration structure, while Chinese organizations often have a more scattered structure. After the M&A exchange shuts, this could prompt contrasts in administration and dynamic strategies.
3. Mentalities toward Hazard: Chinese organizations might be more ready to face challenges to accomplish improvement, though French organizations regularly have a more wary way to deal with risk-taking. Various ways to deal with the M&A system and post-consolidation methodology might result from this.
All in all, these institutional and cultural aberrations might present challenges for China and France’s M&A cycle (Degbey et al., 2021). It is essential for organizations to know about these distinctions and to team up to find points of arrangement and arrangements.

[image: ]
Figure 02: Institutional and cultural differences in the merger and acquisition between countries China and France
Source: (denisonconsulting, 2023)

[bookmark: _Toc137826507]Theoretical arguments on Institutional approach, Cross-Cultural Management, and IHRM 

Institutional Approach:
As per the institutional strategy, associations are a piece of bigger institutional conditions that impact their way of behaving and strategies. This suggests that the institutional conditions in China and France, separately, affect the exercises and techniques of CNPC and TotalEnergies. Since CNPC is a state-possessed organization in China, it is represented by unmistakable regulations and guidelines than private organizations. Political and monetary parts of China, like guidelines on asset extraction and unfamiliar ventures, affect the organization's activities and procedures (González-Torres et al., 2020). The institutional climate in France, including the general set of laws, work regulations, and natural assurance rules, likewise affects TotalEnergies.
Cross-Cultural Management:
Dealing with the social distinctions among people and gatherings from different countries is the focal point of multifaceted administration. Since they work in different social settings, diverse administration is significant for CNPC and TotalEnergies. These organizations can make compelling diverse groups, close arrangements with progress, and deal with their tasks in different social settings by having an exhaustive comprehension of the social distinctions among China and France. For example, CNPC and TotalEnergies could have various approaches to imparting, approaches to arriving at choices, and perspectives toward facing challenges. Building solid associations with partners, like laborers, accomplices, and clients, can help these organizations (Vopilovskiy, 2022). This incorporates figuring out these social distinctions and adjusting their administration approaches properly.
International Human Resource Management (IHRM):
The administration of HR in worldwide enterprises is a focal point of IHRM. IHRM is vital for CNPC and TotalEnergies since they lead businesses in different countries and recruit individuals from different social foundations. Successful IHRM practices can help these organizations in finding, holding, and creating abilities abroad and in making a different and comprehensive labor force. For example, it may very well be important for CNPC and TotalEnergies to make different employing and determination methodologies, compensation and award plans, and preparing and improvement programs in different countries (Mineev, and Sæther, 2022). These organizations can foster a worldwide labor force that is in accordance with their organization's culture and values, which can give them an upper hand in different business sectors, with the guidance of powerful IHRM rehearses.
[image: ]
Figure 03: Theoretical arguments on Institutional approach, Cross-Cultural Management, and IHRM. 
Source: (sciencedirect, 2023)

[bookmark: _Toc137826508]b) Discussing the role of IHRM in implementing effective mergers and acquisitions at the pre-merger and post-merger stages

[bookmark: _Toc137826509]Discussing the role of IHRM in implementing effective mergers and acquisitions at the pre-merger and post-merger stages
IHRM is crucial for the outcome of consolidations and acquisitions (M&A) on the grounds that it coordinates the HR of the two organizations with the essential targets of the joined organization. IHRM will be pivotal in empowering a consistent mix of the two organizations' societies, strategies, practices, and staff in the consolidation between China Public Oil Partnership (CNPC) and TotalEnergies SE (All out).
Pre-merger stages:
1. IHRM can help with directing a social expected level of effort examination of the two organizations to figure out how their societies, values, and perspectives look into (Casanova, and Miroux, 2022). This information can be utilized to foster an incorporation methodology that praises the social assortment of the two organizations and produces a shared objective.

Post-merger stage:
1. Mix of HR Strategies and Practices: IHRM can help with organizing the two organizations' HR strategies and methods to foster a brought-together methodology to faculty organization. This might include organizing pay and advantages, execution assessment, vocation development, and preparation and advancement.
2. Multifaceted Preparation: IHRM can give laborers diverse preparation to assist them with grasping the varieties in the way of life, values, and convictions of the two organizations (Pichonnat, 2023). This can encourage social resistance and awareness while decreasing social conflicts.

IHRM, especially in dealing with the human resources of the two organizations, is fundamental for the progress of M&A. To guarantee a consistent convergence of the two organizations on account of the CNPC-Complete consolidation, IHRM can help with playing out a socially reasonable level of investment, labor force arranging, correspondence arranging, reconciliation of HR strategies and practices, culturally diverse preparation, and representative commitment and maintenance.
[image: ]
Figure 04: Pre-merger and Post-merger stages. 
Source: (linkedin, 2023)

[bookmark: _Toc137826510]Planning and Recruitment strategies of IHRM in China 
Because of the nation's social, political, and lawful scene, worldwide human assets, the executives (IHRM) in China stand up to specific challenges. IHRM should make fitting preparation and enlistment procedures that are in accordance with the organization's general business goals assuming it is to effectively oversee human resources in China. Coming up next are probably the best strategies IHRM can use in China:

1. Arranging the labour force: In China, the productive human asset of the board is fundamental. The association's present and future necessities, as well as the vital ranges of abilities, skills, and experience of the labour force, should be dissected by IHRM. A guide for recruiting, preparing, and keeping laborers can be given by labour force arranging, which can likewise help with distinguishing any labour force holes.
2. Worker Procurement: In China, one of the most urgent IHRM undertakings is enrolment. IHRM should formulate a careful work methodology that attracts, picks, and keeps the best competitors (Wanasinghe et al., 2020). IHRM ought to focus on fostering areas of strength for a brand, participating in friendly selection, and using computerized stages like virtual entertainment to attract the best ability.
3. Representative suggestion plans: In China, worker reference plans are an effective technique for drawing ability. This strategy involves empowering current specialists to propose qualified candidates for open positions (Martins et al. 2020). Representative reference projects can help IHRM in China in distinguishing forthcoming applicants who are socially and etymologically viable with the organization by using the informal organizations that as of now exist among workers.

[bookmark: _Toc137826511]Planning and Recruitment strategies of IHRM in France 
The cultural, political, and legitimate setting of France makes it especially hard for IHRM professionals to work there. IHRM should make proper preparation and enrolment procedures that are in accordance with the organization’s all-encompassing business targets assuming it is to effectively oversee human resources in France. Coming up next are the absolute best strategies IHRM can use in France:
1. Arranging the labour force: In France, arranging the labour force is fundamental for productive human asset organization. The association's present and future necessities, as well as the vital ranges of abilities, skills, and experience of the labour force, should be broken down by IHRM (Kaviani et al. 2020). A guide for employing, preparing, and keeping laborers can be given by labour force arranging, which can likewise help with recognizing any labour force holes.
2. Likely procurement: In France, one of the central liabilities of IHRM is enlistment. IHRM should come up with an exhaustive business methodology that attracts, picks, and keeps the best competitors (Gibson Smith et al., 2019). IHRM ought to focus on fostering serious areas of strength for a brand, using social enlisting, and connecting with expected candidates through proficient organizations to attract the best ability.
3. Representative reference drives: In France, worker reference drives are fruitful at tricking top staff. This strategy involves empowering current specialists to recommend qualified candidates for open positions. Representative reference projects can help IHRM in France in distinguishing potential competitors who are socially and semantically viable with the organization by using the informal organizations previously settled by workers.
[bookmark: _Toc137826512]c) Conclusions and Recommendations
All in all, Global Human Asset executives (IHRM) is significant to the progress of consolidations and acquisitions (M&A) processes, particularly in the space of arranging, enrolment, and social combination (Wilton, 2019). Making a common vision and culture, moving information, abilities, and innovation among organizations, and guaranteeing a consistent labour force joining is completely made conceivable by a successful IHRM procedure.

In any case, given the various issues that should be settled, it is essential to deal with IHRM in M&A processes fundamentally. Social and etymological obstructions, varieties of parents in law and guidelines, and protection from change are a couple of these troubles (Storey, 2023). A basic procedure involves recognizing and resolving these issues as well as planning methodologies that are custom fitted to the specific necessities and setting of the M&A cycle included associations.

The study proposes the accompanying to successfully take on a basic way to deal with IHRM in M&A processes:
1. Dissecting the distinctions in culture, regulation, and guideline between the associations that took part in the M&A cycle exhaustively. Through examination, conceivable struggle focuses can be found and systems to determine them can be all the more effortlessly evolved.
2. Make a careful IHRM plan that is in accordance with the expansive business objectives of the associations partaking in the M&A cycle. This plan ought to have a particular arrangement for employing, preparing, and keeping laborers, as well as an arrangement for coordinating various societies.
3. Make a viable correspondence intended to instruct staff individuals about the M&A interaction, including the inspirations driving the consolidation or buy, the expected advantages, and any likely changes to the hierarchical design or occupation obligations (Nankervis et al., 2022). To help staff in exploring the social distinctions between the associations participating in the M&A cycle, give diverse preparation and backing.
4. Empower cooperation, data sharing, and development in a cooperative and comprehensive work climate that values variety.

In general, by working with the exchange of information, abilities, and innovation between associations, fostering a typical vision and culture, and guaranteeing consistent labor force coordination, a basic way to deal with IHRM in M&A cycles can assist with guaranteeing the interaction's prosperity.
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